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Abstract

This participant-oriented evaluation answered #@search question; does a
diversity internship in arts management work byeassg if theDiversity Initiatives at
Wolf Trap Foundation for the Performing Arts: 1¢meited culturally diverse interns, 2)
provided quality professional development in artsiagement valued by participants of
the diversity internship, and 3) placed and rethidigerse interns in careers in arts
management. Based on the perceptions of particgptms evaluation determined that the
Diversity Initiatives at Wolf Trap works.
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Introduction

In response to arts management’s call for diversibyne cultural organizations
have created internships to professionally deviiemext generation of culturally
diverse arts managers (Americans for the Arts, 2Gktty Foundation, 2014;
Smithsonian Institution, 2014; Steppenwolf Thea2@l4; and Wolf Trap Foundation for
the Performing Arts, 2014). Diversity internshigsift prove a viable recruitment
strategy to produce culturally diverse and wellgared arts managers (Cuyler, 2013; and
Stein, 2000). However, they typically focus on ety and race to the exclusion of
other aspects of human difference. In additionamixtesearch has not examined if these
programs work (Brindle, 2011; Channell & Anders2010; Christensen & Barton, 2008;
Cuyler et. al, 2013; Holmes, 2006; Murphy, 1977|d9Rm & Herrera, 2000; and Stein &
Bathurst, 2008).

This evaluation defines “work,” as yielding theléaling outcomes: 1) recruit
culturally diverse interns, 2) provide quality pgesional development in arts
management valued by participants of the diversigrnship, and lastly, 3) place and
retain diverse interns in careers in arts manageni@erefore, this participant-oriented
evaluation investigates the primary research questioes a diversity internship in arts
management work? In addition, this evaluation amsweee subsidiary questions: (1)
does the diversity internship recruit culturallyelise interns; (2) does the diversity
internship provide quality professional developmaerdrts management valued by the
participants of the program, and (3) does the dityemternship place and retains diverse
interns in careers in arts management? This evaluest significant because examining if
this program works could improve the overall defdiversity internships in arts
management.

Evaluator Bias

As the primary instrument of this evaluation, tefany biases may affect its
conduct. First, in 2005, | participated in the &o&i Bass Career Development program
at the Wolf Trap Foundation for the Performing ABgcause of my positive experience,
and the potentiality that others had similar exgeres, | thought it important to examine
if this diversity internship works or not. In addit, my current research agenda focuses
on internships in arts administration and diver&ityocial justice in arts administration.
To minimize the impact of these biases, this ewadndocused on the participants and
their perceptions of the program.

Program Description

Initially, the Diversity Initiatives at Wolf Trap started as two separate programs
inspired by former board members. Respectivel20@0 and 2004, the Josie A. Bass
and Los Padres programs allowed Wolf Trap to réamnad professionally develop
African American and Hispanic students into theternship program who have career
interests in arts management. Because Wolf Trapegdts commitment to diversity and
the power of the arts to change society, in 20&4 #xpanded access to their acclaimed
internship program.

Students of all minority ethnicities (including 8ewith cultural/ethnic
backgrounds traditionally underrepresented in tteraanagement field) and students
who qualify for needs-based support at their calleguniversity (who might not



otherwise participate in the program due to theé ablousing and transportation) may
apply to the program under tBeversity Initiatives. Students accepted into the program
receive a transportation and housing stipend tsebthese expenses (Wolf Trap, 2014).
Wolf Trap distinguishes these opportunities indpgplication process as the
Multicultural Diversity Initiative and theEconomic Diversity Initiative.

TheDiversity Initiatives are simultaneously reactive and proactive. They
acknowledge the history of racial discriminatioatthas challenged the upward mobility
of people of color in arts management (Cuyler, 2@t8l Stein, 2000). They also
contemplate the fact that (1) not all studentsaféord to complete an unpaid internship
in arts management, and (2) a student’s econonailbeciyes should not preclude him or
her from participating in Wolf Trap’s internshipggram. These reasons and the lack of
empirical study of diversity internships in artsmagement justify scholarly examination
of Wolf Trap’sDiversity Initiatives.

M ethod

According to Trochim (2006), evaluation is the gysatic acquisition and
assessment of information to provide useful feekilabout some object. Stake (1995)
argued that in participant-oriented evaluation aeseers use information for practical
problem solving. This study used participant-omeh¢valuation because it emphasizes
the central importance of the evaluation participane. users of the program.

In 2004, Brandi used a similar approach to evaliabject BUILD (Business
United In Leadership Development), a program getre@rds encouraging African
American high school students to consider busiassscareer. Including 330 alumni,
Brandi’s (2004) findings suggested that the aluairi®roject BUILD were well satisfied
with their experience in the four-week summer paogrin addition to enlightening
students on the types of degrees they could edrasmess, the program taught
functional skills and concepts such as time valuaaney, supply and demand,
consumer behavior, leadership qualities, and tptality management process, which
led to intellectual and educational growth. Morgartantly, 90% of the alumni
completed their undergraduate studies and nowibaoitérto the local economy and their
communities as business and other types of proiesis.

