
CHAPTER 11

Conclusion: Strategic Leadership for Diversity
and Inclusion inHigher Education

Nancy W. Gleason

Introduction

The interconnectedness of globalization, a growing middle class, and
the expanding number of institutes of higher education is changing the
diversity of higher education classrooms across Asia. Youth mobility is
increasing along with the approaches to educational access across socio-
economic groups throughout the region.1 This increase in diversity of all
kinds is excellent for teaching and learning. We know that diverse work-
ing groups are more productive, creative, and innovative.2 We know that

1Yang Peidong and Cheng Yi’en, “Educational Mobility and Transnationaliza-
tion,” in Higher Education in the Era of the Forth Industrial Revolution, edited
by Nancy W. Gleason (Singapore: Palgrave, 2018), 39–63.
2Cedric Herring, “Does Diversity Pay?: Race, Gender, and the Business Case for
Diversity,” American Sociological Review 74, no. 2 (2009): 208–224.
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ideas generated by diverse groups are of higher quality3 and that the qual-
ity of critical analysis and decision-making is higher in groups exposed to
“minority” viewpoints.4

Higher education institutions need to shift to make room for more
ideas and more types of people in the classroom in order to remain rele-
vant and impactful. This requires that higher education change physical,
curricular, and pedagogical approaches and allow for strategic leadership
around diversity and inclusion. The goal is explicitly to harness diver-
sity and inclusion efforts in order to deliver the competencies for lifelong
learning and critical thinking. The exclusive transfer of content knowledge
is no longer a sufficient form of higher education. Asking the learner to
remember and understand the subject material is not enough; it is only
the beginning. The challenge is that change in higher education is rare,
slow, and costly. Strategic academic leadership is essential to the change
process.

If institutions of higher education do not more thoughtfully integrate
the diversity of ideas and learners entering their classrooms, then those
institutions risk no longer properly preparing their graduates for success
in a globally interconnected world. The workplace involves multimedia
tools to engage with materials; the workplace demands creative and inno-
vative problem solving; and the workplace requires cognitive adaptation
to new projects and problems. To give these competencies to undergrad-
uate students in Asia, we need to go beyond tests, we need to go beyond
disciplinary courses, and we need to engage the students’ prior knowl-
edge in new ways. Much has been written on this already. Robert Aoun in
Robot Proof explains that a good liberal education will develop numeracy,
entrepreneurialism, and creativity in its graduates if they are to be prop-
erly prepared for the future of work.5 In Higher Education in the Era of
the Fourth Industrial Revolution, I detail the ways in which automation

3Jack M. McLeod, Katie Daily, Zhongshi Guo, William P. Eveland, Jan Bayer,
Seungchan Yang, and Hsu Wang, “Community Integration, Local Media Use, and Demo-
cratic Processes,” Communication Research 23, no. 2 (1996): 179–209.

4“Anthony L. Antonio, Mitchell J. Chang, Kenji Hakuta, David A. Kenny, Shana Levin,
and Jeffery F. Milem, “Effects of Racial Diversity on Complex Thinking in College Stu-
dents,” Psychological Science 15, no. 8 (2004): 507–510.

5Aoun, Robot Proof (Cambridge: MIT Press, 2017).
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changes what students need to know, particularly within the South East
Asian context.6

Traditional liberal arts education is being practiced in many parts of
Asia with more frequency in the twenty-first century. An emphasis on
critical thinking and problem-solving drives the curriculum in these set-
tings and habits of mind that integrate mathematics with philosophy and
the social and physical sciences are pursued by all students. This academic
curriculum is typically buttressed with deliberate experiential learning and
takes place within a residential setting. Graduates of these programs are
distinct from those with technical or professional degrees. Majors can
include history, anthropology, or creative writing for example. For the
purposes of this chapter, this type of education is referred to as liberal
international education because parts of the liberal arts approach are being
adopted, with a few examples of it being practiced in full deliberate fash-
ion, such as Yale-NUS College in Singapore or NYU Abu Dhabi in the
United Arab Emirates.

