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The purpose of this research project was to explore

diversity, equity, and inclusion within the context of the

Dan & Margaret Maddox Charitable Fund’s (referred to

as ‘Maddox’) grantmaking and partnerships. Specifically,

this project sought to center nonprofit partner input and

experiences relating to diversity, equity, and inclusion

through qualitative listening sessions, interviews, and

surveys. Information gathered during this project will be

used as a starting point for relationships, conversations,

and actions rooted in a commitment to equity.

Outcomes of this project included a presentation to the

Maddox Board of Directors, a compilation of equity

resources for Maddox and for nonprofit partners, and a

detailed report of findings and actionable

recommendations.

overview

context
Maddox’s first grant cycle was in 2009, with 40

grants totaling $1.53 million. During its 2019 grant

cycle, Maddox awarded 71 grants totaling $1.89

million to nonprofits in three program areas: wildlife

conservation, education, and low-income youth.

Maddox awards three types of grants: Core Mission

Support (operating), Opportunity  (out-of-cycle), and

Program Support. Other than a select few legacy

grants, Maddox does not provide support beyond

$50,000 annually. They also provide scholarships to

10 young nonprofit professionals each year, and have

partnered with the Center for Nonprofit

Management to provide funds for all current

grantees to hire consultants if desired.

our mission is to
better our

community through
partnerships that

improve the lives of
young people and

further wildlife
conservation
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In 2017, Maddox began delving into conversations around diversity, equity, and inclusion. This

began with an invitation to a panel of educational experts, who shared their insights on

challenges facing students, parents, and school systems. A clear theme emerged: entrenched

inequities were leaving too many students behind; real, lasting changes would be needed to

address historic wrongs. Maddox quickly realized that inequity was not unique to learning

institutions, but could be seen in each of their three focus areas, from youth experiencing

homelessness and the extent to which immigrant children have trouble accessing services, to

who is most likely be outside enjoying nature or playing in a local stream.      In 2018, the

Maddox board committed itself to learning more about inequity. This included regular

conversations about diversity, equity and inclusion, as well as the   formation of an Equity

Leadership Team to guide board and staff learning in 2019. In time, this exploration grew to

include not only DEI but also justice, partially inspired by the words of Bryan Stevenson: “The

opposite of poverty is not wealth. The opposite of poverty is justice.” In 2019, Maddox staff

and board members committed to this project as an intentional and iterative exercise in

listening to their many partners.

methodology
18 of the Executive Directors at Maddox’s

current grantees (referred to as ‘partners’)

were randomly selected from a stratified list

for qualitative interviews. The list of 71

partners was stratified along three

parameters: 1) program area; 2) grant size; 3)

and an internal staff assessments of partners’

equity understanding.   Based on Maddox staff

members’ review of the initial selection, two

participants were purposefully removed from

the list and replaced with alternatives in an

effort to diversify the pool of participants and

perspectives. Nine of the selected partners

responded to a request for an interview. 

 

Interviews lasted between 45 and 90 minutes.

Seven of the interviews were one-on-one, and

two interviews were two-on-one, for a total of

11 participants.

Interviews
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Listening Sessions
Six listening sessions were held in the style

of focus groups with a total of 41 nonprofit

partner participants. All participants held

Executive Director or senior leadership

positions within their organizations.

Participants were invited via email to

voluntarily attend a session. Each session

lasted two hours, and included lunch. The

sessions were scheduled at different times

of the day and days of the week to allow as

many partners to participate as possible.

Attendance ranged from 2 to 12 people.

Listening sessions were not recorded

because the purpose of the sessions was to

build relationships and create space for

partners to share advice, stories, and

challenges relating to DEI work. During the

last 30 minutes of each listening session,

any Maddox staff or board members 

Participants were given a project

information sheet (Appendix B) detailing

the scope of the project. The project

information sheet included a note that

interviews would be recorded and

transcribed. Prior to recording each

interview, the research fellow obtained

verbal consent from each participant and

participants were given a chance to ask

questions. At the end of the interview,

respondents were asked to report their age,

gender identity, and race and ethnicity.

Ages of participants ranged from 32-60.

Nine of the participants identified as female

and two as male. Seven respondents

identified as white, two identified as Latinx,

one identified as black, and one identified as

multiracial. Interview questions are located

in Appendix C.

present were asked to step out of the room

in an effort to allow space for candid

reflections and observations.

 

Five of the listening sessions focused

exclusively on diversity, equity, and inclusion.

In each of the DEI-focused listening sessions,

partners were asked questions about their

personal definitions of diversity, equity, and

inclusion as well as the challenges and

barriers they had seen or experienced within

an organizational context. Participants were

also asked about how Maddox could play a

role in furthering DEI in Middle Tennessee

and about their thoughts on Maddox adding

a section on DEI to their grant application.

