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PROGRAM OF CULTURAL DIVERSITY  
UNIVERSITY OF MARYLAND, BALTIMORE 

2012 PROGRESS REPORT 
 

 The University of Maryland, Baltimore (UMB) is the State’s public health, law and human services 
university devoted to excellence in professional and graduate education, research, patient care, and 
public service.1 As a diverse community of outstanding faculty, staff and students, and using state-of-
the-art technological support, we educate leaders in health care delivery, biomedical science, global 
health, social work and the law. We emphasize interdisciplinary education and research in an 
atmosphere that explicitly values civility, diversity, collaboration, teamwork and accountability. By 
conducting internationally recognized research to cure disease and to improve the health, social 
functioning and just treatment of the people we serve, we foster economic development in the City, 
State, and nation. We are committed to ensuring that the knowledge we generate provides maximum 
benefit to society and directly enhances our various communities. 

 
 The University has a multi-pronged approach to fostering cultural competency which involves the entire 

campus and includes efforts and initiatives from the President’s Office, Campus Life Services, as well as 
grassroots programming by our students.  Furthermore each of the graduate/professional schools has 
accreditation standards that keep the issue in the forefront of their educational efforts.  This 2012 
Progress Report briefly highlights some of the activities that have occurred in the past year.  

 
1.  Summary of Institutional Plan  

 
 The University’s Strategic Plan Report,2 released in 2011 identifies seven Core Values and makes plain 

the University community’s pledge:  
 

The University is committed to a culture that is enriched by diversity, in the        
      broadest sense, in its thoughts, actions, and leadership. 

 
 The Strategic Plan goes on to state:    
 
 As the state’s only public academic health, law, and human services university, the University has an 

obligation to educate and train students and scholars to provide leadership and expertise necessary to 
address the health, legal, and social challenges posed by our nation’s changing demographics. In 
fulfilling this obligation the University must embrace and celebrate diversity and become culturally 
competent. The University must be able to respond respectfully and effectively to people of all cultures, 
classes, races, genders, ethnic backgrounds, sexual orientations, and faiths or religions in a manner that 
recognizes, affirms, and values the worth of individuals, families, tribes, and communities, and protects 
and preserves the dignity of each.  

                                                           
 1 UMB records do not indicate that there were any campus-based hate crimes or bias-motivated 
 incidents that occurred on campus during the applicable reporting period.  
 2 http://www.umaryland.edu/strategicplan/docs/StrategicPlan.pdf 
 

 

http://www.umaryland.edu/strategicplan/docs/StrategicPlan.pdf
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 Attaining cultural competence will require the University to have a defined set of values and principles, 
and demonstrate behaviors, attitudes, policies, and structures enabling these to work effectively cross-
culturally.  The University will build the capacity to value diversity, conduct self-assessment, manage the 
dynamics of difference, and acquire and disseminate cultural knowledge. In response to the diversity 
and the cultural mores of the communities served by the University, it must incorporate these ideals 
into all aspects of policymaking, administration, practice, and service delivery by systematically involving 
consumers, key stakeholders, and communities. 

 
 Recognizing that when it comes to attainment of its desired outcomes, the institution cannot simply 

adopt a strategic plan and “wish it so,” the University’s Strategic Plan takes each theme and makes goals 
explicit and sets forth the tactics it will use in pursuing the goals.   

 
 Specifically, for Theme 2 PROMOTING DIVERSITY and a CULTURE of INCLUSION, the Strategic Plan lists 

three overarching goals and enumerates 13 specific tactics to be utilized in pursuit of the goals.   
 

Goal 1:  Promote a commitment to diversity and a culture of inclusion. 
 
Tactics: 
 

1.1 Assign to the President’s Diversity Advisory Council oversight and support of the 
University’s diversity and inclusion initiatives.  

 
1.2 Establish a diversity and inclusion distinguished fellow who will develop and 
operationalize novel initiatives promoted by the Diversity Advisory Council. 

 
1.3 Appoint in each school and principal administrative unit a senior administrator or 
faculty member to liaise with the Diversity Advisory Council on diversity and inclusion 
initiatives. 

 
1.4 Conduct a University-wide diversity and inclusion assessment to establish a 
baseline from which to build programs and initiatives. 

 
1.5 Administer a periodic survey to assess the campus climate on diversity and 
inclusion issues. 

 
 
Goal 2:  Enhance the environment to ensure diversity is valued and inclusion 

becomes a guiding principle in every aspect of the University’s activities. 
 
