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F O C U S

The Epsilon Sigma Phi (ESP) Urban &
Culturally Diverse Audiences (UCDA)
Affinity Group crafted a vision for the
Diversity, Equity, Inclusion (DEI)
efforts of the affinity group with the
larger membership of ESP. The
premise of the project was to help
design metrics and strategies to
engage, recruit, and improve the
work of the ESP UCDA. Heavily
represented in the Affinity Group, the
University of Florida Chapter of ESP
submitted for and was awarded the
Rita T. Wood Grant to support this
effort.

The team was led by University of
Florida representatives Ramona
Madhosingh-Hector, Henry Mayer,
and Linda Seals, as well as Martha
Aitken (Washington State University),
Russell Hill (University of California),
Surine Greenway (University of
Idaho), and Karen Sergent (University
of Tennessee). The team attended
the Extension Foundation Impact
Collaborative where they connected
with other Extension professionals to
begin drafting and developing the
strategy for creating this toolkit. 

"A framework developed by
the ESP UCDA Affinity Group
that fosters a sense of
belonging for all ESP members
by increasing the usage of
curated diversity, equity,
inclusion and accessibility
tools."

This report is the result of their team
time at the Impact Collaborative, and
additional small group meetings to
refine the vision.

UNIQUE VALUE PROPOSITION:

HOW TO ACHIEVE THIS GOAL:

Development of an onboarding
manual with goals of:

(1) Engaging and educating new ESP
UCDA members 
(2) Educating new and existing
national ESP board members 
(3) Using resources developed by ESP
UCDA and available online, collected
in part through a Popl page with
survey and submission opportunities. 
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 Equity Advisors to train others
and mentor future members.

MENTOR

CONNECT SHARE

MEASURE

Assess practice change and
impacts in ESP. 

E S P  U C D A  E Q U I T Y  T O O L K I T

Show, through shared stories and
efforts, how these efforts result in
actual activity and policy change.

Demonstrate that DEI faculty and staff
groups are gaining focused attention

and supported organizationally.

Incorporate tangible technology
as a means of connection. Use
this to collect success stories
and impactful information to

share and grow collaboratively.
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Begin with a baseline of the current diversity
positioning. 
Determine what information is currently
collected and identify diversity markers for
growth.  
Amend membership data collection process
to assess the growth and capture changes.

Diversity of our membership increases.
Diversity for ESP will include (beyond civil rights
information) LGU affiliation (1862, 1890, 1994),
urban and rural extension identifiers, and
clientele programming audience as a marker of
diversity. 

OFFER TRAININGS coupled with surveying
number of diversity participants. Survey should
use standard questions but include: knowledge
gained, personal focus, and targeted questions
to gauge change. Provide anonymity for
members while using data to inform future
efforts. Include opportunity for "real" feedback
e.g., two or three questions on how training was
received and areas to improve. 

Use the survey results to inform internal
organizational change and identify what content
should be brought to membership. 

Recommendation: Use an annual point in time
survey distributed by leadership to overall
membership asking for urban/rural location and
audience/reach of members (not of themselves).

Include audience focus, population and office
location. Do not include anything personal or
intrusive (such as affiliations). 

Maintain two purposes: increase diversity and
make workshops more meaningful and 
 impactful.

Conduct inventory of website, member roll,
bylaws, and operating documents.
Co-create desired change alongside
leadership, equity advisors, and other
community groups. 
Use the evaluation data and metrics to recruit
and increase diversity.

Defined change. 
Addressing change is an important task to
become a more inclusive association. What is the
baseline for leadership? What changes have
been made to promote inclusive strategies?

INCREASE CHANGE
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Websites
Diversity, Equity, and Inclusion 
https://dei.extension.org/

Diversity, Equity, Inclusion - Extension Committee on Organization and Policy
https://pats.extension.org/diversity-equity-inclusion/

Navigating Difference-Cultural Awareness
https://pubs.extension.wsu.edu/navigating-difference-cultural-awareness-booklet-general-audience

Intercultural Development Inventory
https://idiinventory.com/

ESP UCDA DEI beta site
https://sites.google.com/utk.edu/ucda-resource-library/home
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