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MCH Training Program Diversity Plan Guideline
Introduction

The MCH Training Program strives to prepare and support an MCH workforce that is culturally competent and more reflective of the diversity of the nation. This strategy requires that we focus on increasing the diversity of MCH faculty and students. The National Strategic Plan for MCH Training calls for MCH Training Programs to increase the diversity of their faculty and trainees by 2010. One strategy for implementation of this objective is to encourage all training programs to have a “vigorous plan” for recruitment and retention of faculty and trainees from diverse backgrounds.  

The Diversity Workgroup has been charged with assisting the Bureau in developing guidelines for Training Program Diversity Plans that will be disseminated to grantees through the MCH listserv and the MCH Training Web Site, referred to in upcoming program guidance and used as a reference as the MCH Training Program develops future strategic plans.

The Diversity Workgroup in collaboration with the MCH Training Resource Center developed the following framework as a guide for grantees to use in the development of a Diversity Plan that is specific and tailored to individual MCH Training Programs, and to address MCH Training Performance Measures, including individual elements of Performance Measure #11 related to diversity and cultural competency. The framework identifies key elements for inclusion in a training program’s diversity plan and questions for consideration under each element. The framework was developed based on a review of MCH Training Program diversity-related goals, definitions, and performance measures; a sample of university diversity plans; and other diversity materials and strategies shared by workgroup members. 
The MCH Training Program’s Rationale for Increasing Diversity 
(Excerpt from MCH Training Program website at: http://mchb.hrsa.gov/training/goal_workforce_diversity.asp)
By addressing faculty and trainee diversity, and incorporating cultural competence and family centered care into training programs, the MCH Training Program aims to improve the quality of care for the MCH population. According to the Institute of Medicine Report, Unequal Treatment: Confronting Racial and Ethnic Disparities in Health Care, “The healthcare workforce and its ability to deliver quality care for racial and ethnic minorities can be improved substantially by increasing the proportion of underrepresented U.S. racial and ethnic minorities among health professionals” (p. 2).   In their report In the Nation's Compelling Interest: Ensuring Diversity in the Health Care Workforce, the Institute of Medicine further determined, “Increasing racial and ethnic diversity among health professionals is important because evidence indicates that diversity is associated with improved access to care for racial and ethnic minority patients, greater patient choice and satisfaction, and better educational experiences for health professional students, among many other benefits (p. 1).
A User Guide (The Process)

It is understood that the Diversity Plan of individual training programs will be as diverse at the Programs themselves. With this in mind, the Diversity Plan Guidelines and Development Process have intentionally been designed as general guidance that can be tailored and utilized in the manner that best fits each program. The Guidelines and Process Guidance recognizes and build on the fact that most programs or institutions within which programs are located may already have some sort of diversity plan in place. 

The following are general action steps for utilizing the guidelines: 

If your program or organization has a Diversity Plan upon which you can build/tailor a MCH Training specific Diversity Plan…

· REVIEW. Review your program's or organizations current diversity plan with attention to the items presented in the guidelines. 

· DISCUSS. Use the guidelines as a framework for a discussion at a faculty meeting, retreat and/or meeting with trainees to review your current diversity plan (or diversity goals if you do not yet have a plan). The Guidelines could also be used as an interview protocol for individual discussions with program faculty and or administrators.
· UPDATE. Update your plan and reach consensus on your definitions, goals and activities for implementation. 

If you do not have a diversity plan…

· Develop a workgroup of faculty and trainees to develop a draft plan for your program. Seek input from other programs in your university and the surrounding community with an interest in diversity. The guidelines can provide areas of emphasis or discussion as you develop your plan. 

· Use the guidelines as a framework for discussion at a faculty meeting, retreat and/or meeting with trainees as you develop your plan. The Guidelines could also be used as an interview protocol for individual discussions with program faculty and or administrators.

