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Introduction 
In the spring of 2009, the Maternal and Child Health Bureau (MCHB) Training Branch launched a new initiative facilitated by the Maternal and Child Health (MCH) Training Resource Center in partnership with the National Center for Cultural Competence (NCCC) to build on the work of the Diversity Workgroup and continue to strengthen grantee diversity efforts. A planning committee composed of representatives of the Training Branch, the two facilitating centers, a grantee, and a trainee oversaw the planning and development of the Initiative. The Initiative has included the following activities:

· Update of the Diversity Strategies Literature Review. In 2007, the Trainee & Faculty Diversity Workgroup requested a review of the literature on student and faculty diversity initiatives to provide background information for the development of MCH Training Program diversity plan guidelines. The literature review, updated in June 2009, presents published academic literature, policy statements, toolkits, and other relevant documents on promising practices to recruit and retain underrepresented students and faculty into a wide range of health professions programs.

· Online Feedback from Faculty and Trainees. All grantees were invited to provide input via an online feedback form on issues, strategies, and challenges in addressing diversity in their MCH training program. 
· Onsite Discussions with Faculty and Trainees. Faculty and trainee representatives in five cities engage in small-group discussions with facilitators from the MCH Training Resource Center and the NCCC about issues that affect climate for diversity, suggestions for increasing diversity, and support needed to address diversity issues in their training program.
· Interviews with National Organizations. Telephone interviews were conducted with several national organizations to explore how they encourage, support and track diversity within their organization. 
· Diversity in MCH Training: A Peer Collaborative. The Peer Collaborative is an intensive 9-month collaborative peer learning process in which grantee teams are provided a structured and safe environment to address challenges to racial and ethnic diversity within their training program through learning opportunities, technical assistance (TA), and collaboration with peers. The Collaborative was launched with an in-person kickoff meeting in Washington, DC, in October 2009 after a competitive application process in which five grantee teams were selected for participation. 
This report provides a summary of the online feedback effort (Part I) followed by a summary of the onsite discussions with faculty and trainees (Part II). The updated literature review can be accessed from the MCH Training Program Web site (http://www.mchb.hrsa.gov/training/grantee_resources_dtpc.asp).

This information will be used to inform the development and ongoing activities of the Peer Collaborative. 
Part I: Online Feedback Summary 
The first feedback collection effort of the Diversity Initiative used a Web-based form to elicit responses from training programs about their efforts to recruit a diverse set of trainees and faculty. Although programs report on diversity efforts in their continuing applications, grantees often provide only a brief overview of their activities in the application. The online feedback form attempted to elicit more detail in order to inform subsequent activities of the diversity initiative. Programs were asked the questions below: 

1. Please describe your training program’s strategies to increase the racial and  ethnic diversity of trainees participating in the program.

2. Please describe your training program’s’ strategies to improve the racial and ethnic diversity of faculty participating in your program.
3. In what ways are faculty in your training program supported in their efforts to incorporate culturally and linguistically competent approaches in any of the following areas?

4. Other than additional funding, how can the MCHB Training Branch help you improve trainee and faculty diversity in your program?

5. If additional funding were available to support your diversity objectives, how would you use the funding? What strategies or activities would you implement?

On June 2, 2009, the MCH Training Program director distributed the Web feedback form  to all MCH training programs via the MCH Training Listserv. Sixty responses were received. Below is a summary of the major themes identified among the responses.

Response Summary 

1.0  Strategies to increase the racial and ethnic diversity of trainees

When asked about strategies to increase diversity of trainees, respondents cited a small number of strategies for addressing recruitment of diverse trainees. Those include the following:

· Partnering with the university or school diversity office,
· Using a diversity plan,
· Providing financial support,
· Identifying candidates currently in the workforce, 

· Reaching out to minority professional groups,
· Partnering with minority-serving institutions (MSIs),
· Partnering with other MCH-funded training programs,
· Conducting personal recruitment,
· Researching with minority communities, and
· Developing an undergraduate pipeline.
Partnering with the University or School Diversity Office

Several respondents stated that they work closely with their university or school diversity office to help the program increase its number of diverse trainees. Although many did not provide specific details, respondents reported that the diversity director or other high-level person may attend conferences and advertise the training program. Another type of partnership was to work with the office to tailor their outreach and recruitment materials for trainees in an effort to retain trainees, training programs are also able to make them aware of the services that these types offices provide such as counseling services and financial assistance.

Using a Diversity Plan

Although many did not mention having a diversity plan, respondents talked about their guidelines for their recruitment efforts. The common thread among programs that reported having a plan is that someone has responsibility for making sure that the guidelines are implemented. In one case, a committee of faculty, staff, and students constitute a diversity committee that has responsibility for the guidelines. If the training program does not have their own diversity plan, they may take the larger university plan and use it as guide for training program efforts.

Providing Financial Support

Respondents described the financial incentives used to attract and retain a diverse trainee class. Programs offer scholarships, assistantships, and tuition support. Two respondents stated that they have dedicated scholarships or other financial support for underrepresented minorities. 

Identifying Candidates Currently in the Workforce 

Another strategy to identify diverse candidates is to appeal to those already in the MCH workforce who may not have considered further training. Respondents stated that they are providing continuing education trainings targeted to groups who serve underserved communities. One program wrote that the best method was to offer continuing education credits that are “accessible and affordable” to people in community-based agencies. Another program reported that they use community leaders and current employers to help identify potential candidates. Programs also use the parent consultants to help identify possible trainees.

Partnering with MSIs and Minority Professional Groups
The most common strategy to address recruitment of diverse trainees cited was the use of partnerships with MSIs such as Historically Black Colleges and Universities (HBCUs), Native American colleges, Latino-serving institutions, and other universities with high proportions of underrepresented minorities. The most formal arrangements cited were programs having pipeline grants from other Federal agencies that work with a consortium or an HBCU. One program reported developing a summer internship program for undergraduates from a local MSI to gain exposure to MCH. Programs also reported distributing brochures to or making recruitment visits to MSI. They are also making guest lectures, establishing training a research link with MSIs in their area. 

Programs are also reaching out to established groups that serve minority professionals such as the American Dietetic Association, the African American Network, and the Latino Social Work Conference.

Partnering with Other MCH-Funded Training Programs

When there is a network of training programs located in the same city, State, or region, respondents reported developing partnerships with other training programs. For instance, they may share responsibility for recruiting at State and local meetings. Not every program has the resources to send recruiters to various events, so programs representing different disciplines will simultaneously recruit for all MCH programs and not just their own. 

Conducting Personal Recruitment

Another strategy that respondents mentioned was to spend time making contact and following up with prospective, newly admitted, and unaccepted trainees. When coming in contact with prospective trainees, programs reported reaching out by phone and email to encourage candidates to apply and to help answer questions about the program. Respondents also talked about putting diverse candidates in contact with students who can share their personal experiences. Similar efforts take place for newly admitted students to encourage them to commit to the program. 

Research with Minority Communities

In an effort to attract diverse candidates, respondents are conducting research with and developing programs for ethnically and racially diverse communities. The premise is that underrepresented groups maybe be attracted to conducting research or participating in programs that affect the population that they represent. Respondents also report their training programs assuring that course content and practicum experiences also are with diverse populations. Some programs have developed certificates in minority health or health disparities. 

Developing the MCH Pipeline

Programs are trying to reach potential trainees well before they are thinking of graduate education. Respondents discussed a variety of methods of working with undergraduate and high school students to expose them to careers in MCH, including the following:

· Exposing undergraduate and high school students to children with developmental disabilities, 

· Developing or participating in a health careers summer program,
· Shadowing opportunities to undergraduates in minority health student groups,

· Using adolescents in a co-teaching role, and
· Working with undergraduate faculty to identify potential trainees and encourage them to visit graduate-level courses and meet faculty and current trainees. 

2.0 Challenges to increasing the racial and ethnic diversity of trainees

Programs cited the following challenges when addressing recruitment of diverse trainees:

· An unclear career ladder,
· Lack of funding for trainees,
· Difficulty in identifying funding and time for recruitment,
· Lack of access to potential students in the pipeline,
· Lack of faculty of color,
· Difficulty in identifying qualified minority candidates, and 
· An adverse local climate.
Unclear Career Ladder

Several programs noted that the career ladder is not clear for MCH trainees, which makes it challenging to market the program. For example, programs cited public health as a discipline that does not have a defined career path. For the programs that do not grant degrees, it is not clear to potential trainees why they should seek this additional training. They reported that parents are unclear about what MCH is and that students are pressured to go into more traditional careers, such as law or medicine. 

Lack of Funding for Trainees

For diverse students, respondents thought it was important to be able to provide financial incentives for several reasons. Minority candidates may have familial obligations or high student loan debt that might discourage them from continuing to graduates studies. Also, low salaries in MCH may deter students from continuing without financial incentives. State schools had a sense that they could not compete with private schools with large endowments for the few qualified minority candidates. 

Lack of Funding and Time for Recruitment

Another barrier for programs is that it takes more time and money to expand their recruitment efforts to attract diverse candidates. It is particularly difficult for places that do not have access to a local population that is diverse. Respondents cited the need for additional funding to support staff and to fund students to visit. They also lack money for the staff support for these expanded efforts. 