Tactics: 
 

2.1 Establish new and support existing initiatives for diversity and inclusion in all 
academic and administrative units and develop accountability mechanisms to assess 
outcomes.  

 
2.2 Include “promotion of diversity and inclusion” among performance criteria in the 
reviews of all University leaders. 
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2.3 Promote diversity among faculty and leadership. 
 

2.4 Conduct a periodic compensation review to promote best practice in salary and 
resource allocation to ensure equitable and performance-based treatment for all. 

 
2.5 Develop and publicize events and programs that recognize and celebrate diversity 
and promote inclusion. 

 
 
Goal 3:  Cultivate the idea that cultural competency is the right thing to do and 

promote it as a competitive advantage to be attained and valued by faculty, 
staff, and students. 

 
Tactics: 
 

3.1 Create a cultural competency initiative that promotes cultural competency 
throughout the University. 

 
3.2 Establish a resource on professionalism to guide the University’s effort in promoting 
cultural competency as an essential and desirable attribute in the ongoing growth and 
development of faculty, staff and students.3 

 
3.3 Offer a training program that prepares faculty and staff to be influential leaders, 
advocates, and spokespeople for cultural competency initiatives across the University. 

 
 Progress toward achieving the Strategic Plan goals is overseen by Work Group co-chairs Pete Gilbert, 

Senior Vice President and Chief Operating Officer and Dr. Roger Ward, Associate Vice President for 
Academic Affairs and Chief Accountability Officer.4   

 
 The Work Group has prepared metrics for each tactic and assigned a priority rating and an 

implementation year.5 There are 5 “Priority 1” Tactics.  For each, a responsible party has been assigned, 
a start date established, and fiscal impact considered. 

 
 Priority 1 Goals for 2013 

 
 

                                                           
3 This Tactic differs slightly from the Draft Report reference in last year’s Report.  
4 The other members of the group are identified on Appendix A.  
5 A copy of the work-group spreadsheet is attached as Appendix B. 

Tactic 1: Responsible Party:  Roger Ward

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target Yes - - - -

Actual Yes - - - -

1.1 Assign to the President’s Diversity Advisory 
Council oversight and support of the 
University's diversity and inclusion initiatives. 

1 2013
Neutral

Underway
N/A

Priority Start Fiscal Impact Status

1.1.1
Formally assign responsibility for 
diversity and inclusion initiatives to the 
Diversity Advisory Council.
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 In subsequent years, UMB will report on the implementation of these 2013 goals and the efforts to get 
underway the five items marked for implementation inception in 2014.  

 

Tactic 3: Responsible Party:  Deans

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target
Actual

1.3.1 Liaison to the Diversity Advisory council 
appointed by each school.

Priority Start Fiscal Impact Status

1.3 Appoint in each school a senior administrator 
or faculty member to liaise with the Diversity 
Advisory Council on diversity and inclusion 
initiatives.

1 2013

Neutral

Start 9/2012
N/A

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual
2.2.1

Performance appraisal standards for 
university leaders include 'promotion of 
diversity and inclusion' as a criterion for 
review.

Tactic 2:    Responsible Party:  Marjorie Powell Priority Start Fiscal Impact Status

2.2 Include "promotion of diversity and inclusion" 
among performance criteria in the reviews of 
all University leaders.

1 2013
Neutral

Start 3/2013
N/A

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Underway
N/A

2.3.1

The Diversity/EEO/AA Manager assesses 
the diversity of the tenured faculty and 
senior administrative staff and presents 
findings to the Diversity Advisory 
Council.

Tactic 3:   Responsible Party:  President Jay Perman Priority Start Fiscal Impact Status
2.3 Promote diversity among faculty and 

leadership.
1 2013 Neutral

2.3.2

The Diversity Advisory Council reviews 
findings of the Diversity/EEO/AA 
Manager (see, metric 2.3.1) and 
proposes recommendations for 
enhancing diversity the University's 
executive leadership.

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Underway
Ongoing

2.5.1

The University community is able to 
access an online calendar that highlights 
events and programs that celebrate 
diversity and promote inclusion.

