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PART 1

A summary of the institution’s plan to improve cultural diversity.
- Major goals, areas of emphasis and strategy for implementation
- How progress is being evaluated. Where progress has been achieved and areas where continued
improvement are needed.

INSTITUTIONAL PLANNING

Allegany College of Maryland Strategic Plan (2015-2020) was revised in FY 17; however, Institutional
Priority Two, “Allegany College of Maryland enhances the learning and working environment by valuing,
supporting, and recognizing a diverse and highly qualified faculty and staft” still includes Strategic Goal
Five: to “increase cultural competency within the College community.” Multiple tactics have been
implemented and the work continues.

The College’s Educational Master Plan (2015-2018, extended to 2019) provides the educational roadmap
for student success using five Planning Theme; diversity figures prominently in two themes: Learning and
Teaching.
1. ACM assists students in their educational success in preparation for transfer, work, or life in a
diverse and global society.
2. ACM cultivates a climate that supports every employee, fosters the learning centered college, and
enhances diversity in teaching and learning.

The institutional division of Instructional & Student Affairs extended its Instructional and Student Affairs
Annual Initiatives from FY'17, including diversity as a divisional “goal”: increase cultural competence of
faculty, staff, and students. The Diversity Committee, a Special Standing Committee for the College was
tasked with accomplishing this goal with the Dean of Student & Legal Affairs acting as liaison between the
Diversity Committee and the Educational Master Plan (EDMP) working group.

DIVERSITY COMMITTEE FY19 Update

The Diversity Committee began meeting during summer 2018 to achieve its primary task for FY19: revise
and administer the cultural competence survey. Last year’s survey did not produce much useful data, so the
committee decided to overhaul if. Due to continuing scheduling and member workload challenges, the
Committee met face-to-face in July, October, December, and February; other business was conducted via
email. The Committee noted the following accomplishments:

v" New members joined while others stepped down. The same small core of members contributed
mightily to the group’s work, and the same two co-chairs were reappointed.
Research/reading was shared liberally among Committee members.
Implemented a dedicated email account
Developed a calendar of cultural observances
Discussed creating a dedicated webpage; deferred to FY20 for institutional upgrade of website
Researched already available training options for faculty/staff; deferred to FY20
Reached out to faculty to request existing course/faculty best practices; one received
Administered the diversity survey to students, faculty, and staff
Solicited information and offered to support a new academic success initiative for male students of
color: Aspiring Young MENtors at ACM. Added that group’s leader to the Committee.

NN N AR N

OFFICE OF STUDENT & LEGAL AFFAIRS

Non-Discrimination poster: A new poster dedicated to principles of non-discrimination was created this
year for display on campus bulletin boards.

Non-Discrimination Statement: Written in collaboration with Human Resources and approved by the

Board of Trustees in Summer 2016, the College’s non-discrimination statement is fully compliant with state
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and federal law and has been incorporated in its entirety with institutional publications and processes —
including Title IX policy/procedures.

Allegany College of Maryland does not discriminate against any individual for reasons of race, ethnicity,
color, sex, religion or creed, sexual orientation, gender identity or expression, national origin, age, genetic
information, familial status, disability or veteran status in the admission and treatment of students,
educational programs and activities, scholarship and loan programs, or to terms and conditions of
employment, including but not limited to, hiring, placement, promotion, termination, layoff, recall, transfer,
leave of absence, compensation and training. Allegany College of Maryland complies with applicable state
and federal laws and regulations prohibiting discrimination and Maryland prohibits retaliation in any form
against any person who reports discrimination or who participates in an investigation.

Title IX: The Dean of Student & Legal Affairs is also the College’s Title IX Coordinator and is thus
charged with remaining current on legal/regulatory developments related to gender discrimination and
properly addressing reports of sexual misconduct and sex discrimination regardless of gender, sexual
orientation, or sexual identity.

Discrimination: The Dean of Student & Legal Affairs is charged with remaining current on
legal/regulatory developments related to other forms of discrimination and properly addressing reports
of discrimination among students, faculty, or staff. A complaint form and process for responding to
complaints was developed in Summer 2018. (These documents were adapted from and align closely
with corresponding Title IX documents.) The Dean also presents information about hate-bias to each
student group with whom the Dean meets at the start of the academic year and in emails to students.

EVALUATION OF PROGRESS

Allegany College of Maryland has continued a comprehensive review if its assessment and planning
throughout FY'19; this review included all areas of the College. As noted above in Institutional Planning, the
College is dedicated to evaluating progress — particularly regarding the divisional goal to increase cultural
competence of faculty, staff, and students. Additionally, the College has created multiple layers of input and
review of institutional assessment including new committees, internal processes (including budgetary,
academic program review, and operational unit review®), dedicated employee responsibilities, and even new
positions charged with shouldering much of the assessment and planning work.

*Student Life completed its Comprehensive Unit Review in Spring 2018 and set goals for the next 4-5 years.
Objectives specific to the goal, “Cultivate a dynamic environment for students to learn and grown that
increases involvement on campus” had 2 measurable objectives:

e Increase the number of ACM employees and students who attend diversity-related programs.

e Increase program co-sponsorships with groups on camps that have and can share cultural knowledge.

PART 2

A description of efforts to increase the numerical representation of traditionally underrepresented groups
among students, administrative staff and faculty
- Detail initiatives designed to recruit and retain traditionally underrepresented students, staff, and
faculty. Both campus-wide and program specific

DEMOGRAPHIC DATA / STUDENT RECRUITMENT AND RETENTION

The charts below highlight the race/ethnicity in our local community (2015) and among our student body (5
years). As you can see, Allegany College of Maryland has grown in its representation of minorities in the
student body and continues to exceed the local population minority population percentage.

Allegany County

Race/Ethnicity 4




5.

6.

provides funding for college access through nonprofit organizations to enhance college and career
awareness and college completion for low-income underserved Maryland high school students.
Afterschool Program — middle school students (6, 7, & 8™ grades) enrolled in the Allegany County
Public Schools Afterschool Program were invited to ACM for a career exploration program.
Naviance — a partnership was established with Hobsons to gain prospective student leads from areas
in Maryland and Virginia with a more diverse population.

Additionally, Allegany College of Maryland has a variety of programs and special projects that support the
recruitment of and services to underrepresented students. A summary is provided below:

1.

Pathways for Success is a TRIO Student Support Services project to increase retention, graduation,
and transfer rates of eligible students, as well as improve student grade point averages. The program
provides a supportive environment on campus for underrepresented students with low-income or
first-generation status and students with disabilities. The program offers tutoring in math, science,
and writing/English, one-on-one academic advising, career advising, transfer advising, financial aid
advising, peer mentoring, support groups, and workshops on topics such as financial literacy.
Centralized Academic Advising in Rural Appalachia: Ensuring Student Success and Completion (a
Title III program) enables the College to improve academic advising services to students, including
underrepresented students, to boost their chances for success and will consolidate academic advising
services in one location for greater access and more consistent delivery. This one-stop advising
services center, located in the College Center, includes a wide range of academic advising, career
planning, supportive counseling, educational coaching and mentoring services.

Consolidated Adult Education and Family Literacy Services offers a variety of programs and services
to prepare underrepresented students for high school equivalency and literacy services for family and
workforce development. Adults and out-of-school youth without a high school diploma have the
option of completing secondary education through GED testing or the National External Diploma
Program. Successful students by either approach are issued a Maryland high school diploma. Family
literacy services, the second key part of adult education, help adults become literate for employment
and self-sufficiency and enable them to become full partners in the educational development of their
children. Community outreach is a major emphasis, and the adult education program works with
such agencies as the Human Resources Development Commission, Social Services of Allegany
County, the YMCA Family Support Center and the local American Job Center.

Cyber Technology Pathways Across Maryland is a skills-training and economic-development
initiative of the State’s Department of Labor and will prepare workers for a growing number of area
jobs foreseen in IT. Among the underrepresented population to benefit from the job training offered
through CPAM are military veterans and workers made jobless by unfair foreign trade practices.
Low-skilled adults, women and other populations underrepresented in cybersecurity and other IT
fields are also in the target audience.

STAFF AND FACULTY RECRUITMENT AND RETENTION

Human Resources’ current efforts to recruit and retain traditionally underrepresented groups include the
notice of nondiscrimination and the fact that we are an EEOC employer. HR sends job postings to the
Chronicle of Higher Education for faculty positions to help attract all potential candidates that read that
publication. We’ve looked into expanding this advertising to other more minority focused publications;
however, funding is extremely limited.

According to the most recent data available from the Office of Institutional Research, Effectiveness, and
Planning (Fall 2017), (Fall 2018), 3.12% of full-time faculty were minority, 1.8% of full-time
administrative/professional staff were minority. According to the most recent data available from Human
Resources (FY19), ACM had the following staffing percentages:

FT Faculty/Staff (non-white) 2.12%
FT Faculty (non-white) 2.36%
FT Staff (non-white) 1.87%
FT Faculty/Staff (minority) 2.11%



FT Faculty (minority) 4.21%

FT Staff (minority) 2.13%

Total Staff/Faculty including PT (non-white) 2.56%
Total Staff/Faculty including PT (minority) 3.74%
*non-white does not include Hispanic

*minority includes non-white and Hispanic

For FY 19 to date (7/1/18 — 4/9/19), Human Resources had the following hiring statistics 32% increase in the
amount of minorities applying for positions, but the rate at which they have actually been hired has remained
the same. Our veteran’s rate of applications decreased 50%, and our disabled’s rate of applications decreased
by 12.5%. Our female rate of applications and hiring increased.

FY19 FY18

Females applied: 69% Females applied: 62%
Females hired: 72% Females hired: 59%
Minority applied: 19% Minority applied: 13%
Minority hired: 6% Minority hired: 6%
Veteran applied: 2% Veteran applied: 4%
Veteran hired: 0% Veteran hired: 0%
Disabled applied: 7% Disabled applied: 8%
Disabled hired: 0% Disabled hired: 2%

For our applications since 7/1/18, we received 441 applications for our open positions.

Total staff/faculty applications (non-white) 16.3%

Total Staff/faculty applications (minority) 18.3%

Out of the 18.3% minority applications 4% were hired (3 out of 75 applications); 1 applicant hired on faculty
the other 2 being staff.

The President and Director of Institutional Effectiveness, Research, and Planning conducted the annual
internal employee satisfaction survey in Fall 2018 as well as the Chronicle of Higher Education’s survey in
the hopes of achieving that publication’s designation as a Great College to Work For to enhance recruitment
and retention. The results are encouraging and show steady progress at the institution.

Diversity Strongly Strongly #
Agree/Agree Disagree/Disagree Responses

The College demonstrates 79.3 12.6 246

commitment to valuing

diversity. 83.1 10.6 225

80 12.6 190

80.3 14.7 188
82.4 11.1 216
78.9 13.9 208
81.09 12.84 148

ACM fosters cultural 68.2 20.5 173

competency in its employees.

(added 2015) 67.3 19.8 217




66.4 20.7 208

69.13 18.8 149

Employee Survey—Composite Results for 2012 (in black); 2013 (in red); 2014 (in blue); 2015 (in green); 2016 (in purple);
2017 (in navy), 2018 (in maroon)

Total number of employee responding—2012=259; 2013=236; 2014=201; 2015=213; 2016=235%; 2017 = 223, 2018 =158
*some indicated unable to respond

For both retention and teaching excellence, faculty has updated and implemented its peer mentor program
which is now mandatory for new faculty; that process has been reviewed and improved extensively by the
Educational Innovations Committee and the subcommittee working group led by Associate Professor Robin
Seddon. Additionally, all faculty who teach online or blended classes are required to complete a new self-
paced online course, Accessibility and Your Online Course, as well as comply with a new eCourse policy for
quality assurance including accessibility standards.

For all position types (faculty and staff), the College endeavors to make minority employees feel included
and valued.

Search Committee Experts

HR has compiled a team of search committee experts. This practice was implemented as it was a best
practice of several other community colleges in Maryland in addition to nationwide. The training these
individuals receive allows them to recognize common recruiting biases, avoid inappropriate topics, to read
congruency between candidates’ words / expressions / body language, and to point these factors out to other
people on their search committees that they have been assigned to. Every search committee is required to
have one of these individuals on the committee. These changes were made to enhance this aspect of our
institution to help ensure that we hire the best candidates possible for open positions, while also assuring that
we maintain non-discriminatory hiring practices.

PART 3

A description of efforts designed to create positive interactions and cultural awareness among students, faculty
and staff on campus.

CURRICULAR INITIATIVES THAT PROMOTE CULTURAL DIVERSITY IN THE CLASSROOM

General Education made progress on the Personal & Civic Responsibility recommendations from last year.

Beginning March 2018, the Gen Ed Assessment committee began the process of collecting sample
assignments aligned with the Personal and Civic Responsibility goal. Attempting to simplify the
process, the committee identified a faculty member within each division/program who was teaching a
course that listed P&CR as a learning outcome and requested a sample assignment. In review of the
assignments, it was determined that a more systematic collection from all faculty was needed to
capture the various ways that courses/coursework may emphasize each of the three components of
the goal--personal awareness, cultural awareness, and engagement with issues. For instance, a course
project may relate to cultural and personal awareness yet not engagement with issues.

A Personal & Civic Responsibility Questionnaire and accompanying Sample Assignments sheet
representing each of the three components were finalized and will be launched at the start of the fall
2019 semester. An assessment will take place at the end of the fall semester.

The committee also began revisions of the assessment rubric, creating three distinct rubrics that align
proficiency levels with those expected at the completion of an associate degree as outlined in the
Degree Qualification Profile (Lumina Foundation). Revisions will be completed in August.
Revitalize the priority to institutionalize Civic Engagement through use of and collaboration with
SL/CE and the Democracy Commitment to increase course-embedded service learning experiences
and co-curricular activities.



e Provide trainings that foster shared understanding of the goal, expectations for proficiency, and
teaching and learning strategies:

e Service Learning & Civic Engagement Lunch and Learn held by the Democracy Commitment
Committee May 14, 2018.

e On April 15, 2019 the ACM Carnegie Community Engagement Classification cohort submitted the
First-Time Classification application to the Carnegie Foundation for the Advancement of
Teaching.

ACM Student Field Trip to the Holocaust Museum and the African American History Museum

Aspiring Young MENtors

In the fall of 2018, a mini-grant was applied for at Allegany College with the intent to create an organization
that is comprised of a group of African-American male mentors to help guide and support other young
African-American men on campus. The graduation rate within 4 years for African-American males
attending ACM is around 10% as compared to all other populations at 34%. A major goal of this mini-grant
was to establish a support group that could impact student success and growth for this population of students.
The first cohort had 10 young men who were active in this organization. The group and the advisors
developed the formation, structure and goals of the organization detailed below. The advisors, students, and
administrators seek a location on campus where the group can establish itself as an entity and provide a
permanent identity for the organization. An induction ceremony was conducted in May, 2019 where the 10
young men were recognized as the trailblazers to set the path for future members. Mentoring is an
increasingly popular way of providing guidance and support to people in need.

Mission: Foster student success through a collaborative network of men dedicated to leadership, mentorship,
and a growth mindset at Allegany College of Maryland.
Vision: Lead young African-American men at Allegany College of Maryland in achieving their dream.

Save the World Fair and Competition

An ACM annual college-wide poster board competition focused on student research, solutions, and advocacy
addressing issues that confront our community, nation, and world today. Posters include projects that have
been developed individually, in groups, or as part of classroom learning experience that has been promoted
by instructors.

Day of Civility in Allecany County.

A day-long event with multiple activities to promote the 15 principles of Choose Civility: Bridge to Civility,
Kindness Rocks, “A House Divided: How Do We Get the Political System We Want” Dialogue - FSU ORT
Library (ACM students participating), Key Note speaker Dan Buccino — a Choose Civility Founder - from
John Hopkins University, and 8 community partners at the “Showcase of Civility” with activities and
information (NAACP, Women’s Action Coalition, Allegany County Government, Maryland City
Government, Allegany Radio, Archway Station, Rehab 1st, FSU).

8" Annual Women’s History Celebration
This year’s theme was “Women of Peace and Nonviolence” with a chance to view the “What Were You
Wearing?” exhibition in the Hazen Gallery. This Exhibition features powerful stories and re-creations of the
clothing survivors were wearing at the time of a sexual assault. The program, hosted by ACM and sponsored
by the Allegany County Women’s Action Coalition and Maryland NOW with ACM and the local branch of
the NAACP as community partners,featured:

e Awards presentations to local women of peace and nonviolence

e A film with ACM students interviewing local women leaders produced by Dr. McMahon’s Gender

Roles class
¢ A 30 minute presentation by Meta Theater on women and history
e A reception and Gallery showing prior to the event
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Continuing Education and Workforce Development

Halo for the Holidays

Harmony’s African-American Legacy Organization, HALO, was founded by the first quartet of African-
American singers to compete on the international contest stage of any of the major barbershop organizations.
Having broken significant social ground in the barbershop community, under the artistic direction of the
quartet members, HALO seeks to lead a transformative movement of Community Music Therapy in which
barbershop singing (and listening) serves as a metaphorical model by which we as a diverse people in one
nation can learn to heal century-old wounds. We can lead men and women in an initiative and mission to
utilize the singing and active listening experience of barbershop music as a framework in which American
people, groups, and communities can learn to engage in constructive dialogue concerning socio-political
issues—especially those pertaining to race.

International Film Festival

Allegany College of Maryland Center for Continuing Education and Workforce Development in partnership
with World Artist Experiences and the International Division of Maryland’s Office of the Secretary of State
hosted the eleventh annual “Bridges to the World” International Film Festival. These award-winning films
were shown in five venues across Maryland: Annapolis, Cumberland, Salisbury, St. Mary's City, and
Towson.

Lithuania “Children from Hotel America”
Israel “The Band’s Visit”

Mongolia “Bogd Khaan”

Mozambique “The Train of Salt and Sugar”
Canada "WAIJD Songs of Separation"

International Cultural Immersion
Allegany College of Maryland Center for Continuing Education and Workforce Development in partnership
with Rocky Gap Casino offered cultural immersion classes to students visiting from China.

Language and Culture in the United States

“Through the Lens” Digital Photography

Leadership

American National Government

Cultural Exchange with the Culinaire Café

Pottery

Sociology

Poverty Simulation
The simulation will help participants understand and appreciate the realities of what it may be like to live in a
typical low-income family trying to survive from week to week in our community.

DHR 541 Ethical & Diversity Considerations in use of DSM 5

Mental health professionals are increasingly required to diagnose children and adolescents who have
experienced adverse life events (ALEs). ...The 2013 release of DSM-5 resulted in significant changes in the
child and adolescent disorders. The DSM-1V category of Infancy, childhood and adolescent (ICA) disorders
was replaced by a category labelled “neurodevelopmental” disorders ...Dr. Munson participated in the
clinical trials for the DSM-5, and he will present the details and intricacies of the DSM-5 changes. ....

DHR 542 Ethical & Diversity Considerations in Child & Adolescent Intervention Related to ALEs
Mental health professionals who treat children and adolescents that have experienced adverse life events
(ALESs) have little intervention guidance because credible research on this population is limited and most of
the literature is based on descriptive accounts. There are no clearly defined ethical parameters and treatment
procedures provided by professional organizations to assist professionals in this practice area. ... Content
includes user friendly standardized scales to assess and treat children and adolescents who have experienced

ALE’s.
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EMPLOYEE TRAININGS

All new, full time Faculty, and all Professional and Associate Support Staff are required to complete
harassment training which includes sexual harassment. Additionally, every new ACM employee is required
to receive Title IX training during his/her first year of employment.

CCSSE

Even with changes to the questions (and elimination of others related to diversity), results from the Spring
2018 Administration of the Community College Survey of Student Engagement included valuable
information related to student perspectives of institutional diversity.

4 Ona I(never) to 4 (very often) Likert Scale, students scored the college at 2.24 on the question “Had
serious conversations with students who differ from you” .16 above all small colleges, and .19 below
all colleges.

4 On a I(very little) to 4 (very much) Likert Scale, students scored the college at 2.77 on the question
“[The College emphasizes] encouraging contact among students from different economic, social, and
racial or ethnic backgrounds”. This score is the highest score for ACM in the most recent 4 CCSSE,
.12 above all small colleges, and .11 above all colleges.

CO-CURRICULAR PROGRAMMING FOR STUDENTS

STUDENT CLUBS/ACTIVITIES

Allegany College of Maryland, through its Student Government Association, recognized 32 Student Clubs in
FY 19. In FY19 we removed 4 clubs from our rosters, which had become inactive and also recognized 4 new
clubs (Cyber Security Club, Psychology Club, Science Club and TEAcH — Teacher Education Club). Active
clubs that promote diversity include the Student Government Association, Advocates 4 Christ, Choir,
Culture Club, NAACP Student Club, Nurse’s Christian Fellowship Club, Peace Studies Club, Phi Theta
Kappa, Veteran Support Club, Volunteer Club, PRIDE (LGBTQ/Ally Club), and 21 academic-related clubs
and honor societies.