Lack of Access to Potential Students in the Pipeline

Some respondents mentioned that they were not able to access undergraduates or high school students easily. One program cited transportation and staff issues at a local high school as a barrier for developing a relationship with the school. 

Lack of Faculty of Color

Another way to attract minority trainees is to have faculty of color in the school or program. Many respondents cited their lack of minority faculty as a barrier in attracting a diverse group of students. 

Lack of Qualified Minority Candidates

Several respondents reported that the pool of qualified applicants is very small. They cited the need for greater pipeline efforts but recognize that it will not have an immediate impact on the numbers. Other programs cited concerns about the qualitifications of the minority applicant; in response, they have sometimes relaxed the admission requirements, but the borderline students who are admitted sometime struggle academically. Also, certain disciplines do not seem to attract minority candidates. 
Another complicating factor is that some training programs are set up to draw only from trainees who have already been admitted to other programs within in the school. Therefore, the program is limited to the diversity of the trainees already in the home department. Another reason cited for the low number of qualified students is that qualified minority students choose disciplines that are more prestigious than MCH or public health. On the policy level, particularly for State-run institutions, prohibitive affirmative action policies or laws limit the ability for programs to consider race or ethnicity in the decision. 

Adverse Local Climate

The decision to attend a training program extends beyond what the particular training program offers, to factors such as location and the diversity of the surrounding community. Several programs cited the lack of diversity within their State or region as a deterrent to minority candidates. One program stated that their city has a reputation for being hostile to minorities, a reputation that is hard to overcome. One respondent said, “It is difficult to convince trainees to move from other communities for a relatively short time span.”
3.0 Strategies to increase the racial and ethnic diversity of faculty

When programs were asked about strategies to increase diversity of faculty, they cited some strategies for address recruitment of diverse trainees. Those include the following:

· Using adjunct faculty from other departments or community-based organizations,
· Modifying or expanding search procedures, and
· Creating incentives for faculty.
Using Adjunct Faculty from Other Departments or Community-Based Organizations

With low turnover cited as a challenge to hiring new faculty programs have developed creative partnerships to address faculty diversity. Programs make use of adjunct or secondary appointments when possible. Programs spoke about using faculty from other departments or the community to teach lectures or seminar courses. To do this, training programs have partnered with faculty from MSIs to teach courses in the training program. They also use underrepresented minorities on staff from community-based organizations as adjunct faculty. This strategy was useful for those who could not make the commitment to a full-time, tenure-track faculty member.
Modifying or Expanding Search Procedures

Programs are reviewing the faculty search procedures to include specific diversity efforts. Programs are consulting with their diversity office about their needs and creating specific strategies. Specifically, one program revised its guidelines regarding placing ads that might attract more minority candidates. Another training program has made sure to include a faculty member on the campuswide program to recruit and retain faculty. The training program benefits by being at the table. Another program talked about expanding from regional to national searches in publications and on Web sites.

Creating Incentives

To attract and retain faculty from racially and ethnically underrepresented groups, one program uses fellowships. Another program has augmented the orientation process for new tenure-track faculty. The program releases the faculty from teaching in the first semesters in order to establish their research labs and relationship with the community. 

Challenges to increasing the racial and ethnic diversity of faculty

When asked what challenges programs were facing in increasing the racial and ethnic diversity of their faculty, the respondents concentrated on four main areas:

· Low turnover,
· An adverse climate,
· Lack of financial support, and
· Lack of qualified minorities.
Low Turnover

The most cited barrier to increase faculty diversity is the low turnover of current faculty. Most programs retain the faculty that they have for long periods, so there are few opportunities to add faculty members, especially full-time ones. Also, some programs’ institutions have hiring freezes. Some respondents stated that even when faculty members retire, the programs are prohibited from filling those positions.

Adverse Climate

A few respondents noted that the climate of the surrounding area has an impact on diverse faculty accepting positions. It can be difficult to convince faculty from diverse backgrounds to come to a place that lacks diversity. The high cost of living in some areas was noted as a deterrent. One program reported that they are not able to retain their diverse graduates as faculty as they move to areas of health professional shortage or rural areas that need their skills. 
Lack of Financial Support

Respondents  cited financial difficulty as barrier to expanding their faculty to include someone from an underrepresented minority. As referenced earlier, some institutions are undergoing hiring freezes. They also cited low salaries in MCH as a barrier, especially in State schools. Some respondents mentioned that the only way that they can hire is if a person is paid entirely from soft money. 

Lack of Qualified Minorities

As with trainees, the further that you go up the educational ladder, the smaller the pool of racial and ethnically diverse persons. One respondent pointed out that there are still relatively small numbers of university professors from racial or ethnic minority groups in any discipline. There is also competition among the programs for this small number of faculty members. 

4.0 Ways that training programs incorporate culturally and linguistically competent approaches 

Programs take a two-pronged approached that focuses efforts in the didactic and practical portions of the trainee experience. The other tactic focuses on faculty training and program development. 

Didactic Training

Programs incorporate cultural competence in a variety of ways into their courses. Some programs have opted to create separate courses focused on cultural competence. One program has an online module for trainees to complete. As far as content, one program has new sessions on “the effects on bilingualism on language development” and “ESL versus bilingual educational programs in schools.” In these courses, the program can show direct application of the cultural competence materials to their discipline and the population that they serve. 
Programs may expose trainees to speakers of diverse cultural backgrounds in order to give alternate perspectives on the material. One program “constantly brings in culturally professional, families, and speakers” to work with their fellows. 

Field Experiences

In the field experiences, the focus of program efforts is on choosing a site or clinical experience where trainees can interact with other cultures or populations. The types of sites vary, but programs design their field placements to apply cultural competence concepts in mind, along with applying other program competencies. One program uses the local metropolitan health department, which often targets high-risk populations. Other programs described similar settings, such as community clinics and rural clinics, for their practica or other internships. Many other programs place their students in community settings where the trainees will encounter many different cultures, such as African Americans, Latinos, and Native Americans.

With both the didactic and field experiences a couple of programs reported that they assess the trainees’ knowledge and behaviors related to cultural competence. One program evaluates trainees on their “improvement of their understanding and use of culturally competent practices.” Another program reported that they assess whether a trainee is “satisfactorily considering and/or addressing the needs and assets of diverse populations” in assignments and papers. Additionally, they are also assessed in assistantships and research projects. 

Mentoring and Coaching

Some programs also have a mentoring or coaching component. One mentioned use of a nationally recognized  mentoring plan and provides an annual program in mentoring. Another program’s leadership mentoring and coaching is based on the premise, “Self-knowledge increases sensitivity to others from a variety of backgrounds.” One program uses small-group mentoring work sessions, which allows them to use their faculty more efficiently. Other programs use mentoring is to work with students of color who are experiencing challenges that threaten their ability to succeed. A small number of programs cited having mentoring available for minority faculty. 
Staff Development

The most common strategy cited was to have faculty participate in a cultural competence training or workshop. It can be a university-wide offering for faculty, a workshop specific to the department or training program faculty, or a workshop for both faculty and trainees. Sometimes it is required; other times it is strongly encouraged but optional. 

Program Development

In order to have course offerings on cultural competency, programs make course materials, course outlines, and competencies available to the faculty. One of the programs uses adolescents who compose focus groups, do survey testing, and serve on panels as a means of ensuring that their program is culturally competent for the population that they serve. The adolescents can help in program planning and evaluation and share their personal experiences. 

Technical Assistance

Programs are reaching out to a number of experts in the field of cultural competency. Some programs are working with the NCCC to learn how to assess and incorporate cultural competency into their coursework. Another grantee is reviewing its entire program and has hired consultants (one a former trainee) to help the training program in its assessment and to propose program improvements. 

Translation Services

The service that programs brought up most often in their clinical settings was interpretation or translations services. Programs have trained interpreters that are available in person or via telephone service. These are available to training programs for consultation with their work.

5.0 Ways that the MCHB Training Branch can help programs improve trainee and faculty diversity without funding

In other training program data, sources such as the continuing applications training programs have expressed a need for increased funding to be able to improve diversity. However, given the current fiscal situation, it is also important to consider what other types of assistance might be helpful to training programs. Respondents came up with a plethora of ideas for ways in which the Training Branch can assist programs in improving diversity aside from directly increasing grant funds. 

Marketing

Programs noted the need for assistance with marketing for the current cohorts, as well as building the pipeline. A good number of suggestions focused on needed assistance marketing to prospective trainees and faculty. Programs suggested that MCHB could provide assistance in locating new opportunities for recruitment. They also suggested a centralized location for posting faculty vacancies. One program added, “If done at the Bureau level, it [could be] a national initiative targeting all the training programs.” One program suggested that programs use assistance with improving their marketing materials. 

Building the Pipeline

Beyond the immediate needs for recruitment, programs expressed the need to build interest in MCH careers. One person commented that the training programs need more visibility. As mentioned earlier, there is the continued theme to expose high school students and undergraduates to MCH through pipeline activities. 

Throughout the topics of this survey, a recurring theme is that training programs are working with or would like to work with MSIs. Respondents requested assistance in working with these types of institutions. One idea was to help programs develop mutually beneficial partnerships where the MSI benefits just as much as training programs. Another idea was to identify MSIs that are training in similar disciplines that might have students interested in the training programs. One respondent said that they would like to work with undergraduate programs to promote academic excellence so that diverse students are eligible for graduate training in public health and MCH. 