One additional listening session was held

with staff members directly responsible for

completing the Maddox grant application for

their organizations. During that session,

participants were asked about their

experiences completing the Maddox grant

application and whether or not the

application allowed them to fully describe

their programs. Participants also read

through the entire application, page by page,

and reflected on questions they felt were

overly burdensome. A full list of questions

from each type of listening session is located

in Appendix D. Demographic data was not

collected on listening session participants.
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Survey
The survey was sent to the Executive Directors of all 71 current Maddox partners. 39 staff

members whose responsibilities include completing grant applications were also invited to

take the survey in order to capture a diversity of perspectives. Partners were encouraged to

share the survey with everyone in their organizations. The survey was open for 5 weeks, and

partners were sent two reminders. In total, 86 partners responded, representing a response

rate of 78.2%.

 

Of the 85 respondents who indicated their program area of focus, 55.3% reported education

(48), 30.6% reported low-income youth (26), and 14.1% reported wildlife conservation (12).

This breakdown closely aligns with the percentage of funded partners in each area this past

grant cycle: 50% education, 25% low-income youth, and 25% wildlife conservation.

 

Figure 1 illustrates the length of time survey respondents reported working for their

organization. Approximately half of respondents reported 2-5 years with their current

organization.

 
Figure 1: "“How long have you been working for your current organization?”

Survey respondents were given the option to report demographic information. Four survey

respondents identified as LGBTQIA+, four respondents indicated a native language other than

English, and ages ranged from 20- to 72-years-old. 49 respondents identified as female, 13

identified as male, and one respondent identified as non-binary. 43 respondents identified as

white, 12  identified as black/African American, three identified as South Asian, one identified

as Latinx, and one identified as Pacific Islander. Five respondents identified as multi- or

biracial.  See Figure 2.

 

This demographic breakdown represents significantly more racial diversity and slightly less

gender diversity and than the nonprofit industry as a whole. According to a 2015 report, 8% of

Executive Directors in the nonprofit world were people of color, as compared to 33.3% of

survey respondents. In 2017, 73% of nonprofit staff identified as women, as compared to

77.7% of survey respondents.
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Due to the anonymous nature of the survey and because everyone we emailed was

encouraged to share the survey within their organization, it is impossible to know how

many organizations were represented in the responses. Because of this, it was assumed

that each respondent represented an organization. Thus, figures and statistics

representing the number or percentage of organizations may be slightly skewed by

unknown duplicates. On the survey and in interviews, respondents often appeared unclear

on the meaning of the demographic question regarding gender identity. One possible

reason for this is the lack of awareness around gender fluidity and non-binary gender

identification. If respondents were unfamiliar with the full scope of gender identity, this

may have impacted the results of questions such as: “Please rate the extent of your

agreement with this statement: I feel comfortable discussing gender identity and sexual

orientation in my organization.” 

 

One respondent noted that they did not feel the survey should be taken by staff members

in non-management roles. They felt the questions were difficult to answer because   they

did not know which aspects of their organization were funded by Maddox and their

position did not include interaction with Maddox staff members. Finally, as several

partners noted, the power dynamic between Maddox and its funded partners may  have

dissauded respondents from honestly disclosing the challenges their organizations have

experienced around DEI work.

Possible Flaws in the Data
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findings

DEI Conversations

In listening sessions and interviews,

participants, and especially white

participants, were often comfortable

defining diversity, but were less familiar with

the nuances of inclusion and equity.

Responses and familiarity with DEI also

varied across program area. Thus, the

following findings are disaggregated by

program area of focus as well as race.

“Maddox's prioritization of these

values has already impacted our

organization because senior

leadership sees a benefit in inclusion

activities. While Crossroads and

other diversity/antiracism trainings

are helpful in understanding the

need … organizations struggle more

at the action level. What does

inclusive hiring look like? Where can

we recruit high-quality, diverse

candidates? How do we make our

first diverse staff members feel

welcome in a room of mostly white

faces? How do we better manage and

support staff members from

marginalized communities who may

not have the same skills or

knowledge base as staff members

from more privileged backgrounds?

How do we get past the toxic idea of

"culture fit" that has been promoted

in business schools for so many

years? How do we move from a

legalistic view of ADA compliance to

welcoming staff members who may

need accommodations...?”

In the survey, 27.9% of respondents

identifying as white and 40.9% of the

respondents identifying as people of clor

strongly agreed with the statement: “I feel

comfortable talking about race in my

organization.” 23.2% of respondents

identifying as white and 27.3% of

respondents identifying as people of color

strongly agreed with the statement: “I feel

comfortable talking about gender identity

and sexual orientation in my organization.”