Tactic 5:  Responsible Party:  Laura Kozak Priority Start Fiscal Impact Status
2.5 Publicize events and programs that recognize 

and celebrate diversity and promote inclusion. 1 2013
Minimal
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2.  Efforts to Increase Numerical Representation   
 
 No stronger statement can be made about the importance of promoting diversity and encouraging its 

growth than the fact that President Perman has been designated the “Responsible Party” for Tactic 3, 
(noted above as part of Goal 2). This Tactic has been given the highest priority designation.   

 
 

 
  
 The University recognizes the significance of providing students with leaders and role models that 

reflect the diversity of our Nation’s population.  
 
 Tactic 4, which is slated for implementation in the second year of the Strategic Plan period, will focus on 

compensation in order to identify any inequities that might hinder UMB’s desire to increase the 
numerical representation of traditionally underrepresented groups within staff and faculty.  

 

        
 
 
 While the Strategic Plan process has brought enhanced focus to some of UMB’s actions, there can be no 

doubt that UMB has always been committed to recruiting and retaining underrepresented groups.  Each 
of the University’s Schools, within the confines of federal law, has focused student recruitment 
strategies directed toward outreach to underrepresented minority groups as schools which historically 
educate those populations.  The various admissions policies aspire to achieve a broadly diverse student 

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Underway
N/A

2.3.1

The Diversity/EEO/AA Manager assesses 
the diversity of the tenured faculty and 
senior administrative staff and presents 
findings to the Diversity Advisory 
Council.

Tactic 3:   Responsible Party:  President Jay Perman Priority Start Fiscal Impact Status
2.3 Promote diversity among faculty and 

leadership.
1 2013 Neutral

2.3.2

The Diversity Advisory Council reviews 
findings of the Diversity/EEO/AA 
Manager (see, metric 2.3.1) and 
proposes recommendations for 
enhancing diversity the University's 
executive leadership.

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Conduct a periodic compensation review to 
promote best practice in salary and resource 
allocation to ensure equitable and 
performance-based treatment for all.

3 2014
Neutral

Start 7/2014
N/A

2.4.1

Human Resources Department 
establishes a schedule for conducting a 
compensation review and defines a 
process for sharing the results with 
appropriate university leadership.

Tactic 4: Priority Start Fiscal Impact Status
2.4
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body and to this end, Schools engage in a highly individualized, holistic review of each applicant’s file, 
giving consideration to all the ways that an applicant might contribute to a diverse educational 
environment.  The qualities of students sought may be reflected in their background characteristics such 
as geographic origin, cultural and language backgrounds, racial, social, disability and economic barriers 
overcome; interpersonal skills, demonstrated by extracurricular pursuits, work or service experience, 
and leadership activities; potential for intellectual and social growth, demonstrated by personal talents 
and skills, maturity and compassion; and other special circumstances and characteristics that, when 
combined with academic skills necessary, promise to make a special contribution to the community.   
The University seeks to enroll meaningful numbers of students from groups that have been historically 
discriminated against to ensure their ability to make unique contributions to the character of the 
Campus’ educational and social environment.   

 
 Additionally, the Schools also have obligations to their individual accreditation agencies each of whom, 

in some way, acknowledges the fact that fostering diversity in the profession is an important prong.  
Take, for example, Standard IS-166 of the Liaison Committee on Medical Education: 
 

 IS-16. An institution that offers a medical education program must have policies and 
practices to achieve appropriate diversity among its students, faculty, staff, and other 
members of its academic community, and must engage in ongoing, systematic, and focused 
efforts to attract and retain students, faculty, staff, and others from demographically 
diverse backgrounds.  
 

It continues with the following Annotation: 
 
The LCME and the CACMS believe that aspiring future physicians will be best prepared for 
medical practice in a diverse society if they learn in an environment characterized by, and 
supportive of, diversity and inclusion. Such an environment will facilitate physician training 
in: 
* Basic principles of culturally competent health care. 
* Recognition of health care disparities and the development of solutions to such burdens. 
* The importance of meeting the health care needs of medically underserved populations.  
* The development of core professional attributes (e.g., altruism, social accountability) 
needed to provide effective care in a multidimensionally diverse society. 
 
The institution should articulate its expectations regarding diversity across its academic 
community in the context of local and national responsibilities, and regularly assess how 
well such expectations are being achieved. The institution should consider in its planning 
elements of diversity including, but not limited to, gender, racial, cultural, and economic 
factors. The institution should establish focused, significant, and sustained programs to 
recruit and retain suitably diverse students, faculty members, staff, and others. 