Sharing Successes Stories and Strategies

As we know, programs are working very hard to implement strategies to address the diversity issue. Programs requested sharing what is working from other programs. They would like to see examples of successful programs. They would like to share materials and curricula related to this topic. Programs suggested using grantee meetings as an opportunity to share, as well as making use of the listserv and Web sites to share information. 

Some respondents did make specific request for materials and strategies to be shared. These included the following:

· Effective strategies to recruit practicing bachelor-level registered dietitians to go on to graduate programs when salary increase is not significant,
· Targeted knowledge of some shared beliefs and health practices among specific subgroupsas well as communication norms, 

· Evidence-based assessment and training materials to support incorporation of cultural competence into the curriculum and learning experiences, and
· Assistance in evaluating the effectiveness in improving trainee cultural and linguistic competence.
Expanding the Definition of Diversity
A couple of respondents suggested expanding the definition of diversity beyond the factors of race and ethnic. They suggested including the following:

· Religious diversity,
· Sexual orientation,
· Geographic diversity (urban and rural),
· Disability, and
· Gender diversity within typically gender-dominant professions. 

One respondent recommended recognizing persons from the Indian subcontinent and Middle East as a separate ethnic category.
6.0 Uses of Additional Funding

The final question of the feedback form was designed to elicit suggestions for how additional funding, if it were to become available, would be used to support diversity. Programs suggested using funds to do the following: 

· Fund pipeline activities,
· Increase financial incentives,
· Cover the direct cost of recruiting, and
· Hire additional faculty.
Fund Pipeline Activities 

Mirroring the comments for pipeline activities as a useful strategy, programs suggested funding for those efforts. Overall, programs suggested using the money for increased outreach efforts or special programs. One program would use the funds to reach out to the immigrant communities in the area who are usually in the lower-paying jobs in health care but who also would like more advanced education. Another program would develop additional recruitment materials and be able to staff more undergraduate and high school health science fairs. Another program would like to develop a pipeline program focused on the transitions from graduate student to faculty. 

Increase Financial Incentives

Next, programs talked about increasing or creating stipends, scholarships, and fellowships and offering tuition remission. Many respondents recognized that some minority students face financial barriers that discourage them from attending graduate school. Being able to increase financial aid to these students would help attract more of them. This would help students be more successful academically if they do not have to work or can decrease their work hours. 

Cover the Direct Cost of Recruiting

Programs would like funding for the direct cost associated with recruitment efforts. A number of programs would like to hire staff positions that focus on special or expanded recruitment efforts. Some would hire project managers to develop a full program on recruitment and retention efforts. Others would use a community liaison approach where a person would be able to follow up with prospective trainees in a more personal manner. 
Another direct cost related to recruitment that programs incur is travel. Several programs reported that increased funding would allow expansion of their recruitment to regional and national venues. 

Hire Additional Faculty

While a significant number of suggestions were related to trainees, some respondents did have suggestions for how use funding to address faculty diversity issues. To address faculty diversity, programs suggested that they would hire additional full-time professors or support community faculty. Programs that already use adjunct and community faculty may be able to increase their participation. Programs would also like funding for TA for program development. 
Part II 

The next section of this report documents feedback from faculty and trainees gathered during onsite visits. The feedback on key issues and challenges in addressing diversity, as well as the strategies used to address those challenges, were very similar to those mentioned by respondents in the online form. 
Part II: Onsite Feedback
The MCH Training Resource Center convened discussion groups with faculty and trainees to explore their observations and experiences related to increasing and sustaining racial, ethnic, and cultural diversity within the training programs. Faculty were also asked to discuss support needed by trainees and faculty to assume an effective leadership role in addressing this critical issue. The agendas for the faculty and trainee discussions are provided in Appendix A. Staff of the Resource Center and the National Center for Cultural Competence facilitated the discussions.
The onsite discussion groups were held in the following cities from August to September 2009:

· Washington, D.C.

· Boston, MA

· Birmingham, AL

· Chicago, IL

· Los Angeles, CA

Methodology

Sites were selected to obtain input from the greatest number of local grantees per site to most efficiently use the limited resources available while minimizing travel and time commitment of the faculty and trainee participants. Consideration was given to the inclusion of a variety of grant programs and areas of the country; however, with only five sites, it was not possible to include the representation of all regions or types of training programs. The limitations of the sample were considered acceptable, given that all grantees had the opportunity for faculty to provide input online. An online input mechanism for trainees is also in development to provide an opportunity to hear from a larger sample of trainees. 
The MCH Training Program director invited all training programs in the selected cities to have one or two faculty representatives per training program (not necessarily the project director) attend a faculty meeting. Grantees were requested to identify one or two trainees from each training program to attend a trainee group discussion. The MCH Training Resource Center issued invitations directly to the trainees that programs identified. The meetings  focused on the participants’ personal opinions and experiences, however participants were welcome to elicit experiences and opinions of peers at their training program to share during the discussion as well. An email was distributed to each participant prior to the meeting containing the discussion location, agenda, and background materials.

7.0  Faculty Discussion Summary 

Three-hour faculty meetings were held in each of the selected cities. Table 1 shows the number of meeting participants by city and programs represented.

	Table 1. Faculty Meeting Participants 

	City
	Number of Participants
	Number of Grantees
	Program Category

	Birmingham
	10
	7
	Leadership Education in Adolescent Health (LEAH), Leadership Education in Neurological Disabilities (LEND), Nursing, Nutrition, Pediatric Pulmonary Center (PPC), ASU Pipeline, School of Public Health (SPH)

	Boston
	6
	5
	Developmental Behavioral Pediatrics (2), LEAH, LEND, SPH

	Chicago/Madison-Milwaukee
	8
	5
	LEND (2), PPC, Pipeline, SPH


	Los Angeles
	4
	4
	Pipeline, Nutrition, LEND 2; SPH

	Washington, DC
	3
	3
	Distance Learning, Pipeline, SPH

	Total
	31 faculty members
	24 programs (grantees)
	11 program categories


The following topics were explored during the faculty meetings:
· How diversity is defined within the participants’ program or institution (definitions, role and rationale for diversity)

· Factors influencing racial and ethnic diversity of trainees and faculty in the training program

· Strategies for Assessing diversity and cultural competency

· Support faculty need to address diversity 

An example faculty agenda is included in Appendix A.
At each onsite faculty meeting a grid was completed on newsprint as faculty discussed each topic area. A table is included in Appendix C reflecting notes from the newsprint grid in each city. Below is a summary of the themes that emerged across sites in each of the topic areas. 

7.1 How diversity is defined within the training program or institution
At each of the five sites, the faculty discussed the importance of including people who represent differing perspectives and reflect the community in which the program is located. Participants described diversity in broad terms beyond race and ethnicity, including disabilities, geography, country of origin, sexual orientation, and first generation to attend college. They indicated that the focus is on bringing in trainees and faculty with a variety of differences to enrich the program and community, not just to check off a box on demographic forms. 
Checkboxes and numeric counts are less important than true change (embracing the value of diversity) within the program. The number of racial and ethnically diverse trainees varies from year to year and is influenced heavily by factors outside of the program’s control. For this reason, it is difficult to identify realistic goals for diversity. Factors aside from the number of diverse people in a program are important in demonstrating that diversity is valued. The focus in some programs is on developing an environment that “is fostering discussion and education around diversity.”
“Simply counting feels artificial.” 
“…[It is] less important how many Black people I see, but are these diverse people interested in diverse issues? There may be White students who are very interested and knowledgeable and contribute to that.” —a faculty member of color
Several programs pointed out that although they define diversity broadly, they count only race and ethnicity; data on other types of diversity are not collected. 
A distance learning program indicated that it can be difficult to tell who the users or viewers are for distance learning events; they do not collect racial and ethnic information from participants. Without this information, it can be challenging to write content that is appropriate for the audience. 

Age and geographic location are two areas of diversity of particular interest for distance learning programs. 
The role of cultural and linguistic competence within the training program 
Cultural and linguistic competency are not just covered in special classes focused on culture or diversity. Participants across sites discussed how their curriculum infuses information and opportunities for discussion of the impact of race, culture, and gender in all types of public health work, from clinical to research, including, for instance, appropriate choices of methodological approaches in research. 
PPC faculty mentioned using online training modules and case stories as part of the learning contract with trainees, which covers topics ranging from SES to cultural norms and practices of groups.‘
When probed on how the program supports diverse trainees, faculty at some sites struggled to identify specific mechanisms. They acknowledged that diverse trainees “might need some extra support” but did not feel that there are targeted or formal efforts to address it. One faculty member mentioned that they sometimes link diverse trainees with other diverse students in thedepartment or have divese students work together on some assignments. While the faculty member recognized that that might feel artificial for the trainees, she stated, “At least they will see someone who looks like them.” 
Most participants mentioned that they regularly seek trainee feedback, including what kinds of support trainees need, through meetings with trainees, surveys, student journals, and student self-assessments. The feedback provides insight into aspects of the program such as the people for whom the program works and those for whom it does not work as well. Changes are made in the program based on the feedback (e.g., an adjusted admission time frame so that students may enter the program at different times). The faculty mentioned that a limitation of this is that what has worked in the past may not work for the next cohort. 