 

All but three organizations report having

conversations within their organization

about DEI. The average frequency of

conversations varied across program area.

On a scale of 1-5, the average frequency of

DEI conversations reported was 3.6 for

education partners, 3.1 for low-income youth

partners, and 2.25 for wildlife conservation

partners. Reported frequency did vary

slightly by race, with white respondents

reporting an average frequency of 3.33 and

respondents identifying as people of color

reporting an average frequency of 3.14.
7



DEI Trainings, Policies, and Outreach

88% of education and low-income youth respondents and 66% of wildlife conservation

respondents report having completed diversity and/or racial equity trainings. 81.3% of

respondents identifying as white and 54.5% of respondents identifying as people of color

strongly agreed with the statement: “I think it is valuable to examine and discuss the impact of

race on my organization’s work.” 24.4% of organizations report having a strategic plan that

incorporates DEI and 36% report having hiring practices designed to address inequity (e.g.

prioritizing the hiring of employees holding marginalized identities.) Outreach to marginalized

communities varies by program area (Figure 3).

 

In addition to quantitative data collection, the partner survey also included several

opportunities to share open-ended reflections and feedback. A number of key and/or

representative quotes from these questions can be found in Appendix A.

Figure 3: Reported Outreach to Marginalized Communities
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Challenges
Partners reported a variety of challenges

and barriers to furthering DEI work in

their organizations and in Middle TN.

 

Resource barriers were widely reported.

One partner noted: “Most organizations

need tools and support to attract all

populations and institutional support to

make nonprofit careers attractive and

welcoming to all. It is difficult with the

limited resources of most nonprofits and

the urgent need to respond to client

needs to do all the work needed to

become a better organization.” This

sentiment was echoed by partners who

noted the difficulty of dedicating the time

necessary to make progress on DEI work,

when it is “competing” with so many

other priorities.

Additional concerns related to resources included the uncertainty that comes with short-term

grant funding. One partner expressed feeling “shackled” by the questions, "Are they going to

fund us?" or "Is this the year they drop us?” Another partner noted that because Maddox is a

funder it is difficult to be completely honest about challenges experienced in their

organization. Echoing this sentiment, a different partner stated it would be difficult to have

open conversations about DEI because “grantees will seldom share their ideas about societal

discrimination in America, fearing loss of funding.”

 

Several partners noted concern over a lack of senior leadership-buy. Elaborating on the

consequences of this, one partner stated: “without organizational leadership buying in and

taking a proactive role, it is less likely that lasting changes will be made.”

 

Finally, respondents of color reported additional challenges with DEI work in their

organizations, including feeling tokenized and/or “exhausted” because of the burden of “being

the only one in the room.” Several respondents of color shared difficulties engaging white

colleagues in DEI learning, citing feelings of discomfort or fear of “doing the wrong thing” as

possible explanations. One possible method for gaining a better understanding of these

challenges is to create intentional spaces for nonprofit staff members in Maddox partner

organizations who hold marginalized identities to share their experiences.

common barriers
Staff and board time.

Financial resources. 

Finding diverse board and staff

members.

Unclear direction and a lack of

training.

A lack of buy-in from senior

leadership (staff management and

board members).

Keeping people engaged in DEI

work/conversations for the amount

of time needed to make progress

while also engaging new people.
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recommendations
Many partner organizations reported a desire for

more training around DEI. Specifically, partners

requested training that was: 1) partially or fully

funded by Maddox; 2) responsive to partner needs

and program areas of focus; 3) relevant to all types of

staff and board members; and 4) led by people of

color and/or individuals holding marginalized

identities. Partners who had participated in the

Crossroads training reported high levels of

satisfaction with the training’s content.

 

Other partners requested recommendations for DEI

resources and suggestions for outside speakers to

bring in to lead DEI conversations.   One partner

emphasized the importance of outside voices being

brought in to provide objective assessment and

training. Requested resources include an example of a

Training and Consulting

Figure 4: “I would do more to advance racial equity if I had the following:"  (84 total respondents).
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strategic plan that incorporates DEI and organizational self-assessments to identify areas of

improvement.  Another partner suggested Maddox create an “online curated library” of DEI

resources. Related to this, partners who had encountered the new Equity page of Maddox’s

website reported finding it useful.  In two cases, partners stated they had shared the page with

others in their organizations and were using it to hold training sessions and conversations

around DEI.  In addition to baseline training around DEI, three survey respondents noted a

need for “intermediate and advanced trainings” and facilitated discussions around the impacts

of “intentional and systematic racism” in Middle Tennessee, and how it relates to

gentrification, the public school system, and consequences for communities of color.