The Director of Student Life and members of the Student Government Association (SGA) utilize local, state
and national presenters/agencies to provide programs to the College community. The Director of Student
Life and a small group of students from SGA again attended the National Association of Campus Activities
conferences in the Fall and Spring semesters to select various speakers, novelty events, and performers to
bring to campus.

In FY'19, the following programs were presented (often in partnership with other campus groups such as the
Democracy Commitment) and were open to all students, faculty, staff, and community members.

o Several Voter Registration Events — Events to encourage students, faculty, staff and community
members to register to vote and to exercise their right to vote.

e Veterans Day Event - Honor and Recognition Ceremony was held.

e STI Awareness Day — Held in conjunction with the Nurse Managed Wellness Center and the local
Health Department, we offered educational materials and free AIDS/STI testing.

e Dr. Martin Luther King Jr. Celebration — During the day, a passive program included the showing
of several videos relating to Dr. King as well as a visual timeline display of his life and important
events in history.

e  Women’s History Celebration — Referenced previously.

e The 7" annual Save the World Fair — Referenced previously.

e The annual Focus on Women Awards were once again incorporated into the all-college Student
Award Ceremony where numerous other programs and achievements by deserving students are
recognized (eg., Service to Children Award (Education), Outstanding Female and Male Student-
Athlete Awards). Three students were selected and recognized this year.
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e The Focus on Men Award was again presented this year, which mirrored the Focus on Women
Award. One student was chosen and recognized this year.

e For the eighth year, Allegany College of Maryland continues to sponsor a local AA group which uses
classroom space at no charge.

e International Day of Peace was held by TDC in conjunction with FSU in Sept. 2018.

COMMUNITY PARTNERSHIPS/PROMOTIONS

Autism Walk

This year’s Cumberland Tri-State Autism Walk was held at the Cumberland Campus Saturday, April 13 at
the track. This event raises money to support various local autism efforts in our region, in coordination with
the Jefferson School and Sheppard Pratt. There were free food, drinks, music and moon bounces for the kids.
Donations were accepted.

METROPOLITAN A.M.E. CHURCH EVENTS

John W. Franklin “Forced Migration: From Africa to the Americas. Do you know where you came from?”
Dr. Martin Luther King Jr. Day Celebration

Celebrate African American Heritage; The Importance of Faith throughout Black History

CAMPUS COMPACT COMMUNITY COLLEGES FOR DEMOCRACY

As part of Campus Compact's Community College for Democracy, ACM prioritizes civic learning and
democratic engagement for all students. This past year the following projects occurred on campus in support
of diversity initiatives under this initiative.

“Brownsville Project” Transformative Justice Theater

This interactive theatre experience explores the story of Brownsville, MD, where race, class, gender and
family pride meet, and its social impact on the lives of Brownsville descendants.

“Brownsville Project” An ACM Student Interaction Opportunity

This is a behind the scenes student interaction, where attendees will learn how “The Brownsville Project”
developed and the deeper intersections of lived experiences that touch the lives of local families. ACM’S
own Prof. Lynn Bowman, a writer and researcher who has spearheaded this project, can provide background
material for your classes in preparation for attending this event.

NAACP #7007” Freedom Fund Dinner

Attend the Local NAACP #7007 Dinner — Keynote speaker talking about Emmanuel Nine, and featuring our
local NAACP leaders, supper, & dancing.

Campus Compact also sponsored numerous other events and programs related to voting/elections, civic
engagement, and public service.

PART 4

Other initiatives that are central to the cultural diversity plan that are not captured in Sections 2 and 3.

CENTER FOR DIVERSITY & STUDENT ENGAGEMENT / STUDENT LIFE

Another ongoing feature of Allegany College of Maryland’s diversity commitment is the existence and easy
availability of the Center for Diversity and Student Engagement, located between the Student Life Office
and the Residence Life Office. This space is dedicated to use by students, faculty, and staff for a wide
variety of purposes including group meetings, outreach, education/event planning, and more. All students
are urged to (1) use the Center for diversity-oriented activities, (2) befriend students who are different from
you, (3) attend Center-sponsored events and (4) volunteer to help with Center programming. The Diversity
Center is operated under the leadership of the Director of Student Life, who also collaborates closely with
the following essential groups: Residence Life, Democracy Commitment, and several student clubs who are

dedicated to promoting diversity themed events and programs to students, faculty, and staff.
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Given the isolated location of the Center, discussions began this year to relocate the Center to a more central
space on campus — particularly to a location that allows partnership with the new academic initiative: AYS at
ACM. At the writing of this report, final discussions are still occurring with the likelihood of moving the
Center during Summer 2019.

RESIDENCE LIFE

Allegany College of Maryland offers on-campus apartments for 236 full time credit students of all socio-
economic classes (largely low income and first-generation college students), races/ethnicities. geographic
roots (mix of students from Maryland’s metropolitan region and rural, multi-state locations), and college-
preparedness (a significant number of residents take at least one developmental course and numerous
residents are enrolled in highly competitive/demanding allied health programs). In order to be as inclusive as
possible, Residence Life Staff asks these two questions on the Roommate Matching Form:
1. Gender Identity choices expanded from Male/Female to offer these: Male, Female, Trans or
Transgender, Another Identity
2. Gender based room assignment choices expanded from Male/Female to offer these: Male, Female,
Gender Neutral

The application packet includes two pages of questions and short essays; since Residence Life values a
highly diverse living/learning community, the questions are designed to both inform prospective students
about the community and to identify any particular preparation/education needs of the new residents.
Applicants are asked to share their thoughts about building community, getting to know people who are
different from themselves, being friends with someone from a rival town or school, and whether there is any
group or type of person with whom s/he is unable/unwilling to be friends?

To ensure absolute fairness in the selection of residents, demographic data (except for age and gender) is not
collected on the applications, and roommate assignments (4 students per apartment) are made based solely
upon information from the Roommate Matching Form which includes program/major and elicits particulars
of compatibility such as interests, socializing tendencies, study habits, noise, cleanliness, and smoking (ie.,
the issues which are the most frequent sources of roommate conflict). Any applicant who demonstrates an
unwillingness to cohabit with someone from a different race, religion, culture, or other demographic for
which discrimination is not permitted is referred to off-campus housing.

DONALD ALEXANDER LIBRARY

The staff have purposefully developed themed displays and grouped reading materials to promote cultural
awareness where the students. Among their projects in 2018-2019:

e Street Lit collection (created Sept.2018). Urban fiction, also known as street lit or street fiction is a
literary genre set in a city landscape; however, the genre is as much defined by the socio-economic
realities and culture of its characters as the urban setting.

e LGBT Month (Oct. 2018)

e Martin Luther King Jr. Day (Jan. 2019) / Theme “Make the Dream Reality” The display had books,
DVDs, database material (Films on Demand — view his most famous speeches) & ebooks about
Martin Luther King and his leadership in the Civil Rights Movement. The display also included
many of his most famous quotes. Also, a staff member reviewed a MLK Graphic Novel, “Let
Freedom Ring” that was displayed.

e Black History Month (Feb. 2019) / Theme: “Know the Past, Shape the Future”

FINANCIAL AID

The Student Financial Aid Office of Allegany College of Maryland offers free financial aid counseling
services to all persons who request such help. ACM’s Student Financial Aid Office does not discriminate on
the basis of race, color, creed, national or ethnic origin, gender, religion, disability, age, veteran status, or
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citizenship status (except in those circumstances permitted or mandated by Federal Law) when awarding or
disbursing student financial assistance.

HOMELESS RESOURCE DAY

Allegany College of Maryland provided space for Homeless Resource Day sponsored by the Allegany
County Department of Social Services in early September 2018. Local agencies and vendors participate and
provide a wealth of direct services to community members who have been identified as homeless and invited
to the event. Services include: Flu shots, Tetanus Shots, HIV Testing, Legal Services, Adult Education
information and intake, ACHD Behavioral Health Intakes, Addictions Intakes, Housing intakes by agencies
including HRDC and the YMCA, Job Services, Veterans Services, Clothing Closet, Free Birth Certificates
(if born in MD), Free Photo ID if they can get their Birth Certificate, Information on STD, Breast, and
Cervical Cancer, and Colo-rectal screening, Assistance with Health coverage, Allegany Health Right (Vision
and Dental), and transportation information. The event includes pick up points all over the county to make
sure the guests can attend, and the event usually serves between 80 and 100 people.

TRANSITION PROGRAM

The TRANSITION PROGRAM of ACM’s Continuing Education partnership with ACPS provides students with
mild to severe cognitive disabilities the opportunity to continue their educational experiences in age
appropriate community settings. CE continued to provide facilities for a “home base” for the program.
Professional Development also coordinated efforts for curriculum and peer interaction with students from
various credit programs.

PART 5

Process for the reporting of hate-based crimes consistent with federal requirements.

Allegany College of Maryland collects data annually from the following reporting sources:
o Campus Security / Public Safety
« Cumberland City Police
o Pennsylvania State Police (Bedford County)
o Student & Legal Affairs (Cumberland campus)
« Student Services Director (Bedford campus)

The hate crimes data which must be collected includes murder/non-negligent manslaughter, negligent
manslaughter, sex offenses (forcible), sex offenses (non-forcible), robbery, aggravated assault, motor vehicle
theft, arson, any crime involving bodily injury, larceny/theft, simple assault, intimidation, and
vandalism/destruction of property. The Violence Against Women Act added the following additional crimes
and hate crimes: domestic violence, dating violence, and stalking. The reports must specify the whether the
hate crime targeted by race, religion, sexual orientation, gender, disability, or ethnicity/national origin; by
federal law, gender identity has been added as a new hate crime category. Crimes also note the location of
the crime (ie., on campus, student housing, non-campus, or [adjacent] public property). This data is
compiled and submitted electronically to the U.S. Department of Education by October each year. The
written report containing both statistics and narrative content is completed each summer, published, and
posted online; all students and all employees are notified electronically twice per year.

Additionally and in compliance with Maryland law/regulations, a Hate-Bias education/awareness plan was

adopted beginning FY 19, and the College now submits an annual Hate-Bias Incident Report to Maryland
Higher Education Commission.

13



2019 Plan for Program of
Cultural Diversity

MARYLAND HIGHER EDUCATION COMMISSION
SEPTEMBER 2019

14



Total Population 73060

White 63922 87.49%

2 or more races 1256 1.72%

Hispanic 1233 1.69%

Black or African American 5889 8.06%

American Indian/Alaska Native 107 0.15%

Asian 580 0.79%

Native Hawaiian/Other Pacific Islander 34 0.05%

Non-white 9138 12.51%

Source: 2016 Census Population Estimates (ACS)
Student racial/ethnic distribution Zlilalli ;;)z‘ll; ;;)z‘ll; ZF;)all‘l‘ ;)z‘llls 21:):111}5 ;)2‘11,17 211(?11;;
a. Hispanic/Latino 0.70% | 0.20% 1.40% 1.50% 1.50% 1.90% 1.40% 1.47%
b. Black/African American only 9.00% | 10.40% [ 10.30% | 10.60% | 11.40% | 10.90% | 10.40% | 9.63%
;ﬁgfﬁiiﬂ Indian or Alaskan 0.00% | 0.20% | 0.20% | 0.10% | 0.00% | 0.20% | 030% | 0.08%
?S'liﬁgeog?waﬁan orother Pacific 11000 | 010% | 0.10% | 0.10% | 0.00% | 0.00% | 0.10% | 0.12%
e. Asian only 0.40% | 0.40% | 0.40% | 0.30% | 0.00% [ 0.40% [ 0.70% 0.66%
f. White only 87.10% | 84.30% | 83.70% | 83.00% | 84.20% | 82.40% | 83.20% | 83.33%
g. Multiple races 0.30% 1.00% 1.30% 1.50% | 0.40% | 2.10% | 2.40% 3.09%
h. Foreign/Non-resident alien 0.90% 1.00% 1.10% 1.30% 1.10% 1.20% 1.10% 1.01%
i. Unknown/Unreported 1.50% 1.20% 1.70% 1.80% 1.40% | 0.90% | 0.40% 0.62%
% Minority 11.40% | 13.30% | 16.50% [ 15.30% | 15.80% | 17.60% | 16.80% | 16.68%

Source: Allegany College of Maryland Performance Accountability Report

The majority of Allegany College of Maryland’s underrepresented minority students reside in Willowbrook

Woods, ACM’s on campus housing facility which is described in Part IV. According to Institutional

Research, 88.6% of Willowbrook Woods residents were non-white in FY'19.

To recruit underrepresented minority students, recruiting staff attends multiple local and regional college and
career fairs, with the goal of recruiting students, including underrepresented students. In addition, campus
tours are scheduled from schools throughout the region as well as families, both in rural and urban locations,

with the goal of providing the opportunities to recruit students from underrepresented backgrounds.

Allegany College of Maryland recruitment also staff attended programs and/or offered special events that
support the recruitment of and services to underrepresented students.
1. Monthly visits to speak with an adult population mandated to report to Horizon Goodwill Industries,
a regionally based non-profit rehabilitation agency.

2. Presentation and guided campus tours of the Cumberland campus to students enrolled in the Work
Experience (WEX) program, a job readiness program that focuses on building skills and developing
the potential of parents receiving State assistance.
3. Homeschool Experience — half day, on-campus program developed for students entering 9 through
12" grades in the tristate region (MD, WV, PA) who are currently homeschooled.
4. Next Generation Scholars — half day, on-campus program developed for students in 8, 9™, and 10™
grades attending Washington Middle or Fort Hill High School in Cumberland, Maryland. The Next

Generation Scholarship is a state grant program established by Maryland House Bill 1403 that
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Foreword:

This Equity, Diversity and Inclusion plan at Anne Arundel Community College has
been developed to articulate the efforts of our campus community as we continue to build a
climate that supports and respects diverse cultures, backgrounds, and ideas. This plan
recognizes diversity and inclusion as an integral part of our campus community, and as a
means to engage in partnerships with the local and global community as we work and learn
together. Anne Arundel Community College is committed to supporting and sustaining a
diverse and inclusive educational environment.

Anne Arundel Community College Mission

With learning as its central mission, Anne Arundel Community College (AACC) responds to
the needs of our diverse community by offering high quality, affordable, accessible and
innovative lifelong learning opportunities.

Anne Arundel Community College Vision Statement
Anne Arundel Community College is a premier learning community that transforms lives to
create an engaged and inclusive society.

Anne Arundel Community College Values!?

e Community and Relationships
e Opportunity

e Positivity

¢ Innovation and creativity

¢ Inclusion

Anne Arundel Community College Philosophy

Anne Arundel Community College strives to embody the basic convictions of our country’s
democratic ideal: that individuals be given full opportunity to discover and develop their
talents and interests; to pursue their unique potentials; and to achieve an intellectually,

culturally and economically satisfying relationships with society.

Anne Arundel Community College Equity Statement

Equity is grounded in the principle of fairness. Equity refers to ensuring that each student
receives what they need to be successful through the intentional design of the college
experience.?

1 New this year. College wide engagement project, led by a value mining team.
2 Achieving the Dream adoption of equity definition. Retrieved from http://achievingthedream.org/fous-
areas/equity.

Anne Arundel Community College 2019 Plan for Program of Cultural Diversity 1
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Section 1: Summary of the institution’s plan to improve cultural diversity. Include all
majors’ goals, areas of emphasis, and strategy for implementation.

Engagement Matters: Pathways to Completion

In FY2019, Anne Arundel Community College (AACC) completed the third year of its
strategic plan, Engagement Matters: Pathways to Completion (2017-2020). Engagement
Matters includes an intentional and focused approach on institutional assessment as the
college strives to increase completion by transforming the culture of the institution to
ensure equity and that the college remains student-ready and committed to academic
excellence. The institutional focus on access, equity, high-quality learning opportunities,
and completion aligns well with the 2017-2021 Maryland State Plan for Postsecondary
Education: Increasing Student Success with Less Debt. The three overall institutional goals in
Engagement Matters are:

* Goal 1: Engagement & Entry - Increase connection and enrollment of all students
through a college-wide emphasis on equity, student success and academic excellence.

* Goal 2: Progress - Increase progress of all students through a college-wide emphasis
on equity, student success, and academic excellence.

* Goal 3: Completion - Increase completion of all students through a college-wide
emphasis on equity, student success and academic excellence.

In FY2019, AACC’s priorities for student success focused on continuing to implement
recommendations from strategic planning teams related to fundamentally enhancing the
student experience. This included the following objectives:

e Continued Focus on Teaching Excellence (including adjunct professional development;
continuing to infuse equity into the curriculum/classroom in Model Courses and beyond
which touched 13,000 students in fall 2018; improving online course outcomes; and a
new, comprehensive approach to course and program assessment).

¢ Implemented a new credit course scheduling model that is more student-centric, to
contribute to improved student satisfaction, retention and completion.

o Interfaith space for students. Learning Resources Management is diligently working to
locate space and secure funding.

AACC was awarded Leader College status from Achieving the Dream (ATD), a national
organization of the largest network of community colleges working to improve practices in
support of whole-college reform. Leader Colleges have shown measurable progress in
areas critical to improving success for all community college students.

Anne Arundel Community College 2019 Plan for Program of Cultural Diversity 2
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Faculty expertise and the classroom experience are paramount to understanding
and successfully addressing equity gaps. As such, one of the targeted interventions AACC
has undertaken over the past several years under Engagement Matters is the Model Course
Initiative, which is proving to be fundamental toward implementing equitable access to
high-impact practices in the classroom. The Model Course Initiative focuses on eradicating
achievement gaps in highly-enrolled gatekeeper courses in disciplines such as biology,
business, chemistry, mathematics, psychology, etc., so it reaches thousands of students
each semester.

To ensure a healthy and committed workforce, the College assessed the Campus
Climate environment as it relates to diversity, equity and inclusion. Results indicated that
more focused employee engagement opportunities were warranted. Innovation spaces and
open forums are planned to gather additional information on initiatives, activities and
programs to bolster employee morale and ensure that AACC continues to be a great place
to work. Each division has made equity a focus and mindset key to developing a positive,
and inclusive culture of work. These opportunities will be indicated in the 2021-2025
strategic plan currently under development.

Section 2: Description of efforts to increase the numerical representation of
traditionally underrepresented groups among 1) students, 2) administrative staff,
and 3) faculty. Initiatives designed to recruit and retain traditionally
underrepresented student, staff, and faculty.

Students Initiatives:

AACC serves approximately 46,000 students who will enroll in more than 2,800
courses, both credit and noncredit, in more than 100 areas of study. The college also offers
extensive lifelong learning opportunities and noncredit continuing professional education
courses to a diverse population seeking career training or retraining, working to boost

basic skills, or pursuing new areas of interest. The college is increasingly diverse, with
more than one third of credit students identifying themselves as members of a minority
ethnicity. By gender, females make up 60 percent of the student population and 43 percent
of the credit student population. The majority of AACC’s student population attends part
time, comprising 71.9 percent of enrolled credit students. Consistent with the national
trend, the college's enrollment has been challenged as it continues to follow the inverse
relationship with employment and improvements in the economy. The college has
experienced enrollment declines since FY 2011, resulting in a flat FY 2019 budget.
Enrollment continues to be driven by the county unemployment rate, and as the county
unemployment rate continues to decrease, so have college enrollments.

Anne Arundel Community College 2019 Plan for Program of Cultural Diversity 3
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FY2019 Goal: Develop and implement strategies that will establish directed, intentional
and focused attention on enrollment through the Systemic Enrollment Management Matrix
(SEM?2) charts the enrollment planning process with the objective to identify, devise, and
implement a plan that results in an increase in the number of traditional, non-traditional
and intergenerational age students who apply and enroll at AACC.