In several sites, the faculty indicated that there is no formal mechanism for using the trainee feedback to impact change in the program. The faculty were not clear where the feedback goes or what happens to it. 

Across all sites, cultural and linguistic competence is addressed in faculty meetings, brown bags, and professional development opportunities. Faculty in one site note that while all faculty attend the requisite “Cultural Competence 101” workshop and training (this includes mandatory online and in-person training components), they are unclear on how to operationalize the concepts and move beyond just awareness.
7.2 Factors influencing the racial and ethnic diversity of trainees and faculty in the training program
Finances, the awareness of MCH and public health career paths, the eligibility of trainees, and the locale of the program were seen as key factors that influence diversity of trainees in the program. 
· Financial Support: It is difficult to attract diverse students to a public university with no financial support. Students from underrepresented backgrounds are letting the programs know that financial support will make the difference in where they choose to go. Historically, programs have been able to offer research assitantships that makes them eligible for a tuition waiver, but funds to support these are becoming more scarce. Programs are struggling to identify sources of financial support to attract underrepresented groups. 
· Other Support: Faculty indicated that having additional social and academic support available for enrolled students is also important. Diversity is improving through active recruitment of people from diverse cultures, but the issue is the quality of their experience once they come to the program. Participants at each site mentioned mentoring as an important source of support, but they also indicated that it is difficult for faculty to find time to engage in this activity. 

Faculty in two sites felt that there are many initiatives in place to bring diverse people into the program, but less work has been done to provide a supportive community for diverse populations. At two sites, faculty discussed anecdotal stories about diverse students who have said that they get singled out in classroom discussions about disparities and issues related populations of their race or ethnicity, as opposed to “being just one of the students.” The overall sense of faculty was that a great job has been accomplished in starting diversity initiatives, but students do no’t feel supported on or off campus. More is needed to help diverse students have a positive and successful experience in the program. 
· Awareness of Career Paths: “MCH is the best kept secret.” Faculty in each site were in agreement that MCH as a career path is not known within the professional world or among students. This unawarenessnegatively affects funding and recruiting for programs that train MCH professionals. Students of color are often not aware of MCH professions, particularly the field of disabilities, as a career option. Many seek a traineeship placement and are surprised at the breadth of the field to which they are exposed in the process. Faculty’s perception is that students from underrepresented groups are getting messages from their families and communities that, if they are academically capable, “why not be a doctor?” Diverse students struggle with the lack of prestige of MCH or public health: “Their families don’t understand MCH or public health.” Lower earning potential and perceived low level of prestige associated with the field may discourage diverse students who would be more likely to need loans to finance advanced education.

Some students are aware of MCH but may be put off by the name, thinking that it is limited to childbearing issues. More effort should be put into marketing the field and its breadth (e.g., building healthier communities and families; broader women’s health issues; family, child, and youth health).
· Eligibility: The type of program affects diversity efforts. Programs that train professionals (graduate or postgraduate) feel that they are limited to the diversity of the students that are already in the field. Faculty indicated that all programs are pulling from the same limited pool of diverse candidate with the required advanced degrees (PhD and MD). In order to affect the pool of eligible trainees, programs need to reach further back in the pipeline by identifying potential trainees early in undergraduate years (freshman and sophomore) to help them declare their major early and try to support their success. Most LEND trainees come from existing university students, which further limits the number of available minority students. Some programs are able to bring in some community practitioners from more remote areas, but long commuting distance is a challenge for those trainees. 
· Location: The locale can work for or against the programs in recruiting trainees and faculty from underrepresented groups. For some urban metropolitan areas, the location helps to retain students once they are enrolled; such places offer more opportunities in the city and on campus (and with other nearby institutions) to connect with diverse communities. For faculty, locale can be even more critical, as often they are seeking a community to settle into beyond the institution.
Faculty also discussed the need for changes in the culture of organizations in order to be more welcoming to diverse trainees. They suggested that more responsibility be placed on faculty to adjust and take responsibility for creating a welcoming environment rather than asking trainees to adjust to the existing environment. This can be challenging when diversity reaches only as far as the student population. If the faculty, administrators, and board of an institution are not diverse, that affects the organizational culture.
Faculty 
Similar factors were thought to impact faculty diversity: locale, organizational cultural competence, limited faculty positions to fill, and limited pools of eligible candidates. Faculty also discussed career interests and viable career growth as key factors, as indicated below.
· Tenure and Low Turnover: Many current faculty members are tenured. Perhaps there will be a greater chance to hire new faculty members as others retire. Programs lack funding to be able to add to the exisiting faculty. 
· Lack of Mentoring: Junior faculty members are not mentored and may not have the information needed to successfully meet the requirements that help them move up the academic career ladder. Frustration with the lack of progress can lead faculty to leave an institution. Mentors can be tremendously helpful in navigating the system. 
· Lack of True Professional Opportunity Available: Faculty of color must discern whether they are simply “a check on the demographic form” or this is a place where they can grow and advance. 
· Career Interests: Diverse students want to go into communities and practice. They are interested in making a difference in their community, and they see that as community-based work, not a career in academia.
· Recruitment: Participants expressed frustration about recruiting faculty for the program, because the training program faculty are primarily drawn from existing faculty in other departments and have no control of that pool. The faculty tend to be “very White” and “very female.”
Participants’ perception about overall recruitment of diverse faculty is that the pool of qualified candidates is very small and all of the programs are fighting to attract the same candidates. Concerns were expressed about the ability of State schools to compete with Ivy League schools that can offer greater compensation and prestige. At one site, the perception of some participants was that faculty of color get “lured away” to corporate and other nonacademic settings that remove the pressure of getting tenured. 
· Locale: Faculty in two sites discussed how their locale lacks a social community to attract diverse faculty (e.g., one woman of color said she has to travel to a larger city more than 2 hours away to go shopping; faculty in another site discussed how the legacy of the city and the region with respect to race relations is a big deterrent to persons of color).
· Cultural Competence of the Institution: Faculty need continuing education and self-reflection to help foster a trusting, safe environment for persons of all backgrounds. The commitment to cultural competence and the ‘”safe environment’” must be fostered at all levels, not just within a specific program. “Our program may have an enlightened moment working in an institution… but but we need to educate up the food chain.” A faculty member shared the difficulty of faculty of color trying to address issues of diversity:
“One faculty member of color who has tried to tackle this issue talks about the role of White privilege in perpetuating disparities. Forcing majority students to focus on their own cultural traits broadens the diversity discussions and puts others under the microscope. It’s spreading. She’s the brave one. In some ways, it is easier as a White woman to do this.”
Variations in understanding and perspective on cultural competence was cited as another factor influencing diversity. Some faculty advocate for focusing on similarities between groups and the benefits of operating from a colorblind perspective. Some faculty wondered how this can be addressed among faculty that have already attended cultural competence training.
7.3 Strategies used to address factors influencing diversity
Strategies used to influence diversity of the trainee population were quite similar to those mentioned by faculty in the online feedback tool. They included use of community and adjust faculty and incentives for faculty. For trainees, they included various activities to improve the climate for diversity, support, and a variety of recruitment activities. 
· Targeted Outreach, Recruitment, and Pipeline Activities: Faculty at all sites discussed the need to expand outreach and recruitment activities. Outreach is needed to increase the awareness of MCH careers and careers in disability-related specialties. Recruitment activities are being targeted towards students earlier in their academic career (freshman and sophomores in undergraduate programs as well as high school students).
· Mentoring and Other Support Services: Faculty emphasized that getting students into the training programs is not enough. They are investing, to the extent possible with limited funding, in supports to help diverse students succeed and complete the program. Many participants indicated that mentoring is the cornerstone of support needed by students, but faculty have limited time to provide ongoing mentoring. They are attempting to provide other support to students by connecting students of diverse background with other diverse cultures to help them form their own support network as well.
· Climate for Diversity: Use of continuing education and training for faculty was mentioned most commonly as a way of attempting to improve the climate for diversity within the program. Faculty also discussed infusing mechanisms to encourage all trainees to think about how diversity and cultural competence impacts all aspects of the issues they are learning about through journaling and self-assessment activities.
· Adjuncts and Community Lecturers:Given the low turnover and limited number of faculty positions available, programs are turning to use of adjunct faculty and community-based lecturers in order to increase the diversity of classroom leaders when it is not possible to hire diverse faculty. Some programs discussed thinking creatively about collaboration; one established a new joint program that allowed them to pool resources with another department for hiring new faculty.
· Faculty Incentives: Participants discussed needing to compete for a limited pool of qualified minority faculty candidates and offering financial and other incentives to attract these candidates. Being able to offer the ability to work on minority-focused research and community projects was viewed as particularly important. The community work, however, can be difficult to balance with the rigors of working toward tenure, and this can be problematic.
· Diversity Field Placement and Internships: Programs that have not been able to add new faculty have actively sought out connections with community organizations that can offer field placement and internship opportunities with diverse populations and professionals. 
7.4 Support that faculty need in order to address diversity 

Across the sites, faculty discussed similar support needed for addressing diversity. The most requests were for support for recruiting, mentoring, training, and collaboration activities: 

· National-level leadership and support for marketing and recruitment,
· Package and market stories about trainees using various media (video and print) that can be used for recruitment, 

· Funds to support expanded recruitment of diverse trainees,
· Shared information on best practices and mechanisms for evaluating efforts, 
· A billable mechanism for faculty to mentor students at a level that is needed on an ongoing basis throughout the time that they are in the program, and
· Access to additional tools and training beyond Cultural Competence 101. Several sites mentioned wanting support for more onsite technical assistance and work with the National Center for Cultural Competency

8.0 Trainee Focus Groups

Trainee focus groups were conducted in four of the five selected cities. A trainee group was not conducted in Washington, DC, due to inadequate number of participants. Participants in the other locations included the following. Table 3 below shows the total number of trainees who participated in the discussions and number of training programs represented. 