As noted elsewhere in this edited volume, in Asia, learners’ diversity
extends well beyond nationality, religious affiliation, and ethnicity. As
such, inclusive pedagogy in Asian liberal international higher education
campuses takes on many different dimensions. There is diversity across
physical, psychological and cogitative traits; diverse socio-economic back-
grounds, diverse value systems, traditions and emerging identities, and
diverse expectations around grading and assessment. The learners and the
instructors come from different educational backgrounds—IB, A-Levels,
PSLE, UK-System, Australian systems, home school, private school, pub-
lic school, first-generation, polytechnics/Community Colleges, etc. In
global universities with diverse student bodies, many students are study-
ing in a language for the first time. Many of the students enrolled in
these institutions are polylingual multimodal learners who acquire and
share ideas differently from each other.

In hybrid universities, the international composition of the faculty also
magnifies the importance of being thoughtful about diversity and inclu-
sion in the curriculum and classroom. A large proportion of faculty in
international education in Asia are not from the countries where they are
working. Faculty may have very different ethnic and linguistic traits from
their students. With different cultural backgrounds comes very different

6Nancy W. Gleason, ed., Higher Education in the Era of the Fourth Industrial Revolu-
tion (Singapore: Palgrave, 2018).
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attitudes and approaches to authority in the classroom, appropriate com-
munication styles, and faculty responsibility for student mental health.
For all these elements of diversity, there are corresponding policies and
pedagogies of inclusion emerging as best practice in the Asian context.
This curated volume, for the first time, sheds light on the unique circum-
stances and best practices of diversity and inclusion in the Asian liberal
arts context.

Whether the goal is to launch a new diversity and inclusion effort or
improve existing programs, how institutions of higher learning respond
is context-specific because the meaning of diversity is different across cul-
tural, political, regulatory, and socio-economic contexts. To date, much
of what is written on diversity and inclusion in the higher education class-
room pertains to the North American context in particular. While there
is value in the research being done in North America, the application of
this research to the variety of regulatory, political, and cultural contexts
that exist from Japan to Indonesia, is challenging. Institutes of higher
learning in Asia benefit from a distinctive dialogue within the literature
about how best to address the growing diversity of learners and their
specific needs. Theories of change can guide analysis and strategy devel-
opment for modifications in higher education when appropriately applied
to a specific organizational context.7

This chapter addresses how higher education leadership may apply
theories of intentionally created changes to enact improvements around
diversity and inclusion within the higher education context across Asia.
The intention is to identify tangible and actionable steps that can be pur-
sued by those with a mandate for strategic leadership to improve access
to impactful learning for a diverse set of students, being taught to be a
diverse set of classroom instructors. This analysis will apply theories of
strategic change leadership to the specific challenges of integrating diver-
sity and inclusion, by analyzing five possible action items and how to go
about integrating them into higher education institutions.

7Adrianne Kezar, How Colleges Change: Understanding, Leading, and Enacting Change
(New York: Routledge, 2014), 23.
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Changing Landscape of Higher Education

Across Asia

The massification of higher education in Asia is well documented.8 This
is contributing to the growing diversity of the student body in higher
education institutions across Eastern and Southern Asia. The increasing
attention on diversity and inclusion is due in part to the fact that more
students are attending tertiary education than ever before.

Table 11.1 details the significant increases in enrolments as a percent-
age of total population for several countries in Asia. South Korea main-
tains the highest enrolment rates, hovering around 100% for the past three
decades, but Singapore also maintains a very high percentage of enrol-
ments of tertiary-age youth with 86% of the population enrolling. China
has seen the most significant growth with a 50% increase in enrolments
from 1970 to 2017. Since the year 2000 India has increased enrolments
from 9.552 to 28.54% (2017); Indonesia has increased from 14.88 to
36.77%; Malaysia has increased from 25.63 to 44.17% enrolment; Thai-
land has increased from 34.7 to 49.287%, and Vietnam has increased
from 9.4 to 28.26% in enrolments for tertiary education. These percent-
age increases represent millions of new students enrolling in universities
across Asia and the globe. Many of them are first-generation students,
meaning their parents did not attend a formal tertiary institution. They
bring fresh ideas, new understandings of success, and they are almost all
technology natives. These shifts alone make the need to adapt our higher
education system to be more inclusive of different ways of thinking and
different ways of learning an imperative.

The Asian educational context is distinct, and the growing interna-
tional liberal arts education is a relatively new aspect of this ecosystem.