The AACC Systemic Enrollment Management Matrix (SEM?) provides best practices
regarding enrollment management effectiveness for all students. The following are the
highlights of initiatives, actions, and accomplishments for FY 2018-2019 (Arnold, Arundel
Mills, and Glen Bernie Towne Center Campuses):

AACC Arnold Campus
® [nitiated “touch points” (email, mailing, and calling) tactics to convert targeted
nontraditional age students by term (Fall, Spring, Summer [, Summer II, Summer III,

and Winter).
®  AACC Applications (received as of October 26, 2018) by Field of Interest (Top 5)
Fields of Interest Total Total
Apps Enrolled

Non-Degree Seeking 2268 1156

Health and Human Services 1584 342

Business 678 209

Technology 443 156

Law and Criminal Justice 365 123

®  Developed an enrollment video concept, content outline, and initial script.
®  Hosted Hispanic Business Leaders Breakfast to improve enrollment.
= Ensured course schedules would allow students to complete in 2-3 years. We
AACC Arundel Mills Campus
®  [dentified types of student activities desired, high volume days for student
participation, and appropriate potential internal event locations.
®  |dentified appropriate bookstore hours that will meet the needs of all students.
® [nitiated and provided SASP, Student Engagement, and Health Services
®  Launched AMIL student surveys initiative.
AACC Glen Burnie Town Center Campus
®  GBTC student’s, like many other students throughout the state, struggle to have
enough funds or resources to address their schooling and personal needs.
Unfortunately, for some student’s it a matter of choosing between books or food in
order to navigate successfully through a college education. We recommended that
GBTC offer the following: Student “One-Time” Grants (these grants could be aligned
with services provided by the HelpLink initiative, but not limited to, such as online
access codes).
®  Launched GBTC student survey initiative.

Anne Arundel Community College 2019 Plan for Program of Cultural Diversity 4
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Staff and Faculty Initiatives

As a critical component for attracting a diverse applicant pool for faculty and staff
positions, the office of Human Resources (HR) in conjunction with the Chief Diversity
Officer actively develops outreach efforts by advertising in various national publications
and journals for professional associations that are aimed at diverse populations.

2018-2019 Goal: Develop and implement strategies that establish a workforce that better
reflects the wealth of diversity and inclusion in our county and among our administrative
staff and faculty. Evaluation: Year to year comparisons support the efforts for diversity and
inclusion within our ranks. Progress toward this goal will be evidenced by an increase in
the percentage of employees in underrepresented racial/ethnic groups.

Detail Data Analysis:

Anne Arundel County Maryland has a population of 573,235 according to available
metropolitan data3. Of this population 71.8% are white, 6.0% Hispanic, 15.5% African
American, 3.5% Asian, 2.8% two or more and 0.4% identify as other.

As the table below shows, AACC is moving the needle toward parity with the
demographic makeup of Anne Arundel County in overall employment. Indicated in the
graphs below, show a year to year comparison of our recruitment and retention efforts in
the faculty ranks and administrative staff positions. The College has been successful with
recruitment and retention of faculty and the data reflects an almost mirror image of county
representation to College representation.

TOTAL WORKFORCE BY RACE/ETHNICITY (2013-2017)

2014 2015 2016 2017 2018

# % # % # % # % # %
White 1,554 80 | 1,544 80 | 1,523 79 | 1,435 77 | 1399 | 783
Black/African 240 | 12| 254| 13| 264| 14| 259| 14| 270| 151
American
Hispanic/Latino 48 2 46 2 42 2 46 2 51 2.9
Asian 58 3 65 3 67 3 66 4 62 3.5
American Indian 5 <1 5 <1 5 <1 <5 <1
Native Hawaiian <5 <1 <5 <1 <5 <1 <5 <1
Multi-Race 16 1 0 0 0 0 0 0
Unreported 19 1 24 1 33 2 41 2
Non-Resident Alien <5 <1 0 0 <5 <1 <6 <1
Other 40 2 29 1 38 2 41 2 42 2
Total 1,945 | 100 |1939| 100|1938| 100 | 1,857 | 100 | 1824 | 100

*Other: American Indian, Native Hawaiian, Multi-race, Unreported, Non-Resident Alien

3 https://datausa.io/profile/geo/anne-arundel-county-md/
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The data* also indicates, in the chart below, additional opportunities in recruitment and
retention for people of color and women:

2018 2017 Change
Total Employees 872 886 -14
Women 561 579 -18
Minorities 185 182 3

Related Activity:

The search and hire process at the college conducted a root cause analysis. Data in
the application pools indicated that people of color were recruited, but not maintained
throughout the search process and minimally hired at the conclusion of faculty searches. A
pilot of new process and procedures began in July 2018 and continued through July 2019.
The recruitment manual with updated procedures was completed in August 2019,
enhancements include mandatory training of search committee members and chairs, and in
faculty searches, the hiring official (Dean) was required to interview all finalists and
conclude the search process with an offer to the most qualified candidate.

Section 3: A description of efforts designed to create positive interactions and
cultural awareness among students, faculty, and staff on campus. Details of 1) faculty
and staff cultural training programs, 2) curricular initiatives that promote cultural
diversity in the classroom, and 3) co-curricular programming for students.

The President, Vice Presidents and Chief Diversity Officer (CDO) provide leadership
and strategic direction in creating and nurturing a college climate that is welcoming,
inclusive and respectful. The CDO spearheads many efforts and develops collaborations
with internal and external partners to create positive interactions and cultural awareness
among students, staff and faculty on campus.

The college celebrates cultural heritage and diversity awareness with a number of
activities and professional development throughout the year, below is a partial list for
AY2018:

Co-Curricular Programing for Students

The college has long worked to identify the best ways to accelerate the diverse
student population through program sequences, including: offering proficiency credit,
prior learning assessment, and supporting special populations such as Military/Veterans,
minority, and first generation students. A multitude of co-curricular programming were
offered to students throughout the year. Every program offered below, was open to
students and many of their courses offered extra credit for student attendance.

4 Data provided from 2018-2019 Affirmative Action Plan. Numbers may be different from institutional data
based on proscribed date the data was provided for analysis. AAP data accurate October 1, 2018.
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A partial listing of program offerings: The 30t Annual Dr. Martin Luther King, Jr
Community Breakfast, , Coming Out Week, Gay Straight Alliance (GSA), American Sign
Language (ASL), Maryland College Application Campaign, Anne Arundel County
Partnerships for Children, Youth and Family, Annual Discover Your Inner-Awesome
Superpowers Superhero Camp, Student Success (ACA 100) is a one credit course open to
new and returning college students. Student Achievement and Success Program (SASP) and
AACC Military and Veterans Resource Center, Hispanic Youth Symposium, Irish American
Heritage Month, Immigration Awareness Month, Black History Month, Social Justice Week,
Dr. Martin Luther King, Jr Social Justice and Citizen Lecture Series, Social Justice
Collaborative, The Black Male Initiative (BMI) and the Annual BMI Summit Race Card
project, Muslim Oral History Project, Women's History Month, and Women’s Institute Film
Series.

Transitioning to college can be difficult, even more so for the international students,
recent immigrants and students for whom English is not their primary language. Expanding
AACC’s services to support this unique student population provides an opportunity for
students, faculty, and staff to serve students in need, and offers a welcoming atmosphere. A
new program was created, Culture and Language Student Support Program (CLASP), to
address this unique population. CLASP Ambassadors are current students, faculty and staff
with specific language skills (Spanish, Farsi, and German) who are made available to
incoming students outside the College regular business hours to assist in connecting the
student to appropriate services inside and outside the College for a smoother transition.

Faculty and Staff Cultural Training Programs
The Office of Inclusion, Diversity, Equity, Access and Leadership (IDEAL) hired an

Inclusive Excellence Coordinator to deliver, program and create professional development
opportunities for all employees and students at the College. 2018 programs included:
Diversity 101; Fostering an Inclusive Classroom for Students with Disabilities;
Understanding and Interrupting Unconscious Bias; and, Learning and Using Inclusive
Language. Each course is registered with the Center for Faculty and Staff Development and
credited in employees’ professional development plans.

The Dreamkeeper’s an African American literature book club meet once a semester,
including summer, to read and discuss all genres of literature by African American authors
and writers. Toni Morrison’s Paradise, Ta-Nehisi Coates Between the World and Me, Ann
Petry’s The Street, were the selections. The group is comprised of a diverse mix of current
and retired faculty and staff from the College. Discussions are robust and held during the
evening hours on campus to ensure accessibility for all interested parties. The book club is
open to everyone and bringing guests is encouraged.
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Curricular Initiatives That Promote Cultural Diversity in the Classroom

Model Course Project Teams (MCPT) met for year three. The charge for Model
Course Project team is to work within a specific course and with instructional designers to
develop a template for the course that includes:

e Ensuring existing course outline is current;

e Ensuring course outcomes are listed on the course outline;

e C(Create a common syllabus;

e C(reate a menu of assignments that can be used to achieve specified
outcomes;

e C(reate a menu of assignments that require students to engage with one
another, from discussion boards to group work;

¢ Identify relevant ways to provide all students with access to required texts,
especially the first six weeks of classes;

e Ensure course outlines, assignments, and curriculum in general addresses a
variety of identities, to include race, class, gender, nationality, and/or religion
as the discipline warrants; and,

e Create a canvas shell that can be adapted for online, face to face and hybrid
use.

Culturally Responsive Teaching and learning workshops were offered to the over 50
MCPMT through the IDEAL Office in order to offer resource and support to meet the charge
set forth by the Vice President of Learning, Dr. Michael Gavin. In conjunction with the five
Dean’s, Dr. Gavin carefully selected faculty to participate on the Model Course Project team
with an understanding that the work would directly impact the College’s efforts to
eradicate achievement gaps. Gateway course, with high enrollment and low success, are
selected to have specific attention paid to addressing access issues and barriers that
prevent students from being successful. Culturally Responsive Teaching is a pedagogy that
recognizes the importance of including students' cultural references in all aspects of
learning (Ladson-Billings, 1994). Some of the characteristics of culturally responsive
teaching are: Positive perspectives on parents and families. Communication of high
expectations. Faculty participated in The Culturally Responsive Teaching and Training
Program (CRT) delivered by Community College of Baltimore County subject matter
experts. CRT enhances both educators’ and students’ awareness, adds to their knowledge
of others, and strengthens their skills so that they can interact effectively with classmates,
and colleagues. Below is a sampling of outcomes from fall 2017-fall 2018:

e Biology 101 - the equity gap in course success was narrowed by 4.8% for
Black/African American and eliminated for Hispanic/Latino students.

e Business & Its Environment 111 - the equity gap in course success was eliminated.

e Computing & Information Technology 100 - the equity gap in course success was
narrowed by 4.3% for Black/African American and eliminated for Hispanic/Latino

students.
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e Psychology 111 - the equity gap in course success was narrowed by 4% for
Black/African American and narrowed by 1.1% for Hispanic/Latino students.

The Curriculum Transformation Project presented the Diversity Institute for the
10th year. This year’s Diversity Institute was inspired by Bettina Love’s book on social
justice and education. We Want to Do More than Survive: Abolitionist Teaching and the
Pursuit of Educational Freedom. Using an intersectional lens to talk about race in
conjunction with variables like class, gender and disability, Love argues that in order to
create thriving classrooms we must move beyond gimmicky tactics that teach students to
“survive” in oppressive structures, for by teaching students to “succeed” in a rigged system,
we help perpetuate the very structures that produce the inequities that we want to
challenge. “Our students are now taught with the world crumbling around them,” Love
writes, “to pay their taxes, vote, volunteer, and have good character, which is code for
comply, comply, comply. Dark children are told that their good character is dependent on
how much they obey” (70). The Diversity Institute provided space for exploring the
institutional structures that perpetuate inequities and discussion of some of the ways
faculty can embolden students, as well as themselves, to challenge structures of oppression.
Copies of Bettina Love’s were placed on reserve in the Truxal Library as well.

Section 4: A statement regarding the campus process for the reporting of hate-based
crimes consistent with federal requirements.

Anne Arundel Community College is a microcosm of the world. To that end we were
not untouched by negative discord in the environment. In 2017 a Bias Incident Response
Team (BIRT) was convened to address on campus hate bias crimes or incidents. The team
is comprised of a Public Safety Officer, Chief Diversity and a Student Conduct
representative. The guiding principles of BIRT is to coordinate a response, provide support
to impacted community members and ensure transparency with the campus community in
case of a hate/bias crime or incident. We recognize that in order to build trust and mutual
respect, it is essential to establish a partnership with the community that we serve.

There were five reports of a biased incident in 2018. Using established campus
protocol, the event was, investigated, and assessed for need of campus communication,
education or student judicial contact. In two incidents, the perpetrator(s) was/were
unknown and no further administrative action was warranted. The remaining two
incidents were parking or traffic related. Public Safety endeavors to maintain a safe campus
environment and with current construction on campus, some of our community are less
than patient with be redirected and longer wait times to find parking. The incidents
required no further administrative action, as witness statements supported public safety
actions. We have multiple points of contact (phone, office visit, web link) and connection
for anyone that wishes to report any bias or hate incident on campus. Located at the
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bottom of every page on our aacc.edu web presence is a link to” Report An Incident”. This
link is available through the web site via desktop, IPad or smart phone. AACC social media
is monitored 24 hours a day, by the Public Relations and Marketing department (PRM) for
inappropriate content or problematic messaging. Anyone experiencing or finding an issue
on campus is encouraged to call or stop by the Public Safety Office (410-777-2440), Student
Conduct Office (410-777-1339) or the IDEAL Office (410-777-1472) to report any crimes
or concerns.
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Cultural Diversity Plan 2018-2019

Preface

It is with great excitement that we share the Baltimore City Community College (BCCC) plan for cultural diversity
for the next academic year. The newly formed Diversity, Equity and Inclusion Committee will be the guiding force
behind policies, procedures and practices for the institution.

While BCCC’s strength comes from the many cultures represented on our campus and sites, we still recognize that
more can be done to increase areas that remain under-represented. Having a diverse community creates an
environment that fosters innovation, collaboration, critical thinking, and creativity. Most importantly, a diverse
community aligns with our mission and vision of educational access, and opportunity for a diverse population of
students. We believe that together we can make a real difference.

BCCC has an opportunity to be a model for other institutions, not just in the letter of our policies and procedures but
in the spirit of our actions, measured by our respect for one another and our differences. Our desire is to foster a safe
and inclusive environment for all who choose BCCC.

Office of the President
About BCCC

At Baltimore City Community College (BCCC) we meet students where they are through personal attention with the
support of dedicated faculty. In fiscal year 2019, we educated nearly 14,000 students from Baltimore City, the State
of Maryland, and the world.

BCCC is a State-sponsored, comprehensive, degree-granting community college with five learning sites in
Baltimore City. We offer 28 associate degree programs and 18 certifications in high-demand fields, affordable
tuition and flexible classes scheduled to meet students’ needs.

At BCCC students receive the quality education and specialized training critical to get good jobs, to transfer to four-
year institutions and to upgrade or acquire new skills to stay competitive in today’s changing marketplace.

The College’s Workforce Development and Continuing Education Division served more than 8,000 students seeking
new skills and personal growth. BCCC offers General Educational Development for students seeking high school
diplomas, English as a Second Language instruction and Adult Basic Education to strengthen literary skills.

BCCC welcomes students who want to enrich their lives through education and the pursuit of new skills.
Mission

Baltimore City Community College provides quality, affordable, and accessible education meeting the professional
and personal goals of a diverse population, changing lives, and building communities.

Vision

Baltimore City Community College is an innovator in providing quality career pathways and educational
opportunities for a diverse population of learners to exceed the challenges of an ever-changing competitive
workforce and environment.

Core Values

These core values represent the most important underlying principles and beliefs that are the basis for the vision,
strategies, plans, policies, and actions of Baltimore City Community College.

Integrity — Unwavering adherence to a strict moral and ethical standard.
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Respect — Showing genuine concern and regard for the dignity of others while practicing civility, accepting,
appreciating, and supporting individual differences.

Diversity — Recognizing, accepting, appreciating, and supporting individual differences and lifestyles.

Teaching — Impacting knowledge skills, and values that are essential to the success of the individual and growth of
the community.

Learning — Gaining knowledge, skills, and understanding that are useful to the individual and college community
by promoting intellectual curiosity.

Excellence — Providing excellent teaching, student services, customer services, and community engagement.
Leadership — Empowering, nurturing, and inspiring individuals to be leaders in their own sphere.
Professionalism — Adhering to the highest standard of customer service.

Our Commitment to Diversity

Baltimore City Community College is committed to creating a diverse and inclusive environment in which our
students, faculty, and staff learn and work. The College’s priorities are evidenced by its Strategic Plan, Core Values,
Vision and Mission Statements. Our goals are to recruit and retain more faculty and staff by developing better
recruiting strategies and by creating a hospitable campus setting; to nurture an atmosphere of welcome, civility, and
respect for differences; and to take advantage of the College’s quality as a microcosm of the larger world to instill in
everyone, but especially students, an understanding of humanity beyond the College. These priorities inform the
Diversity and Inclusion Plan.

The BCCC Diversity, Equity, and Inclusion Committee (DEI Committee) has been charged with ensuring the
institution meets these goals in alignment with the Maryland Code, Education § 11-406.

Key Definitions proposed by BCCC’s DEI Committee:

Diversity - the fact of many different types of things or people being included in something; a range of different
things or people.

Equity - the commitment, capabilities, and experiences of an institution to equitably serve low income students,
students of color, and other at-risk student populations with respect to access, success, and campus climate.

Inclusion — the act of taking in or comprising as a part of a whole or group
Diversity, Equity, and Inclusion Goals

This Diversity, Equity, and Inclusion Plan contemplates transformational change at the College, and its overarching
goals are as follows:

1. Cultivate and sustain a diverse and multicultural student body that is reflective of a global community by
recruiting, retaining, and graduating ethnic minority students that are under-represented in higher education.

2. Weave the principles of diversity, equity and inclusion into all aspects of College life.

3. Identify impediments to creating a diverse and inclusive environment, propose solutions to overcome those
impediments, and measure our progress at all levels of the College infrastructure.

4. Ensure a variety of channels are utilized to attract and retain a diverse, qualified, and competitive applicant pool
of faculty and staff.

5. Provide a supportive and nurturing learning environment to prepare students to collaborate with diverse
communities locally and globally in a culturally sensitive manner.
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The five goals delineated above will be achieved by implementing cultural, environmental, and structural changes
throughout the College. It is these broad categories that will be targeted over the next five years. It is important to
note that this plan is for the entire College community. It should not be viewed as limited to any particular group.
Many of the recommendations will benefit all and are not tailored to traditional “diversity” considerations.
Transforming the College is a shared responsibility, and this plan reflects that belief. Lastly, accountability measures
will be developed by the committee charged with overseeing the plan’s implementation.

Goals

Performance Indicators Strategies

Diversify student body

Enrollment data e Targeted recruitment
e  Retention efforts
e Internal and external collaborations

Weave diversity principles into Attitudes Assessment e  Update and administer climate survey
College environment
Identifying impediments Institutional Capacity e DEI Committee to dive further in results

Assessment Tool
“Equity” responses.

based on various areas of the College and
categories of staff.

Diversify faculty and staff Number and variety of e  Broad recruitment
recruitment channels. e Retention efforts
Faculty and staff e  Professional development opportunities
characteristics

Support cultural learning Student Engagement e Enhance internal and external partnerships

e Develop a cultural awareness “toolbox”
e  Host on-campus inclusive events
e Enhance co-curricular activities

The following is a list of FY 2019 College efforts to create positive interactions and cultural awareness among

the BCCC Community:

July 2018

The Truth Initiative

This is a grant-funded student-led campaign to inform students regarding
the dangers of tobacco use in an effort to create a tobacco free policy at
BCCC. Several events, hosted from April 2018 to December 2019,
showcase how big tobacco companies specifically target African-
Americans, the LGBTQ community, and people with mental illness. Not
only is tobacco a health and environmental issue, it also is a social justice
issue. Students conducted a survey of faculty, students, and staff
regarding creating a smoke-free campus.

September 2018

Celebration of Constitution Day

The celebration included a keynote message from the Director of Black
Girls Vote, and a voter registration drive.

October 2018

Celebration of National Hispanic
Heritage Month

Events designed to educate and immerse the College in Hispanic history
and culture included a book discussion with Dr. Carla Chavez Moreno on
the life of Isabel Allende as well as the campaign “I Stand With
Immigrants” celebrating immigrants in America.

Discussing Depression

This wellness workshop was designed to help students who may be
struggling with their mood or are interested in ways to identify depression.
Techniques were discussed to improve mood and elevate functioning.

Community Resource Fair

Over 25 community agencies tabled information to inform students of
important resources including LGBTQ friendly services, Veterans Affairs,
and resources for people with disabilities.

Thanksgiving Potluck

The Refugee Youth Project partnered with Soccer Without Borders to host
a Thanksgiving dinner potluck for refugee families and their family
mentors.

Parent Information Session

In this Parent Information Session at Patterson High School, two BCPSS
graduates, one of whom is a BCCC Mayor’s Scholars Program student,
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talked about what helped them succeed in high school. Parents also
learned about resources available to them at the Enoch Pratt Free Library
System. Another session was held in December.

Kombilesa Mi: Race & Racism
across the Americas

The Anthropology and Sociology Club traveled to Towson University for
the Afro-Latino presentation by Afro-Columbians of Palenque. This event
was co-sponsored by Towson University and the African Diaspora
Alliance of Baltimore. Live Afro-Latino Hip Hop music was featured.

