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KCUR 89.3 &
91.9 Classical KC
Staﬀ Breakdown
Full-time: 59
Part-time: 15
Total: 74*
*Does not include freelance and consultants

Newsroom break out*
Full-time: 34
Part-time: 5
*Does not include freelance and consultants

KCUR 89.3 & 91.1 Classical KC Staﬀ Demographics

KCUR 89.3 & 91.1 Classical KC CAB Demographics

KCUR 89.3 & 91.1 Classical KC Intern Demographics

Defining DEIB For KCUR
Diversity includes all the ways in which people diﬀer, encompassing the diﬀerent characteristics that make one individual or group
diﬀerent from another. While diversity is often used in reference to race, ethnicity, and gender, we embrace a broader definition of
diversity that also includes age, national origin, religion, disability, sexual orientation, socioeconomic status, education, marital status,
language, and physical appearance. Our definition also includes diversity of thought: ideas, perspectives, and values. We also recognize
that individuals aﬀiliate with multiple identities.
Equity is the fair treatment, access, opportunity, and advancement for all people, while at the same time striving to identify and
eliminate barriers that have prevented the full participation of some groups. Improving equity involves increasing justice and fairness
within the procedures and processes of institutions or systems, as well as in their distribution of resources. Tackling equity issues
requires an understanding of the root causes of outcome disparities within our society.
Inclusion is the act of creating environments in which any individual or group can be and feel welcomed, respected, supported, and
valued to fully participate. An inclusive and welcoming climate embraces diﬀerences and oﬀers respect in words and actions for all
people. It’s important to note that while an inclusive group is by definition diverse, a diverse group isn’t always inclusive. Increasingly,
recognition of unconscious or ‘implicit bias’ helps organizations to be deliberate about addressing issues of inclusivity.
Belonging is the ongoing culture created to have all people feel welcome across diﬀerence. Manifested in the relationships, in
conversations, physical spaces and the written word.
Monisha Kapila, Ericka Hines, and Martha Searby; ProInspire. “Why Diversity, Equity, and Inclusion Matter”. Independent Sector, October 16, 2016,
https://independentsector.org/resource/why-diversity-equity-and-inclusion-matter/
NonProfit Connect webinar June 2020

DEIB Eﬀorts Prior To 2020
●

Through UMKC, created Diversity Action Plan

●

NPR Diversity Team workshop (in-person, all staﬀ)

●

Funded internship program and started asking for demographic information from hires

●

Improved recruiting eﬀorts; diversified staﬀ

●

Diversified employment options, adding contract workers and freelancers

●

Increased communication about trainings related to diversity, equity and inclusion

●

Held a mid-career workshop for journalists interested in learning more about public
radio

●

Did source audit for baseline and follow up source audits (no goals set, but
improvements made)

●

Continued to build on success of Generation Listen KC

●

Got funding and guidance from CPB through Improving Diversity grant

●

Started source tracking work with one talk show team

DEIB Eﬀorts Prior To 2020
The work lacked clear outcomes / goals and resources to complete.

Overview Of 2020 Work To Date
●

Formed committee to review previous work and reaccelerate eﬀorts (June)

●

Got letter from many staﬀ outlining actions they want to see at KCUR (July)

●

Increased attendance to DEI-related trainings through UMKC and other outlets
(June-Present)

●

Met with 7 small groups of 54 KCUR staﬀ and 3 contractors (July)

●

Compiled feedback and organized by themes (July-August)

●

Developed six areas of urgency to take our DEIB work to the next level (August)

●

Had external review of work to date by board member with relevant background (August)

●

Surveyed staﬀ on priorities within the six areas and gauged interest in small team work
(August)

●

Formed 3 of the 6 small teams to begin work (retention, staﬀing, onboarding)
(September), then 2 (retention and sourcing) in October, will launch one (audience) in Jan

●

Joined with Public Media For All and committed to their organizational goals (Oct)

2020 KCUR DEIB Strategy
Engage all staﬀ in identifying work that needs to be done
Engage all staﬀ in priority setting and timeline
Ask staﬀ to lead eﬀorts through small group work
Make room for staﬀ to do work (2-5 hours / weekly)
Empower staﬀ to make decisions and set organizational strategy
Set goals to hold organization accountable

2020 DEIB Strategy - Small Groups

2020 DEIB Strategy - theme grouping
Audience
Build diverse audiences through targeted
initiatives
Meet new and diverse audiences where they are
with information and stories they need/want
Publish annual public-facing diversity statement
(plan for and draft the contents)
Sourcing
Track sources for
KCUR/Partners/Collaborations/Hub with
aggregation capabilities
Establish a source baseline for KCUR and set goals
Culture/Retention
Evaluate redundancy/protocol around
redundancy
Define KCUR workplace flexibility
Explore mechanisms for feedback loop
Evaluate role of wellness ambassador and update

Onboarding
Evaluate new employee onboarding process
Evaluate training opportunities for supervisors/mentorship program
Explore need for ‘Public Radio Training”
Staﬀing
Establish baseline data for staﬀ/contractors/freelance/intern/board
Operationalize staﬀ data tracking
Set goals for staﬀ racial diversity that reflects metro demographic
data
Evaluate internship program; create policy/protocol/evaluation
Recruiting
Create hiring framework that is not biased towards traditional
experience and credentials
Evaluate recruiting responsibilities at the
org/department/committee/individual level
Evaluate training programs (mid-career workshop) as tool for
recruitment
Evaluate possibility of BIPOC fellowship program
Evaluate hiring process

2020 DEIB Strategy - survey

2020 DEIB Strategy - survey
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Culture & Retention
Staﬀing
Recruiting
Onboarding
Sourcing
Audience

DEIB Staﬀ Teams
Where we are now

Teams were formed based on interest indicated on the DEIB Survey and individual employees’ areas of
knowledge.
●

Launched teams are checking in with DEIB Committee in January

●

Audience Team will launch in January

●

Presentations with clear goals and timelines to senior staﬀ expected in March

●

Organizational implementation expected in April-May

●

Quarterly check-ins following implementation

Lead Team DEIB Commitments
1.

Integrate DEIB into every meeting & action plan (leadership training)

2.

Form diverse recruiting committees for all openings for employment

3.

Improve knowledge and skills related to DEIB (external survey + workshop)

4.

Create dashboard based on annual demographic data

5.

Develop guidelines for freelancers, contract workers and special contracts

6.

Develop clear guidelines for interns

7.

Develop protocol and resources for coverage audits

8.

Engage external experts as the DEIB “coaching staﬀ” for KCUR

9.

Establish individual annual goals for DEIB

10. Review salaries for equity
11. Identify financial resources to continue/improve DEIB work

Questions?