8Alfred M. Wu and John N. Hawkins, Massification of Higher Education in Asia
(New York: Springer, 2018); Mok Ka-ho and Jin Jiang, “Massification of Higher Edu-
cation and Challenges for Graduate Employment and Social Mobility: East Asian Experi-
ences and Sociological Reflections,” International Journal of Educational Development 63
(2018): 44–51; Andreas Schleicher, “China Opens a New University Every Week,” March
16, 2016, https://www.bbc.com/news/business-35776555; Joshua Mok Ka-ho, “Massive
Expansion of Universities in Asia Raises Tough Questions on Social Mobility,” March 8,
2016, http://theconversation.com/massive-expansion-of-universities-in-asia-raises-tough-
questions-on-social-mobility-54680; UNESCO, Higher Education in Asia: Expanding
Out, Expanding Up (Montreal: UNESCO, 2014), http://uis.unesco.org/sites/default/
files/documents/higher-education-in-asia-expanding-out-expanding-up-2014-en.pdf.

https://www.bbc.com/news/business-35776555
http://theconversation.com/massive-expansion-of-universities-in-asia-raises-tough-questions-on-social-mobility-54680
http://uis.unesco.org/sites/default/files/documents/higher-education-in-asia-expanding-out-expanding-up-2014-en.pdf
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Table 11.1 Tertiary enrolment statistics in selected Asian countries

Enrolment in %

1970 1980 1990 2000 2010 2010s

World 10.06 12.389 13.64 19.04 29.42 37.88 (2017)
Populationa 3684 4434 5281 6115 6923 7511
China 0.13 1.14 3.01 7.62 24.05 51.01 (2017)
Population 818 981 1051 1263 1338 1386
India 4.95 (1971) 5.00 5.96 9.55 17.92 27.54 (2017)
Population 555 698 873 1057 1234 1339
Indonesia 2.85 3.35 8.38 14.88 23.04 36.28 (2017)
Population 114.79 147.4 181.4 211.5 241.8 264.6
Malaysia N.A. 3.991 7.18 25.63 37.32 44.12 (2016)
Population 10.8 13.8 18.0 23.2 28.2 30.7
South Korea 6.79 (1971) 12.44 36.51 76.68 102.76 93.78 (2016)
Population 32.2 38.1 42.8 47.0 49.5 51.2
Thailand 2.861 (1971) 10.369 15.865 34.787 50.365 49.29 (2016)
Population 36.9 47.4 56.5 62.9 67.2 68.9
Vietnam N.A. 2.43 2.76 9.41 22.66 28.26 (2016)
Population 43.4 54.3 67.99 79.9 89.97 93.6
Absolute Numbers
Singapore 7061

6.842%
8634 22,005 36,121 55,295 68,181 (2017)

83.941%
(2016)

Population 2.07 2.41 3.05 4.03 5.08 5.61

UNESCO Institute for Statistics, cited in “School Enrolment, tertiary (% gross),” World Bank,
https://data.worldbank.org/indicator/se.ter.enrr; “Enrolment rate,” OECD, https://data.oecd.org/
eduatt/enrolment-rate.htm; Ministry of Education Singapore, Education Statistics Digest 2018
(Singapore: Ministry of Education Singapore, 2018), https://www.moe.gov.sg/docs/default-source/
document/publications/education-statistics-digest/esd_2018.pdf
aNumbers displayed are in millions. Population for 2010s is tagged to the latest year for tertiary
enrolment

The liberal arts has expanded in Asia with a new wave of hybrid cam-
puses and through innovations to existing programs.9 Where existing
institutions have adapted, they have done so by are adding humanities
to their STEM programs, and interdisciplinary approaches to the profes-
sional degrees. Cross-border collaboration between universities is increas-
ingly common in higher education. Globalization has led to new changes

9Pericles Lewis, “Globalizing the Liberal Arts: Twenty-First Century Education,” in
Higher Education in the Era of the Fourth Industrial Revolution, 15–38.

https://data.worldbank.org/indicator/se.ter.enrr
https://data.oecd.org/eduatt/enrolment-rate.htm
https://www.moe.gov.sg/docs/default-source/document/publications/education-statistics-digest/esd_2018.pdf
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in internationalization of higher education in Asia.10 While many global
hierarchies of knowledge, prestige, and reputation persist, students are
still identifying ways to navigate in a trans-nationalized higher education
landscape.11 This means the student body and the faculty members are
more diverse themselves. For example, at Yale-NUS College in Singa-
pore, where each cohort has just 250 students, the four-year institution
has representation from over 60 countries. There is diversity in the cur-
riculum as well. At NYU Abu Dhabi in the United Arab Emirates, the
common core courses ask student broad questions that foster interdisci-
plinary understandings of critical issues such as climate change, peace, and
global health.