 

A small number of partners expressed a need for outside consultants to work closely with

organizational leaders for a longer period of time to “transform their organizations with an

equity lens.”   Recognizing the “situational power barriers” individual staff may face, one

organization suggested Maddox “use its local reputation to attempt to influence senior

leadership and Board members from outside the organization rather than merely better

preparing” individuals.

Many partners expressed a desire for more connections and

communication amongst nonprofits and between nonprofits

and funders. While partners consistently reported satisfaction

with their partnership with Maddox, several respondents

noted a need for more “two-way communication” between

Maddox and their grantees. 

 

In addition, partners consistently expressed a desire to form

stronger relationships with other Maddox-funded nonprofits.

Specifically, partners suggested that Maddox act as a

“community convener” to help “facilitate communication

between its partner organizations, encouraging grantees to

share best practices with one another and engage in

community equity forums.”   Several formats were

recommended for fostering these connections, including

facilitated discussions,  group workshops and trainings, and

even a summit on DEI and/or the formation of a shared

learning community. The suggested purpose of these spaces

would be to share successes, challenges, and advice related to

DEI work. One partner also suggested Maddox support

and/or facilitate focus groups with nonprofit and their key

stakeholders “about how [their] organizations could better

serve communities of color.” 

Communications and Convening

facilitate
communication

between its
partner

organizations,
encouraging

grantees to share
best practices with

one another and
engage in

community equity
forums
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Related to this, it was suggested that intentional two-way communication would include

opportunities for partners to share information with Maddox outside of the grant cycle as well

as “participatory philanthropy.” In other words, “grantees and stakeholders would be included

in the Foundation’s grantmaking decisions.” Echoing this were several partners who expressed

a desire to better understand the intricacies of Maddox’s grantmaking process.

 

Finally, one partner suggested Maddox send out a monthly newsletter including DEI

resources, which echoed comments from several other respondents requesting ongoing and

consistent support and resources.

When asked how Maddox could play a role in furthering diversity, equity, and inclusion in

Middle Tennessee, a number of partners suggested building DEI into the grant application.

Several partners encouraged Maddox to “challenge” their grantees to move forward on DEI,

while others cautioned against “punitive” changes to the grant application. 

 

Ideas varied widely on specific changes to the grant application. Several partners suggested

Maddox ask questions about staff and board diversity in the application and grant reports.

Currently, 91.4% of partners report collecting demographic information on race, 52.9% on

gender identity, 21.4% on linguistic background, and 15.7% on sexual orientation. One partner

expressed the following concerns around collecting demographic data:

Grantmaking

While we have dialogues about inclusion and equity, we are very

cautions [sic] about collecting demographic data on our staff that

makes them feel forced to chose [sic] specific identity that makes

them feel boxed in. Selecting demographic information can be

painful or uncomfortable for some of our staff when the options

given don't reflect their true identity or force them to disclose

information not widely known - bi-racial heritage, lgbtqi - so we

try to have an inclusive environment with people from all

backgrounds, but without forcing them to chose [sic] an identity

or feel that one aspect of their identity is being lifted up over other

aspects.

Other partners advocated for open ended questions about organizational “journeys” towards

DEI given the complexity of the topic. Wildlife conservation partners, in particular, noted the

projects they implement may not always have a direct “diversity component” and encouraged 
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Maddox to “adopt   flexible equity criteria that takes multiple organizational factors into

account when selecting funding partners.”

 

One partner noted that “linking diversity and inclusion conversations to funding applications

will ensure they happen, but will not guarantee the effectiveness.” This sentiment was echoed

widely. Partners often suggested gradual changes to the grant application accompanied, citing

a lack of resources and the slow pace of organizational change as major barriers. To alleviate

these challenges, partners recommended Maddox provide financial support for training,

celebrate and “uplift” partners who are making progress, and push other funders to focus on

DEI because “philanthropy plays such a large role in the ongoing nature of structural racism

(and other forms of oppression).”   To promote candidness, partners suggested Maddox

actively encourage grant applicants to share challenges and even mistakes in their progress

towards DEI.

 

Partners also had a variety of suggestions for alterations to Maddox’s funding priorities:

Extend funding to a broader program focus and “outcomes for

changing regional metrics like income, ethnic, and gender disparities.”

Build up and support grassroots and community-based organization. 

One option may be to “pass through” capacity building grants to

grassroots groups who may not be eligible for other kinds of grants.

Set aside funds partners could apply for to deepen their equity,

recognizing the costs associated with sending staff to trainings,

bringing in experts, and dedicating staff, board, and volunteer time to

DEI work.