· Once you have an established diversity plan, meet at least annually to review the implementation and outcomes of your diversity plan and agree on a plan for the next year.
Persons to involve in the Diversity Planning Discussion could include, but necessarily be limited to:
· The Training Program Director and staff representative
· Staff involved in the recruitment of faculty and trainees
· Representatives of the institution’s Minority Outreach Office, or Multicultural Affairs
· University administrators responsible for curricula development and personnel evaluations
Diversity Plan Outline
The following are key elements for MCH Training Programs to consider and include in a program-specific Diversity Plan. Integrated throughout the plan are the elements that Training Programs are required to report on as part of Performance Measure 11. This Guideline was developed with the understanding that the institution in which the program operates may already have a cultural competency and/or diversity plan in place, but that the following areas need to be considered specifically as they relate to the implementation of the MCH Training Program and tailored to address issues that relate to particular disciplines and types of Training Programs. While many elements of the plan relate directly to faculty or students, the diversity plan for each program should reflect an understanding that supporting and increasing diversity and cultural competence within the Training Program is the responsibility of every person—faculty, staff and student, involved in the program. 
I. Diversity Framework

A. Core Values for Diversity

B. Program-Specific Diversity Goals and Objectives 
II. Assessment of Current Status and Identification of Areas for Targeted Improvement
A. Climate for Achievement of Diversity Goals 
B. Faculty Recruitment

C. Faculty Retention

D. Student Recruitment

E. Student Retention
III.  Goals, Objectives and Strategies to Support Improvements and Maintenance of Diversity 
A. Climate and Cultural Competency
B. Faculty Recruitment

C. Faculty Retention
D. Student Recruitment

E. Student Retention
IV. Monitoring and Evaluation:  
A. Benchmarking Progress

B. Evaluating Outcomes

C. Reassessing Priorities
Diversity Plan Guideline 
I.
Diversity Framework
A.  Core Values for Diversity
1. Definition of diversity.  How does the training program define “diversity”? Who are the the “underrepresented” for this particular training program/discipline/health profession?
2. Statement of purpose (and or values) and understanding of why diversity is needed within the program. This may incorporate or be tailored from broader University-wide or School-specific (e.g., School of Medicine or SPH) statements.  

The following is an example of a core diversity value that could be tailored for a training program (from University of North Carolina at Chapel Hill Diversity Plan): “The University believes that it can achieve its educational, research and service mission only by creating and sustaining an environment in which students, faculty, and staff represent diversity, for example, of social backgrounds, economic circumstances, personal characteristics, philosophical outlooks, life experiences, perspectives, beliefs, expectations, and aspirations, to mention some salient factors.”    
B.  Program Specific Diversity Goals and Objectives.  
1. Describe program level goals, objectives. Consideration should be given to who the program currently serves and who are ‘underrepresented populations’ for this particular program (considering discipline, geographic location, etc) to tailor its goals and objectives.
(
Example Goal: Program X is committed to maintaining a student body which is diverse with regard to race/ethnicity, national origin, gender, age and sexual orientation. 
· Example Objective: The program will increase by 10% economic sources of  support for underrepresented populations including graduate employment and fellowship opportunities by 2008. 
II.
Assessment of Current Status of Identification of Areas for Targeted Improvements 
The following topics have been identified as key elements for inclusion in Training Program Diversity plans: 
· Climate for Diversity 
· Faculty Recruitment

· Faculty Retention 
· Student Recruitment 
· Student Retention
Before strategies for intervention and improvement in diversity can be identified and implemented it is crucial for programs to have accurate information on the current status and issues impacting each of the key topic areas. Below are questions for consideration in assessing where the program stands in each area and in identifying areas for targeted improvements.
A.  Climate
Is the environment welcoming and supportive of diverse faculty, staff and students? Results of the assessment can be used to identify challenges and priority areas for improvement and provide direction for selection of specific strategies for improvement.
1) Perceptions and Personal Experiences. Assessments of constituents’ (faculty, staff, students and community representatives) personal experiences and perception regarding: 

a) The climate for underrepresented members

b) The program’s commitment to diversity 
c) Actions taken by the program leadership regarding diversity issues and concerns.
2) Infrastructure to Support Diversity Activities. Assessment of policies, personnel and resources currently in place to plan, implement and monitor diversity-related activities. Results of the assessment can be used to identify additional systems needed to support diversity activities. 
a) Are values about diversity articulated in the program’s mission and or goals statements?
b) To what extent are diversity and cultural competency policies incorporated into the overall administration of your training program?