Strategic Leadership for Diversity and Inclusion

In order to properly adapt higher education institutions to the new
demands of more inclusive pedagogy, curriculum, and residential life, we
need strategic academic leadership. Adrianna Kezar has developed a six-
part schematic for addressing theories of change which includes: Scientific
management, evolutionary, social cognition, cultural, political, and insti-
tutional change.12 Which model of change best fits your context depends
on the timeframe for change, and why the change is occurring among
other things. Kezar provides a full schematic for the characteristics of
these six approaches to change, as well as tactics, criticisms, and bene-
fits for the various approaches. There are nine identified characteristics of
the six schools that Kezar walks through.

Change in higher education is difficult. Strategic leadership within a
higher education context, requires a given individual or committee to
consider what mandate exists to support diversity and inclusion differ-
ently than has been done before within the institution. Much of the work
already being done on campuses emanates from the student affairs or res-
idential life offices of a given institution. These branches often provide
awareness workshops and run cultural centers of various forms. Engag-
ing with the efforts already underway can be a good place to start. But

10Futao Huang, “Internationalization of Higher Education in the Era of Globalization:
What Have Been Its Implications in China and Japan?,” Higher Education Management
and Policy 19, no. 1 (2007): 47–61.

11Yang and Cheng, “Educational Mobility and Transnationalization.”
12Kezar, How Colleges Change, 24–25.
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which school of change and which tactics are deployed depends on the
decision-making context of the given institution. In addition, strategic
leadership in this context requires key relationships to be leveraged where
there is agency to do so. Does a given committee or individual have the
agency for providing incentives and rewards for curricular change, phys-
ical space change, and pedagogical innovations? These are the questions
to ask when addressing which process of change best suits the diversity
and inclusion goals being developed and what actions are to be deployed.
Practitioners can rely on multiple theories of change and corresponding
tactics. In the next section action items that can integrate these change
tactics are shared.

Action Items to Adapt Your Institution

for Diversity and Inclusion and the Application

of Change Tactics

Applying the strategic change model that best fits the distinctive insti-
tutional context of a given university is the first step. Once this is done
there are several different areas for change highlighted here that can be
action items to work toward. There should be a diversity plan and man-
date from somewhere within the institutions—often this comes from the
student body more than the leadership—to drive change. Asking what
the distinctive areas of concern within the institution are13 and how will
addressing them improve learning is helpful. Below is a collection of some
of the areas that can be engaged for strategic academic development of
diversity and inclusion in higher education institutions across Asia.

Physical Spaces

Where there is a means and inclination to do so, a mandate to address
learning spaces for diversity and inclusion is ideal. As there are hundreds
of new universities being built across Asia at the moment,14 there is a

13Alice M. Cruz, “Intentional Integration of Diversity Ideals in Academic Libraries: A
Literature Review,” The Journal of Academic Librarianship 45, no. 3 (2019): 220.

14Schleicher, “China Opens a New University Every Week”; Mok, “Massive Expansion
of Universities in Asia Raises Tough Questions on Social Mobility”; UNESCO, Higher
Education in Asia.
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unique opportunity to take advantage of this boom for diversity and inclu-
sion. Whereas in the west higher education is not expanding, across Asia,
the hundreds of new buildings and campuses popping up can be purpose-
built for inclusion and impactful learning.

There are many ways to develop inclusive buildings that acknowledge
and integrate diversity. The most apparent is to design builds that are
accessible to all types of students and their abilities. The buildings should
be accessible to the sight-impaired, the hearing impaired, and for those
with non-chronic and chronic conditions. They should also include fur-
niture and artwork that is representative of the regional context but also
inclusive. This proximity between students and administrators lends itself
to an inclusive community environment.