  

                                                           
6 http://www.lcme.org/connections/connections-2012-2013/IS-16_2012-2013.htm 
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 Lastly, the Secretariat Comments make plain: 
 

 [T]he fact that IS-16 is located in the Institutional Standards section of the Functions and 
Structure of a Medical School document reflects the fact that this standard is not solely 
about student diversity, but rather that it requires a school-wide policy defining the desired 
elements of diversity among students, faculty, and staff.  

 
 Continuous efforts are also made by the University’s Department of Human Resource Services.  Each 

year, the University’s Diversity/EEO/AA Office coordinates various internal and external diversity 
initiatives to support the mission and goals of the University.7  

 
UMB Mentoring Program  

This program assists new hires in adapting successfully to the new workplace. It also helps them become 
oriented more quickly to the University and its goals, vision, and culture, while helping them assess their 
professional aspirations within our organization. New hires are randomly selected and paired with an 
employee who has been with the University five years or more. This structured mentoring program was 
successfully piloted in 2008. Participation in the program is voluntary. The mentoring relationship is 
special and based on open communication, mutual respect, and trust.  

The program runs from June to December each year. For more information log onto 
http://www.hr.umaryland.edu/diversity/mentoring.htm 

YouthWorks Summer Jobs Program  

Each year the University collaborates with the Mayor’s Office of Employment Development (OED) in its 
efforts to employ Baltimore City youth for six weeks of full-time summer employment. Through our 22 
year partnership with OED, the University’s program has been a model for others within the City of 
Baltimore, with its unique mentoring component that pairs students with staff/faculty and UMB 
students on campus. Guided mentoring activities help to provide educational and career direction for its 
participants.  

In 2011, UMB hosted 13 students in the various areas across campus such as, Public Safety, URecFit, 
Office of Academic Affairs, Psychiatry, Oncology, and the Human Research Protections Office, just to 
name a few. Our “star” student, Jamesha Perkins, who worked in Neurology, has been the “poster child” 
for this effort and traveled around the City with Mayor Stephanie Rawlings Blake speaking on the 
success of the program. Overall the program enhances the students’ future, as they are exposed to real 
work experiences. The University has benefited greatly from this program as many of the Baltimore City 
youth have made successful careers here at UMB.  

Project Search  

                                                           
7 Participation in these programs by race/ethnicity/gender is broken down on Appendix C.  

http://www.hr.umaryland.edu/diversity/mentoring.htm
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Through a continuing partnership between UMB, the Arc of Baltimore, the Baltimore City Public School 
System, and the Division of Rehabilitation Services (DORS), Project Search is a model in workforce and 
career development for adults and students with disabilities. This program creates internships for high 
school students to learn employable skills within the campus. It improves the student’s probability of 
being employable and enhances the campus awareness of the potential of people with disabilities.  

UMB was selected by Maryland Works as the “2008 State Employer of the Year” for employing people 
with disabilities. Our goal is to increase the number of internships of students served each year which 
could result in the hiring of some of the students, as well as broaden the scope throughout the 
University System of Maryland and the surrounding community. In 2010, UMB achieved part of this goal 
as the University of Maryland Medical Center (UMMC) joined its efforts in this beneficial program. 

Individuals With Disabilities Program Efforts  

Diversity/EEO/AA evaluates disability accommodation requests from employees in compliance with the 
Americans with Disabilities Act of 1990 (ADA), the Americans with Disabilities Act Amendments Act of 
2008 (ADAAA), and Section 504 of the Rehabilitation Act of 1973. The ADA was designed to remove 
barriers which prevent qualified individuals with disabilities from enjoying the same opportunities that 
are available to persons without disabilities. The Associate Vice President of Human Resource Services, 
Marjorie L. Powell, chairs the ADA Steering Committee. The Diversity/EEO/AA Manager, Sheila K. 
Greenwood, and Specialist, Camille Givens-Patterson serve on the committee to address issues of 
disability and access at UMB. The ADA Steering Committee is designed to strengthen the University’s 
commitment to the law, policy, and principles of equal access and opportunity for persons with 
disabilities.  

The ADA Steering Committee is organized to ensure that all parts of the organization are represented in 
ADA issues and that we speak in one voice in compliance with the law. The committee is comprised of 
various faculty, staff, students, and individuals with disabilities from the campus community.  