c) To what extent are community and family members of diverse cultures involved in partnerships and collaborations for the planning, delivery, and evaluation of your training program?1
d) Are there funded positions to support conduct and oversight of diversity related activities? (e.g., Diversity Coordinator)

e) Do the faculty, staff, and students take shared responsibility for increasing diversity and cultural competency in your training program?

f) Do systems exist to support institutional integration of diversity like Task Forces, Advisory Committees, Liaisons, and or organizations such as Centers, or Associations related to diversity?
g) Is the program’s physical infrastructure welcoming and supportive of full participation by people of diverse physical abilities, cultures and backgrounds (beyond minimum compliance with ADA regulations)?
3) Institutional Cultural Competency. Assessment of opportunities and/or requirements for integration of diversity concepts and values into various aspects of program implementation. The assessment could include, but not be limited to consideration of the following: 
a) To what extent is the faculty committed to the program’s core diversity values as demonstrated by integration of the values in their teaching, research and faculty-student interactions?

b) To what extent is the staff committed to the program’s core diversity values as demonstrated by integration of the values in their program-related work?

c) How does the program prepare its students to work with people of diverse backgrounds? 
· To what extent are diversity and cultural competence knowledge and skills building included in the didactic portion of the program’s curriculum?1 

· To what extent are diversity and cultural competence knowledge and skills building included in the experiential portion of the program’s curriculum?1
d) How are faculty/staff trained on cultural competency and diversity issues?1  
· Are cultural competency or other diversity-related self assessment tools available to and used by faculty and staff?
· With what frequency are training opportunities provided or required?
e) How are the faculty, staff and students encouraged to place greater emphasis on diversity in their work? 
· To what extent does research conducted by faculty and trainees include the collection and analysis of data on populations served according to racial, ethnic, and linguistic groupings, where appropriate?1
· What resources are provided to faculty to support development of curriculum that fosters intercultural competencies 
· How is staff encouraged to integrate diversity issues into other aspects of the program? 

· Are faculty and students encouraged to conduct research that addresses diversity-related MCH issues?
f) What linkages exist between cultural competency skills, responsibilities and performance measurement for faculty? For staff? For students? 
· How are faculty/staff cultural competency assessed?1
· Are responsibilities related to cultural competency skills and support of diversity included explicitly in written job descriptions for staff and faculty?
· Are cultural competency skills and diversity related activities integrated in the staff and faculty performance evaluation system?
B.  Faculty Recruitment
Assessment of what needs to happen before, during and after the search process to promote success in identifying and assessing candidates and ultimately hiring faculty from underrepresented populations. 
1) Demographics. Has the program clearly articulated priorities for expanding representation from targeted underrepresented groups that will guide marketing, outreach and hiring activities?
a) What populations are considered underrepresented among faculty in the program and/or professional field of focus?  

b) How do current faculty demographics compare with national population statistics?
2) Marketing and Outreach
a) Are there clearly articulated goals, objectives, and strategies to create linkages, relationships and recruitment paths between appropriate pipeline organizations and the Training Program? 
b) Have mechanisms been established to work collaboratively with organizations and professional networks that serve potential candidates from underrepresented groups?
c) Are position descriptions written in a manner that signals strong interest in diverse perspectives?

3) The Hiring Processes. How can the program create a context within which search committees can successfully diversify the faculty?  
a) Considerations Prior to the Search…

· Are diversity goals and rationale communicated effectively to faculty and search committee members?

· Are resources available to support recruitment activities that may lead to a more diverse candidate pool? (e.g., hiring incentives, coverage of travel expenses, assistance for securing partner employment)
· Do hiring criteria recognize and reflect the inherent value to organizational discourse and decision-making associated with differing cultural experiences and perspectives?
b) Considerations about the Search Process…

· Is diversity articulated as a top priority at the onset of the search committee’s formation?

· Does the committee involve people with differing points of view to provide multiple perspectives from which to judge candidates?