To give student voice to the design and function of the buildings, lead-
ers can allow students to choose the artifacts that decorate the walls. And
the design of administrative and student affairs office can be integrated
to incorporate the students more literally into the decision-making struc-
tures of the institution. In addition, flexible classrooms with movable fur-
niture and tables allow each instructor to devise a learning context that is
appropriate to their classroom context. This enables what has traditionally
been fixed roles between the instructor and the students to shift, allowing
student-to-student learning that is invaluable for sharing a diverse set of
perspectives on a given topic.

Which change process and tactics one can apply through strategic lead-
ership for physical spaces depends on your context and timeframe. If the
campus is in the design-phase, then there is endless possibility for inclu-
sivity. If you are adapting an existing building or area of the campus, then
the tactics will be different. The Evolutionary Method and the Scientific
Method apply best to infrastructure given the permanence of building.
The difference is in time frame. The evolutionary method is “rational, lin-
ear, and purposeful,” and occurs because leaders and the internal environ-
ment demand it.15 The Evolutionary Method of change occurs because
of an external environmental issue.16 The timeframe is different, slower.
The process of change for the Evolutionary Method involves adaption

15Kezar, How Colleges Change, 24.
16Kezar, How Colleges Change, 24.



294 N. W. GLEASON

and is “slow; gradual; [and] un-intentional.”17 The adaption of an exist-
ing campus to diversity and inclusion needs may follow this change pro-
cess. Combining the Evolutionary Method with the Political Method of
change tactics can also be useful with physical plant adaptions that are
costly. As noted above, the Political Method involves creating coalitions
and identifying allies and fostering a collective vision of change. This can
address the un-intentional aspects of the evolutionary method that could
produce suboptimal results for infrastructure.

Chief Diversity Officers

The role of Chief Diversity Officer is a relatively new role in higher educa-
tion leadership, but some schools in Asia are hiring in this area. In nearly
all universities this role faces issues of autonomy, but nonetheless, there
is important work that can be done to enhance learning and equity on a
given campus. A tangible change that can be pursued for an institution
is to hire a new strategic change leader in the area of diversity and inclu-
sion. In the United States, the National Association of Diversity Officers
in Higher Education developed a Chief Diversity Officer Standards of
Practice; this can be useful as a starting ground for universities attempt-
ing to craft job descriptions and keep performance indicators for a new
role within their institution.18 As Yvette M. Alex-Assensoh noted in June
2018, it is important to level-set expectations, and to be realistic about
how much one person can do across a campus on such a broad issue.19

Collaboration across units and empowerment in the role are key. With
this in mind, it is important that Chief Diversity Officers have regular
access to senior leadership across the curriculum and residential life.20

The strategic leadership needed to create a Chief Diversity Officer role
is one aspect of change that needs to be addressed. A key question to ask

17Kezar, How Colleges Change, 24.
18National Association of Diversity Officers in Higher Education put out the NADOHE

CDO Standards of Practice, creating standards of practice of UBCDOs.
19Alex-Assensoh, “Hiring a Diversity Officer Is Only the First Step. Here Are the Next

7,” Chronicle of Higher Education, June 5, 2018, https://www.chronicle.com/article/
Hiring-a-Diversity-Officer-Is/243591.

20Alex-Assensoh, “Hiring a Diversity Officer Is Only the First Step. Here Are the Next
7.”

https://www.chronicle.com/article/Hiring-a-Diversity-Officer-Is/243591
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is, what are the issues a person in this role could address for the institu-
tion and how would it enhance student learning relative to other initia-
tives and programs? The change approaches most relevant to a change of
this nature are the Scientific Method of change and the Political Method
of change. This is due in part because of the anticipated outcomes of the
change. For the Scientific Method, the outcomes are new structures and
organizational principles.21 For the Political Method, the outcome is a
new organizational ideology. In this case, it would be freshly embracing
a fresh or new commitment to diversity and inclusion. As noted above,
there are differing tactics to enable this change. Whether you are devel-
oping coalitions to support the creation of the role or creating the infras-
tructure to make it possible (this may be building a new office space or
unity house of some sort for example) this is a tangible outcome for those
seeking to enhance the visibility and availability of diversity and inclusion
efforts on a given campus.