Continue to provide internship funding to promote diverse

hiring. Provide small disability accommodation grants.

Support “multi-year funding commitments contingent on meeting

outcomes” followed by a “serious evaluation of programs and

partnerships every three years.”

Several partners noted they would be willing to share educational resources around DEI with

Maddox and one partner noted they would be willing to work together with Maddox around

mutual learning related to white supremacy. Other partner suggestions for resources included

the Southern Poverty Law Center library and Nashville Public Library's Andrea Blackman and

Tasneem Tewogbola. Additional equity resources can be found in Appendix H.

Resources
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Appendix A: Key Quotes

What would the ideal partnership with Maddox look like for you and your organization?
 
“I think there is a lot of individual buy-in in my organization but not as much upper-level leadership. I would be
curious for Maddox to use its local reputation to attempt to influence senior leadership and Board members from
outside the organization rather than merely better preparing me as an individual; that does nothing to help the
situational power barriers that I face.”
 
“Having multi-year funding commitments contingent on meeting outcomes. With those funding amounts having
incremental inflation adjusted increases. And then a very serious evaluation of programs and partnerships every
three years. Organizations could be on staggered three year cycles to give Maddox staff the time to evaluation
and would also give some stability so organizations can adapt to opportunities and innovate rather being
shackled by the year-to-year quesion [sic] of 'are they going to fund us?' or 'is this the year they drop us?' and then
we have to cut services.”
 
“Keep pushing DEI in all of your conversations with leaders of orgs. Have DEI in all of your grant applications. Be
encouraging and not punitive for orgs not ready to do the hard work yet.”“Ongoing conversations about how
Maddox can further support our work or what support could look like in addition to our current funding. Well
facilitated grantee meetings or focus groups about our funding relationship with Maddox. Ongoing opportunities
(not just in grant reports or applications) to share information about our organization with Maddox.”
 
“It would be ideal for the partnership to extend funding to a broader program focus and include outcomes for
changing regional metrics like income, ethnic, and gender disparities.”
 
How can Maddox play a role in furthering diversity, equity, and inclusion in Middle Tennessee?
 
“I think Maddox, at least in my own perception, has a strong local reputation as a caring, committed investor, and
rather neutral - giving it potentially the opportunity to engage in a way that other players might not. I do think
Maddox has the stature to engage in higher level institutional policies and structural efforts beyond individual
education. I think trainings are lovely but that they don't move practice much. I'd love to see policy
recommendations to leadership around hiring, Board diversity, and institutional policies.”
 
“Training and information about the intersection between JEDI and the environmental work Maddox supports
(i.e environmental and climate justice). Provide specifics to this region. Connect non-profits to leaders in
communities experiencing vulnerability (i.e. faith leaders, school leaders, etc.).”
 
“An intentional two-way communication would lead to a participatory philanthropy. We the grantees and
stakeholders would be included in the Foundation's grantmaking decisions.”
 
“I think Maddox is taking a bold and much needed step in addressing this already. By having conversations with
partner organizations, challenging organizations to increase board member diversity, hosting/co-hosting
conversations about DEI - it's all extremely beneficial and I hope it increases awareness and action in Middle
Tennessee.”
 
“I would like to see training and/or discussion about respecting all different cultures in Nashville. I feel that
gentrification is the same as integration. Many people of color feel unwanted and thrown away. People who live
in gentrified areas need to learn and understand the impact of intentional and systematic racism.”
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“Ask questions about staff/board diversity, equity and inclusion on grant applications and in grant reports.
Promote and uplift organizations that have practices that further DEI. Provide training or funding that focuses on
DEI that specifically relates to Maddox's funding areas. Push other funders to further DEI since philanthropy
plays such a large role in the ongoing nature of structural racism (and other forms of oppression).”
 
“Most organizations need tools and support to attract all populations and institutional support to make nonprofit
careers attractive and welcoming to all.It is difficult with the limited resources of most nonprofits and the urgent
need to respond to client needs to do all the work needed to become a better organization.”
 
“Continue providing training, resources and ideas on how to better approach our board about having more of
these conversations and why they matter to our organization and should matter to our board.”
 
Are there any resources Maddox could provide, financial or otherwise, that would support conversations and
action around diversity, equity, and inclusion in your organization?  Please explain.
 
“When addressing diversity, some are afraid to speak up, particularly should their personal views not align with
others' - so the conversations never happen. Organizations are also feeling 'forced' to pursue diversity for, what
seems like, the mere sake of it. I absolutely believe diversity should be pursued, but it should have a positive
impact, a direct effect on all parties...not just 'ticking a box'. Providing connections or facilitated conversations
can help these relationships form and move them forward.”
 