· Is the campus visit designed in a way that demonstrates the program’s commitment to inclusiveness and diversity?
C.  Faculty Retention 
Assessment of program and institutional factors that facilitate or impede acceptance of hiring offers and retention of faculty from underrepresented groups.
1) To what extent is turnover among faculty from underrepresented groups different from turnover of all faculty members? 

2) What have been contributing factors to turnover among faculty from underrepresented groups?

3) What do faculty from underrepresented groups perceive as the most important supports necessary to “succeed” in a teaching position within your organization? 

4) To what extent are those supports and other targeted support services such as mentoring by faculty from underrepresented groups, financial support and professional development made available to faculty from underrepresented groups?
D.  Student Recruitment
1) Demographics. Have diversity goals been articulated for the student population?  
a) What populations are considered underrepresented in the program and/or professional field of focus?  

b) How do current student demographics compare with national population statistics?
2) Pipeline Activities. Are there goals, objectives, strategies in place for creating linkages and recruitment paths between educational and experiential programs that lead to preparation for the career field?  Example: Working with the Summer Research Training Program for Undergraduate Minority Students
3) Outreach and Marketing Practices. Have outreach and marketing practices been adjusted to target qualified students from underrepresented groups?
a) Have incentives been identified to recruit students and applicants from underrepresented groups (e.g., fellowships and assistantships; campus visitation resources)
b) Have community linkages been developed to support student diversity efforts?  Example: Establish partnerships with organizations that serve targeted underrepresented groups such association AAMC Minorities in Medicine or Minority Health Professions Foundation.
c) Is there a plan for follow up with prospective students that includes specific tasks, persons responsible and timelines? (e.g., email or telephone contact, follow-up mailings, etc)

E.  Student Retention
1) Data and Issues. Is accurate and up-to-date information available on student retention statistics and issues?  

a) How do retention rates of students from underrepresented groups differ from overall student retention rates?

b) What are the major challenges to successful progression through the program among students from underrepresented groups?

c) What are students perceptions of the supports and resources needed to successfully progress through the program?
2) Resources. What resources and supports are in place to facilitate students’ successful progress through the program?

a) Are there structured opportunities for peer networking, faculty mentoring, and or other activities to create a welcoming and supportive atmosphere for students from underrepresented groups?
III.
Goals, Objectives and Strategies to Support Improvements and Maintenance of Diversity

Program can use the results of the assessments conducted in Section II to identify diversity related needs and prioritize areas for targeted improvements. Goals, objectives and strategies can then be developed to address the identified priorities in each key area. 
1) Climate and Cultural Competency

2) Faculty Recruitment

3) Faculty Retention

4) Student Recruitment

5) Student Retention

V.
Monitoring and Evaluation
What process is in place for periodic assessment and planning related to the diversity and cultural competency priorities of the program? What process is in place for periodic assessment and planning related to the diversity and cultural competency of your faculty and trainees? 1
A. Measures of Success. How will success be measured? What mechanisms will be used for evaluating progress? How frequently will monitoring activities be conducted? Who will be responsible for monitoring and evaluation efforts and how will the efforts be funded?

B. Evaluating Outcomes. What data is needed to demonstrate outcomes and how will they be collected? 
C. Reassessing Priorities. How will monitoring activities be used to reassess priorities and modify strategies as needed? 

To encourage accountability for implementation of the plan and monitoring of progress, programs should consider ways in which to make the Diversity Plan visible and accessible to faculty, staff, students and the community. Publicizing the plan’s goals, objectives and strategies can be valuable for creating and sustaining the on-going interest, momentum, and public accountability needed for long-term success in achieving and maintaining diversity goals. 
Defining Diversity





The MCH Training Program frames its diversity goals in terms of increasing the percent of trainees and faculty who are from underrepresented groups. Underrepresented groups refer to, but are not limited to, groups based on race, ethnicity, geographic location, gender, disability status, etc. who are underrepresented in a field of study. Underrepresented may also refer to other economic or social indicators such as persons from economically disadvantaged backgrounds or those who are the first generation of their family to attain a higher education. 
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�  This assessment question refers directly to a required element of the MCH Training Program Performance Measure #11.
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