Washington DC Smithsonian
Museums Program

The Anthropology and Sociology Club (ASC) and the History Club
traveled to Washington, DC for their annual trip to the Smithsonian
Museums. This trip is designed to help students of all disciplines learn
about culture, history and society beyond the campus and classrooms and
understanding our fossilized roots.

I Stand with Immigrants

Local agencies and offices that provide services to immigrants shared the

Program current context of Immigration in the nation and in Baltimore City. A
panel discussion concerning experiences of BCCC students who are
immigrants was featured on the national day of Colleges & Universities
across to the country to help foster a more positive and accurate portrayal
of immigrants in the context in US history.

November 2018

Bomba Yo Interactive Workshop

Bomba Yo! facilitated an interactive workshop on community building
through Afro-Latin music and dance traditions, namely those of Puerto
Rico as part of the Bomba tradition.

International Student Transfer
Fair

This event featured 20 four-year institutions with general transfer
information, but also specific information for students on F-1 visa. BCCC
was the first community college in Maryland to create this fair, which can
serve American and international students alike.

Annual International Film
Festival

This event featured films and discussions, focusing on the themes of being
an outsider and crossing borders. Students chose the films we watched:
“Ali”, “Gandhi,” and “Spanglish.”

Keeping It Real Series A BCCC Professor spoke on the topic of Black traitors in history. The
lecture gave highlights on traitors in the Black community who conspired
to tear down prominent African American leaders.

December 2018

The Annual Kwanzaa Celebration

This Annual Kwanzaa Celebration was a festive night filled with
storytelling, traditional dancing, drumming, fashion and food.

Food Drive The Student Government Association and Office of Student Life and
Engagement partnered with the Alpha Kappa Alpha Sorority, Inc. Rho Xi
Chapter to sponsor a holiday food drive in support of BCCC’s Panther
Food Pantry.

January 2019

Movie Screening and Discussion

The Refugee Youth Project Coordinator and a Refugee Youth Project
student alumna were invited to participate in a panel discussion after a
screening of the movie This Is Home: a refugee story by Alexandra Shiva.
The alumna shared information about refugee resettlement in America,
making friends, attending an American school, and what the audience
could do to help.

Panel Discussion with

The Refugee Youth Project Coordinator participated on a panel discussion

Grantmakers for The Association of Baltimore Area Grantmakers titled “Baltimore’s
Vulnerable Immigrants and Refugees.” Participants heard a status update
about current issues affecting immigrants and refugees locally, the impact
of the Safe City Baltimore Fund, and other examples of programs
impacting immigrant and refugee students in the region.

February 2019

“The Road not Taken” A BCCC Professor led a discussion on healthy living and weight loss.
Primary focus was placed on women’s health.
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Black History Month Movie
Nights

The Office of Student Life and Engagement and Student Government
Association sponsored weekly movies during Black History Month.

“Closing the Black Divide: Easing
the tension between US born and
Immigrant Africans”

A BCCC Professor hosted a “Keeping it Real” lecture series presentation
and discussion in celebration of Black History Month.

“Is it ADHD or am I a Kinesthetic
Learner?”

This wellness workshop targeted students struggling with ADHD and/or
are kinesthetic learners. Students were exposed to hands-on study skills to
implement in their study routine. Disability Support Services Center
information was given to interested students. Sponsored by Student
Support and Wellness Services.

Connecting the Dots Form
Harlem Renaissance to Hip Hop

BCCC’s Associate Dean of English, Speech, Humanities, and Visual and
Performing Arts presented on the connection of Hip Hop to the Harlem
Renaissance through examination of poetry and song lyrics. The event
was hosted at Coppin State University in recognition of Black History
Month.

Special exhibit on the Negro
Baseball League

The BCCC Alumni Association, Office of Student Life and Engagement
and Student Government Association presented a special exhibit on the
Negro Baseball League. Students were able to learn the history of the
league through, photos, and videos.

Multicultural Children’s Glass
Book Case

The Anthropology and Sociology Club organized this passive program for
students and visitors featuring children’s books representing the diversity
of ethnic groups (Latino, Africa, Jewish, Middle East and the Caribbean)
on our campus, while additionally providing educational materials for
consideration when selecting gift items for youth and children.

The LatinX UNI 2 Dance Lessons

The LatinX Uni 2 held a dance party to celebrate Valentine’s Day, but
also to encourage students to learn how to dance to Latino music.
Students, faculty and staff had an opportunity to learn how to dance salsa
and bachata.

Immigrants with Love Campaign

The LatinX UNI2 participated with millions of others across the USA in a
day of action in support to all immigrants. Forty students wrote out
postcards to encourage and support immigrants.

March 2019

Celebrating, Respecting, and
Valuing the Creativity of Women

Professor Ja Hon Vance facilitated the 9" Annual Women’s History
Month Celebration to highlight women’s contributions on campus.

Book Discussion: Becoming

A morning breakfast and book discussion on Former First Lady Michelle
Obama’s book Becoming. The event was hosted by the Mayor’s Scholars
Program and in recognition of Women’s History Month.

The Marketplace Experience IT

In celebration of Women’s History Month, the event encompassed a panel
discussion entitled “Shattering the Myth of Superwoman” focusing on
women'’s issues, a vendor fair, and network opportunities for the college
community.

The Trilogy of Trauma

In collaboration with Student Support and Wellness Services and the
Black Mental Health Alliance, this series focuses on trauma and mental
health. This series was scheduled for March, April, and June and included
women only and male only events.

Panel Discussion for School
Psychologists

This professional development session covered best practices for working
with immigrant families and included representatives from the Esperanza
Center and Baltimore City Public Schools’ Newcomer Project.

Lunch and Speak

Lutheran and Immigrant Refugee Service along with other local providers
shared how Lutheran leaders can engage their congregations and
communities in accompanying and recognizing the gifts of newcomers in
their neighborhoods.
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Women’s History Month Movie
Nights

The Office of Student Life and Engagement, BCCC Alumni Association
and the Student Government Association sponsored a movie night for
Women’s History Month. The movie shown was “Winnie Mandela.”

Chat and Chips for Women’s
History Month

Guests were able to listen to women speakers from the PBS Series “To the
Contrary: the Women Thought Leaders Series” with journalist Bonnie
Erbe, Karine Jean-Pierre, National Spokesperson for MoveOn.Org and
former staff member of President Obama’s Administration.

Educators and Immigrant Youth
Summit

Members of the LatinX UNI2 Club and BCCC staff attended the Youth
Summit at Montgomery Community College to learn and discuss the
factors that are affecting immigrant students pursing higher education.

April 2019

Author Series: Autism and the
Difference it Makes

Author, Dr. Richard Bucher, and wife Pat discussed their family’s journey
and coming to grips with autism.

“Preparate Para Tu Futuro”

The College participated in a college and career readiness information
session hosted by Benjamin Franklin High School, specifically designed
for English as a Second Language community.

International Family Night

This event brought together immigrant and newcomer families from
across the city to celebrate and honor the rich diversity of the school
district. Activities included interactive learning stations, cultural and
student performances, international culinary delights and a community
resource fair. More than 400 families attended.

May 2019

Home is Home

The College held the third symposium on the African and African
Diaspora experience, “Home is Home,” featuring speakers, workshops,
and networking opportunities to increase understanding of and strengthen
the connections between African communities and the African

Diaspora. Although these populations comprise the majority of the staff
and student population of the College, approximately 15.5% of the student
population self-identify as “international,” leading to the need for this
opportunity to build better opportunities for success and understanding of
staff and faculty of African descent.

June 2019

World Refugee Day

The Refugee Youth Project will partner with the Creative Alliance in
celebration of Baltimore’s World Refugee Day. The Refugee Youth
Project will bring refugee students and families to the event, display
student artwork, and recommend student performers. BCCC’s English
Language Services programs for English Language Learners will conduct
outreach at this event to advertise free classes.

Additional Initiatives

Inclusive Language

The intake paperwork throughout the Testing Center and Student Support
and Wellness Services to use inclusive language regarding gender. Safe-
space trainings took place with our office employees this year and we
identify our offices as a Safe Space. Students surveys developed by the
Office of Institutional Research use inclusive language related to gender

Bi-Lingual Wellness Counselor
Hiring

In Student Support and Wellness Services a second counselor was hired.
Being bi-lingual she has conducted therapy in Spanish with students,
presented some wellness workshops in Spanish for the Latin X club and
ESL students, and is currently updating some of our paperwork and flyers
to read in Spanish.

Social Media Campaigns

BCCC has enhanced their social media presence highlighting diversity,
equity, and inclusion by promoting and educating the college community
of significant events and achievements.
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Achieving the Dream

Since 2017, Baltimore City Community College (BCCC) has been a proud member of the Achieving the Dream
Network (ATD), a non-governmental reform movement dedicated to helping community college students realize
greater economic opportunity and achieve their dreams. Through ATD, BCCC is part of an elite network of more
than 200 colleges working to preserve access and assure that their students, especially low-income students and
students of color, achieve their goals for academic success, personal growth, and economic opportunity. ATD
emphasizes building a culture of evidence, in which colleges use data to identify effective practices, improve student
success rates, and close achievement gaps. BCCC is one of six Maryland community colleges in the network. BCCC
receives three visits per year from ATD’s assigned Leadership and Data Coaches which engage faculty and staff
from across the College. BCCC’s ATD Council, with members representing all major College units, meets monthly
and is led by the Vice President for Academic Affairs/Accreditation Liaison Officer and Director of Institutional
Research.

Much of ATD’s work is built around the belief that community colleges demonstrating strength in seven key
dimensions, including “Equity,” will have greater success in implementing action plans for student success.
Therefore, ATD developed the Institutional Capacity & Assessment Tool (ICAT) for ATD network colleges. The
ICAT is an online self-assessment survey designed to help colleges assess their strengths and areas for improvement
in the seven key dimensions encompassed in the Institutional Capacity Framework shown below. ATD defines
equity as “the commitment, capabilities, and experiences of an institution to equitably serve low income students,
students of color, and other at-risk student populations with respect to access, success, and campus climate.”

BCCC’s OIR plans to continue to administer the ICAT annually in the fall.

As discussed in other sections of this report, the College has formed the Cultural Diversity, Equity, and Inclusion
Committee to develop a definition of equity, serve as a formal entity to coordinate equity efforts, and facilitate
conversations with the College community. The BCCC 2018 — 2022 Strategic Plan’s Goal 1, Student Success, is to
“provide equitable access to a learning environment that supports a diverse population of learners and promotes
student goal attainment.

With the new Strategic Plan, the College’s Human Resources Office has renewed its emphasis for professional
development offerings related to diversity, inclusion, and equity which are provided below. Such workshops include
those noted in Chart 1. Through SkillPort, BCCC’s online training tool, the following diversity-related modules are
offered: Bridging the Diversity Gap; Your Role in Workplace Diversity; Facing the Management Challenges of
Difficult Behavior & Diverse Teams; Workplace Management — Global HR, Diversity, & Inclusion; Diversity on
the Job: Diversity & You; Diversity on the Job: The Importance of Diversity & the Changing Workplace;
Understanding Unconscious Bias; Overcoming Your Own Unconscious Bias; Overcoming Unconscious Bias in the
Workplace; Maintaining a Cohesive Multigenerational Workforce; Using Communication Strategies to Bridge
Cultural Divides; and Culture & Its Effect on Communication.

Chart 1: BCCC Professional Development Offerings: Diversity, Equity, and Inclusion

Safe Spaces This workshop will ensure that folks are sensitive to all the nuances in our
culture today as it relates to the Lesbian, Gay, Bisexual, Transgender,
Questioning, Intersex and Asexual (LGBTQIA) community. The workshop will
review best practices in interfacing with the community, and attendees will learn
to better identify and avoid intentional or unintentional speech or actions that
may cause offense.

Stereotypes & Microaggressions This workshop will raise awareness to unintentional or unconscious stereotyping
that we may be doing when interfacing with our peers. The concept of
microaggressions, subtle acts or comments that stereotype others, will be
introduced and discussed. Strategies to avoid microaggressions will also be
reviewed.

Diversity & Inclusion This workshop will stress the importance of being inclusive with people of other
backgrounds in our personal and professional lives, as well as the benefits of
living and working in a diverse community. The concept of bias will be
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discussed, as well as what we can do to avoid bias and be more inclusive with all
of our peers to foster innovative thought and a greater sense of community.

Immigration 101

This workshop will give attendees a better understanding of everything
immigrants go through and endure in making the move to the United States.
Myths are dispelled and facts shared to paint an accurate picture of the trials and
tribulations faced by immigrants in this day and age.

Generational Issues

This workshop examines the different generations that make up our community
and work force. Attendees will learn about the different generations, their unique
needs and wants, and how to best interface with them. Dynamics among the
different generations in our society will be reviewed and discussed.

Diversity on Campus

This workshop is comparable to the Diversity & Inclusion session, but it focus
more on campus life. Attendees will gain a greater understanding and awareness
to the melting pot that is our campus. Diversity as a strength as it pertains to
higher education institutions will be an underlying theme.

Conflict Resolution

This workshop will focus on best practices to resolve conflict and differences in
a civil fashion. Conflict can be a side effect in an environment that has a great
deal of diversity, and this workshop will equip attendees with the skills needed to
ensure that we maintain civility, respect, and dignity in resolving conflict with
our peers.

In terms of recruiting faculty and staff, the Human Resources Office utilized the following websites to attract a
diverse applicant pool: Marylanddiversity.com, Diversityjobs.com, Higher Education Recruitment Consortium
(HERC), Chroniclevitae.com, Higheredjobs.com, Insidehighered.com, Academiccareers.com, The Maryland

Workforce Exchange, and Indeed.com

The gender and ethnic distributions of BCCC’s full-time faculty and staff for fall 2018 are provided in Charts 2 and

3.
Chart 2: BCCC Fall 2018 Full-Time Faculty and Staff Gender and Ethnic Background Counts
Baltimore City Community College
Fall 2018 Full-Time Faculty and Staff: Gender and Ethnic Background / Race
American Native
Indian/ | Hawaiian /
African Native Pacific Other /
Total His panic White | American Asian Alaskan | Islander | Unknown
Faculty
Men 45 0 11 27 6 0 1 0
Women 59 0 13 44 2 0 0 0
Total 104 0 24 71 8 0 1 0
Administrators
Men 25 0 5 18 2 0 0 0
Women 34 1 9 22 1 1 0 0
Total 59 1 14 40 3 1 0 0
Other Professional Staff
Men 43 1 16 24 1 1 0 0
Women 81 2 15 60 4 0 0 0
Total 124 3 31 84 5 1 0 0
Support Staff
Men 36 0 6 29 1 0 0 0
Women 67 0 3 62 1 1 0 0
Total 103 0 9 91 2 1 0 0
All Full-Time Employees 390 4 78 286 18 3 1 0
Source: Fall 2018 BCCC Employee Data System file prepared for MHEC by the Offices of Institutional Research, Human
Resources, and Information Technology Services. BCCC Office of Institutional Research - March 2019
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BCCC College Community

BCCC’s Advancement & Strategic Partnership Division contracted with an external market research firm to conduct
“audience” research related to brand awareness, constituents’ expectations of BCCC, and insights as to how to
communicate more effectively with key audiences. Audiences included students (316), faculty/staff (376), alumni
and friends of BCCC (205), and community members (546). Focus groups were conducted in fall 2018 with high
school students, family members, and workforce candidates. Key findings related to diversity include the following.

e 76% of BCCC students and 57% of community prospects indicated that “a place that welcomes all
backgrounds, encouraging diversity and different points of view” is “very important” to them.

o 78% of BCCC students and 64% of community prospects gave ratings of 4 or 5 on a five-point scale in
terms of BCCC being “a place that welcomes all backgrounds, encouraging diversity and different points of
view.”

o 63% of students and 55% of community prospects gave ratings of 4 or 5 in terms of BCCC being “a
friendly, supportive community where you feel like you fit in.”

Students

In addition to tracking enrollment trends based on ethnic background as provided in Chart 3, the Office of
Institutional Research (OIR) develops and shares grades and retention data based on various student characteristics
including ethnic background, gender, age, Pell status, developmental need, full- or part-time enrollment status, and
distance education status. Many such measures are included in the annual Performance Accountability Report OIR
prepares and submits to MHEC every year.

Chart 3: BCCC Fall 2013 — Fall 2018 Credit Student Enrollment by Ethnic Background

B R # % # % # % # % # % # %

a. Hispanic or Hispanic Multi-race (Excluding White) 112 § 21% | 143 | 27% [ 124 | 2.6% | 116 | 2.6% 103 2.5% | 158 | 3.5%
b. Hispanic-and-White or Hispanic-and-White with Other Races 27 1 05% [ 30 | 0.6% | 31 0.7% | 26 | 0.6% 28 0.7% 32 1 07%
c. White or White Multi-Race (Excluding Hispanic) 512 | 95% | 458 | 87% | 427 | 9.0% | 425 | 9.6% | 347 83% | 366 | 8.1%
d. African American Only 43341 80.7% | 4,297 | 81.6% | 3,779} 80.0% | 3,455 78.4% | 3,314 | 79.1% | 3,628 | 80.2%
e. Asian Only 222 | 41% 180 34% | 210 | 44% | 242 | 55% 244 5.8% 180 | 4.0%
f. American Indian Only 11 1 02% 0 0.0% 9 0.2% 5 0.1% 7 0.2% 9 0.2%
g. Native Hawaiian/Pacific Islander Only 14 1 03% 2 0.0% 6 0.1% 5 0.1% 4 0.1% 2 0.0%
h. Multi-race (Other than with Hispanic or White) 21 | 04% | 33 0.6% | 37 | 08% [ 31 | 0.7% 35 0.8% 33 1 0.7%
i. Other/Unknown 118 | 22% 126 2.4% 103 § 2.2% 104 | 2.4% 106 2.5% 115 | 2.5%

Total 5,371 {100.0% | 5,269 | 100.0% | 4,726 | 100.0% | 4,409 {100.0%| 4,188 } 100.0% | 4,523 {100.0%

Source: BCCC fall Enrollment Information System (EIS) files prepared for the Maryland Higher Education Commission annually in November, in accordance with State
guidelines. Students are categorized by Hispanic/Hispanic-multi-race first, White/White-multi-race second, other multi-race third, and all other races.
BCCC Office of Institutional Research - January 2019

OIR administers the Community College Survey of Student Engagement (CCSSE) to on-campus credit
students, in class, every two years in the spring semester, most recently in spring 2018 (410 respondents).

Characteristics of the respondents include the following.
o 26.2% indicated that English is not their native (first) language.
e 88.8% indicated that they would recommend BCCC to a friend or family member.
e 15.5% indicated that they are an international student or non-resident alien.
®  66.9% indicated that they are “Black or African American,”2.8% indicated they are “Hispanic or
Latino,” 6.8% indicated they are “Asian,” 7.8% indicated they are “White,” 5.6% indicated two
or more races; and 10.2% indicated other or unknown.
Results related to diversity, equity, and inclusion include the following.
o 77.3% of respondents indicated that BCCC emphasized “encouraging contact among students
from different economic, social, and racial or ethnic backgrounds™ quite a bit or very much.
e 87.9% indicated that they strongly agree or agree that “I feel welcome and respected at BCCC.”
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o 77.5% indicated that they strongly agree or agree that “I have good relationships with others at
BCCC.”

Future Initiatives

e By October 2019, administer the Intercultural Development Inventory (IDI) to all committee

members —
O as atool to understand best our starting point individually and on a continuum of cultural
competence

o The Maryland Equity & Inclusion Leadership Program (MEILP) is now accepting applications for the
2020 class. Members of the DEI committee will be strongly encouraged to participate in this excellent
training opportunity. Applications must be submitted by September 27, 2019

e Make a commitment to send our committee members, particularly faculty, and the Curriculum
Development Committee (also CDC) to the annual AACC Diversity Institute, which addresses
multicultural curriculum development. This year it will be held on May 2020.

o The committee will immediately develop a joint subcommittee between both BCCC and CDC to
work together to explore best practices in multicultural curriculum development, similar to efforts at
UMCP and AACC (Curriculum Transformation Project). Include a questionnaire similar to the
AACC CTP, which encourages faculty to re/design their curricula with inclusion, diversity, and
equity in mind.

e Consider options, including grant opportunities, to perform a comprehensive climate survey.

e By April 2020, have a member of Human Resources trained on and certified in administering the IDI
assessment.

e By August 2019, develop regular trainings by HR on:

0 Reduced bias interviewing techniques for hiring committees
0 Nonverbal and verbal cross-cultural communication

e By October 2019, HR will examine the progress of candidates from under-represented groups
through the hiring process.

e Beginning in July 2019, prioritize adequate staffing for areas that serve under-represented and special
populations

Diversity Grants of Interest by the DEI Committee
2019-2020 Diversity and Inclusiveness Funding

The American Philosophical Association, in keeping with its mission and goals and the association’s longstanding
commitment to addressing philosophy’s serious lack of demographic diversity, will make available up to $20,000 in
fiscal year 2020 to fund projects aiming to increase the presence and participation of women, racial and ethnic
minorities, LGBTQ+ people, people with disabilities, people of low socioeconomic status, and other
underrepresented groups at all levels of philosophy. The APA board of officers strongly prefers proposals that
convincingly demonstrate their potential to decisively impact diversity and inclusion within philosophy. All APA
members are invited to submit proposals.