Furthermore, Rothman (2007) learned a lot by asR#fgjinterning business
students three simple questions: (1) what did Jaurhost about this internship position,
(2) what did you like least about this internshgsition, and (3) please provide specific
suggestions for how this employer could improvedkperience for future interns. The
findings recommended clarity of tasks, communiggtaxpectations around challenging
assignments, on-going feedback, mentoring, expdsusther parts of the business, and
respectful treatment as ways to improve the effeagss of internships in business.

This participant-oriented evaluation followed thethodological frameworks
suggested by Brandi (2004) and Rothman (2007)ed as alumni survey (N=26).
Alumni who completed the survey participated in Eheersity Initiatives between 2000
and 2012. | also used a focus group (N=5) of ditsensterns in the 2013 cohort. In
addition to Rothman’s (2007) questions, | askedigpants “should Wolf Trap continue
the Josie A. Bass, Los Padres, or other programitasito it.” As a test of affinity for the



Diversity Initiatives, | also asked, “would you give a charitable gifsupport the Josie
A. Bass or Los Padres program?”

Findings

As stated above, approximately 26 alumni ofDier sity Initiatives completed
the survey. Figure 1 shows that the majority otipgmating alumni were female. In terms
of ethnicity and race, Figure 2 illustrates thatstnaf the alumni identified as African
American, some identified as Hispanic or Latinaj &wer identified as other. When
asked to clarify other, an alumnus identified agibia American. Another identified as
Mexican/Iranian. Two females and three males ppeted in the focus group. All but
one of the five focus group members identified &scAn American. The other focus
group member identified as Hispanic/Latino.
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Approximately 50% of alumni earned a bachelor’sil&’i6% earned a master’s,
and 4% earned a doctorate, as illuminated in Figuiieable 1 shows that alumni earned
degrees in arts administration/management, businessnunications, music, and
theatre. Alumni who selected other reported thay #arned degrees in music and arts
management, journalism, law, film & media stude®ong others. The focus group
members were seeking graduate or undergraduateedegr business, journalism,
theatre, and social ecology.
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Table 1
[ Answer | | Response | %

Arts Administration or Arts 0
Management e 8 31%
Business [ ] 12%
Communications/Marketind 1 4%
Music [ ] 3 12%
Theatre [ ] 3 12%
Other I 8 31%
Total 26 100%

Table 2 highlights the variety of areas in whichnahi completed their
internships. Furthermore, Table 3 shows the areasich alumni currently work.
However, 31% of alumni selected other. Alumni whose other reported sports media,
music, education, PR, real estate, tech, law, mofit@rts management, and higher
education fundraising as their current area of wéudding the alum who reported
currently working in non-profit arts managementhatite alumni who reported working
in arts administration/management means that 3ié&aniajority of alumni currently
work in arts administration/ management.



Table 2

| Answer . | . |Response % |
Communications/Marketing I 7 27%
Development & Fundraising i 6 23%
Education ] 5 19%
Planning & Initiatives | 2 8%
Programming & Production Il 2 8%
Ticket Services [ | 1 4%
Wolf Trap Opera Company Il 2 8%
Other i 1 4%
Total 26 100%

Table 3

| Answer . | . |Response | % |
Arts Administration/Arts
Management ] U Tl
Communications/Marketin il 3 12%
Education | 2 8%
For-profit Business [ 3 12%
Non-profit Business [ | 1 4%
Theatre | 2 8%
Other I 8 31%
Total 26 100%

When asked what they liked most aboutEmeersity Initiatives, alumni
responded advanced networking opportunities, hgusiraking new friends, meeting
new people in the DC area, meeting the donorseoptbgram, mentorship, special
dinners, and transportation. The focus group a#trthe findings revealed by the
alumni. The 2013 class of diversity interns algedi the housing, networking
opportunities, and transportation. Two commentsevespecially thoughtful in
articulating what they liked most about theversity Initiatives:

“I really enjoyed meeting one of the major supparia the diversity program
and learning about their career trajectory. It wapiring to hear their stories.
Meeting successful people who believe in the pnogaad encouraged myself
and fellow interns to pursue our goals while thesist they believe we will
accomplish them was an invaluable experiencet &gy empowered as a result
of this program.”

“I enjoyed having opportunities to interact withhet interns and mentors of color
who were similarly interested in the arts managememld. They provided a
different community in which to vocalize issuesiwétrts management and the
ways that race/ethnicity/gender/class influenceéigpants in both the
management side and the patron side.”



In contrast, when asked what they liked least abmDiversity Initiatives, most
alumni responded nothing. However, a few alumnresged dissatisfaction with the lack
of interaction with donors, the mentorship compdraérthe program, and networking
opportunities. While the focus group struggled withat they liked least about the
program, they suggested adding more opportunii@seet arts managers of color at
other DC cultural organizations as a way to enhaneg@rogram. The following
comments help to illustrate the gravity of alumisipleasure with aspects of the program:

“I didn’t have a mentor; the person “assigned” te was just too busy to connect
with.”