“I would be curious to see (1) recommendations on materials we can use internally, say documentaries or books
to do as a common read for the department and (2) recommendations on national level speakers and funding to
support bringing in recognized trainers and speakers (as my boss said recently that there is no one within our
department that she trusts to lead conversations while recognizing the history of our org and the vast diversity in
opinions among employees in our department).”
 
“We are always in need of financial support. However, I would be open to conversations about all of the above
items. This would be very difficult to achieve because grantees will seldom share their ideas about societal
discrimination in America, fearing loss of funding.”
 
“Real practical training. Not just theory. Too much is theory, historical, or narratives. You leave thinking, ‘ok I
need to do something but I have no idea what to do.’”
 
“Crossroads-like or Crossroads-led conversations at the staff level for particular organizations; trainings on DEI
areas that aren't just focused on race (for example, bringing in trainers for do gender/sexuality trainings that are
similar to the Crossroads training). I love that Maddox provided internship funding so that diverse interns could
be incorporated into organizations, but see the same need for funding for staff at nonprofits.”
 
“Basic information to acclamate [sic] and orient white people in a simple and non threatening way. As a person of
color, I have seen that my white colleauges [sic] often do not engage because they may not know where to start,
are afraid of doing something wrong, or are resistant to change because they take challenges to
structural/institutional racism personally.”
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Appendix B: Project Information Sheet

Research Project Information Sheet
 
The following information is provided to inform you about the research project and your participation in it.
Please read this form carefully and feel free to ask any questions you may have about this project and the
information given below. You will be given an opportunity to ask questions, and your questions will be
answered. 
 
What is the purpose of this research project?
You have been invited to participate in an interview sponsored by the Dan & Margaret Maddox Charitable Fund
(referred to as “Maddox”). The purpose of this interview is to hear  what our partners are thinking about equity
and to learn what Maddox can do to help advance your work. The information learned in this interview will be
used to improve Maddox’s grantmaking process and strengthen partner relationships.
 
Procedures to be followed and approximate duration of the research project:
As part of this research project, you will be interviewed one-on-one by the Equity Research Fellow. The interview
will be semi-structured and last approximately 45-60 minutes. This interview will be audio recorded and
transcribed for analysis by the Equity Research Fellow. Participation in this research project is voluntary and
optional. You may choose not to participate at any time. Doing so will not limit participation in any other
programs or activities.
 
Benefits and Risks
Potential benefits include nonprofit- and equity-driven changes to Maddox operations. No risks are anticipated
beyond those experienced during an average conversation. Information provided during the interview will not
impact your current funding from the Dan & Margaret Maddox Charitable Fund.
 
Confidentiality
Should you choose to participate, the Equity Research Fellow will analyze the data, but your responses will be de-
identified and no names will be included in any reports. De-identified information from the project will be shared
internally and externally.
 
Contact
If you have any questions or concerns regarding this research project, please contact:
 
Kendl Kobbervig
kendl.a.kobbervig@vanderbilt.edu
608-575-8798
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Appendix C: Interview Questions

For context, can you tell me a little bit about your organization? [all]

When you hear the phrase “diversity, equity, and inclusion,” what comes to mind? [all]

How would you describe your organization’s familiarity with diversity, equity, and inclusion? [all] 

What kinds of conversations, if any, have you had about DEI in your organization? [all] We are interested both

in conversations you’ve had about internal and external efforts.

Internal example: equal employment opportunity statement - look up

External example: channels for community feedback; community involvement participant representation;

do you track demographic information on community served.

What does it mean for your organization to have a commitment to diversity, equity, and inclusion? How has

that commitment manifested in your organization? [structural; equity] How does your nonprofit assess the

progress you are making towards your goals of diversity, inclusion, and equity?   What will success look like?

[structural; equity; others?]

How do you address potential resistance when it comes to DEI work? What examples can you provide in

which your organization was successful in addressing resistance? [structural; equity]

What are some of the barriers you have faced or anticipate facing in advancing DEI work? [all]

What resources does your organization need to further a commitment to DEI work? Interested in training?

[all]

How do you see foundations like Maddox playing a role in larger conversations about DEI in Middle TN? [all]

What do you see Maddox doing now in terms of DEI? What else can Maddox be doing?

As Maddox dives deeper into a commitment for DEI, do you have any advice for us? What pitfalls have you

experienced? What successes have you achieved that we could learn from? [structural; equity]

As a nonprofit leader, how do you learn? Where or who do you go to for advice and resources? [all]

Demographics:

Age:

Gender identity:

Race/ethnicity:

1.

2.

3.

4.

a.

b.

5.

6.

7.