The APA strongly prefers proposals totaling approximately $10,000 or $20,000, as the board of
the association anticipates funding either one $20,000 project or two $10,000 projects. The board encourages
applicants who submit proposals for $20,000 projects to include an alternate project description and budget at the
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$10,000 level. Although the APA normally funds projects for only one year at a time, it welcomes applications for
renewal funding in subsequent years.

The board of officers will review proposals and make funding decisions in November 2019. Projects should
commence no earlier than January 1, 2020. The APA will disburse grant funds by June 30, 2020.

Disability Inclusion Initiative

The Disability Inclusion Initiative was established in 2000 to support individuals with disabilities as they strive to
achieve independence, community integration and a better quality of life. The Foundation believes that persons with
disabilities have the right to be included in the broader community and the right to opportunities that promote their
participation in it.

The Foundation’s strategy for supporting individuals with disabilities involved four approaches:

e Improving the distribution of assistive technology devices and/or the availability of related training and
support services

e Increasing opportunities for participation in sports, recreation and the arts

e Improving services to under-served populations such as the elderly, youth in transition, and social and
linguistic minorities.

e Employing a systemic approach to overcoming barriers to inclusion

Since the inception of the Initiative, 160 grants totaling about $3.9 million have been made, benefitting 62
organizations.

Hate-based Crime Prevention at BCCC
Protected Classes

In accordance with The Federal Bureau of Investigation (FBI), a hate crime is a criminal offense against a person or
property motivated in whole or in part by an offender’s bias against a race, religion, disability, ethnic origin or
sexual orientation. (In addition to those mentioned above, other categories or identities may be protected depending
on where the crime took place; local and state laws may vary and a federal offense may have been committed).

Baltimore City Community College (BCCC) is committed to creating and maintaining a welcoming and inclusive
campus community. Every individual is valued and should feel welcomed and included as a member of this
community. The Panther CARE Team serves to make sure ALL people at BCCC feel safe to be themselves.

BCCC also strives to provide an educational, working and living environment that welcomes and respects all people.
All of us are expected to commit to maintaining a safe, respectful, inclusive, civil and welcoming environment. Acts
that go against the core values of the institution destroy the sense of community we all share. Additionally, acts of

intolerance do untold and unjust harm to the well-being, dignity and safety of those who are the victims of such acts.

How to Report a Bias Incident

The Panther CARE Team receives and responds to reports of bias incidents that have been experienced or
witnessed. Reports will be reviewed in a timely manner. All emergencies should be directed to Public Safety or call
911.

When reporting an incident, the individual has the option of reporting it as "information only" or "request for follow
up." Information only reports are intended to give the Panther CARE Team information on the individuals
experience at BCCC. These reports help the Panther CARE Team keep a pulse on the campus climate. Things to
report as information only would include hearing insensitive remarks or language not directed at an individual,
noticing certain trends of bias that have not targeted a specific individual, etc.
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Reports can be filed anonymously. However, if the report is filed anonymously it may limit the response the
Panther CARE Team can have. Every effort will be made to keep your report confidential. However, the members
of Panther CARE, as administrative agents in an educational institution, adhere to the laws and standards governing
the disclosure of information to third parties both within and external to the College.
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Carroll Community College
Cultural Diversity Annual Report
Submitted to the Maryland Higher Education Commission
September 1, 2019

Building on the strong foundation established in previous years, diversity, equity, and inclusion
remain important priorities for the institution. This report outlines the ways that diversity and
inclusion efforts have been systematically and purposefully woven into the student experience,
faculty and staff training, programming, and institutional planning and assessment over the past
year.

Section One: Summary of the Institution's plan to improve cultural diversity

Goals

Carroll Community College maintains a goal to "foster campus and civic engagement and a
sense of belonging, by providing a safe learning environment that models respect, acceptance,
inclusion, and empathy towards diverse ways of thinking and being." To that end, efforts
supporting diversity, equity and inclusion are embedded in College goals and in planning and
activities at all levels and across departments and divisions.

The Diversity, Inclusion and Equity Action Plan, adopted in 2018, guides the College's related
work. Tasks listed in the Action Plan support priorities outlined in the College's Compass 2020
Strategic Plan, specifically those related to Student Achievement, Enrollment Development and
Advancing (Employee) Excellence. The Action Plan is reviewed and updated annually by the
Diversity and Inclusion Committee.

Diversity and inclusion are components of the College's General Education goals and
requirements, with numerous courses incorporating skills and activities to help students "identify
their roles as global citizens in a multicultural country and world." Further, a select number of
these courses carry a diversity designation, indicating that a significant portion of the class
covers one or more of the following themes or topics:

- Differences across nations and world cultures, especially those outside the Western
tradition;

- The study of one or more groups that has been historically marginalized on the basis
of culture, race, ethnicity, gender, sexual orientation, class, disability, religion, age,
immigration, or geopolitical power;

- Intellectual movements that address diversity and systems of injustice.

Revised General Education graduation requirements, approved by the General Education
Committee for implementation in FY2020 increased the number of designated diversity courses
Associate of Arts students must complete at Carroll from one to two.
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Moving forward, "prepar(ing) students for diverse work environments and a dynamic, connected
global community" is one of the President's five strategic priorities, outlined in Compass 2025
and approved in March 2019 by the Board of Trustees. This priority will guide resource
allocation and decision making for the next five years.

Activities supporting students and employees, as well as ongoing assessment of the effectiveness
of those activities, will continue to be a priority across the institution.

Areas of emphasis

The one-year Carroll Promise Scholarship was instituted as a bridge until the launch of the
Maryland Promise Scholarship in Fall 2019. This financial support served 96 students during the
year.

To better support under-prepared and under-resourced students, Carroll restructured its
transitional English Composition and Mathematics sequences utilizing evidence-based practices.

Professional development for select faculty and staff was a significant focus this year. As a core
group of employees develop their skills and proficiency, programming will expand.

Strategies for implementation

The Diversity and Inclusion Committee is a recommending body to the President and Executive
Team as well as a working committee. The group is further supported by the Associate Vice
President of Curriculum and Assessment and the Chief Communications Officer, who serve as
direct liaisons to the Executive Team.

The charge of the Diversity and Inclusion Committee is to:

- Serve as an advisory body, making recommendations to the College regarding the
promotion of diversity and inclusion;

- Facilitate acceptance, inclusion, and empathy by promoting social justice and diverse
ways of thinking and being in all college activities;

- Address issues related, but not limited to, race, ethnicity, culture, age, gender, sexual
orientation, gender identity, ability, national origin, veteran status, socioeconomic class,
religion, and professional status;

- Coordinate educational resources and opportunities that foster global and diversity
awareness for students, faculty, staff, and the community.

Committee membership has evolved to ensure representation across academic disciplines as well
as from key functional units and committees on campus, such as Student Life, Human
Resources, and Marketing, and the General Education and Instructional Quality committees. As
a result of the committee’s broad representation, members' daily work can seamlessly support
initiatives related to diversity and inclusion.



Since June 2017, a .2 FTE faculty Coordinator of Diversity Initiatives has helped to guide the
implementation of the College’s plan for cultural diversity among faculty. This coordinator also
serves as co-chair of the Diversity and Inclusion Committee in collaboration with the Director of
Student Life.

During FY2019, the Diversity and Inclusion Committee structure was revamped to include a
Steering Team comprised of members from key areas including Student Affairs, Human
Resources, Administration, and faculty. This smaller group is more nimble than the full
committee and their specialized expertise has been key in guiding and advancing specific
requests and needs.

The Diversity and Inclusion Committee continues to leverage available resources, including
summer stipends for faculty research and project development; Student Life mini-grants to
support curricular programming; and professional development and committee funds to support
attendance at conferences. In recent years, two faculty have undertaken diversity-related
promotion projects. Tapping into resources and structures beyond those specifically earmarked
for diversity activities helps subsidize efforts, while also integrating this work in a variety of
ways across the institution.

Evaluation

The College monitors the racial and ethnic diversity of its students and employees, and the
academic progress of its students by racial/ethnic groups, through the following regular reports:

- Annual Performance Accountability Report to the Maryland Higher Education
Commission

- Minority Achievement Progress Report to the Maryland Higher Education Commission
(every 3 years)

- Credit Student Enrollment Diversity Report (internal Institutional Research report)

- Student Satisfaction survey, including questions related to campus climate as it pertains
to diversity (administered every two years)

- Employee Satisfaction survey, including questions related to campus climate as it
pertains to diversity (administered every two years)

The Student Satisfaction survey was revised with input from an ad hoc group from the Diversity
and Inclusion Committee in 2019 to better capture student responses related to diversity and
inclusion questions, along with demographic information for respondents. Analysis of this data is
underway and results will be shared with campus leadership and the Diversity and Inclusion
Committee during the coming months.

The in-house Employee Satisfaction survey was not administered this year; rather, Modern
Think’s "Great Colleges to Work For" was used. This nationally-normed survey will provide
information on how the College compares to other institutions with regard to general workplace
climate.
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The Office of Planning, Marketing, and Assessment regularly provides relevant data to the
Diversity and Inclusion Committee as well as campus governing bodies; data are used to
evaluate success and identify areas for improvement. A schedule for data presentations to the
Diversity and Inclusion Committee has been established and will be fully implemented during
FY2020.

Achievements

Increased access and acceleration have been hallmarks of recent efforts. Financial support,
curricular and policy changes that support and enable student progress, as well as a
comprehensive student support system have all been implemented. Ongoing professional
development for committee members and other key faculty and staff has served to advance
understanding of best practices and other related issues.

Areas for improvement/Ongoing opportunities

Student participation in the committee's work has been sporadic and uneven; further efforts will
be made in the coming year to include regular student input.

Research into best practices has been applied somewhat inconsistently when planning and
evaluating curricular and co-curricular activities; in the coming year, this will be systematized to
ensure uniformity and to allow for better tracking of learning outcomes.

Professional development will be expanded to include all full-time employees, as well as the
Board of Trustees.

Section Two: Efforts to increase numerical representation of traditionally
underrepresented groups

Carroll Community College remains committed to the enrollment and success of traditionally
underrepresented student populations. The College prioritizes recruitment and hiring practices
with the potential to increase the diversity of candidate pools.

Students

As reported on the 2019 Performance Accountability Report (line 10c), in July 2017, 9.6% of the
population in the service area was comprised of people of color. During Fall 2018, students of
color made up 14.4% of credit enrollment (line 10a). During that same period, 15.2% of non-
credit enrollment was comprised of students of color (line 10b).

The Carroll Promise Scholarship was a one-year scholarship put in place until the launch of the
Maryland Promise Scholarship. This last-dollar scholarship, funded by the Carroll Community
College Foundation, supported 96 students during Fall 2018; 75 continued their full-time studies
during Spring 2019. Of the participating students, 12.5% were Pell-grant eligible.
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In Fall 2018, Carroll adopted the co-requisite Accelerated Learning Program (ALP) model for
transitional coursework in English composition. Students who would have previously placed into
Carroll’s transitional Integrated Reading and Writing 2 course now have the option to
concurrently enroll in ENGL-101 (College Writing I) along with a supporting ENG-ALP section.
The ALP section allows faculty to provide individualized curricular and non-cognitive support to
a small cohort of learners.

The College also restructured its sequencing of mathematics courses to provide students with
appropriate accelerated pathways for transitional and credit-bearing mathematics coursework.
These pathways integrate math skills relevant to specific programs of study and scaffold
transitional and credit-level courses appropriate to the discipline. A new transitional course,
MAT-095, was rolled out in Fall 2018 as the pre-requisite to General Education mathematics
courses taken by students in Arts and Humanities, Education, and Social Sciences. The MAT-
095 course combines necessary skills from two existing transitional courses, thus moving
students into credit-bearing math courses more efficiently.

The long-term impact of these curricular changes to transitional studies at Carroll will be a
principle focus during FY2020 as students progress into credit-bearing courses.

Placement based on GPA began in Spring 2019; data on this change will be collected and
analyzed during FY2020.

Dual enrollment at high schools is an important initiative to promote access to all students in the
County; Carroll County Public Schools have been active partners in the launch of this initiative.
National research shows that students who were dually enrolled in high school are more likely to
attend and complete college, to view themselves as college-ready and have the ability to save
thousands of dollars on college tuition. In addition, research shows that academic outcomes
improve for dually enrolled students who are non-native English speakers and students from
underrepresented ethnic and economic backgrounds. During FY2019, eight classes were offered
at three area high schools, removing the transportation barrier and minimizing the financial
barriers that exist for many students. The program will expand in FY2020 to include three
additional high school locations for English and mathematics courses. To date, 29 of the 132
students (22%) registered for Fall 2019 classes are Free and Reduced meal-eligible students.

The One Step Away program, funded by MHEC, is intended to identify, re-engage, re-enroll,
and graduate near-completers who have stopped out. The College used funding to offer full
tuition scholarships, resulting in 19 graduates during FY2019. The vast majority of those
graduates (68%) were non-traditional aged.

A comprehensive student support system was piloted in Fall 2018 and fully implemented in
Spring 2019. During the initial phase, all students identified as at-risk were targeted for support;
going forward, first generation, transitional mathematics students, veterans and pre-health
students will be supported through specific interventions.



Administrative Staff and Faculty

As reported on the 2019 Performance Accountability Report (line 11), the percentage of full-time
faculty of color closely mirrors the local population (9.2% and 9.6% respectively). After four
years of decline, the percentage of minority full-time administration and professional staff (line
12) increased from 7.1% in Fall 2017 to 8.0% in Fall 2018.

The College continues to strive toward best practices with regard to recruiting and hiring. Job
descriptions have been updated to be more gender neutral and a diversity statement has been
added to each job description. Positions are posted nationwide and video (Skype) interviews are
conducted to reach a larger demographic area. Targeted advertising is utilized when requested in
places such as Diverse Jobs in HigherEd. In addition, the College actively seeks diverse
candidates with email advertising via HigherEd jobs.

Search committees provide diversity and independent advice to the hiring supervisor.
Committee members are drawn from across the campus and can be full- or part-time employees;
a student is included when possible. All search committee members receive training on implicit
bias as it relates to the hiring process.

Areas for improvement/Ongoing opportunities

The initial interest in the Promise Scholarship, dual enrollment and the One Step Away program
shows promise in supporting students from traditionally underrepresented groups. Data from the
initiatives launched during FY2019 will continue to be analyzed and adjustments to programs
and supports will be made accordingly.

Section Three: Efforts to create positive interactions and cultural awareness among
students, faculty and staff

The Diversity and Inclusion Committee coordinates and leads many of the related activities for
students, faculty and staff. Topics and events are selected based on student interest as well as
current and historically significant events.

Additional initiatives, while supported by members of the committee, fall under the purview of
other departments. One example is the campus wide Chosen Name Committee, comprised of
staff from the Office of the Registrar, Institutional Research and Information Technology. Over
the past two years, the group has met to review best practices and build systems to support all
students, specifically those who are gender non-conforming. As a result, students and employees
are able to opt to use a chosen name and pronoun as they on-board, as well as on-demand at a
later date. Chosen names appear on student/employee IDs; names and pronouns are used on class
rosters and in systems used on campus by the advising, business and registration offices. Carroll
has served as a leader in the State with regard to this initiative and has advised other colleges on
how to build their own systems.



Faculty/staff training

The importance of ongoing professional development for faculty and staff, particularly with
regard to cultural competence and intercultural teaching and learning, is well-documented; this
was also identified as an area for improvement in the FY2017 annual report and steady progress
has been made since.

This past year, the College transitioned to Safe Colleges online training platform. All new hires
are assigned mandatory Diversity Awareness training; current employees may also take complete
the training.

Faculty and staff training during FY2019 was focused in two areas: developing Diversity and
Inclusion Committee members' cultural proficiency skills and the launch of the Intercultural
Teaching and Learning Fellows Program.

Diversity and Inclusion Committee members have identified a need to develop their own skills
and proficiency around diversity-related topics; in support of this, time during each meeting was
dedicated to a learning activity. Committee members are also encouraged to attend diversity-
related programming as a means to develop both personal understanding as well as a sense of
community at events. Additionally, the group committed to a common reading for Summer
2019; that will serve as a springboard for a Fall 2019 professional development session. For
FY2020, the committee meeting schedule has been reformatted to alternate business meetings
and professional development sessions.

The Intercultural Teaching and Learning Fellows Program launched in Fall 2018. This program
supports professional development of faculty and Student Affairs staff using a learning
community model; participants attend relevant local conferences followed by on-campus
debriefing sessions. The design of the program has kept expenditures low while allowing
participants to learn at a level that is most appropriate for them. The inaugural cohort included
representation from five academic departments and two Student Affairs offices. During the year,
the nine members participated in 49 off-campus training days; on-campus follow-up sessions
provided opportunities for Fellows to consider how new ideas could be implemented on campus.

Feedback and data from the inaugural cohort are being analyzed and will be shared with the
Diversity and Inclusion and Instructional Quality (professional development) Committees as well
as the Executive Team. Eight of the nine Fellows have requested the opportunity to continue in
the program for a second year; they will participate through individual projects and activities in
their respective departments, along with monthly meetings and attendance at key professional
development events. The second cohort, comprised of six faculty and Student Affairs staff, will
begin the program in August 2019.

Fellows' activities resulted in an increased network of local resources as well as potential
presenters; several have been invited to present on campus for students, faculty, and staff. This
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has enabled the College to keep current with training topics while advancing the campus' work
and learning.

While the Diversity and Inclusion Committee and Intercultural Teaching and Learning Fellows
are engaged in targeted, sustained learning around diversity-related topics, professional
development for all faculty and staff remains a fundamental institutional goal. On a regular basis,
conferences and activities of interest are shared via a weekly faculty and staff e-newsletter as
well as to the faculty professional development Facebook group. In addition, several professional
development sessions for faculty at-large were offered in support of related initiatives: 14 faculty
attended "Developing and Assessing Diversity-Designated General Education Courses" and nine
participated in a two-day Summer Institute workshop on "Designing for Diversity." The
Diversity and Inclusion Committee also created and distributed a 2019 summer reading
recommendation list.

Curricular initiatives

The College’s recent review and revision of its General Education requirements and learning
goals involved significant conversation around topics of diversity. During the course of the
review, both criteria and assessment for diversity-designated courses were redefined; all current
diversity courses were reviewed and a subset was reaffirmed. Professional development will
continue to support the development, delivery, and assessment of diversity-designated courses.

The College Library continues to be an important partner in efforts related to diversity, equity,
and inclusion, providing displays for various events and celebrations and acquiring relevant
resources.

The non-credit Adult Education program serves a diverse population through its English for
Speakers of other Languages (ESOL) and GED Preparation programs. Classes are available at no
cost through grant funds provided by Carroll County Government and the Maryland Department
of Labor. The program is part of a county referral network that ensures that the needs of
underserved and hard-to-reach populations are met; partners include the Business and
Educational Resource Center, Division of Rehabilitative Services, Human Services Programs
and the Carroll County Department of Social Services. Further, the program's Career Navigator
provides guidance and information to ESOL and GED students, connecting them with resources,
career training, and degree opportunities.

The non-credit personal enrichment area continues to expand its programming to support the
College’s diversity initiatives. Examples of courses include: international cooking, history, and
world view classes. Based on student feedback, future offerings will be expanded.
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Co-curricular programming

An ongoing goal is to provide programming that moves beyond basic celebrations and passive
activities to allow students to authentically engage topics of power, privilege and difference.
Partnerships between the Diversity and Inclusion Committee and faculty have proven to be
central to this work; efforts continue to tie learning activities to course goals, reinforcing and
extending what students are learning while ensuring the events are well-attended.

Field trips, film screenings and panel discussions on topics related to current events, identity,
relationships, mental health, and disabilities were held throughout the year. Including students,
employees and outside experts on panels provided opportunities for a variety of perspectives to
be shared.