Under the ADA Steering Committee, the University participates in the Access Maryland program 
through the Maryland Department of Disabilities (MDOD). The purpose of the program is to bring 
state-owned facilities into compliance with state and federal mandates requiring access for person 
with disabilities. The University maintains a transition plan under MDOD. This plan is a three-year 
living document that helps the campus estimate the cost of removing barriers to accessibility. This 
plan is also a required in order to request funding for the projects from MDOD. In FY 13, the 
University will receive $167,750 for select project improvements. The FY 14 request has been 
submitted to MDOD and the University is currently awaiting its results. 
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3.  Efforts to Create Positive Interactions and Cultural Awareness   
 

Campus-wide Efforts 
 

 The Office of Academic Affairs/Campus Life Services is responsible for Heritage/History Month 
programming that takes place throughout the year which provides a unique setting for interdisciplinary 
encouragement of broad social, cultural, recreational, and education programming for the entire 
University community.  Each year, the offerings increase as suggestions are welcomed from the 
University’s diverse and vibrant student, staff and faculty members.   

 
 Each Heritage/History Month program8 aims to: 
 

• Provide an understanding of the multiple perspectives of others, while valuing one’s own heritages, 
experiences and values;  

• Encourage an appreciate for the interactive relationship of race, sexual orientation, class and 
gender in society; 

• Articulate views and experiences around race, sexual orientation, class and gender by integrating 
personal experiences and academic perspectives; 

• Appreciate the role that arts and cultural events can play in developing an enlightened and 
culturally-empowered perspective; and 

• Influence social change on campus and in society with creativity, integrity and compassion.  
  

 Other educational efforts took place during the year as well.  In October, 2012, the Office of Educational 
Support and Disability Services and the UM ADA Steering Committee co-sponsored an “ADA Workshop: 
Understanding the New Guidelines” which allowed students, faculty and staff to receive an update on 
ADA law and instruction on self-advocacy.  Also in October, Human Resource Services hosted a 
“Disability Education and Awareness Day” in recognition of National Disability Employment Awareness 
Month.  

 
 The President’s Office communicates its commitment to advancements in diversity through the annual 

Dr. Martin Luther King, Jr. lecture and the presentation of the Diversity Recognition Award9 named in 
Dr. King’s honor.   Through the nomination process, the entire University gets an opportunity to 
promote the hard work of dedicated students and faculty who are leaders amongst our University 
community and who embody our commitment to promoting diversity and inclusion.  The recipient of 
the 2012 Award was the Promise Heights Initiative10 wherein UMB, community non-profits and faith 
based organizations have joined together to form a partnership to improve educational and 
developmental outcomes for children and families in the West Baltimore neighborhood of Upton/Druid 
                                                           
8 A list of partial list of programs is attached as Appendix D.  
9 http://www.oea.umaryland.edu/communications/news/?ViewStatus=FullArticle&articleDetail=19716 
10 http://www.ssw.umaryland.edu/promise_heights/Promise%20Heights/ 

http://www.oea.umaryland.edu/communications/news/?ViewStatus=FullArticle&articleDetail=19716
http://www.ssw.umaryland.edu/promise_heights/Promise%20Heights/
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Heights.   The event also featured the film premiere of the documentary Walter P. Carter: Champion for 
Change.  Mr. Carter played an integral role in advancing equal rights for African-Americans in Baltimore 
City and throughout Maryland.  

 
 Another annual endeavor of the President’s Office is its Student Leadership Institute.11 It provides 

instruction on a no-fee, no-credit basis to student participants from a variety of schools.  Specific topics 
include: Leading in a Diverse and Global Society; Cultural Understanding; and Cross Cultural 
Communication.  

School Specific Efforts 
 

Detailed information regarding UMB’s efforts to incorporate instruction on cultural sensitivity and 
cultural competency (as well as health literacy and health disparities) was submitted to the Office of 
Minority Health and Health Disparities, Maryland Department of Health and Mental Hygiene in 
November of 2012 pursuant to the Maryland Health Improvement and Disparities Reduction Act of 
2012.   
 
In the 50+ pages of reporting, UMB detailed relevant coursework, clinical experiences, field training and 
other academic and co-curricular activities.  Rather than attempt to excerpt portions of these reports for 
inclusion here when most of what is documented there is relevant to the “positive interactions and 
cultural awareness” query, UMB’s report to DHMH has been included as Supplement A.  
 

4.  Institutional Demographic Data Requested by USM 
 
Included as Supplement B. 
 