8.

9.

a.

10.

11.

12.

a.

b.

c.
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Appendix D: DEI Listening Session Protocol

Agenda

1:00 - 11:05  Welcome and Introductions

11:05 - 11:10  Overview and Norm Setting

11:10 - 11:15 Time for Questions

11:15 - 12:10 Discussion

12:10 - 12:15 Break

12:15 - 12:50 Discussion

12:50 - 1:00  Wrap Up

 

Welcome

[Kaki/Joseph]Good afternoon and welcome, thank you for taking the time to join our discussion on diversity,

equity, and inclusion in the Dan & Margaret Maddox Charitable Fund. We are excited to hear from each of

you.Overview of building layout.Let’s begin by finding out a little more about each other by going around the

room one at a time. Please briefly tell us your name, pronouns, organization, and your organization’s mission.

Also, in a sentence or two, what is your favorite part of your job? 

 

Overview and Purpose

These listening sessions will help Maddox center nonprofit input and needs as we develop a comprehensive plan

that clearly conveys a commitment to diversity, equity, and inclusion and articulates goals, objectives, and action

plans for implementation. 

 

During the session today, we want to hear more about your insights and perspectives on diversity, equity, and

inclusion within your own organizations, Maddox, and the broader community. 

 

Each of you has a sheet in front of you with a collection of definitions of equity to provide context for this

discussion. Please take a moment to read over them.

 

Norm Setting

[Kendl] My name is Kendl - I am a graduate student at Vanderbilt and a research fellow partnering with Maddox. I

will be facilitating the discussion today.

 

There are no right or wrong answers; we expect that you will have different points of view. Please feel free to

share your point of view even if it differs from what others have said. Keep in mind that we're just as interested in

negative comments as positive comments, and at times the negative comments are the most helpful.

 

We will be taking notes during this session because we don’t want to miss any of your comments. No names will

be included in any Maddox reports. We ask that the information shared in this space does not leave the room -

what’s said here stays here, what’s learned here leaves here.

 

We are here to ask questions, listen, and make sure everyone has a chance to share. We’re interested in hearing

from every one of you.

 

Before we begin, does anyone have any questions? [Pause for questions]
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When you hear the phrase “diversity, equity, and inclusion,” what do you personally think of?

 [Pass out equity definitions] 

How familiar is your organization with diversity, equity, and inclusion? 

Is DEI something you have previously encountered in an organizational context? 

If so, what have your experiences and conversations related to DEI looked like?

What does organizational learning look for you? When you or someone in your organization is interested in

learning about a new topic or learning a new skill, where do you go? Who do you talk to? What resources do

you seek out? 

What barriers does your organization face to incorporating diversity, equity, and inclusion into your work? 

If you have implemented a DEI initiative in your organization, what challenges did you face in the process?

For groups who have implemented a DEI initiative, what advice would you share with other organizations?

What does a nonprofit that values diversity, equity, and inclusion look like in terms of staff, leadership,

mission, values, and the work they do? 

How do you see Maddox playing a role in a larger conversation about diversity, equity, and inclusion in Middle

TN?

What do you see us already doing? What should we be doing? What shouldn’t we be doing?[Pause for

Joseph and Kaki to leave the room] 

What are your thoughts on Maddox adding a section on diversity, equity, and inclusion to its grant

applications? 

Put yourselves in the shoes of a foundation/grantmaker: how would you best design a section on DEI?

What types of information would you want to know from potential nonprofit partners?

Conversely, how can you best tell your story on an application in regards to these topics?

Were there any sticking points today? Anything that made you say “huh” or “I don’t know about that”?

Of the topics we discussed today, which is the most important to you? 

Is there anything else you’d like to add to the conversation before we close out?

Discussion

1.

a.

2.

a.

b.

3.

4.

a.

b.

5.

6.

a.

7.

a.

b.

8.

9.

10.

 

Closing and Follow Up

Thank you all for your feedback. In the past, insights from our nonprofit partners has  led to instrumental changes

in our grantmaking. As a result of previous conversations and listening sessions with our partners, Maddox has

made a commitment to fund advocacy, core mission support grants, administrative overhead, and now equity.

We have also been asked to leverage our voice and position as a foundation in the community when it comes to

issues that affect our partners, such as DACA, the Clean Water Act, and school vouchers. Thank you all again for

joining us today. We sincerely appreciate your time and input and we look forward to sharing with you the impact

it will have on our work.
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Appendix E:  Protocol for Listening Session with Nonprofit Staff Responsible for
 Grant Applications 

To discuss and reflect on how to revise our process to put nonprofit partners’ needs first and to increase trust,

respect, and empathy. 