Changing Role of Curriculum Committees and Teaching
and Learning Committees

When properly empowered to do so, curriculum committees play an
important role within higher education institutions. Typically, versions of
this body are mandated to address academic programming within an insti-
tution. This includes reviewing course proposals, approving or rejecting
program changes and the addition or deletion of programs. Such commit-
tees also develop policies that relate to teaching and learning assessment
and effectivness. Ideally, committee members have mastery of curriculum
procedures and evidence-based best practice training in course design or
subject matter.

Strategic leadership on a curriculum committee can be extremely
impactful in integrating diversity and inclusion of the teaching and learn-
ing in a given institution. At the micro level, course reviews can look
to sample reading lists for diversity of authors, regions, and views. They
can look to assessment assignments in a course proposal to ensure that
there is a variety of ways in which a given student can demonstrate their
understanding of the material. At the macro level, curriculum committees
can review programs from top to bottom. Does a given program have

21Kezar, How Colleges Change, 24.
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a diverse set of faculty teaching into it? Does that program have broad
regional representation in its courses where that is disciplinarily relevant.
Does that program complement the diversity of programs already on offer
or is one area being over emphasized relative to a marginalized popula-
tion? These are the sorts of issues a curriculum committee leader can take
up when given the mandate to do so.

Teaching and Learning committees can address issues such as gender
bias in student course evaluations and their questions; grading, assess-
ment, and feedback norms; syllabus template policies; and peer observa-
tion practices that might emphasize inclusivity in the classroom. They can
also weave criteria related to inclusive teaching into teaching recognition
awards, tenure and promotion criteria, and bonus structures. Finally, such
committees can work closely with academic technology units to explore
new software purchases that impact the entire campus. For example, play-
ing a role in the learning management system to ensure that it is user
friendly for less digitally literature students, or if such skills are needed,
ensuring that the university supplies student support for becoming com-
fortable with the new software. Or ensure there are funds available to buy
ability enabling software for those with visual or learning impairments.

Working from the perspective that change in this area comes from a
committee chair, the strategic academic leadership needed is distinctive to
a given personality but also the change context. Change can come about
through the Social Cognition Method for this purpose. Here the change
occurs because of the cognitive dissonance and the appropriateness of
the changes being proposed. The needs to facilitate the change through
learning and altering the complex paradigm or lens that colleagues on
the committee are applying to diversity and inclusion. The change is indi-
vidual in focus and involves a new frame of mind.22 The benefit of this
approach is that it emphasizes the individual’s beliefs as barriers that can
be addressed by helping them adapt to the change.23

The Evolutionary method of change can also be effectively applied to
this action area for diversity and inclusion. Here the change outcome is to
develop new structures and processes. Although the timeframe is gradual
and nonlinear, most of the work done by academic committees is slow.
A combination of the Evolutionary Method with the Social Cognition

22Kezar, How Colleges Change, 29.
23Kezar, How Colleges Change, 24.
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method deployed in a higher education setting would be ideal for using
committee work to integrate new structures and policies for diversity and
inclusion. For example, developing a check list for necessary characteristics
of a syllabus, and developing workshops for faculty to learn how best to
design courses for inclusion.

Where the culture is much more hierarchical, this process would run
even more smoothly. Implementation would then be the challenge. As
noted by Lucy LePeau, “the leaders set the tone for making commit-
ments to diversity, but the actual implementation came from the partici-
pants across campus; people already committed to diversity goals enacted
the plans.”24 Committee leadership needs to follow-up on the implemen-
tation of the policies to ensure the vision and implementation align. This
involves reaching out to IT departments to ensure the necessary tracking
and electronic implementation is done. This also involves reaching out to
Human Resources to address tenure and promotion or bonus structures.
This involves reaching out the faculty themselves, multiple times a year,
on these issues. Here the tactic of developing new policies through com-
mittees should be coordinated with academic development units as well.
The next section addresses strategic academic leadership for diversity and
inclusion in academic development units.