 
  

                                                           
11 http://www.umaryland.edu/islsi/pi/psli/lunch.html 
 
 

http://www.umaryland.edu/islsi/pi/psli/lunch.html
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Appendix A  
 

Diversity and Culture of Inclusion Implementation Team Members 
 
 

Co-Chairs 
Pete Gilbert, MSF 
Senior Vice President and Chief Operating Officer 
 
Roger Ward, EdD, JD, MPA 
Chief Accountability Officer 
Associate Vice President, Academic Affairs 
 
Members 
Jessica Bird, MEd  
School of Medicine  
Director of Human Resources  
 
Gregory Carey, PhD  
School of Medicine 
Assistant Professor 
 
Meryl Eddy, JD 
University Counsel 
 
Vanessie Fahie, PhD, RN 
Assistant Professor 
School of Nursing 
 
Courtney Jones 
Director, Inter-Professional Service Learning & Student Initiatives 
Academic Affairs - Campus Life Services 
 
Amy Ramirez 
Director, International Scholar & Student Services 
Academic Affairs - Campus Life Services  
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Appendix B  

 

Goal 1:

Tactic 1: Responsible Party:  Roger Ward

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target Yes - - - -

Actual Yes - - - -

Tactic 2:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target - Yes - - -

Actual

Target - Yes - - -
Actual

Tactic 3: Responsible Party:  Deans

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target
Actual

Tactic 4:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target
Actual

Target

Actual

Tactic 5:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Promote a commitment to diversity and culture of inclusion.

Priority Start Fiscal Impact Status

1.1.1
Formally assign responsibility for 
diversity and inclusion initiatives to the 
Diversity Advisory Council.

Priority Start Fiscal Impact Status

1.1 Assign to the President’s Diversity Advisory 
Council oversight and support of the 
University's diversity and inclusion initiatives. 

1 2013
Neutral

Underway
N/A

1.2.1
Diversity and inclusion fellowship job 
description approved by the Diversity 
Advisory Council.

1.2.2 Diversity and inclusion fellow selected 
by the Diversity Advisory Council.

1.2 Establish a diversity and inclusion 
distinguished fellow who will develop and 
operationalize novel initiatives promoted by 
the Diversity Advisory Council.

3 2014
Minimal

Starts 7/2013
IR/Ongoing

Priority Start Fiscal Impact Status

1.3 Appoint in each school a senior administrator 
or faculty member to liaise with the Diversity 
Advisory Council on diversity and inclusion 
initiatives.

1 2013

Neutral

Start 9/2012
N/A

1.3.1 Liaison to the Diversity Advisory council 
appointed by each school.

Priority Start Fiscal Impact Status

1.4.1 Complete a university-wide diversity 
and inclusion assessment.

1.4.2
Launch pilot program(s) and initiative(s) 
identified by the assessment to address 
relevant issues.

1.4 Conduct a University-wide diversity and 
inclusion assessment to establish a baseline 
from which to build programs and initiatives.

1 2014
Minimal

Start 9/2013
IR/Ongoing

Ongoing

1.5.1
Schedule for periodic assessment of the 
campus climate established by the 
Diversity Advisory Council.

Priority Start Fiscal Impact Status

1.5 Administer a periodic survey to assess the 
campus climate on diversity and inclusion 
issues.

1 2016
Minimal

Start 1/2016
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Goal 2:

Tactic 1:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

2.3.2

The Diversity Advisory Council reviews 
findings of the Diversity/EEO/AA 
Manager (see, metric 2.3.1) and 
proposes recommendations for 
enhancing diversity the University's 
executive leadership.

Start 7/2014
N/A

2.4.1

Human Resources Department 
establishes a schedule for conducting a 
compensation review and defines a 
process for sharing the results with 
appropriate university leadership.

Tactic 4: Priority Start Fiscal Impact Status
2.4

Enhance the environment to ensure diversity is valued and inclusion becomes a guiding principle in every aspect of the 
University's activities.

Priority Start Fiscal Impact Status

2.1 Establish new and support existing initiatives 
for diversity and inclusion in all academic and 
administrative units and develop 
accountability mechanisms to assess 
outcomes.

2 2014

Minimal

Start 1/2014
Ongoing

2.1.1

Descriptions of diversity and inclusion 
initiatives submitted to the Diversity 
Advisory Council for review by each 
academic and administrative unit.

2.1.2

Accountability mechanism to assess 
diversity and inclusion initiatives 
developed by the Diversity Advisory 
Council.

