DIVERSITY WORKGROUP CALL NOTES

September 12, 2007

Present: Clare Dunne, Betsy Haughton, Mae Sylvester, Janet Willis, Sheryl Mathis, Madhavi Reddy 

AGENDA:  To share and discuss specific indicators for the 7 diversity plan-related outcomes outlined in the indicator discussion document and agreed upon during the August workgroup call. 

The group walked through each of the draft indicators listed on the indicator discussion document circulated in August and made suggestions to refine and add to the indicators.  It was suggested that following review of the suggested changes by the workgroup members, that the list of draft indicators should be shared with all grantees for review and comment. An introduction and guiding questions should be provided to grantees when requesting their input. 
 

Next Steps: The workgroup will seek feedback from all grantees via the Training Program listserv. Below are the revised draft indicator document (suggested changes are highlighted), feedback questions and a background statement to guide readers in giving feedback on the indicators. Workgroup members are asked to review these materials and inform Sheryl Mathis of any suggested changes by September 28.
 

The next workgroup call is scheduled on Wednesday October 17th at 12:00 Eastern.
 

Prior to the call Sheryl Mathis will circulate an updated list of resources to be posted on the MCH Training Program website along with the Diversity Guidelines. There have been several additions to the list as well as suggestions for other types of resources and examples that should be added but have not yet been specifically identified. The October call will focus on finalizing our resource list and identifying a process for gathering examples to support grantees' use of the guidelines. 
Dear Colleague, 

Earlier in the year you provided input on the draft MCH Training Diversity Plan Guidelines developed by the Diversity Workgroup in collaboration with the MCH Training Resource Center. That input was incorporated into the Guidelines and the Guidelines will soon be available on the MCH Training Program web site. The Diversity Workgroup is also charged with making recommendations to the MCH Training Program on potential indicators and reporting mechanisms for MCH Training Program Diversity Plans. Attached are draft indicators suggested by the workgroup. The indicators have been organized by the 7 desired outcomes of MCH Training Program specific Diversity Plans. The outcomes articulate the results to be accomplished from having program-specific diversity plans. The indicators are intended to specify measurable ways in which to track the extent to which the outcomes are being achieved. 
Your input is requested to assure that the recommended indicators are as useful as possible. Please review the indicators and provide input to help the workgroup finalize recommendations for the Training Program. Your general comments on the indicators are welcomed and we have also provided specific questions below to help guide your review.

1.  Are the indicators:

a. Clear/understandable? If no, please specify indicators and any concerns about the indicator. 

b. Feasible to report on? If no, please specify indicators and any concerns about the indicator. 

2. What, if any, additional key indicators or topic areas should be addressed? 

Please respond to Sheryl Mathis at the MCH Training Resource Center (sheryl.mathis@altarum.org)  by [date]. We appreciate any input that you can provide.


Sincerely,
The MCH Training Diversity Workgroup 

Diversity Workgroup 

  Diversity Plan Draft Indicators
Background
The National Strategic Plan for MCH Training calls for MCH Training Programs to increase the diversity of their faculty and trainees by 2010. One strategy for implementation of this objective is to encourage all training programs to have a “vigorous” diversity plan that addresses recruitment and retention of faculty and trainees from diverse backgrounds.  

The Diversity Workgroup, comprised of MCH Training Program grantees and representatives of the National Center for Cultural Competence, is charged with making recommendations to the Training Program on: 1) guidelines for grantee diversity plans; 2) indicators of a vigorous diversity plan; and 3) guidance for how grantees will report on the indicators. MCHB intends to use the recommendations of the Diversity workgroup to inform development of future program guidance and performance measures.
Draft Guidelines for MCH Training Program Diversity Plans were made available for review and comment to all grantees via the Internet in January 2007 and discussed at the March 2007 Meeting of Interdisciplinary Training Programs. The draft Guidelines were also distributed at other grantee meetings held in spring 2007.  Feedback from grantees was integrated into the Guidelines and the Guidelines were submitted to the Training Program in May 2007. The workgroup also developed a resource list to accompany the Guidelines that will be posted on the MCH Training Program website.