	Table 2. Trainee Meeting Participants 

	City 
	Number of Participants
	Number of Grantees
	Program Category

	Birmingham
	7
	4 
	LEND, Nursing, PPC , SPH

	Boston
	9
	5 
	LEND (3), DBP (1), SPH

	Chicago
	5
	3 
	LEND, PPC, SPH

	Los Angeles
	4
	4 
	LEND, Pediatric Dentistry, Nutrition, SPH

	Total
	24 trainees 
(includes 2 former)
	16 Grantees
	7 program categories


The trainee discussion guide is provided in Appendix B. The trainee discussion focused on the following topics:
· Factors influencing trainee’s decision to attend graduate school

· Factors taken into consideration when the trainee selected a graduate program 

· Experiences or observations about things that help or hinder the success of trainees from racially and ethnically diverse backgrounds once they are enrolled in the training program;
· Factors influencing the racial and ethnic diversity of trainees and faculty in the training program 
· Awareness of existing diversity strategies and activities in their training program, department, and university

· Impressions of the cultural competence of training program faculty and of the overall training program

· Suggested strategies to attract, nurture, and support racially, ethnically, and culturally diverse trainees and faculty in MCH training programs

· Willingness to recommend the MCH training program to other diverse students
Response Summary
 
Overall, trainees felt that it is important for faculty and fellow trainees to be diverse. Diversity was viewed as enriching the classroom experience and making it more comfortable for trainees of diverse backgrounds. Trainees indicated, however, that it is difficult to gauge the diversity and climate for diversity within a program when researching graduate schools. They pointed out the need to take into account field placements, populations served in clinical settings, faculty research interests, and other factors in addition to the number of diverse faculty members at an institution. 
Trainees in several sites spoke about the difficult of being the only minority student within a program. Faculty and other students have tendency to look to that student for the perspective of their racial or ethnic group. This creates “a lot of pressure” and a feeling of being “burdened” to speak for an entire population when, as the trainees pointed out, they can really speak only from their own experiences. The experience of being singled out in discussions of minority issues is uncomfortable and viewed as inappropriate. Trainees did not know how to address this issue with faculty and stated that they “just deal with it” when such incidents occur. 
Below is a summary of the key themes on each topic across site discussions.
8.1 Factors influencing trainees’ decisions to attend graduate school

Factors that encouraged trainees to attend graduate school included the following:
· Additional training needed to compete for jobs
· Realization that positions available with undergraduate degree were not the type of work that they really wanted to do
· Specialized training to increase earning potential

· Family expectations that an advance degree will be obtained (primarily medical degrees)
· Seeing financial success of others (e.g., friends, friends’ parents) that obtained professional and graduate training
· An internship raising their awareness of the value of a graduate degree for career advancement

· A desire to go back to their own underserved community and make a difference

· An interest sparked by family members with special health conditions (e.g., chronic illness, disabilities)

· A desire to have influence beyond clinical care at the community or policy level

· A friend or family connection with faculty at the institution encouraging and assisting with the application process or providing strong recommendation
· Expectations and encouragement of undergraduate professors or mentors
“I came from an underserved background, and
 I wanted to make a difference for people like me.” —trainee
Below are factors that made the decision more difficult or acted as barriers to attending graduate school: 
Financial

· Putting off graduate school because they cannot afford to stop working and go back to school
· Family obligations or large student loans to repay that necessitate going to work first 

· Feeling pressure to finish the training quickly because funding is running out
· Ending the program prematurely because of lack of funding

· Lower earning potential in public health careers 
“Public health is not a lucrative field.” —trainee
“Being an immigrant, there was not a lot of money. I was working whenever I could work. I worked 40 hours and then went to school full time…. I also had to take legal custody of a sibling in undergrad. My grades were slipping.… I just had to get through it.” —trainee
Family Expectations

· Expectation to complete a bachelor’s degree and begin working
· Pressure by the family against spending an extended period in training or school (“Get out and start working and earning money”)
· Struggling to reconcile roles as a wife and mother with academic and career goals

Trainees in each site indicated that family support and expectations were important factors in making their decisions about graduate education: 

“I couldn’t go away, and I had to negotiate family expectations.” —trainee
“Being from a lower socioeconomic background, I had to make opportunities. 
It was also hard not having parents help you make the decisions.” —trainee

8.2 Factors taken into consideration when selecting a graduate program

The key factors that influenced trainee’s decision about a specific graduate program were as follows: 
· Family ties to the area. “I wanted to explore the country for my traineeship, but I now had a family to think about.” 
· Financial support available at the institution. “I went where I would have financial support, where I could see they supported minority students. I considered places that offered stipends to minority students.”
· Diversity of the program—seeing minorities in the faculty, student body, and leadership within the program; seeing that the program provides funding to minority students was important. : “I went to the [program] because it’s diverse. I’m from a rural area [overseas] and had to deal with a lot of sexism. I like seeing women in leadership positions that look like me.” “I looked at programs around the country, but many of them are not so diverse.”
· Livability of the city. Trainees thought over whether the location of the program is a place they could see themselves making a life outside of school). “I was seeking actively to work with a diverse community and looking for diverse faculty.”
· Advice from colleagues and friends—obtaining information from other people in their network (online) that are already attending graduate school.
· Flexibility of the program requirements—being able to work at night, take online classes, and do other activities online. 
· Connecting with faculty. Trainees that had conversations with faculty with whom they felt had a special interest in them, their subject interests, and their career goals and with whom they made a personal connection felt that this significantly influenced their final decision about which training program to attend.
8.3 Perceptions of the climate for diversity within your department or training program
“There is still poor ethnic and racial diversity in the upper levels.”
Overall, trainees pointed to lack of diversity at the faculty and upper administration levels as an indication of the climate for diversity within their department or training program rather than the number of diverse trainees. They also expressed concern that in some of the clinics serving predominantly minority populations, few or none of the providers look like the clients served. 
Lack of support system to help diverse students navigate the programs was mentioned:
“They don’t really address what you maybe going through
 [as a person of color]. [Faculty] lack the language to communicate about it. Who do you go to when the people at the top are ignorant?”
“You have to stick up for yourself. You have to not give a damn
if they don’t remember your name. I have a champion there so I am okay….”
Others answered this question with specific references to racism and sexism within their institution: 

“There is still a ‘good ole boys’ club: Caucasian.”
“I also have a fear of sexual harassment. Even if there are professors who are passionate about my issues, I avoid working with them. Everyone knows who they are.” (Other participants acknowledged this with head gestures.)
One site was perceived by trainees as being truly welcoming of diversity. Trainees described a feeling of openness that “make it easy to ask dumb questions and to feel safe being open about who you are.” One trainee noted that commitment to diversity was reflected not only in mission statements but in the presence of diverse staff. She felt that the hiring decisions that resulted in faculty diversity demonstrated commitment to diversity far more than just talking about the importance of diversity:

“Looking on the web site and seeing these people and their 

background—it’s huge to see this.”
8.4 Factors influencing the racial and ethnic diversity of trainees the training program 

The trainees’ responses focused primarily on three factors influencing the diversity of trainees:

· Connecting with faculty with similar interests: Identifying and connecting with faculty on a personal or research interest basis was mentioned by trainees at several sites as a key factor influencing their experience within the program. Trainees indicated, however, that it can be difficult to find an appropriate faculty mentor. 
· Recruitment strategies aimed at welcoming diverse applicants: Trainees discussed feeling sought after and “courted” once they expressed interest in the program. The programs were very encouraging and welcoming as the diverse students entered the program. The trainees overall perceive that their program has good intentions to bring more diverse people into the leadership training program.

· Perceived support mechanisms: Trainees at several sites indicated that they do not feel that they can speak up about their experiences and concerns as minority students or that they do not know how to appropriately share feedback. Some trainees mentioned taking advantage of on-campus psychological services to help them cope. They spoke of the importance of seeking out supports to help manage their stress and validate their feelings.
8.5 Awareness of existing diversity strategies and activities in their training program, department, and university 

When trainees were asked about examples of ways in which the training program and/or the institution in which it is housed demonstrates its commitment to diversity, trainees in several sites found it difficult to provide examples. Below are the four types of strategies and activities of which they were aware:
· Outreach and awareness-building activities are conducted at local high schools (e.g., career days) and colleges (e.g., graduate school fairs). One site mentioned outreach activities conducted with the Pipeline program at a local HBCUs. 
· Informational material about the program explicitly states that they value and encourage diversity and the photos include diverse faculty and/or trainees (e.g., Web site, brochures).
· Coursework and other educational experiences (e.g., dialogue on cultural issues and various religions) focused on cultural competence are offered. 