A highlight during the spring semester was Factuality, a "facilitated dialogue, crash course,
and board game, all in one, that simulates real life experiences in America. It is played with a
rich group of diverse characters that encounter a series of fact-based advantages and limitations
based on the intersection of their race, gender, sexual orientation, faith, and class."
Approximately 60 students and 10 employees participated. The response was overwhelmingly
positive and this program will be offered as a required training in Fall 2019 for all full-time
employees; an additional student session has also been added.

Clubs are an important way for students to develop a sense of belonging while also exploring
leadership and other social roles. The Queer-Straight Alliance, German, and African Culture
Clubs were all active during FY2019; several Diversity and Inclusion Committee members serve
as club advisors. There has been some interest in starting a Latinx Club as well as a Black
Student Union; there is strong support for these student-led initiatives.

The Carroll Food Locker Program supports current students, faculty and staff with groceries,
hygiene products, school supplies, and holiday meals and gifts. During FY2019, 135 clients and
442 family members were served; this marked an increase both in clients (27%) and the number
of family members (40%).

Areas for improvement/Ongoing opportunities

Over the past two years, the Diversity and Inclusion Committee has researched best practices
related to student programming; this ongoing learning will continue and expand in order to make
activities both meaningful and accessible. In FY2020, methods of capturing data and outcomes
related to activities will be researched and piloted.

Learning opportunities for the Diversity and Inclusion Committee and Intercultural Teaching and
Learning Fellows will continue; plans are also underway to extend offerings to others on
campus. To that end, a session on implicit bias is scheduled for early September; members of the
College's Executive Team will attend. Further training will be held for all full-time employees
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with an invited presenter who will lead the Factuality simulation during Fall 2019; follow-up
sessions will be planned and supported by the Diversity and Inclusion Committee.

Conclusion

As noted in this report, initiatives include curriculum revision, data analysis, expanded faculty
and staff training, and community programming. During the past year, efforts related to
diversity, equity, and inclusion were woven mindfully and systematically into the fabric of
Carroll Community College.
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Appendix I
Statement on the campus process for reporting of hate-based crimes

Visitors and guests of Carroll Community College, including students, employees and others
who enter the campus, are encouraged to contact Campus Police at 410-386-8123, or internally
at extension 8123. Carroll’s Campus Police will respond to any report of a crime, including hate-
bias incidents, and will fully investigate and report on the allegations and investigation. If a
crime is associated with a hate-bias incident, such as a destruction of property, the crime will
also be reported in the College’s Annual Security Report (Clery Report). Campus Police takes
every opportunity to instruct students and employees how and when to use 8123, and ensure that
the number is posted in every classroom, lab and office.

Campus security authorities (CSAs) must disclose statistics for offenses that occur on campus, in
or on non-campus buildings or property owned or controlled by our College, and public property
within or immediately adjacent to our campus and related to the following three categories:

1. Murder/non-negligent manslaughter, negligent manslaughter, sex offenses (rape,
fondling, incest, statutory rape), robbery, aggravated assault, burglary, motor vehicle
theft, arson, domestic violence, dating violence, and stalking.

2. Any bias-related (hate) crimes related to the above listed crimes but also including
larceny-theft, simple assault, intimidation, or destruction of property/vandalism. *Hate
Crime is defined as a crime that manifests evidence that the perpetrator intentionally
selected the victim because of the victim’s actual or perceived race, gender, religion,
sexual orientation, ethnicity, or disability.

3. Any arrests or referrals for weapons violations, drug violations or alcohol violations.

Employees in these current functions are notified by the Campus Police that they are federally
mandated to report crimes and are provided with Report Forms with instructions for
documentation. CSAs are also instructed as to why a student may be more inclined to report
crime to them and the specific crimes they are required to report.

During FY2019, there were no reported hate-based crimes at Carroll Community College.
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Maryland Higher Education Commission (MHEC)
2019 Cultural Diversity Plan
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1. Introduction

Cecil College is an inclusive, open-access college committed to academic excellence and service to the
greater region. The College provides a supportive learning environment to a diverse body of students as
they build the skills and knowledge to achieve academic success, prepare to transfer, and enter the
workforce. Further, Cecil College fosters intellectual, professional, and personal development through
lifelong learning opportunities, the arts, and community engagement.

Cecil College recognizes that a diverse and inclusive campus community promotes learning, respect,
and excellence. As such, the College has adopted and takes pride in the following institutional values:

» Collaboration: We foster a cooperative environment that is collegial, seeks consensus, and builds
on the strength of each individual within the College and the community.

» Compassion: We show care and concern for our students, our community, and each other.
> Diversity: We embrace diversity, honor shared governance, and foster inclusiveness.

> Excellence: We seek excellence in all facets of our academic enterprise and operations as we
serve the College and community.

» Innovation: We boldly pursue the most innovative learning environment for our students and
community.

> Integrity: We demonstrate honesty and respect at all times and act ethically in all matters.

» Stewardship: We honor public trust by being principled stewards of the human, fiscal, and
physical resources of the institution.

The Cultural Diversity Plan (CDP) is designed to promote and support these institutional values.
Since 2012, the plans have been intentionally aligned with the Maryland State statutory provision
§11-406 of the Education Article and the College’s strategic priorities. The CDP is annually
reviewed and assessed by an internal college-wide committee, the College’s Multicultural Student
Services Advisory Board, and the College’s Board of Trustees prior to submission to the Maryland
Higher Education Commission (MHEC).

II. Institutional Plan to Improve Cultural Diversity

The Cecil College 2015-2020 Strategic Plan focuses on student academic achievement and completion,
fostering a dynamic learning environment, stimulating resource development that prompts student
success, and expanding community alliances. In this plan the College articulates goals designed to
strengthen diversity and inclusion on campus, including increasing college access and success,
formalizing professional development opportunities that enrich faculty and staff understanding, and
generating growth in all foundation and fund development activities to support students and strategic
initiatives. This report summarizes the progress and accomplishments made over the past academic year
and outlines plan for improvement.
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III.  Efforts to Increase Numerical Representation of Traditionally Underrepresented
Groups

Student Recruitment
The College has implemented several projects/initiatives to recruit traditionally underrepresented
students. As Table 1 illustrates, Cecil’s total student credit enrollment decreased from 2,551 students in

2014 to 2,391 in 2018; at the same time, the enrollment of nonwhite students increased from 20.3% in
2014 to 23.3% in 2018.

This progress can be attributed to an increase in outreach activities by the College team. The Financial
Aid staff presents workshops in English and Spanish for families and prospective students to help them
apply for aid. These events are offered at the high schools as well as at the county’s libraries. The
Admissions staff has a full calendar of events and programs including: attending College and Career
Expos; hosting annual High School Tour Days and Campus Open Houses; organizing campus tours and
activities for youth groups such as the Harford County & Cecil County Boys and Girls Club and the
Lighthouse Youth Center; and attending numerous community events in Maryland, Delaware and
Pennsylvania. The Coordinator for Student Diversity and Inclusion also provides outreach to
prospective minority students by hosting Multicultural Meet and Greets; organizing an annual
multicultural recruitment day called “Highlight You;” providing workshops to high school AVID
programs (Advancement Via Individual Determination); and attending meetings held by the National
Association for the Advancement of Colored People, local churches, veterans’ groups, and special
interest organizations such as the Maryland Tri-County Chapter of Federally Employed Women.

Table 1: Credit Student Enrollment (as of 20% Census Date)

2014 | 2015 2016 2017 2018
American Indian or Alaska Native 13 12 6 8 7
Asian 32 36 28 29 35
Black or African American 225 241 274 240 201
Hispanics of any race 132 138 163 153 148
Native Hawaiian or Other Pacific Islander | 2 0 3 3 3
Nonresident Alien 14 14 16 13 11
Race and Ethnicity unknown 34 29 25 32 30
Two or more races 65 85 101 110 121
White 2034 | 2036 1996 1880 1835
Grand Total 2551 | 2591 2612 2468 2391
% of nonwhite students 20.3% | 21.4% | 23.6% | 23.8% | 23.3%

Student Retention
While progress has been made with minority student enrollment, retention rates for the first-time, full-
time cohorts of nonwhite students have declined since 2015 as illustrated in Table 2.
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Table 2: First-Time Full-Time Degree Seeking Retention Rate (Associates and Certificates)

2015 2016 2017
Ret Ret Ret

Ret Cohort | Rate Ret Cohort | Rate Ret Cohort | Rate
American Indian or
Alaska Native 0 0 - 0 0 - 0 0 -
Asian 1 3 33.3% | 1 2 50.0% | 3 3 100%
Black or African
American 34 51 66.7% | 20 41 48.8% | 9 20 45.0%
Hispanics of any
race 9 14 64.3% | 15 25 60.0% | 16 27 59.3%
Native Hawaiian or
Other Pacific
Islander 0 0 - 2 2 - 0 1 -
Nonresident Alien | 2 2 100% |1 7 14.3% | 1 4 25.0%
Two or more races | 10 17 58.8% | 9 14 64.3% | 11 20 55.0%
White 138 233 59.2% | 124 206 60.2% | 118 179 65.9%
Chose Not to
Indicate 0 2 0.0% |0 2 0.0% 1 1 100%

60.2 57.5 62.4

Grand Total 194 322 % 172 299 % 159 255 %

The College is making continuous efforts to engage and retain minority students. These programs and
activities include new student orientation, multicultural student welcome reception, academic success
seminars, time management workshops, study tips, and test-taking sessions. Some of these workshops
are for all students while others focused on underrepresented students specifically.

Advisors and faculty also participate in the College’s academic monitoring program, an early alert
system designed to identify students failing or at risk for failure. Faculty members completed reports
three times during each semester and identified contributing factors related to a student's poor
performance. Advisors contacted students for follow-up. In 2018-29, advisors sent out over 1,500
letters and made over 1,500 phone calls to students who were identified through the academic
monitoring process.

The Student Life staff offers numerous activities to promote campus engagement. Some of the activities
and programs include Hispanic Heritage Celebrations, African American History Month activities,
Native American Heritage Celebrations, Black Minds Matter series, Dr. Martin Luther King Day
Observance, Minority Student Employability and Completion Workshops, Skills Building for Writing
and Math; Cecil County NAACP Minority Scholarship Night, NAACP Black Expressions Throughout
the Generation program, Alpha Phi Alpha Fraternity Scholarship Banquet, and attendance at the
Maryland Male Students of Color Conference. Additionally, two cultural student organizations were
active throughout the year: the Multicultural Student Union and CIAO — Cecil’s International Affinity
Organization.
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Targeted Intervention provided to Maryland Higher Education Committee on Performance
Accountability Report

The College continues to offer the mentoring program, “Male Students of Color,” which was launched
in 2017 in response to gaps in persistence and completion rates of African American students. In
academic year 2018-19, the program had 7 faculty/staff mentors and 9 student participants. Each
semester new students were invited by email and text to participate in the program. The group met
monthly for lunch to discuss academic progress and other topics of interest. In addition to ongoing
meetings, the students were invited to attend the annual Maryland “Male Students of Color Summit” and
to academic and study skills building workshops facilitated by academic advisors. Student participants
reported that the program was beneficial to them; nonetheless, College Life staff members were
concerned that the program was not reaching enough students.

Consequently, to reach additional students the College launched a one-on-one peer mentoring program
for underrepresented students beginning August 2019. The Coordinator of Student Diversity and
Inclusion serves as the lead for planning and implementing the mentoring program in collaboration with
representatives from Athletics, Advising, Registration, Financial Aid, Writing Center, Math Lab, and
Faculty Senate.

Students invited to participate as mentees include new students of color as well as returning students of
color who are on academic warning or probation. Students are identified by reports provided by the
Office of Institutional Research and are then sent a personalized email inviting them to participate.
Interested students are matched with a student mentor who has earned at least 12 credits and has a 2.5
GPA. Mentors are selected based on a formal application process including a personal interview with
the Director of College Life and the Coordinator of Student Diversity and Inclusion. Mentors are
compensated for their time through the Federal Work Study program, if they qualify, or the College’s
operational budget if they do not.

The mentees attend programs and events that focus on the following four topics: navigating campus
departments and asking questions, getting acquainted with technology, academic student success, and
campus engagement. Additionally, they meet with their mentors on a weekly basis for structured
discussion around the activities.

College staff anticipate that it will be challenging to recruit students and to retain them in the mentoring
program similar to the challenges with the “Male Students of Color” program. The metrics used to
monitor the program will be student grade point average, persistence rates from fall to spring, and
participation in mentoring appointments. At the beginning of the spring 2020 semester, participation
and outcomes will be evaluated, and the College may consider mandating participation in the mentoring
program for students who on are on academic warning or probation.

Employees

The College has made efforts to recruit and retain a more diverse faculty and staff. Human Resources
posts all positions to the diversity packages offered through Higher Ed Jobs and the Chronicle of Higher
Education, reaching more than 10 websites designed for recruiting traditionally underrepresented
professionals. Members of search committees are selected so that the composition is diverse.



Tables 2-4 (below) show the ethnicity of all full-time employees for the past three years by employment
type. The percentage of nonwhite professional staff has increased from 11% to 15.5% and the
percentage of nonwhite faculty members has increased from 15.5% to 17.3%. In 2019, the College
discontinued a contract with an external company for facilities services and hired its own facilities staff
members. As a result, there was a significant increase in the number of classified staff members hired in
2019. These hires were primarily custodians, groundskeepers, and maintenance workers. The decrease
in nonwhites represented in these positions caused the grand total minority percentage to stay flat over
the past three years.

Table 2: Employee Classifications by Ethnicity - 2019

. . Administrative|Classified Grand o
2019 Ethnicity Professional  |Staff Faculty Total % of Total
American Indian or
Alaska Native 0 0 0 0 0.0%
Asian 0 1 1 2 1.1%
Black or African
American P 2 > 16 8.5%
Hispanics of any race |4 1 3 8 4.3%
White 71 48 43 162 86.2%
Grand Total 84 52 52 188
YRR
Minority % by 15.5% 7.7% 17.3% 13.8%
Category
Table 3: Employee Classifications by Ethnicity - 2018
2018 Ethnicit Eabmtninhie dosaiicil g Grand Total|% of Total
y Professional [Staff y °
American Indian or
Alaska Native 0 0 0 0 0.0%
Asian 0 1 1 2 1.2%
Black or African
American 7 2 > 14 8.2%
Hispanics of any race |4 1 3 8 4.7%
White 75 26 46 147 86.0%
Grand Total 86 30 55 171
o
Minority % by 12.8% 13.3% 16.4% 14.0%
Category
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Table 4: Employee Classifications by Ethnicity - 2017

. . Administrative|Classified Grand
2017 Ethnicity Professional  IStaff Faculty Total % of Total
American Indian or 1 0 0 1
Alaska Native 1.0%
Asian 0 1 2 3 1.8%
Black or African
American > 1 > 1 6.5%
Hispanics of any race 3 1 1 5 3.0%
White 73 30 45 148 87.7%
Grand Total 82 33 53 168
Minority % by 11.0% 9.1% 15.1% 13.8%
Category

The College uses SafeColleges to provide mandatory online training for employees. Two training
modules were added in 2018 related to diversity. Additionally, employees are required to acknowledge
policies that are pertinent to the fair treatment of all individuals.

In 2018, the College administered the “Great Colleges to Work for Survey” to all employees. The
survey consisted of 70 statements and asked employees for level of agreement from strongly disagree to
strongly agree. In response to “At this institution, people are supportive of their colleagues regardless of
their heritage or background” 93% of responses were positive in comparison to the 2017 Carnegie
Association benchmark of 86%. In response to “The environment at this institution is supportive of the
expression of different opinions, styles, and perceptions from all racial, ethnic, religious, spiritual,
sexual orientation, disability, ideological/philosophical, political, or multiple groups,” 89% were
positive. There is no benchmark data for this question because it was one of ten custom questions
created by the College.

IV.  Efforts to Design and Create Positive Interactions and Cultural Awareness

Inclusivity Collaborative

The College’s “Inclusivity Collaborative” was formed in 2016 comprised of faculty and staff who meet
to find ways to embrace diversity and inclusion on campus. In the 2018-2019 academic year, there were
twenty-six members. This group is open to all interested faculty and staff, and information related to
their work and how to get involved is posted on the College portal.

The group’s primary initiative in the 2018-2019 academic year was to research and encourage
professional development for faculty, staff, and administration on ways to generate productive,
respectful discussions across disparate groups, including strategies faculty could take into the classroom.
The administration was fully supportive of this endeavor, and in February, 77 full-time and adjunct
faculty members attended a formal training in reflective structured dialog (RSD) by Essential Partners, a
platform discussed in The Chronicle of Higher Education. Since that training, several instructors have
implemented RSD in their classrooms, and a community of interested practitioners has formed on
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campus.

In addition, the Inclusivity Collaborative created and administered an anonymous, optional survey of
students to learn what types of topics they would like the opportunity to learn more about or discuss, and
in what formats. The survey also sought to identify the degree of anxiety students feel when current hot
topics are discussed in academic settings, and if and how we can ameliorate those concerns. In response
to the 111 surveys collected, the Collaborative is planning to organize a series of non-partisan,
informative, roundtable events around topics important to the 2020 presidential election, which will also
provide interested students an opportunity for guided reflective structured dialog interaction.

New Curricular Initiative

In fall 2019, the College is introducing a new, 3-credit humanities course called “Introduction to Critical
Inquiry” encouraged for all new students and required for students majoring in General Studies. The
course is designed to foster the characteristics of successful academic pursuits: openness, curiosity,
creativity, persistence, and metacognition. In the context of a common reader and the students’ own
academic and career goals, students practice critical thought, information assimilation, investigation,
discussion, analysis, collaboration, and qualitative and quantitative analysis as they develop the habits of
mind and cultural literacy necessary for college and global citizenship. The common reader chosen for
the 2019-2020 academic year is Born a Crime by Trevor Noah. The book is about Noah’s experiences
growing up in South Africa under apartheid and offers opportunities for discussion and reflection on
social, political, and cultural themes.

New Co-Curricular Initiative

The library will be working with faculty to offer an event called the Human Library. The Human
Library event will use volunteers as “books” — volunteers who have diverse and interesting backgrounds
and who are willing to share their stories. Participants can “borrow” the “books” to have a candid
conversation with someone they normally would not have the chance to interact with and to ask
questions.

V. Statement Regarding Campus Process for the Reporting of Hate-Based Crimes

Cecil College expects all members of the College community to conduct themselves in a respectful
manner toward themselves, faculty, staff, and other students. As in any community, there are rights and
responsibilities by which all students must abide. Students have the right to free speech, expression,
assembly and association, and to utilize Cecil College resources while registered for classes. A
statement of Student Rights and Responsibilities that was adopted from a report by the Carnegie
Commission on Higher Education is listed in the College Catalog and on the College’s website.

Students also have the responsibility to abide by the Student Code of Conduct (SCC). The Director of
Student Life works with the Director of Public Safety to enforce the SCC, and it is shared with students
at New Student Orientation and included in the College Catalog, on the website, and in the Student
Planner. There are 32 behaviors/actions explicitly described as “prohibited conduct” listed in the SCC.
The two that cover hate-based behaviors are the following:
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. Harassment or intimidation such as physical or psychological harassment or abuse of any
member of the college community or of any guest. Harassment is behavior that either is
intended to, or actually does, inflict harm or emotional distress or provoke a violent
reaction. Harassment may include use of racial, ethnic, sexual, religious, or personal slurs
or epithets, or other threatening, intimidating, hostile, or abusive treatment of any person
or group of persons in the college community.

o Abusing a person in any manner, including but not limited to, physical, verbal, sexual,
threats, intimidation, bullying, and/or any conduct which threatens or endangers the
health or safety of any person.

The College uses SafeColleges to provide an online incident reporting and tracking form that is linked
from the College’s portal. The system allows faculty, staff, and students to quickly and easily report
incidents on campus. They complete the form online and a report immediately is sent to the Director of
Student Life and the Vice President for Student Services and Enrollment Management who follow up on
the report with appropriate individuals.

Members of the campus community are also encouraged to file a report with Public Safety or with local
law enforcement if they are concerned that a crime has occurred on campus. The Office of Public Safety
is responsible for collecting and publishing Clery data. They also provide an Annual Campus Safety
Report that is posted on the College’s website. All Cecil College officials (staff, faculty, and
administers) serve as College Safety Authorities for the purpose of Clery.
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Chesapeake College
2019 Cultural Diversity Report

Chesapeake College understands that a diverse faculty, staff, and student body will enhance the
overall learning experience. The College is proud to see on our campus diversity in race, age,
ethnic background, religious choice, and ability. Through curricular and co-curricular activities,
students are engaged in an environment that fosters diversity. Both academic and student
success faculty, as well as staff, are aware of and committed to creating a learning environment
that is respectful of diversity in all its aspects and is a place where differences can be
acknowledged and celebrated instead of ignored or hidden.