Academic Support Units—Libraries, Writings Centres, and Centers
for Teaching and Learning

In universities around the world there is a coming together of libraries,
writing centers, and teaching and learning centers. The roles within a
given higher education context vary, but regardless of specific context,
together these three units support learning and teaching outside of the
classroom that is essential to an impactful learning experience. How we
research and understand information literacy is a key teaching point for
librarians. How we communicate ideas and develop critical thinking skills,
while also addressing language barriers, is a key function of writing cen-
ters. And how we deliver peer tutoring support, learning accommoda-
tions, graduate student teaching training, and faculty development are
all key roles of centers for teaching and learning. Together these three

24LePeau, “A Grounded Theory of Academic Affairs and Student Affairs Partnerships
for Diversity and Inclusion Aims,” The Review of Higher Education 39, no. 1 (2015):
110.
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units impact each student on campus. Strategic leadership for diversity
and inclusion can be effectively guided through these units to buttress
classroom curriculum and experiential learning.

Alice Cruz has provided a detailed review of the ways in which libraries
embed diversity through staffing, culture, collections, services, and pro-
gramming.25 When addressing the diversity of collections, the library staff
can work with faculty and students to not only ensure that the collection
includes a variety of voices and perspective, but also that the collection
has sources in a many different forms to allow for physical and learning
differences that benefit from oral histories, videos, and other multime-
dia sources.26 Programming that aligns with international curriculum and
coordinates with the values of various student groups and local issues can
be very powerful when done well. Where the legal and regulatory envi-
ronment permits, there is a leadership opportunity for libraries in creating
a display and programming space for discussion with and about underrep-
resented communities on campus. Librarians can be the strategic leader-
ship needed, or they can work across the academic support units to share
diverse viewpoints inside and outside the classroom as a piece of a larger
effort.

Centers for teaching and learning play a key role in the development
of academics on campus, working with them on course design, pedagogy,
and grading and assessment.

The International Journal for Academic Development publishes a rich
collection of papers that detail the ways in which academic developers are
change agents within their higher education context. These centers can
also ensure that they themselves are inviting a broad spectrum of practi-
tioners for their events and programming. The resources and workshops
they provide faculty members and instructors can speak directly to diver-
sity and inclusion in the classroom. Indeed, other chapters in this edited
volume speak to such tactics directly.

Being Accountable

It is important to develop objective measures of performance and suc-
cess for diversity and inclusion in order to hold the institution to account

25Cruz, “Intentional Integration of Diversity Ideals in Academi Libraries.”
26Cruz, “Intentional Integration of Diversity Ideals in Academic Libraries,” 223.
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for the vision and programs they have put in place.27 It is one thing
to determine the best way to pursue strategic change, it is another to
determine how you will measure the efforts and their results. Strategic
academic leadership requires the articulation of what success for inclu-
sion and underrepresented groups on campus would look like in a given
context. Additionally, leadership needs to build in accountability mech-
anisms. Measuring success can be challenging because the changes may
not all be tangible. In some contexts, efforts will be around improved
tolerance for difference. In others, it is about acceptance of difference.
And in some, it is about full integration and community learning around
diversity and inclusion. Legal and regulatory laws may not allow explicit
acknowledgment of some groups, but the university policies and practices
implemented can still benefit everyone’s learning regardless of difference.

It can be challenging to measure the success of initiatives aimed at
improving inclusive curriculum, pedagogy, and residential life practices.
Patton et al. have document the resistance to change by leadership in
the United States over the 60 years28 and much of what they describe
can be applied to experiences in Asia as well. Unfortunately, they find,
that in the United States, “the number and focus of articles that analyze
specific initiatives is lacking at best.”29 They go so far as to conclude
that the “lack of research on specific initiatives is potentially supporting
institutional resistance towards transformative change.”30

Being accountable means funding and valuing research on student
learning. Strategic leadership in this space can support highering expertise
in this area, or promoting from within. Lacking evidence-based best prac-
tice in how to measure the outcomes of diversity and inclusion initiatives
on campus also remains a challenge for accountability.

Developing tactics for how best to be accountable within an institution
is nonetheless important. The various change theories developed by Kezar
provide some guidance on ways forward. In the context of accountabil-
ity for diversity and inclusion programs and initiatives, no one change

27Alex-Assensoh, “Hiring a Diversity Officer Is Only the First Step. Here Are the Next
7.”

28Lori D. Patton, Berenice Sánchez, Jacqueline Mac, and D-L Stewart, “An Incon-
venient Truth About ‘Progress’: An Analysis of the Promises and Perils of Research on
Campus Diversity Initiatives,” The Review of Higher Education 42, no. 5 (2019): 179.