Start 3/2013
N/A

2.2.1

Performance appraisal standards for 
university leaders include 'promotion of 
diversity and inclusion' as a criterion for 
review.

Tactic 2:    Responsible Party:  Marjorie Powell Priority Start Fiscal Impact Status

2.2 Include "promotion of diversity and inclusion" 
among performance criteria in the reviews of 
all University leaders.

1 2013
Neutral

Underway
N/A

2.3.1

The Diversity/EEO/AA Manager assesses 
the diversity of the tenured faculty and 
senior administrative staff and presents 
findings to the Diversity Advisory 
Council.

Tactic 3:   Responsible Party:  President Jay Perman Priority Start Fiscal Impact Status
2.3 Promote diversity among faculty and 

leadership.
1 2013 Neutral

Conduct a periodic compensation review to 
promote best practice in salary and resource 
allocation to ensure equitable and 
performance-based treatment for all.

3 2014
Neutral

Underway
Ongoing

2.5.1

The University community is able to 
access an online calendar that highlights 
events and programs that celebrate 
diversity and promote inclusion.

Tactic 5:  Responsible Party:  Laura Kozak Priority Start Fiscal Impact Status
2.5 Publicize events and programs that recognize 

and celebrate diversity and promote inclusion. 1 2013
Minimal
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Goal 3:

Tactic 1:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Tactic 2:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Tactic 3:

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

Metrics: Baseline 6/30/12 6/30/13 6/30/14 6/30/15 6/30/16 G/Y/R

Target

Actual

3.1.2
Promote and support  cultural 
competency through programming 
directed at students, faculty, and staff.

3.3.1

Programs to help build cultural 
competence among the University's 
executive leadership is promoted by the 
Diversity Advisory Council.

Start 5/2015
Ongoing

3.1.1

A value proposition for cultural 
competency is drafted by the Diversity 
Advisory Council and presented to the 
University's executive leadership for 
consideration and adoption.

Cultivate the idea that cultural competency is the right thing to do and promote it as a competitive advantage to be 
attained and valued by faculty, staff, and students.

Priority Start Fiscal Impact Status
3.1 Create a cultural competency initiative that 

promotes cultural competency throughout the 
University.

2 2015
Minimal

Priority Start Fiscal Impact Status
3.2 Establish a resource on professionalism to 

guide the University's effort in promoting 
cultural competency as an essential and 
desirable attribute in the ongoing growth and 
development of faculty, staff, and students.

2 2014

Minimal

Start 9/2013
Ongoing

3.2.1

Interdisciplinary programs to help build 
cultural competence among student 
leaders in the health, legal and human 
services professions promoted by the 

Priority Start Fiscal Impact Status

3.3.2

Training program that prepares faculty 
and staff to lead and champion cultural 
competency initiatives across the 
University launched by the Office of 
Academic Affairs and the Human 
Resources Department.

3.3 Offer a training program that prepares faculty, 
staff, and University leaders to be advocates, 
and spokespeople for cultural competency 
initiatives across the University.

2 2014
Minimal

Start 9/2013
Ongoing
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Appendix C 

 
Human Resource Services Office Programs 

 
Youth Works Summer Jobs Program 

• Collaboration between the Mayor’s Office of Employment Development, the Baltimore City 
Schools and local employers like UM 

• UM’s 23nd year of participation in 2012 
• Six week, full-time employment on campus 
• A unique mentoring component which pairs students with staff/faculty and UM students on 

campus 
• Guided mentoring activities to provide educational and career direction 
• Enhancing program by increasing student employment through an increase in campus 

departmental and school participation 
 
2012 Program Participant Demographics 
Student Employees = 18 
 
Race/Ethnic      Gender 
Black/African American  (18)   (15) female (3) male 
 
Supervisors = 16* 
 
Race/Ethnic      Gender  
Caucasian    (5)   (15) female (1) male    
Black/African American   (11)* 
 (*female supervised 2 students) 
 
Mentors = 10 
Race/Ethnic      Gender  
Caucasian   (3)   (10) female  
Black/African American  (7)  
 
The UM Mentoring Program  

• Created to help new employees become oriented to the University and its goals, vision, and 
culture; helping them assess their professional aspirations within our organization 

• 9 new hires were paired with an equal amount of seasoned employees for six months in 2012 
• For more information http://www.hr.umaryland.edu/diversity/mentoring.htm and the 