Chesapeake College Cultural Diversity Planning and Assessment

The College created its first Cultural Diversity Plan in 2009, reaffirmed its second plan in 2013,
and updated it again in 2019 to align with the College’s new Strategic Plan priorities and goals.
The Diversity Committee, made up of cross-divisional representation, was created in 2009 to
ensure successful implementation of the college's Diversity Plan. Referencing Senate Bill 438
and House Bill 905, cultural diversity is defined as the inclusion of those racial and ethnic groups
and individuals that are or have been underrepresented in higher education.

The goals set forth in Chesapeake College’s 2019-2024 Diversity Plan encompass a broader
view of diversity, respecting differences and promoting inclusion of all individuals regardless of
race, ethnicity, nationality, culture, gender, age, religion, sexual orientation, socioeconomic
status, military service, and abilities. This cross-divisional plan, so noted because the
responsibility for administration extends across multiple divisions, addresses three of the
Strategic Plan priorities. Each priority has a number of strategies to foster overall achievement.
The structure is as follows:

Priority Strategies
Strategic Plan Improve academic programs to close the minority achievement gap
Priority 1: Student Increase the number of students in traditionally underrepresented groups
Success e Ensure achievement of the student learning outcomes of cultural
diversity and ethics competencies
e Ensure adequate support services are provided for "AT RISK" student

populations
Strategic Plan e Expand/enhance credit and non-credit offerings related to diversity and
Priority 2: multicultural issues
Programming e Support transition from non-credit programming (e.g., basic skills or
entry level training) into credit coursework
Strategic Plan e  Offer a variety of multicultural activities, events and learning
Priority 3: Culture opportunities that increase positive interactions and cultural awareness
of Excellence among students, faculty, staff, and the public at-large
e Increase the number of employees in traditionally underrepresented
groups
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Each goal from the previous Diversity Plan and priority in the new one has a number of key
performance indicators (KPIs) associated with it. These indicators are periodically reviewed for
currency and applicability. During the 2019-2024 Diversity Plan development, the KPI set was
evaluated and modified accordingly. The new plan KPIs are

Goal Measurable QOutcomes
Strategic Plan Diverse Perspectives Proficiency
PI'iOI'ity 1: Student Ethics Pr()ﬁciency
Success e (Graduates' experience re: cultural diversity
e (Graduating students' satisfaction: Inclusiveness
e Retention Rate: Fall to Fall, Minority Students
e Program Achievement: persistence: TRiO SSS-Served Students
e (Graduation Rate: Minority students
e Enrollment: Credit fall minority student headcount percentage
e Enrollment: Non-credit fiscal year minority student headcount
percentage
e Enrollment: Veteran students credit fall headcount
e Enrollment: Adult students credit fall headcount
e Enrollment: Credit and non-credit students with disabilities fiscal year
headcount
e Enrollment: English for Speakers of Other Languages (ESOL) fiscal
year headcount
e Enrollment: Non-credit senior citizens annual headcount

Strategic Plan e Credit and non-credit offerings related to diversity and multicultural
Priority 2: issues
Programming e Enrollment: Transition from non-credit into credit coursework

Strategic Plan e Faculty: Minority full-time faculty

Priority 3: Culture o  Staff: Minority full-time administrators and exempt/non-exempt staff
of Excellence

Subject matter experts work with the office of Institutional Research, Planning and Effectiveness
to develop annual KPI targets that relate to expectations for the current year. Each target is
compared against the actual value to determine progress. Of the 13 measurable outcomes
evaluated in FY2018, five (38.5%) met their annual targets, 6 (46.2%) did not and two (15.4%)
came close. Yet, none of those measures persistently missed their annual targets.

Efforts to increase the numerical representation of traditionally underrepresented groups

Enhancement of diversity within the College remains an important goal and challenge, and is
being given increased effort and attention. Chesapeake College’s aim is to create an environment
where differences are considered assets that make us better teachers, employees, and students. A
truly inclusive institution benefits all—educationally and professionally—both on campus and
within our five county region.

60



In order to ensure that our student body represents the increasingly diverse communities we
serve, Chesapeake’s marketing and public relations team focuses on intentional marketing
strategies for recruitment and outreach among traditionally underserved populations. Over the
past year we have implemented those strategies to increase representation in our advertising
imagery and language to incorporate inclusion as part of our brand identity. We have also
expanded our ad placements and distribution methods to increase accessibility and awareness
among minority populations within our service area. Members of our marketing team serve on
the Diversity Committee and work closely with the local Multicultural Advisory Committee,
Maryland Humanities, Mid-Shore Community Foundation, Talbot NAACP, and other diversity
and inclusion focused groups in the community.

Minority status in the college's five county service region is often related to lower socio-
economic status and areas of extremely limited public transportation. Specific recruitment
services included college interest meetings, on-site Accuplacer testing, and registration sessions.
Counselors at each of the local high schools were made aware of the visits and services available
and were encouraged to promote Chesapeake College to minority, culturally diverse, and first
generation college-bound students. Recruitment services included presentations for participants
earning their GED, high school college interest meetings and on-site registration at the local
public high schools, evening events featuring financial aid and scholarship information,
participation at career fairs hosted at the local middle and elementary schools and open house
events for both high school and adult students. At the high schools, information was shared with
all junior and senior students interested in participating in dual enrollment and students
completing their senior year. Additional and targeted information sessions were provided to
students enrolled in career pathway programs, too. The career and tech sessions provided
updated information on the new skilled trades programs. All events and sessions information
were scheduled with the high school counselors and the counselors shared the information with
parents via newsletters and text alerts.

Career and tech students from Caroline county participated in group tours and presentations
provided by the career and tech faculty members. Students were invited to participate in an
interactive activity or lesson, ask questions, receive a tour, and have lunch on campus. For the
third consecutive year, we hosted a group of Talbot County students participating in the Career
Planning Initiative program. Students were divided in groups according to their career interest
and attended presentations from the faculty, received tours and ended their time on campus with
lunch provided by the Rotary. The Education department hosted a special day for high school
students participating in Teacher Academy. The day included presentations, tours, and a panel
discussion including faculty, staff, and our Director of Outreach. All students attending the
special events received swag bags filled with admissions information and water bottles. Other
group tours included elementary and middle students, ESL students from Easton High School,
visitors from The Multi-Cultural Center, and students participating in special education programs
from the local high schools.

In 2019, we hosted the first Saturday Open House for our service area targeting adult learners.
Community members from all five counties were invited to attend and participate. Sessions
included Chesapeake 101, financial aid, transfer, information on our skilled trades programs,
agriculture and environmental science, and non-credit and credit health programs. In addition,
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we provided tours and hosted a college lane featuring other academic programs, first-year
programs, student life, honors, athletics, adult education and ESL programs and services. More
than fifty potential students attended bringing parents, spouses, and children, too. Two other
open house events featured all of our credit and non-credit healthcare programs. One was
provided for students from the local high schools and the other was held in the evening to attract
the adult learners. Both events provided presentations from our faculty and included a career
lane featuring local employers sharing career information and job opportunities.

The Chesapeake College Adult Education Program offered registration and classes in more than
17 locations throughout the communities we serve. More than 380 information and registration
sessions were held throughout the year, and in excess of 90 classes were held. Program staff
maintained offices at American Job Centers and Family Support Centers in various locations
throughout the five counties. They served as a resource to these and other agencies on a daily
basis.

An appreciation for multicultural diversity and cultural competence is at the core of our program.
Our culturally diverse staff is reflective of the population we serve. The leadership team
includes two Hispanic individuals and various bilingual members. Collectively, our working
languages include: English, Spanish, French, and Swedish. Both program and marketing
materials are regularly translated into Spanish, and occasionally into Creole. In addition to social
media and printed materials, our program also frequently participates in community events
throughout the Mid-Shore region. Student access to language assistance has also benefited from
the contributions of a dynamic marketing/public relations team. Vibrant flyers and social media
content are frequently updated and distributed in the community.

The entire Adult Education staff has taken Cultural Competence training. Staff members have
been instrumental in designing programs that reach out to non-English speaking parents of
potential credit level students. The number and level of expertise among our bilingual staff has
increased during the past year, and direct access to culturally and linguistically competent staff
has enhanced the quality of service (e.g. effectiveness of outreach efforts, frequency of
communications, identification of trends and improvement needs). Some of our employees are
recognized as cultural leaders and connectors in the Hispanic Community.

The ABE-ESL program serves a population of nontraditional and diverse students. As a targeted
intervention we utilize intrusive advising strategies to assist our students in overcoming barriers
to success and navigating the various systems to achieve their goals of earning a High School
diploma credential, improving their English speaking, reading, and writing skills and or entering
post-secondary education or workforce training. The obstacles these students face include
language, cultural and financial barriers. The majority of these students are potentially first
generation college students. We currently track the number of nontraditional students both Adult
Basic Education and English Language Learners by using the US-NRS approved CASAS
standardized Reading and Math assessments and classify students using Educational Function
Levels (EFL) as defined by US-NRS. In addition, we collect specific data on student goals of
improving an educational functioning level, earning a High School diploma, entering post-
secondary education, workforce training, or gaining employment. Students in the cohort will be
contacted 4 months and 8 months after exiting the Adult Education Program to determine if they
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have enrolled in Post-secondary education or training. The Adult Education Program enrolled
789 students during FY2019. ABE and ESL levels five and six are the targets for this
intervention, there were 265 students enrolled in these levels. 112 ABE and 153 ESL students. 33
ABE students earned their High School Diplomas in the year while five students were confirmed
enrolled and attended in credit or workforce training programs at Chesapeake College.

Chesapeake College is an active member of the Talbot Language and Cultural Competence
initiative, and the only licensed institution on the Eastern Shore of Maryland that provides The
Community Interpreter® International training (a 40-hour certificate program). Since last year,
seven individuals affiliated with our program have received this training. While learning
bilingual communication skills, this training also develops competencies in other cultural areas.
Adult Education sponsored a group of eight instructors and Intake Helpers for the Education
Department’s Command Spanish class "Requesting Personal Information" to enhance their
interaction with Spanish-speaking students. These classes are also offered to the public.

Presentations have been made to community organizations with a diverse focus, such as the
Chesapeake Multicultural Resource Center where we partner for citizenship classes, as well as
assistance with the Haitian population. Other efforts include outreach to organizations and
agencies representing larger populations of underrepresented communities in all five counties of
the service region. These efforts include offering classes to the inmates at Detention Centers,
developing close working relationships with ESL Coordinators in the public schools, and the
Family Service Coordinators at each Family Support Center.

Chesapeake College has continued its partnership with local advocates for health care
professionals, and supporters to create a path for deserving, capable, caring, and compassionate
individuals to enter the Certified Nursing Assistant (CNA) program on a fully paid scholarship.
T.R.E.E.S. (Training, Recruitment, Education, Employment, and Support) actively sought out
suitable candidates for the scholarship whose funds are privately secured. Additionally,
Chesapeake partners with the local Eastern Shore Area Health Education Center on Phase Three
of the State of Maryland’s Employment Advancement Right Now (EARN) grant that provides
scholarships for CNA students and the opportunity to establish secondary pathways for students
who already have any allied health credential to expand their skill set and professional
employment opportunities (CNA trains to become Clinical Medical Assistant or Certified
Medicine Aide, etc.). Additionally, the EARN grant provides Mental Health First Aid training
that targets Certified Nursing Assistants in our local service area. The CNA students and
working professionals represent a wide diversity of ethnicities and nationalities.

As a result of these and other efforts over the years, Chesapeake College has been very
successful in attracting minority students. The percentage of minority credit students exceeded
comparable service area adult population percent in each of the last eight years. In fall 2018,
minorities comprised 26.9% of the student body, but only 20.4% of the regional population.
Also, in FY2019, 36.7% of all continuing education students were from a minority group.

The College strives to recruit, train and support a diverse workforce. Human Resources monitors

all employment policies to ensure no barriers exist for employees from diverse backgrounds.
Chesapeake College turnover declined last year to 10.6% compared to 2017 which was 13.6%,
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with minority turnover representing just 1.8% of the total workforce. Exit interview data is
closely monitored and no issues were identified that caused any concern in reference to minority
turnover.

Human Resources representatives meet with all search committees to explain our commitment to
diversity and to encourage search committee members to consider diversity during the selection
process. All search committee members receive a packet of information on hiring procedures
that includes information on fair hiring practices and allowable questions. Search committee
chairs emphasize the college commitment to increasing the diversity of our workforce. These
initiatives help demonstrate Chesapeake College's continued commitment to making diversity a
priority.

In April 2019, the U.S. unemployment dropped to 3.3%, the lowest rate in over 50 years. The
local rate was 3.5%, the lowest in almost 20 years. Recruiting for all positions has been
challenging during 2018-2019. Attracting and successfully recruiting minority candidates in a
tight job market is even more difficult due to the fierce competition for minority candidates.

As far as our recruitment efforts are concerned, in addition to the usual sources of advertising,
ads are placed in diversity publications such as Diverse Issues in Higher Education. Historically
Black Colleges and Universities in the area with graduate programs are contacted when
appropriate to support our diversity initiatives. Additional diversity resources were identified
this year to include: Academic Keys — KeyVersity Diversity Program, which is designed to help
institutions like ours who are actively recruiting candidates in accordance with their diversity
plans. Additionally, we used Workplace Diversity Network, which posts to Workplace
Diversity.com and Hispanic Outlook. Workplace Diversity has a network of sites which include
five additional diverse sources: VeteransConnect.com, DisabilityConnect.com,
HispanicDiversity.com, OutandEqual.com, and All Diversity.

Because of the College's small size, overall percentages can be impacted greatly by just a few
hires and/or terminations. The college currently has 165 full-time staff; 69.7% are females and
20.7% are minorities. Several long term faculty members retired this year, so we have several
faculty searches in process. We currently have 53 faculty, 69.8% of which are female and 7.7%
are minorities. To illustrate, the addition of one additional minority faculty member might
increase the minority percentage by two percentage points.

One of our goals for FY2020 is to recruit and hire a half-time Diversity & Inclusion Coordinator.
We hope by focusing additional human resources in this area, we can improve both our student
and workforce minority demographics.

Efforts designed to create positive interactions and cultural awareness among students,
faculty, and staff on campus.

Both faculty and staff need recurring training and practical ideas for more fully meeting the
needs of a diverse population. Specific training efforts during the 2017-2018 academic year
focused on the changing demographics in our area to increase faculty members' awareness of the



growing Hispanic community. A training held during Spring In-Service combined factual
information about Central America in conjunction with reminders of unconscious assumptions
held by each individual.

In addition, the Diversity Committee obtained funding through the Fulbright Commission's
Outreach Lecturing Fund to bring a Nepalese scholar studying in the U.S. to campus for a series
of classroom visits and lectures, with one classroom discussion in Cambridge as well as several
on the main campus.

Co-chairs of the Diversity Committee continued participation with the Maryland Diversity
Roundtable, which is a great resource for networking and learning about successful diversity
workshops at other community colleges.

A major structural change to the Diversity Committee was the approval of the committee as an
institutional committee that would fill faculty member obligations for committee service. Five
faculty members were appointed to the committee, which added significantly to representation
and human power for the committee. In addition, the requirement for a year-end report provided
additional accountability to the academic side of the house as well as a meaningful summary of
activities to all committee members with recommendations that the committee submit a budget
request for FY 2020 and requesting more visible support from senior administrators in
recognizing diversity issues as critical to the college mission.

Among the general education courses currently electing to assess “diverse perspectives”, were
Cultural Anthropology, Art, Music, and Film classes, Composition, Psychology, and all History
courses. Among non-general education courses, faculty who selected this competency were
found in Early Childhood Education, Food Preparation, Economics, foreign language courses,
Nursing, and Medical Emergencies.

Courses designed to specifically teach and assess ethics were often found in practica and
workshops, as well as those in counseling, paralegal studies, criminal justice, accounting and
business, and clinical experience courses. World Civilization courses (I & 1I) are among the few
general education courses opting to focus on ethics. The IDC course required for most transfer
programs included ethical behavior on the assessment reporting schedule for spring 2019.

As faculty members move into recommendations and follow up activities that close the
assessment loop, we anticipate seeing even higher proficiency levels and increased embedding of
activities that not only introduce but reinforce and apply the general education competencies
associated with this diversity report. Other courses will be assessed in the summer and fall
semesters, giving a broader picture of these educational activities on campus.

Other initiatives central to the Cultural Diversity Plan
Chesapeake College is currently implementing new approaches to promote multiculturalism in
the college and the community. We are reinstating a half-time position of Diversity and

Inclusion Coordinator to support the campus’s efforts to foster an inclusive campus environment.
The Coordinator will work with students, employees, and community partners to improve
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support for students from culturally diverse and/or underrepresented communities. Also, the
Multicultural Advisory Committee, a collaboration between the College and our five counties
that brings together leaders in our region, has been reinvigorated. The committee provides
feedback to the college and makes recommendations on the academic and service needs of
culturally diverse students, explores and secures funding for scholarships to assist culturally
diverse students, and initiates and supports programming that provides educational and cultural
enhancement opportunities for the college and service region. Because the on-campus and the
community groups share many of the same goals, closer cooperation is planned starting with the
upcoming academic year.

Internal review has clearly shown that college-ready students progress at much higher rates than
do developmental students. To that end, the college has continued its policy of allowing the 3.0
high school GPA to override Accuplacer recommendations for placement. This drastically
decreases the number of students required to take developmental English and Math. Particularly
in English courses, the results are encouraging.

The college readiness rates of African-American students have been significantly lower than
those of White students. Until recently, less than ten percent of African-American freshmen were
deemed college ready and approximately two-thirds required remediation in both English and
mathematics. Under the new exemption policy, the college readiness rates for freshmen jumped
to a record level in fall 2017 and again in 2018. Particularly noteworthy were 1) the more than
doubling of college readiness rates of African-American students, by far the most predominant
minority group, (to 16.7%) and 2) the halving of the share requiring English and math
developmental coursework (to 36.7%). It is expected that subsequent graduation-transfer rates
will rise, but it is still far too early to determine the effects.

Developmental English streamlined the curriculum to a single course rather than two in prior
years and implemented the nationally recognized Accelerated Learning Program model. Math
has also piloted an AMP model and will continue exploring fuller implementation in this area as
well as other efforts to improve student success. Course success rates have improved as a result,
for the college as a whole, but for African-American students in particular. For African-
Americans, historic highs were set for both developmental and gateway English courses, and all
but one math course. The achievement gaps between Whites and Blacks similarly have shrunk to
record lows.

The College offers several programs to increase student engagement and success among
culturally-diverse students and strives each year to surpass future targets. Evidence shows that
the formal intervention programs yield positive results.

The SAIL program (Success And Interactive Learning) gets first-time freshmen actively
involved in the college experience. SAIL has several academic and service utilization
requirements for participation. Students who complete the program and finish the semester with
a quality point average of at least a 2.0 receive a scholarship toward their spring semester tuition.
A dedicated FSC/SAIL classroom allowed standardization of the Freshman Seminar Course
(FSC) experience and provide SAIL participants with a home of their own, which increased
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group cohesiveness and allowed expansion of activities at one central location. These programs
provide invaluable support for first-generation college students, many of whom are minorities.

The FOCUS group (First-Generation Opportunities for Career and Ultimate Success) is geared
for first-generation male students enrolled in a career program and provides them with intense
exposure to academic support and career exploration activities during the first year in college. In
academic year 2018-19, most participants were African-American.

Two federally funded TRiO Student Support Services (SSS) Programs, SSS Classic and SSS-
STEM, help eligible (first-generation, low-income, or disabled) students stay in school, graduate,
and/or transfer to a four-year institution. Services include academic and financial aid advising,
career guidance and readiness, tutoring, and cultural and educational events. Students engaged in
these programs statistically outperform comparison groups of students who are not in the
program in terms of retention and academic performance. The two TRiO SSS programs
combined served over 330 students per academic year, one-third of whom were members of a
racial or ethnic minority group, and about one in five were African-American.

The College also hosted student activities and professional development opportunities that
support diversity and inclusion, with activities like performance by Nazu African Dance
Company and salsa dance workshops. Staff and faculty participated in activities like a
Presidential Symposium on Race, Diversity and Social Justice and Cultural Competency and
Language Access training hosted by the MD Department of Labor, Licensing, and Regulation.

The campus process for the reporting of hate-based crimes consistent with federal
requirements

The Chesapeake College Emergency Procedures Guide is printed annually and is available to all
employees on the college's Website. It is intended for the use of faculty, staff, and students of
Chesapeake College specifically to provide information on how to respond to possible
emergency conditions on campus. It covers such areas as bomb threats, chemical spills, crimes,
serious injuries or illnesses and fires. Chesapeake College encourages employees to keep the
Manual in an easily accessible location at all times, preferably beside the telephone. New
employees are made familiar with it as part of their orientation program. Additionally, the
Chesapeake College Student Handbook and Academic Calendar, provided free-of-charge to all
students, includes information on reporting of crimes and emergency contact numbers.