· Financial assistance takes the form of scholarships for minority students.
8.6 Impressions of the cultural competence of training program faculty and of the overall training program
At three of the four sites, trainees gave mixed responses regarding the cultural competence of the program. Some stated that they were unsure how to rate it, since some of their experience with the programs’ recruitment activities and interview process relayed a high level of interest in “being diverse,” but their experience as a trainee in the program did not make them feel that the faculty or overall program was culturally competent. 
Some trainees of diverse racial and ethnic backgrounds indicated feeling out of place. They perceived that the faculty did not know how to support or interact with them appropriately, and the program only seems to give thought to how diverse students experience the program after a student of color leaves. 

“I feel like I’m stranded with no help. I feel like they wanted me just so they could look good on paper. They are not being culturally competent with me. They need to build the faculty capacity such as empathy.”
“You feel like a token student, just to be able to say they have you.”
“When we are only here to help them fill out the piece of paper,
we can tell right away. “
Linguistic Competence: At one site, a trainee discussed how the program models how to work with interpreters and includes a number of bilingual staff members. The availability of training on linguistic competence and English as a second language (ESL) for trainees was mentioned at one site. 
Trainees for whom English is a second language perceive that there is a lack of cultural competence for ESL students. They have the sense that they are “written off” or overlooked because of language difficulties. 

“We get blamed if there is any communication problem. I brought it up to a program administrator, and she listened to me because she had a similar experience as trainee. However, I don’t see any changes in the structure.”
Diversity Beyond Race and Ethnicity: One trainee who is gay indicated that people are respectful and that there is nothing about the program that merited a feeling of discomfort, but diversity is thought of more in terms of race and ethnicity. Another trainee indicated that their institution’s focus has been heavily on Black and that while people are tired of hearing about it, they have been making an effort “diversify the word diversity in classes” by talking more about other aspects of diversity, such as religion, disabilities, and nuances of ethnic populations like Latino communities. 

Opportunities to Engage With Diverse Students: Several trainees perceived the extent to which a program provides all students with an opportunity to work with and talk with diverse students through teams and group projects, as well as open discussion forums, as an indication of the program valuing diversity. 
Curriculum: Trainees also mentioned that providing diverse instructors within the program and having curriculum requirements that address cultural issues and various methodologies, such as community-based participatory research, contribute to the perception that the organization is culturally competent. Trainees suggested, however, that more thought be given to helping trainees think about how to apply the cultural competency principles in practice. 
Trainees at one site mentioned that race and culture are deliberately omitted from the case studies presented to the trainees. The case studies focus on the clinical physical issues of the client, but the trainees felt that by not knowing race or ethnicity, they are missing important information about the case. 
8.7 Suggested strategies to attract, nurture, and support racially, ethnically, and culturally diverse trainees and faculty in MCH training programs
Across the sites the most frequently mentioned strategies to attract and support diverse trainees and faculty into MCH training programs related to funding, marketing, pipeline, and mentoring activities as summarized below. Trainees struggled to provide answers regarding faculty strategies and primarily focused their responses on trainees. 
Increase Funding: Financial difficulties and lack of funding make it difficult to complete a graduate education, particularly a doctorate degree. Trainees need more financial support to complete their program.
Expand Marketing: Trainees at multiple sites indicated that they found out about the program by word of mouth. Their perception was that the training programs are not well advertised. In order to attract more diversity, information about the programs should be more visible. 
Prepare Students in the Pipeline: If one issue impacting diversity is a lack of qualified diverse candidates for the training programs, offer short seminars at the undergraduate level on how to prepare for graduate school and for careers beyond graduate school such as academia. 
Strengthen Mentorship: Trainees need more mentorship to help them have a successful experience in the training program. Good mentoring experiences can also help to build qualified faculty candidates. Students completing their doctorate need more guidance on what is required to succeed in academia. Right now, no one provides that guidance. 
“If you did all the right things and you have a PhD. But then you

aren’t qualified…. So then what are the right things?”
Improve Faculty Recruitment: Faculty should be asked about their career interests, and training programs should be clear about what they want faculty to do. For example, if mentoring is an important role for faculty in the program, candidates should be asked how much time they spend mentoring their students in their previous position. 
8.8 Would you recommend the MCH training program to another diverse student? Why or why not?
Diverse trainees in each site overwhelmingly answered yes when asked if they would recommend the program to another diverse student. They indicated that the program has exposed them to new experiences, opened doors, and provided exceptional opportunities for them. 

“The opportunities have been phenomenal. I appreciate the additional training and networking. It’s opening doors for the future. The structure can be improved.”
Some trainees had reservations about recommending the program, although they concede that it has been a positive experience overall:

“I’m conflicted. You have to be strong to be able to take on what’s entailed and be able to grow. Are you interested in the population? How is my group represented? That said, I’m really grateful. [The program] has been life changing.”
Trainees at the various sites discussed their reservations and downsides of the program: being the representative of one’s race, encountering faculty who are not culturally sensitive, and lacking a sense of community with diverse individuals or belonging to the community outside of the program or institution. Yet at the end of these comments and discussions, they indicated that the benefits of the program outweighed the difficulties encountered. They felt that they have benefited greatly from the program and believe that, overall, it is a good program for their profession and for students of diverse backgrounds, despite any downsides associated with being a diverse student in the program. 
Appendix A
· Faculty Meeting Agenda
· Trainee Discussion Guide
Racial and Ethnic Diversity in the MCH Training Program 
Faculty Discussion Agenda
UCLA Center for Healthier Children, Families and Communities
10990 Wilshire Blvd., Suite 900 
 September 15, 2009
9:00 a.m. – 12:00 p.m.
	9:00– 9:20
	Welcome, overview, and introductions



	9:20–9:50
	How diversity is defined within your institution and training program 

· Role and rationale for racial and ethnic diversity 
· Definition and role of cultural and linguistic competency 


	9:50–10:15
	Factors influencing racial and ethnic diversity of trainees and faculty in your training program 

· Institutional climate 

· Faculty and staff

· Community 

· Trainee pipeline

· Other



	10:15–10:25
	Break



	10:25–11:10
	Strategies and promising practices for addressing diversity of trainees and faculty in your training program 


	11:10–11:25
	Strategies for assessing racial and ethnic diversity and cultural competency


	11:25-11:55
	Support faculty need to achieve diversity goals 



	11:55–12:00
	Wrap-up and feedback form



Trainee Diversity Meeting Discussion Guide

1. Factors influencing trainee’s decision to attend graduate school
What factors influenced your decision to attend graduate school?
(Probe: influencing factors such as career goals; personal ambition; building self-confidence; and pressure or encouragement from others such as teachers, community, parents, and friends) 

Factors that may have dissuaded the trainee from pursuing a health-related career or attending graduate school (Probe: financial challenges; time commitment; perceived difficulty; lack of role models; and lack of support from teachers, community, parents, or friends)

2. Factors taken into consideration when the trainee selected a graduate program 

What factors were taken into consideration when selecting a graduate program?
(Probe: influencing factors such as diversity within the program, research interests of faculty, special recruitment programs, alumni, school or program reputation, and resources offered or available at the institution)

3. Experiences or observations about things that help or hinder success of trainees from racial and ethnically diverse backgrounds once they are enrolled in the training program

What are your perceptions of the climate for diversity within your department or training program? Consider your experiences in the classroom as a student or teacher, in labs and similar work environments, and other interactions with faculty and peers.
How well is diversity addressed in your department or program? 
4. Factors influencing racial and ethnic diversity of trainees and faculty in the training program (including strengths and challenges across each)
· Institutional climate 
· Recruiting
· Community 

· Curriculum

· Other

Reflecting on your own recruitment experiences, what sorts of messages did your program send to prospective students about how the university or training program values diversity? 
5. Awareness of existing diversity strategies and activities in their training program, department, and university

What are some of the more visible examples of ways in which the training program and/or university publicly demonstrates its commitment to diversity? 
Are there areas in which the actual diversity or the climate for diversity are not

consistent with this stated commitment?

6. Impressions of cultural competence of Training Program faculty (Probe: how faculty interact with trainees and the extent to which faculty model cultural competence in their activities—teaching, mentoring, evaluating trainees)

To what extent do faculty model cultural competence? (Probe: teaching, mentoring, and evaluation of trainees)
7. Impressions of the cultural competence of the overall training program related to how the program is structured, program policies, and how program resources are allocated

What are some of the more visible examples of ways in which the training program and/or university publicly demonstrates its commitment to cultural and linguistically competence? (Probe: policies, resources, and structure)

8. Suggested strategies to attract racial, ethnic and culturally diverse--
a.  Trainees into MCH Training Programs
b. Faculty into MCH Training Programs
What opportunities and challenges exist for furthering diversity?

How can training programs improve their efforts to recruit a more diverse student body?

9.  Suggested strategies to nurture and support racial, ethnic and culturally diverse---
a. Trainees into MCH Training Programs
b. Faculty into MCH Training Programs
How can training programs improve their efforts to recruit a more diverse faculty?