To consider how to meaningfully incorporate questions on diversity, equity, and inclusion into Maddox grant

applications.

When do you start the application? How far in advance of the deadline?

How do you keep track of when to apply?

What information seems absolutely necessary?

What information seems potentially useful but not essential? 

What works well in the grant application?

What doesn’t work well in the grant application?

Which sections take the most time to complete?

How can we make the application process easier for nonprofit partners?

Do you have any other suggestions or thoughts on the grant application process?

How do you feel about the grant portal? Is it easy and accessible? 

Is the reporting system easy? Do you have any suggestions for improving the reporting process?

Would it be useful to have the application in other languages? If so, which ones?

What does a nonprofit that values diversity, equity, and inclusion look like in terms of staff, leadership,

mission, values, and the work they do? 

If you were a foundation hoping to further equity in your grantmaking, what questions would you ask your

nonprofit partners? What information would you want to know?

Do you know of any other grant applications that have sections on DEI?

Purpose: 

1.

2.

 

Discussion Questions

 

Walk-through of the grant application step by step. 

 

Questions to consider for each section:

 

Overarching questions (asked at the end):

 

Supplementary questions:

 

Equity discussion (last 30 minutes):

Maddox is considering adding a section on diversity, equity, and inclusion to their grant application.  [Pass out

collection of equity definitions]

 

Brief pause for clarification questions about equity goals/definitions
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Appendix F: DEI Definitions Used in Listening Sessions

Definitions of Equity

“Providing the resources and support needed to help marginalized individuals and organizations thrive,

thereby ensuring we can no longer predict advantages or disadvantages based on our differences.”

 

“Equity is achieved when you can no longer predict an advantage or disadvantage based on race/ethnicity,

gender and gender identity or ability. An equity framework is a proactive, strategic approach to improving

outcomes that account for structural differences in opportunities, burdens and needs in order to advance

targeted solutions that fulfill the promise of true equality for all.” 

 

“Improving equity is to promote justice, impartiality and fairness within the procedures, processes, and

distribution of resources by institutions or systems. Tackling equity issues requires an understanding of the

underlying or root causes of outcome disparities within our society.” 

 

“Equity is about ensuring the communities most affected by injustice get the most money to lead in the

fight to address that injustice, and if that means we break the rules to make that happen, then that’s what

we do.”

below is a copy of the DEI definitions provided in the listening sessions
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Appendix G: Survey

below is a link to the survey used in this report:

 

https://docs.google.com/forms/d/e/1FAIpQLSe4hSYGL1Ixw1W09DTcjAXdbdkaGmLsyETYpi1

37CgpCQBlTw/viewform?usp=sf_link

 

The survey will remain open to allow Maddox partners to continue to share anonymous

feedback.
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Appendix H: Additional Equity Resources

Why diversity, equity, and inclusion matter for nonprofits.

https://www.councilofnonprofits.org/tools-resources/why-diversity-equity-and-

inclusion-matter-nonprofits
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How to begin equity work in your organization with little to no money.

https://www.ncnonprofits.org/sites/default/files/resource_attachments/EquityWork

WithNPBoardStaff.pdf

The MSW@USC Diversity Toolkit: A Guide to Discussing Identity, Power and

Privilege. 

https://msw.usc.edu/mswusc-blog/diversity-workshop-guide-to-discussing-identity-

power-and-privilege/#intro

Fakequity Blog

https://fakequity.com/welcome-to-the-fakequity-blog/

Assessing Organizational Racism

http://www.racialequitytools.org/resourcefiles/westernstates2.pdf

Transforming Organizational Culture Assessment Tool

http://www.mpassociates.us/uploads/3/7/1/0/37103967/toca_toolpotapchuk_.pdf

DEI Organizational Assessment

http://www.racialequitytools.org/plan/informing-the-plan/organizational-assessment-

tools-and-resources

https://www.councilofnonprofits.org/tools-resources/why-diversity-equity-and-inclusion-matter-nonprofits
https://www.councilofnonprofits.org/tools-resources/why-diversity-equity-and-inclusion-matter-nonprofits
https://www.ncnonprofits.org/sites/default/files/resource_attachments/EquityWorkWithNPBoardStaff.pdf
https://msw.usc.edu/mswusc-blog/diversity-workshop-guide-to-discussing-identity-power-and-privilege/#intro
https://fakequity.com/welcome-to-the-fakequity-blog/
http://www.racialequitytools.org/resourcefiles/westernstates2.pdf
http://www.mpassociates.us/uploads/3/7/1/0/37103967/toca_toolpotapchuk_.pdf
http://www.racialequitytools.org/plan/informing-the-plan/organizational-assessment-tools-and-resources