29Patton, Sánchez, Mac, and Stewart, “An Inconvenient Truth About ‘Progress’,” 188.
30Patton, Sánchez, Mac, and Stewart, “An Inconvenient Truth About "Progress’,” 189.
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school addresses the systemic alterations necessary. Strategic academic
development that involves holding faculty, staff, and students account-
able for diversity and inclusion in classroom, curriculum, and residential
life requires cognitive, cultural, and scientific management change. And
such changes are likely to proceed slowly over time, which requires the
tactics of the Evolutionary methods as well. Accountability is systemic
and no theory of change school will sufficiently address the many types
of change needed for this final step to take place.

Conclusion

This chapter has highlighted the changing diversity within higher educa-
tion institutions across Asia and provided suggestions for how to identify
the best avenues for strategic leadership around diversity and inclusion.
With Kezar showcasing different mechanisms and approaches institutional
leadership and change, the article also provides a summary of actionable
strategic changes within an institution. A review of five possible actions
that can be taken for strategic academic leadership are shared. These are
the development of: (1) new physical spaces on a given campus; (2) the
hiring of a chief diversity officer; (3) the changing role of curriculum
committees and teaching and learning committees; (4) Engagement with
academic support Units—libraries, writings centers, centers for teaching
and learning; (5) and developing policies and mechanism for accountabil-
ity around diversity and inclusion.

This chapter has spoken to a broader perspective on diversity and inclu-
sion than the other chapters of this book, bringing together the ways in
which the ideas in this book can be enacted in different higher education
contexts. Collectively, this edited volume illuminates the many ways in
which being cognizant of students’ diverse experiences and backgrounds
and designing curricula and courses with that diversity in mind, faculty
can maximize student learning. Students will look to faculty and staff for
leadership—intellectual and moral—in difficult and uncomfortable situa-
tions. The more we know about our students and their educational back-
ground the better we can anticipate challenges that will arise and respond
in ways that achieve deep learning and avoid harm. This book provides
practical advice on how to manage these issues within higher education
across Asia.
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Summary of the Volume

The contributors here have addressed a dearth in the literature about the
learner in Asia and academic leaders who are new to teaching in the Asian
context. As the higher education industry expands across Asia, the issues
of diversity and inclusion in pedagogy, curriculum, and institution have
come to the fore with new intensity.

The first part of this book, Part I: Pedagogy for Inclusion, provides
insights into the classroom techniques available for improving every stu-
dents’ learning in a given classroom. A particular benefit of the book
is that it speaks to the varied learning contexts across Asia but within
international education settings. This first section speaks to the nuts and
bolts of teaching in the Asia context—pedagogy for inclusion, diversifying
curricular design, preparing culturally fair rubrics for assessment, explor-
ing the pedagogy of service-learning to address socio-economic differ-
ence, and decolonizing the curriculum in the Asian context. An important
demographic trend distinctive to Asia in some ways is the aging popula-
tion, combined with the shifts in employment caused by the automation
economy, which means integrating adult learners into our classrooms is
also very important. The discussion of diversity and how best to leverage
it for impactful learning are relatively new in the literature for the higher
education in Asia context. Whether you are interested in learning more
about your own implicit bias and how grading can be done more fairly, or
you are interested in learning about confusion heritage and its potential
influence on learners, these chapters offer distinctive insights for learning
and teaching in the region.

The second part of the book, Part II: Liberal Arts Curricula in Asia
Through the Diversity and Inclusion Lens, offers insights in ways of change
for international liberal education in Asia. Diversifying the curriculum,
service-learning that can help address socio-economic difference, and the
support for multilingual writers through the development of writer’s cen-
ters. Together these three chapters represent key areas in which diversity
and inclusion are playing out in higher education institutions across Asia.

In the third part, Part III: Supporting Historically Marginalized Popu-
lations, the authors review to different groups that have not yet been fully
integrated into the higher education classroom in some countries within
Asia, namely the LBGTQ+ community of learners, and in some contexts
women and girls. There are varying cultural norms and legal precedents
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influencing the inclusion of both groups. Regardless of the higher educa-
tion context, as educators, and strategic academic leaders, there are ways
we can ensure they have an equal learning opportunity. These chapters
seek to shed light on the current status of these groups and how we can
engage them in the classroom for deeper learning for all.
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