10. Would you recommend the MCH training program to another diverse student? Why or why not?
Appendix B
Discussion Notes by City 

	Factors
	Strategies
	Outcomes/Evaluation
	Support Needed

	Boston

	Trainees

· Difficulty to bring in trainees that stay after the program so become part of the faculty

· Little faculty turnover in the past 40 years in the department—established/tenured faculty
· Nothing specific that faculty have to attend/do regarding own cultural competence

· All programs ask their fellows at exit about why they chose where they are going after the fellowship—people tend to go back “home”
· Good diversity in patient population

· Faculty less diverse

· Providing additional year of financial support is helpful

· Relocation is deterrent: expense, leaving social network
· No time for faculty to participate in recruitment of fellows
· Pool of potential trainees (at graduate and undergraduate levels) is not diverse 
· Programs that have no experience with persons of color find it hard to recruit trainees when there are no others currently at the program

Faculty
· No tenure-track positions available; relocation drawbacks
· Field of Developmental-Behavavioral Pediatrics (DBP) is not clearly defined
· Faculty have difficulty talking about race and diversity 
	· Families as disciplines—using families to teach trainees

· Ask students to reflect on cultural competence—what it means to them and how they’ve changed or their understanding of it has evolved

· Personally recruit doctoral students—spend a lot of time with them and encourage them as junior faculty. 
· Recruit community based practitioners as lecturers and fellows

· Flexible programs: fellowship periods (less than 3 years); bridge/certificate programs

· Advance scholarships for MCH and DrPH

· Enrich curriculum to include more diverse issues—health disparities and immigrant health

· Increase Web-based marketing and presentations

· Mentoring students of color

· Base race discussions in academics and science rather than politics (e.g., discuss physiology of interracial interactions)

· Opportunities for informal discussions and activities about cultures

· LEND—400-hour paid summer fellowships for undergraduates
· Loan repayment programs


	· Exit surveys about why fellows are leaving, experiences while in the program

· Look at absolute number change of diverse trainees rather than percentages (percentage can jump dramatically if N is small )

Suggestions:

· Follow-up on trainee outcomes—type of position obtained and whether they like working in the field

· Compare diversity across HRSA training programs—see where MCH training stands


	· Trainees need a lot of guidance how to deal with race—can work with people of color, but don’t know how to process the event

· Mechanism for sharing ideas, instructional resources and, strategies
· Funds to support second year of fellowships (post-doc psych and social work only 1-year currently)
· Funding to support faculty time for mentoring
· Standard exit survey—questions specifically for minority trainees
· Take the leadership nationally with other organizations to impact pipeline of professionals
· Opportunity for fellows to gather nationally and see other minority fellow—either a national trainee meeting or supporting trainees to attend grantee meetings
· Ways to assess racial climate of a program




	Birmingham

	Trainees
· Current training ends at self awareness—no next level or substantive follow-up actions

· Need to recognize disabilities as pare of diversity and cultural competence
· Creating the feeling that an institution is a diverse place—a culture of diversity vs just seeing more people of color

· Need for better understanding of MCH as a discipline 

· Programs and opportunities set up for faculty to interact with trainees but not time to participate at times

· Financial resources for students

· Increase in online courses where you never see the student and do not know the race/ethnicity of the students participating 

· Local school systems not adequately preparing students for advanced academic success
· Location: reputation of the city can make it difficult to recruit

· Family culture and parental influence is great in student decision about career and thoughts about career options; youth see what their parents do as a natural career path; their ideas about careers may be limited

· Earning potential in some MCH fields is a deterrent

Faculty
· Quality of life—pressure to tenure, communities available to live in all impact diversity
· Low faculty turnover
· Clash between research interest and work required for tenure track—no support for non-funded community work

· Tenure track is tough—competing against colleagues for funding and research money
· Small pool of qualified candidates- competition is high
· Feelings of resentment among non-minority faculty about perks received by minority faculty

· Perception that minority candidates might not be the best qualified


	· Connections with other training programs to reach students and bring them into MCH programs

· PPC “tell the story”: trainees tell where they c ame from, what they are doing now on video. 

· Student networking mechanism

· Trainee Mentors with specific set of knowledge and skills geared toward age/educational stages like undergraduate versus graduate students

· Introduce graduate programs to new undergraduates

· Summer programs for high school and elementary to expose them to college

· Summer scholars Program (McNair Scholar)

· Manos Juntos: mentoring program for Hispanic undergraduates interested in medicine

· Establishing connections with high schools (e.g., executive high school leadership)

· Looking at alternate structure for training programs—nontraditional models

· Faculty retreats have diversity focus

· Course for faculty online with follow-up in-person on diversity

· Establish Office of Diversity

· Lectures on diversity

· Connection established with ASU (HBCU)—visit one another; take trainees there and have students visit training program

· Grant to increase minorities in nursing

· Multicultural program to support successs of students—works with them to set up a plan of action

· Resources to support success of 1st-generation college students

· Center for Minority Health for everyone (not targeted to minorities)

· Tie in research on disparities with other curriculum (e.g., lecture series on community or participatory research)
· Work with community organizations like Congregations for Public Health—focuses on lower SES communities; both faculty and students involved 


	· Talking with students after completion of the program—focus groups used; also use surveys, but not as effective; hard to evaluate attitudes and self-reported behavior related to cultural competence

· Exit interviews don’t seem to indicate race as factor in leaving

· Survey of 1st- and 2nd-year trainees

· Meet with trainees midway through their program to get feedback

· Track students successes, products, comfort in teaching, etc.

· 5-year follow-up survey of trainees—but not that helpful because of difficulty getting reponses
	· Provide trainees with a diverse training team to help them learn about new cultures and set up a safe place for these conversations
· More guidance on cultural competence and how to learn about the multiple levels of culture

· More resources from NCCC

· A performance measure on cultural and linguistic competence
· Training opportunities for school nurses

· Ways to connect with Department of Education, schools, etc.
· How to incorporate CLC into systems thinking

· Faculty development and clear expectations in the RFP about their role

· Funding to support mentorship network

· Increased networking across training programs (share approaches, etc.)


	Chicago/Wisconsin

	Trainees
· Diverse trainees interested in diverse issues
· Must select from existing pool
· Can’t hire new faculty (tenured/no funding for additional positions)
· Faculty committed to learning
· Community support for diverse students: surrounding city can makes up for lack of community on campus; or magnify lack of community for diverse people 

· Attracting students to state institutions without funding
· Students of color not aware of disabilities as a profession
· Academically successful undergrads not in pool interested/aware of MCH and disabilities career paths
· Pressure on students 
· Poor visibility of MCH as a field
· Mentor all along the way or spread out the trainee opportunities. Get better outcomes with more doses—go for depth versus breadth with limited resources

	· University wide strategies in place

· Train community practitioners

· Work with student advisors

· Adjust timeframe for starting program

· Advisory board (community members included)

· Professional development on CLC, CE, self-reflection

· Find undergrads earlier and support success

· Use appeal of the city to recruit

· Addressing white privilege

· Best recruitment tool is former student—use them in recruiting

· Go to conferences—take students

· Opportunities for students to get involved in faculty research—write in RA positions

· Diversity in field placements

· Recruitment activities in places where likely to find high quality students of color interested in living in Chicago, mailings to advisors, going to community organizations.

·  College of health sciences—has office of diversity, advisory committee, and training grants to increase diversity; contacts students from minority groups and tells them about program, then connects project director with student to talk with them directly; takes a lot of contacts with each student then connect to current or former trainee

· Partner with Milwaukee, Chicago, and Minnesota to pull in folks for internship training—varying success, may not want to come to Madison; takes several years before they hear and then it takes; keep out there networking

· Connections with Great Lakes college group

· Put together package of resources—housing, things to do, etc.—to sell the location

Faculty 

· Big question: If you can’t hire, what do you do? 
· Created two joint degree programs (anthropology, global health, etc.) making ties with other departments so getting new faculty that way

· Created outreach specialist category not discipline specific teaching in program, but not tenured yet; they provide help to curriculum, including C&LC

· Faculty advisory and parent/family advisory board; try to get different perspectives; use it to review materials, to do training, trainee experiences; use it as a recruiting tool.