“I didn't like not being able to meet more AfricAmerican employees at Wolf
Trap.”

“The taxi was very difficult to work with, espedialas a Box Office intern when
hours did not often lay from 9 — 5.”

Nevertheless, 96% of the alumni answered “yes” wasked should Wolf Trap
continue the Josie A. Bass, Los Padres, or otlugrams similar to it. One alumnus
responded inconclusively with “N/A.” These four caorants offer explanations to why
alumni believe Wolf Trap should continue theversity Initiatives:

“I would like to see Wolf Trap expand their diveysprogram to include any
minority group, not just Latino and African AmericaVNolf Trap itself is located
in a region with people from all over the world agath year the organization
receives applications from people with differentkgrounds and ethnicity. |
believe the organization would benefit from havandiversity program that
includes any minority group.”

“Yes. Without the program | would not have beereablafford to live and
commute to the internship site; plus being in gisgram made me aware that
Arts Administration as a career existed.”

“Absolutely! There is still a great lack of peom&color working in the arts, and
if people of color are committed to seeing thisnge-and have the finances and
opportunities to invest in this change--they shawddtinue to do so!”

“Yes because without that program, | would not hiagen able to intern at Wolf
Trap even if | had been accepted as an intern.n&ynship at Wolf Trap opened
many doors for me, and provided me with skills thatilize in my current
position.”

Table 4 also shows that 96% of the alumni answgesdvhen asked if they
would give a charitable gift to support tbéversity Initiatives. In addition, all of the
focus group members agreed that Wolf Trap shoubtirmee theiDiversity Initiatives.



They also unanimously agreed that they would gigkaxitable gift to support this
program in the future.

Table 4
| Answer | | Response | % |
No | 1 4%
Yes I 25 96%
Total 26 100%
Conclusions

This participant-oriented evaluation answered #@search question; does a
diversity internship in arts management work byeassg if theDiversity Initiatives at
Wolf Trap: 1) recruited culturally diverse interdy,provided quality professional
development in arts management valued by partitspaiithe diversity internship, and 3)
placed and retained diverse interns in careergsmaanagement. Based on the
perceptions of participants, this evaluation deteeah that theDiversity Initiatives at
Wolf Trap works. Wolf Trap’Diversity Initiatives recruits culturally diverse interns,
provides quality professional development in arssxagement valued by participants of
the diversity internship, and places and retaimerde interns in careers in arts
management.

Although theDiversity Initiatives seems to work, it is important to ask if the
alumni who majored in arts management would hawaenatd careers in arts management
without participating in Wolf Trap’s program. Givémeir trajectory based on their major,
it is highly likely that this group of alumni woulthve achieved the same outcome
without participating in the program. Future evaioas of diversity internships may need
to exclude interns studying arts management frarsgmple population. Conversely,
evaluators might include interns majoring in artnia@gement, but probe deeper by
asking them how their career paths might have abdifghey had not participated in the
program.

This evaluation also revealed knowledge that cealdance Wolf Trap’s
Diversity Initiatives, as well as diversity internships at other cultorganizations. A few
alumni expressed dissatisfaction with the lackntéraction with donors, the mentorship
component of the program, and networking opporiesivhile other alumni found these
aspects of the internship what they liked mostelad of assigning mentors, cultural
organizations should arrange a “meet and greewdsst interns and carefully selected
mentors. This will allow interns to choose theirromentors, but also encourage
mentor/mentee relationships that will form natyralls noted by the focus group, the
group of carefully selected mentors should incliodal arts managers from diverse
cultural backgrounds (Stein, 2000).

Cultural organizations should also find ways tanstiate advanced networking
experiences. Quality education in marketing throtinghinternship is not enough. If
possible, cultural organizations should conne@rimg with professionals in the areas in
which they intern. Lastly, cultural organizatiofsald encourage further education in
arts management, particularly for interns majormgther areas. Introducing interns to
graduate programs could help to solidify their eaiaterest, track them into careers in



arts management, and provide them with the crealergineeded to make them more
competitive in the arts management workforce (Bra2@d4; Cuyler, 2013; and Stein,
2000). Nevertheless, a major limitation of thislaa#ion is its sample size.

A larger sample may have produced different reslitomplete contact
information made it difficult to attain more alunparticipation in the survey. Cultural
organizations that provide diversity internshipauldodo well to proactively collect and
maintain current and accurate contact informatioheir interns. Still, this evaluation is
important because, before now, no known empirigah@nation of the practice of using
diversity internships to recruit, professionallywdep, place, and retain people from
diverse cultural backgrounds in arts managemestexkiCuyler, 2013). This evaluation
allowed me to critically assess the practice ohgsi diversity internship to recruit,
develop, and retain culturally diverse arts mangers

Although this evaluation examined only one divgrsiternship program, it has
implications for all diversity internship progranmscultural organizations. As shown in
the data, the participants of tbeversity Initiatives valued their experiences in the
program. If well designed, diversity internshipsaims management can provide
culturally diverse arts managers with the informetwork, mentoring, and professional
development needed to have meaningful and suct¢ess@ers in arts management.
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