It is important not only to provide guidance and resources for the development of training program diversity plans, but also to provide a clear statement of the desired outcomes of having written diversity plans and measurable ways to benchmark the extent to which the outcomes have been achieved. Attached are draft outcomes and indicators for MCH Training Program Diversity Plans suggested by the Diversity Workgroup.   
	DRAFT Diversity Plan Indicators


	Desired Outcomes of Training Programs DIVERSITY PLAN

	Potential INDICATORS
(How will we know if it has happened?)

	1. Training Programs articulate core values for diversity and disseminate the values to core faculty, staff and trainees and position those values as central components of recruiting and retention strategies.
	a. Written definition of who are the “underrepresented” for this particular training program/discipline/health profession
b. Written statement of core values related to diversity and how those values are applied in the training program
c. Diversity Policies are communicated to faculty and staff through designated procedures and are reviewed and revised on a specified timeline


	2. Training program sets measurable diversity goals and objectives
	a. A defined process is in place for recruitment of diverse faculty and trainees
b. A defined process is in place for retention of diverse faculty and trainees
c. Written quantifiable objectives related to recruiting diverse trainees and faculty based on the program’s definition of underrepresented  
d. Written quantifiable objectives related to retaining diverse trainees and faculty based on the program’s definition of underrepresented  



	3. Training programs assess current status, identify areas for targeted improvement, and implement activities to improve climate to support diversity of faculty and trainees 
	a. A mechanism is in place to assess policies, personnel and resources available to plan, implement and monitor diversity-related activities
b. A mechanism is in place to assess perceptions and personal experiences of faculty, staff and students related to climate for diversity
c. Assessments referenced in a & b are conducted on routine timelines established by the program (Ex: annual faculty assessment; biannual policy assessment) 
- Do we need this? PM 11 requires programs to report on various ways in which cultural competency is addressed in the training program including its inclusion in didactic and experiential parts of the curriculum. Should we reference expectation that programs are ‘fully meeting’ elements of PM11? Is something additional or different needed?


	4. Training programs assess current status, identify areas for targeted improvement and implement activities to influence recruitment of faculty from racially/ethnically diverse backgrounds and underrepresented populations.
	a. Current faculty demographics are compared with national and local population statistics

b. Assessment conducted of program and institutional factors that facilitate or impede acceptance of hiring offers and retention of faculty from underrepresented groups

c. Personnel recruitment and hiring practices reflect program goals to achieve diversity 
d. Mechanisms established to work 

with organizations (academic and professional) that serve potential and future candidates from underrepresented groups to create a pipeline of diverse faculty


	5. Training programs assess current status, identify areas for targeted improvement, and implement activities to improve retention of faculty from racially/ethnically diverse backgrounds and underrepresented populations.

	a. Personnel performance measures include skills and training related to cultural competence
b. Strategies in place to support participation of faculty and staff for in cultural and diversity-related professional development activities

	6. Training programs assess current status, identify areas for targeted improvement, and implement activities to improve recruitment of trainees from racially/ethnically diverse backgrounds diverse backgrounds and underrepresented populations.
	a. Trainee demographics are compared with national population statistics

b. Trainee recruitment and admissions practices reflect program goals to achieve diversity (Ex: recruitment materials tailored to trainees of diverse racial and ethnic backgrounds) 
c. Mechanisms established to work 

with organizations that serve potential and future trainees from underrepresented groups to create a pipeline of diverse students

	7. Training programs assess current status, identify areas for targeted improvement, and implement activities to improve retention of trainees from racially/ethnically diverse backgrounds and underrepresented populations. 
	a. Accurate and current student retention statistics available
b. Mechanism in place to compare retention rates of students from underrepresented groups to overall student retention rates 
c. Input from trainees of diverse backgrounds is sought in developing program policies

d. Resources and supports are in place to facilitate students’ successful progress through the program