· Partnering with community leaders as adjunct faculty and bring them in to teach; not sure it is increasing faculty diversity, but impact on who is mentoring the students

· Working with disabilities study program


	· Survey

· Self-assessment

· Journaling

· Let students know modifications made based on feedback

· Keep records—doing a lot that the school should be doing—keep track of distribution and background, race, ethnicity, coming back or not; school had academic recruiting policy that has been defunct; new dean with commitment, but they have to track this

· Assessing our cultural competency—we do some things. Annual retreat and ongoing faculty talking to each other about what they are teaching and see what students are learning; student self-assessments; questions on self-assessments re C&LC

· Every other year survey (MCH) added questions about what to learn more about; get things out of that

· They do self-assessment for students, but no collective info pulled together; trainee doesn’t and mentor may know. Process oriented

· What should MCHB measure

· Broader view of diversity should be tracked—ses, sexual minorities, first generation, disability—good start, more than race and ethnicity


	· No person designated to do community outreach and recruitment targeted to students of color; having such a person helps

· Need tools/materials/etc. that move beyond cultural competency 101

·  Finding affordable housing in areas with good schools is an issue for faculty
· Stories = powerful recruitment tool

· Measurement—Increasing number trainees self-identify as multicultural or not want to identify race; how to deal these reporting issues (new multracial categories?)
· Funding for time to do the work 

· Visibility of MCH –still need to fight with department to be part of the pipeline; not seen and not valued

· Connect training with funding for research; having successful MCH training grant puts you at advantage for research funding—get extra credit for research that comes from training programs

· Funding for students over full length of MPH program or until really done

· Support for former student to do recruiting—bring them to meetings, conferences as students who are “living the dream”
· Support to bring students to all grantee meetings

· Time and money to do mentorship with advanced student or faculty

· MCH conferences and other research focused conferences that have lots of MCH content (society, research in child development); options for funding; put some kind of MCH summit at a SRCD meeting and pull together researchers and students for discussions; way to bring MCH more into the research environment

· Learn from each other- collaboration across programs, but programs are in competition so that could be an issue

· Onsite consultation and TA—like NCCC working with students and faculty

· Need ways to bring the vision to trainees of “what is next”
· Career counseling on the Web—create a clearing house of career path information; examples of jobs, actual job links; one more recent attempts by APTA—video that shows multiple faces of PT; open houses at schools where a video like that could play; conduct a serious social marketing campaign

· Additional opportunities and pipeline funding for high school students and undergrads to have real exposure to these career paths
· Count rural diversity—ask students about that back ground and links to community (going back)
· Support for distance learning, online learning, or blended courses
· Online MCH training for all MCH trainees to connect them in the field

· Is there some core set of knowledge that anyone who comes through an MCH program should know (Waisman doing that for its UCEDD)


	Los Angeles

	Organizational
· Culture of the system/institution needs to be addressed. Sponsoring institution must be onboard (e.g., hospital, university) to address diversity; change is slow because administration of the institution is not diverse

· Some faculty don’t get cultural competence; they want to know why we can’t be colorblind and they are personally offended by the focus on diversity; differences in attitudes about diversity and cultural competency between the “old guard and the new guard” who are trained on cultural competency

Awareness and Image
· Diverse students struggle with the lack of prestige of MCH or Public Health; “Their families don’t understand MCH or Public Health”; lower earning potential may discourage diverse students who would be more likely to need loans to finance advanced education

Faculty 

· Getting mixed messages about getting diverse students into communities to practice versus preparing them for a career in academia; Diverse students want to go to communities and practice and make a difference in their community

· The academic social network impacts faculty hiring: it’s very subtle but we often look for people who look like us; the perception is that hiring a “different” person may take more time and effort

· All programs are pulling from same pool of diverse candidates—limited pool of qualified candidates = competitive to attract them
	· Focus on working with or researching with underserved communities

· Getting funding for minority-focused research (to attract diverse candidates) 

· Spanish language track training for native and fluent speakers of Spanish (everything is done in Spanish including client interactions and supervision)
· Using clinical settings to educate families about the range of MCH careers

· Create an earlier pipeline with high schools and undergraduate programs


	· Monitor the percentages of diverse students. 

· Scenario based learning to assess 

· Exit interviews

	· Field needs to help students see options other than medicine
· Important that they have the time carved out in the grant to mentor students and that is not an unfunded add on to their other duties
· Guidance on how to address diversity without violating laws about looking at race and ethnicity in admissions
· Getting on the same page about who we are targeting and how we’re defining diversity
· Guidance and money to recruit a more diverse pool of applicants
· Promote public health at a national level



	Washington, DC

	Faculty
· Funding to replace retiring faculty—preparing young faculty to take on their roles
· Finding qualified minorities in each of the LEND disciplines (especially allied health professions—OT, physical therapy)

· Few minority applicants for faculty positions. The ones they received

· Minorities know which schools are “race friendly” and which schools that will support you—hard to recruit minorities to institutions where are not already minorities or the institution itself has a poor reputation in this area

· Keeping minority faculty—minority faculty are recruited to other schools for leadership positions; looks like they are not doing well if they leave—numbers don’t tell how they were developed for higher positions

· What lures them away: more money or more prestigious position

· How do they compete with schools with large endowments; dealing with salary compression--- need to be competitive in salaries of new faculty, but can be at higher rates than existing faculty—creates issues with existing faculty; 
· Culture of why trainees select different professions. Have 35% minorities in Social work—seems to attract more minorities than say dental schools

· In trainee review process—faculty can endorse trainee in the review process by offering to mentor them if they were admitted; 

· Faculty talk with students by phone about the studies and climate – can help, but not if the student is not competitive in the application process and interview

· Minority students that have passed the written application process have not always interviewed well.

· Need funding to support faculty to do extra mentoring—faculty do not have time and are not getting compensated so make the time. Some students are more than the faculty can handle—would need to bring in or connect student with additional mentoring resources
· Howard Pipeline program—interesting that pipeline students indicate they are not aware of the health professions that are out there
· Do faculty in the training program have the “power” to make changes in diversity--- not if they are not connected to the right people on campus
· Feedback from pipeline grantees—some have attended open house events, say they agenda and speakers have reinforced that perhaps it’s not a good place for minorities—e.g., just having a “token” person of color speak
· Competition for qualified minority trainees or faculty is great—hard to stay competitive with schools that have greater funding for trainees or salary compensation

“Good” faculty are lured away to other schools—their departure looks bad for the program regardless of reason they left (may not be related to race/culture/climate for CC)
	(The DC participants did not substantively discuss outcomes and evaluation. The group concensus was that little is being done to systematically track outcomes or evaluate diversity efforts.)

Experiences with minority fellows teaches the faculty, too

· Use the doctoral students to recruit 

Natural pipeline for social work from BSW program, so the pipeline isn’t as much an issue

Faculty is a bigger challenge:
· Funding for an Assistant Dean that really supports the students—connects students with resources; liaison with faculty; recruit, etc

· Academic Coordinators play some support role for students—can tell students where to get resources (academic; mental health etc)

· Interviews can give a sense of whether student will be successful independent of their standard test scores and grades from previous programs—try to promote and be an advocate for underrepresented students to get an interview

· Age divide between faculty with many years of experience (20+ years) versus new faculty

· Funding for using new technologies that are appropriate for students

Pipeline students feedback: Perception in classroom that other students don’t understand them; when diversity discussions come up—feels like minority populations are being “dinged”:
· Students are aware and have commented that faculty is not diverse; not sure if this impacts retention

· Hard to find full-time tenure track minority faculty (especially African-American women)

· Also using guest speakers and adjunct faculty to get more diversity—but this is not the same as having full time faculty in terms of the extent ot which they interact with students and the other faculty; important for students to have opportunity for long-term relationship with diverse faculty

·  Retention of minority faculty--- if they don’t get tenure, they leave. Have had very good teachers and mentors that have not been on tenure--- based on research agenda and grants brought in--- looking for people to bring in the funds to the department. 

· Critical mass is important—other options for incorporating diverse faculty (adjunct, guest lecturers)

STRATEGIES FOR FACULTY

Do have is it in the Social Work School strategic plan and developed performance measures for it. Not sure how often faculty is given feedback on how they are doing. Some don’t think the topic is embraced or taken seriously--- more about numbers and retention rather than climate

It’s expected to be mentioned in plans—been there for years—people don’t pay attention to it, struggle to meet it for years and have given up.

Why don’t we implement it? Or is it that what we’ve tried but hasn’t worked.

· So busy—we attend to ‘fires’—have to put them out; if it’s not a ‘fire’ it gets put on the back burner

· Use excuse that there aren’t any bodies--- notion that there are so few qualified minorities, hard to compete with everyone else for this small pool.

Do we need to start early—Pipelines are critical to reaching students earlier—let them know about the professions earlier. That works for secondary professions, but not for ones that require getting students that have the health background needed (ie for LEND faculty). 

· Getting an MPH does not necessarily translate to higher salary, so difficult to 

· Been effective to have a chair who brings race openly to the table so it can be talked about before we can address the issue 

Challenges: the 2 year work requirement experience is a challenge for minority students—once they start working, don’t want to go back to school; Perceptions about not being able to get into more prestigious schools even if they have good grades; not good GRE scores (students don’t realize some of the flexibility in admissions and work experience needed). Needs to be more of a link between Pipeline programs and other training programs.

How do the Pipeline programs best prepare undergraduates for graduate work and admission into graduate programs?

· GRE prep courses to raise scores; awareness of need to take GREs

Host a homecoming picnic for all trainees and invite diverse potential trainees to come and listen to former students’ stories and what they’ve done following the program; how the program helped them get where they are now. 
Invite minority students from other schools to come in for an event at the graduate school just to meet the faculty and students. 

	· Funds to support infrastructure—have national resource centers work together to promote existing materials they produce and grantees’ materials—help identify best practices and share them

· Support peers working together to address it

· Support for GRE prep for pipeline students (student with good grades performing poorly on GRE—impacts ability to compete for entry into programs)

· More collaboration with Pipelines for recruitment and retention

· Additional tuition support

· Supplements for faculty salary (to remain competitive and retain faculty)

· Support for dedicated faculty mentors and brokers of support services for students

· More flexible academic programs as alternative to standard residency programs

· New recruitment approaches for public health as a first career; ideas on where to recruit and how to attract students to public health as a second degree
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