February, 2012 article in the VOICE http://umvoice.com/2012/02/mentoring-program-
provides-information-support-for-new-employees/ 

• Goal - enhancing the program by increasing participation each year 
 
 
 
 

http://www.hr.umaryland.edu/diversity/mentoring.htm
http://umvoice.com/2012/02/mentoring-program-provides-information-support-for-new-employees/
http://umvoice.com/2012/02/mentoring-program-provides-information-support-for-new-employees/
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2012 Program Participant Demographics 
 
Protégés (New Hires) = 9 
Race/Ethnic     Gender 
Caucasian   2  (7) females  (2) males 
Black/African American  6  
Hispanic   1  
  
 
Mentors = 9 
Race/Ethnic     Gender 
Caucasian   7  (6) females  (3) males 
Black/African American  2  
 
Project Search 2012 

• A partnership between UMB, The Arc Baltimore, Baltimore City Public Schools, and the Division 
of Rehabilitation Services (DORS). 

• A model in workforce and career development for adults and students with disabilities 
• Creating internships for high school students to learn real-life work skills within the campus 
• It improves the students probability of being employable and enhances the campus awareness 

of the potential of people with disabilities 
• UM has been selected by Maryland Works as the “2008 State Employer of the Year” for 

employing people with disabilities 
• Our goal is to increase the number of internships of students served each year which could 

result in the hire of some of the students, as well as broaden the scope throughout University 
System of Maryland and the surrounding community 

 
Project SEARCH Staff (4 total): 
4 Female 
3 African-American, 1 Caucasian 
 
Adults with Disabilities employed by UM who are supported by the Project SEARCH Adult 

Employment Program (16 total): 
3 Female, 13 Male 
13 African-American, 2 Asian, 1 Caucasian 
 
Students with Disabilities who are participating in the Project SEARCH High School Transition Program 

2012-2013 School Year (12 total): 
6 Female, 6 Male 
12 African-American 
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Appendix D 
 

Heritage/History Month Programs 
 

  
Initiative Program 

Black History Month Spotlight Artist 
Black History Month Prep School Negro Documentary 
Black History Month Afro-Caribbean Dance Fitness 

Black History Month 
Civil Rights: A Woman For Change in the 1950s - 
Helena Hicks 

Black History Month Afro-Caribbean Dance Fitness 

Black History Month 
Book Discussion & Signing: Is Marriage for White 
People 

Diversity & Inclusion Safe Space Training 
Black History Month Afro-Caribbean Dance Fitness 
Black History Month Natural Hair Demonstration 
Women's History Month Documentary Screening: Born into Brothels 
Women's History Month Spotlight Artist 
Women's History Month The Vagina Monologues 
Asian American/Pacific Islander Heritage 
Month Sushi Fest 
Asian American/Pacific Islander Heritage 
Month Documentary Screening: CAN 
Asian American/Pacific Islander Heritage 
Month Spotlight Artist 
Asian American/Pacific Islander Heritage 
Month Calligraphy Class 
Asian American/Pacific Islander Heritage 
Month Qi Gong & Stress Reduction  
Hispanic Heritage Month Salsa Demonstration & Lesson 
Hispanic Heritage Month 2012 Apocalypse & the Mayan Calendar 
Hispanic Heritage Month Health Disparities among the LGBT Latino Community 
Hispanic Heritage Month Spotlight Artist 
LGBT Heritage Month Working while LGBTQ 
Hispanic Heritage Month Spotlight Musician 
LGBT Heritage Month Coming Out Day 
LGBT Heritage Month Ally Week 
LGBT Heritage Month Safe Space Training 
LGBT Heritage Month Gender Inclusive Self Defense 
LGBT Heritage Month Suicide Prevention Training 
American Indian Heritage Month Spotlight Artist 
American Indian Heritage Month Contemporary Concerns of Natives Today 
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Diversity & Inclusion Safe Space Training 
Diversity & Inclusion Safe Space Training 
National Hunger & Homelessness Week Homelessness & Youth in Baltimore City 
World AIDS Day Week Documentary Screening: Deep South 
American Indian Heritage Month Two Spirit Then & Now 
American Indian Heritage Month Pow Wow 
World AIDS Day Week HIV Lunch & Learn 
World AIDS Day Week World AIDS Day Resource & Involvement Fair 
World AIDS Day Week Living Ribbon 
World AIDS Day Week Confidential HIV Testing & Care Services 
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