All reports of criminal activity and other emergency situations result in a response by a member
of the college's Department of Public Safety from the Wye Mills Campus or the Cambridge
Center. The appropriate emergency response agency will also be contacted to respond if deemed
necessary for further investigation.

Federal regulations call for colleges and universities to report crime statistics to students,
employees and upon request to applicants for enrollment or employment. These requirements
stem from the Federal Campus Security Act of 1990 and the Jeanne Clery Disclosure of Campus
Security Policy and Campus Crime Statistics Act (2013 Amendments). In accordance with the
U.S. Department of Education Regulations, Chesapeake College distributes an Annual Security
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and Fire Safety Report to all current students, staff, and faculty. In addition, the report is
available to prospective students, staff, and faculty upon request. The Director of Public Safety
makes this report available upon request.

The Annual Security and Fire Safety Report provides important information regarding campus
crime and security, including information about Chesapeake College's Department of Public
Safety, drug and alcohol abuse, sexual assault policies, and crime statistics for the previous three
years.

Relating more specifically to diversity concerns, Chesapeake College strictly prohibits any type
of hate crime against any of its faculty/staff, students, visitors, and guests. According to the
Federal Campus Security Act of 1990 and the Jeanne Clery Disclosure of Campus Security
Policy and Campus Crime Statistics Act (2013 Amendments), a hate crime includes Clery
Crimes that manifest evidence that the victim was intentionally selected because of the
perpetrator’s bias based upon race, religion, ethnicity, natural origin, gender, sexual orientation,
or gender identity. Categories of hate crimes include the following: murder/non-negligent
manslaughter, negligent manslaughter, rape, fondling, incest, statutory rape, robbery, aggravated
assault, burglary, motor vehicle theft, arson, larceny-theft, simple assault, intimidation, and
destruction/vandalism of property.

In the event of a hate crime occurrence, a victim, witness, or anyone who discovers the incident
is encouraged to contact the college's Department of Public Safety. Victims or witnesses may
also contact the Queen Anne’s Sheriff’s Office, the Maryland State Police Centreville Barrack,
Cambridge Police Department, or the Maryland Human Relations Commission.

If any of the above crimes are reported to the Chesapeake College Department of Public Safety
or local law enforcement, it will be classified as a hate crime by law enforcement if there is
sufficient evidence that the crime was committed based on the suspect(s)’ bias towards the
victim’s race, religion, ethnicity, natural origin, gender, sexual orientation, or gender identity.

Victims, witnesses, or anyone who discovers a hate crime may report it in person or by phone to
the Chesapeake College Department of Public Safety. They may also contact local law
enforcement or the Maryland Human Relations Commission in person or by phone. The campus
community can be notified and updated of any hate crime by various modes of communication
such as Twitter, college email, college voicemail, and computer monitor messaging.

After a crime has been reported, the Chesapeake College Department of Public Safety will work

in conjunction with local law enforcement officials, or other investigative agencies in conducting
hate crime investigations.
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Progress Report for the Cultural Diversity Plan
College of Southern Maryland
September 3, 2019

The College of Southern Maryland has a long-standing commitment to diversity. Diversity is an express
institutional value and goals are constantly developed around promoting understanding of diverse
perspectives and cultures both for our students and employees. Some of the activities the college has
undertaken over the last year consistent with our college strategic plan and diversity goals are
summarized below.

Efforts to Increase Representation of Underrepresented Students, Faculty, and Staff

Goal

Develop and implement strategies to recruit a diverse student body that reflects the demographics of
the region

Increase the number of African-American students who transfer and/or graduate

College of Southern Maryland values the diversity of its student body. Our goal is to serve the diverse
needs of the counties’ population through our credit and noncredit programs.

The MHEC Performance Accountability Report provides the following assessment measure regarding the
diversity of the student population at CSM. The nonwhite service area population in July 2018 was
38.6%. The minority student enrollment compared to service area population has grown from Fall 2015
to Fall 2018. In Fall 2015 that number was 42%, and that grew to 45% in Fall 2018 despite a decline in
overall enrollment across the college. The benchmark for 2020 is 42%, which the college surpassed.

The percentage of nonwhite continuing education enrollment has also grown. In 2015, that number was
30.6% and it has grown to 32.6% in 2018, again despite decreasing enrollments college-wide.

Efforts have been made to increase the success of students from underrepresented minority groups.
CSM has implemented First Year Seminar course that considers the academic, social integration, and
student success aspects of the first year experience. The course is designed in alignment with best
practices to meet the success and student retention goals of the college. The course includes an equity
and cultural competency component.

The course has undergone updates and revisions based on best practices and initial evaluations of the
course have indicated increases in the retention rates of all groups through participation. In the first
year of its being required, the overall fall-to-fall retention (fall 2017-fall 2018) for students you
successfully completed the First Year Seminar was 64%. For African-American students, the retention
rate for the same period was 62%, virtually eliminating the retention gap.

The college’s Lead by Example Mentoring Program to identify and support African American students
who are marginalized academically and financially to provide executive leadership and support is
continuing. The program is focused on getting these students focused and proactively addressing issues
early and seeking intervention throughout the semester.
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The College has expanded its Men of Excellence program to reach all campuses and 55 African American
students participated in the program in the 2018-2019 AY. 70% of those students achieved a GPA above
2.0 and the college retained 75% of the participants, a significant improvement over the general
retention rate.

All three campuses have Student Success Centers that provide a comprehensive system of student
support services. These services include peer and online tutoring, skills improvement materials, and
various testing capabilities to guide students.

The college has increased efforts to create transfer partnerships with HCBUs and to partner Men of
Excellence students with transfer institutions. Transfer materials are being created that would ensure
that the steps for transferring are easy to understand for first generation students. Staff attended the
NAACP College Fair and are working on creating a HBCU Week at the college in Spring 2020.

These initiatives, among others, have assisted in increasing the African American successful persister
rate after four years and the graduation-transfer rate after four years. The persister rate increased from
54% to 59.5% from the Fall 2011 cohort to the Fall 2014 cohort. The graduation-transfer rate increased
from 38.5% to 45.1% from the Fall 2011 cohort to the Fall 2014 cohort.

Goal

Increase the percentage of minority employees so that the college’s workforce better reflects the
demographics of the region

One of CSM’s seven values is Diversity and it values efforts to increase the diversity of its staff and
faculty. The expressed mission of the CSM’s Human Resources and Organizational Development division
is to strive to recruit and retain a competent and diverse workforce. The College has had some successes
in the recruitment and retention of minority employees.

From Fall 2015 to Fall 2018, the minority percentage of full-time administrative and professional staff
has increased from 28.4 % to 32.9%, a healthy increase. In addition, the minority percentage of full-time
faculty has increased from 23.5% to 25.4% during that same time period.

The diversity office has partnered with Human Resources to develop and utilize an expanded
recruitment resource list to include sources targeted to specific ethnicities and gender groups. The
resource list intentionally targets underrepresented groups for disciplines important to CSM, allows a
higher level of awareness of the benefits of working at CSM among underrepresented groups, and
assists in obtaining a more diverse pool of qualified applicants.

Human Resources works closely with search committee chairs to ensure a diverse pool of candidates
and finalists for employment and exercises oversight of hiring decisions to ensure fairness, equity and
commitment to the College’s value of diversity.

This past year the college conducted a comprehensive compensation equity study encompassing all staff
employees with one of the goals to ensure internal and external equity in pay among all groups,
including racial and ethnic minority groups. The results and accompanying adjustments to salaries
confirm that salaries are internally and externally equitable across all groups.
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Goal

Promote cultural diversity learning through academic instruction and programming

1. NSF ATE Grant for Cyber Business: The primary objective of this project is to incorporate a
business curriculum and concentration into CSM’s Cybersecurity A.A.S degree program.

The second objective is to ensure that we recruit, retain, and graduate students who are
presently underrepresented within the Cybersecurity profession and that we do so in a climate
of connectedness and inclusivity. Recruitment efforts will be diversity-focused and impact 40
students.

2. NSF- S-STEM Scholarship: The S-STEM Scholarship is a grant provided by the National Science
Foundation (NSF) to the College of Southern Maryland that allows CSMD to provide eligible
students with scholarships that last the duration of their two-year associate’s degree. These
scholarships are awarded to academically talented, low-income students intending to pursue a
STEM career. Along with other criteria for eligibility, students from underrepresented minority
populations (African American, Alaskan Native, American Indian/Native American, Hispanic,
Native Hawaiian, and Native Pacific Islander) are encouraged to apply.

3. Cultural and Global Awareness Requirement: Among other curriculum changes, last
year, CSM implemented a new requirement of its graduates. Students now must take a
3-credit Cultural and Global Awareness designated course. The objective is to provide
opportunities for our students to gain an increased understanding of cultures, while
learning to communicate effectively across cultural differences in a diverse society and
world. The CSM General Education Core Competency states: Recognize the importance
of diverse cultures and global and historical perspectives. Courses in this category
support the examination of multicultural societies or peoples and help engender a richer
understanding of the diverse life experiences of societal groups. Societal groups are
identified, but not limited to — race, class, gender, ethnicity, language, and religious
orientation.

Other Efforts to Create Positive Interactions and Cultural Awareness

1. Global Initiatives Committee —Held a program on each campus celebrating native Nepalese
culture where students and faculty participate in events.

2. Faculty Diversity Institute — Holds two faculty discussion per Academic Year, one in January and
one in May. The group selects two diversity books and holds a days-long discussion twice per
academic year about issues related to an inclusive classroom and diversity awareness on
campus.

3. CSM hosted the MCCCADA Conference (state wide), which held sessions/workshops related to
diversity:

e Allyship and Advocacy conducted by Maryland Coalition Against Sexual Assault.
Description: This a discussion-based training that allows us to identify our conscious
and unconscious biases in order to become better allies.

e Using Diversity and Inclusion Language to Reach Everyone by Presenter: Dr. George
Ojie-Ahamiojie, Department Head and Professor of Hospitality Management of Wor-
Wic Community College. Description: Through this presentation, participants will
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know and understand that diversity attributes range from human differences such as
age, gender, sex, education, social status, ethnicity, sexual orientation, religion,
nationality, and physical abilities and attributes. Inclusive communication is the ability
to highlight these diversity attributes, and use them to effectively communicate with
different individuals at both private and social environments. Inclusive communication
does not use judgment to communicate, but actively and intently uses proper
language and labeling, as well as affirmative language to communicate with everyone
regardless of diversity attributes the individual possesses.

4. The Student Life and Athletics Department, in conjunction with the Student Associations, hosted
the following programs and activities

a.
b.

=T Sm oo

Native American Heritage Celebration

Around the World in 90 Minutes — Featured food and information about traditions and
culture from Japan, Brazil and Germany

Hispanic Heritage Month: Publication on 25 Influential Figures of Our Time
Black History Month: Publication- 25 Influential Figures of Our Time

Black History Month Q&A with Dr. Fain

National Coming Out Day

Gay Prom: Hosted first SA/CSM sponsored Gay Prom

Formation of first CSM LGBTQIA Advisory Committee

Conducted 8 Safe Zone trainings (in partnership with Counseling Services)
Hosted LGBTQIA Regional Conference

Hate Based Crimes: Hate based crimes are reported to Public Safety. If the hate- based incident is a

crime, it is reported to the local Police and the office of Institutional Equity and Diversity. If the crime
involves students, the incident is reported to Student Conduct. Human Resources are contacted if
incident involves an employee. An investigation occurs when a report is made and in conjunction with
the Police investigation. Hate based crime reports are given the same priority as Title IX reports and
immediate response occurs to ensure the safety of the college community. Sanctions are imposed for
hate based crime. A daily crime log is maintained and posted in the Public Safety Offices.
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Community College of Baltimore County
FY2020 Cultural Diversity Plan

CCBC is committed to providing an environment supportive of our diverse population of students,
faculty and staff. The college has endeavored over the past decade to develop a number of distinct
initiatives reflective of the diverse communities we serve. The FY2020 Cultural Diversity Plan
details successful efforts to date and outlines specific goals and plans for the coming year to ensure
a welcoming environment for all faculty, students, and staff. Section I reviews CCBC’s Strategic
Plan as it relates to cultural diversity. Section II presents current statistics regarding the diversity of
CCBC'’s students, faculty and staff. Section III outlines specific programs and initiatives planned
for FY2020. Section IV discusses CCBC policies and procedures on hate crime reporting. Data
tables are included in the appendix.

SECTION I: CCBC’S COMMITMENT TO CULTURAL DIVERSITY

CCBC’s commitment to cultural diversity is interwoven within the goals and values of the college’s
Strategic Plan. Our Mission is to “...transform lives by providing an accessible, affordable and
high quality education that prepares students for transfer and career success, strengthens the
regional workforce, and enriches our community.” To satisfy that mission, CCBC emphasizes the
need for an awareness of cultural diversity in everything that we do.

In our Strategic Plan, CCBC commits to nine values. Two values, in particular, relate to cultural
diversity:

Inclusiveness: We value the diversity of people, cultures, ideas and viewpoints and
honor the dignity of all persons. We are committed to preparing students to be
active citizens, ready to meet the challenges of an increasing diverse world and a
challenging global marketplace.

Collaboration: We foster continuous dialogue among students, faculty and staff
and support ongoing cooperative relationships with our partners in the community
regarding their educational, cultural, and recreational and workforce needs.

At CCBC, diversity includes, but is not limited to, race/ethnicity, gender, age, sexual orientation,
physical ability, religion, gender identity and national origin. Our policies and practices are
informed by Mary Lodens’ work on the various dimensions of cultural diversity. “The goal for an
organization is to create an environment where, regardless of one’s diversity profile, everyone feels
welcomed and where everyone’s skills are leveraged. I can also demonstrate through my behavior
that I am interested in showing respect, including others in activities, cooperating rather than
competing to accomplish goals and taking responsibility for building a comfortable, diversity-
positive environment.”!

Student success is CCBC’s primary goal. The college believes that diversity and cultural awareness
play an important role in helping students achieve their goals, both in and out of the classroom. At-

! Dean, Barbara and Lou, Kimberly. As quoted in Signs of Change — Global Diversity Puts New Spin on Loden’s
Diversity Wheel. http://www.loden.com/Web_Stuff/Articles - Videos_-
_Survey/Entries/2010/9/3_Global Diversity Puts New Spin on Lodens Diversity Wheel.html
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risk student populations are a particular focus of efforts to recruit and retain students. Curriculum is
reviewed to ensure that diverse viewpoints are encouraged. Outside the classroom, CCBC has
developed a wide range of programs to encourage all students to feel comfortable and engaged on
campus.

CCBC continues to recruit and retain a diverse faculty and staff. The college is committed to a
supportive environment for our employees. CCBC also recognizes that a diverse workforce shows
our community that CCBC is a diverse and welcoming environment.

SECTION II: TRENDS AND CURRENT STATUS

Students

CCBC’s student population is diverse in terms of race/ethnicity, gender and age. In FY2018 our
total student population was 44.0% White, 32.6% African-American/Black, 5.4% Asian, and 5.6%
Hispanic/Latino.? CCBC is more diverse than Baltimore County, which in 2017 was 57.2% White
and 28.5% African-American/Black.?

Our credit student body has remained racially diverse as total enrollments have fallen in recent
years. In the period FY2014-FY2018, students of color increased from 53.0% to 57.2% of the
credit student body. African-American/Black enrollment was 38.7% in 2014, increased to 39.2% in
2016 and in 2018 returned to 38.7%. Asian students increased 6.0% to 8.0% of all credit students.
Hispanic/Latino students increased from 4.2% to 5.7% of credit students. White enrollment has
declined from 46.7% of students in FY2014 to 42.3% in FY2018.

While race and gender data on Continuing Education students was incomplete in the past, data
collection has improved. In FY2018, 83.1% of students reported race information. Of those that
reported, 44.5% were students of color. African-Americans were 27.4% of our Continuing
Education students, while Whites were 45.5%.

CCBC is also diverse in terms of gender. In FY2018, female students made up 52.8% of enrolled
students. Credit students are 60.0% female, while Continuing Education students are 46.9% female.
In FY2018, the number of Continuing Education students who did not report a gender increased to
14.5%, from 6.1% the year before. This appears to be a data collection issue that we are addressing.

Analysis of race and gender show areas where CCBC can be more diverse. African-
American/Black students are more female than male, when compared to other groups. Considering
just credit students, our African-American/Black population is 64.8% female, compared to 57.2%
for Whites and 60.0% for CCBC as a whole.* CCBC has several initiatives directed toward
improved recruitment, retention and success of African-American/Black males.

CCBC is open to a wide range of ages, from students still in K-12 to retirees.’ The average age for
credit students is 27.9 years old and 46.6 years old for Continuing Education students. Recent

2 Appendix Table 1 has race and gender information for all CCBC students. Table 2 has race and gender information for
Credit students. Table 3 has race and gender information for Continuing Education students.

3 See appendix Table § for Baltimore County population by race.

* See appendix tables 1c¢, 2¢, 3¢ for combined race and gender information.

5 See appendix Table 4 for information on age groups for Credit and Continuing Education students.
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trends have shown growth in the number of credit students 17 or younger, due to expanded Early
College high school enrollment opportunities at CCBC. In FY2018, 628 students were 17 or
younger, compared to 205 in FY2014. The increase is particularly notable since overall CCBC
enrollments declined during the period.

Employees
CCBC considers a diverse workforce an important part of its overall commitment to diversity.

CCBC employees are somewhat less diverse than the racial/ethnic makeup of Baltimore County.
Full-time employees were 33.8% persons of color in Fall 2018, comparable to 41.2% for the overall
Baltimore County population.® African-American/Black employees are 25.4% of CCBC’s full-time
employees, compared to 28.5% of the Baltimore County population in 2017.” Hispanic/Latino
employees are 2.5% of CCBC full-time employees, but make up 5.5% of the county population.
Asians were 3.4% of the CCBC workforce, less than the 6.3% of the Baltimore County population.
CCBC employees are 62.9% female. Baltimore County is 52.6% female.

Diversity among CCBC faculty members is an important goal. The college recognizes the value of
a diverse faculty for its students, workforce and community. The composition of the faculty has not
yet reached the college’s diversity goal, but has improved in the last five years. Over the past 10
years CCBC has focused on recruiting a more diverse faculty. Since 2009, faculty of color have
increased from 17.7% to 26.8% in 2018. In that time period, African-American/Black faculty
increased from 12.0% to 16.6%. In terms of gender diversity, CCBC faculty are reflective of the
student population: 60.4% female in 2018, comparable to 60.0% female for our credit student
population.

Non-faculty staff is more diverse than faculty. In Fall 2018, non-faculty staff were 37.2% persons
of color, compared to 26.8% for faculty.® Support staff at CCBC is the most diverse group of
employees, at 41.6% persons of color, followed by professional staff (34.3%) and administrative
employees (22.6%), a small group of only 62 employees.

SECTION II1: FY2020 DIVERSITY PROGRAMS AND INITIATIVES

CCBC has implemented a wide range of programs, policies and initiatives to promote cultural
diversity for students, staff and the community. Section III discusses the major activities the college
has undertaken in the last few years and the new initiatives developed for the coming year.
Programs are intended for students, staff and the community we serve. Some activities take place in
the classroom, while others occur outside of class.

Faculty and Staff Cultural Training Programs

CCBC believes that faculty and staff training is an integral part of achieving student success. The
Center for Excellence in Teaching and Learning (CETL) serves as a focal point for faculty
professional development. The center offers individual workshops, courses of study, programs,
consultations, coaching and mentoring programs to assist faculty and staff in understanding cultural

¢ See Table 5 for race and gender information on full-time employees.
7 See Table 8 for Baltimore County race population data.
8 See Table 7 for race and employment category data.
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diversity. CETL has developed an outstanding framework for providing culturally diverse training
for full and part-time faculty.

CCBC'’s Culturally Responsive Teaching and Learning program (CRT-L) is designed to help
faculty and staff develop a learning environment appropriate for a diverse student population. The
CRT-L program is delivered in a number of formats, designed for different populations. The CRT-L
Seminar provides 24 hours of training for participants over an 8-day period. The specific goals of
this training are:

(a) To develop faculty understanding of the nature of race and culture, including expressions
of race and culture by the students with whom they work;

(b) To positively affect faculty’s interaction with students by training faculty to manage
racial and cultural elements of classroom social exchange; and

(c) To improve student success by developing faculty’s ability to respond to cultural and
racial needs and expectations of the particular students with whom they work.

In addition to the CRT-L Seminar, CCBC offers a series of two hour CRT-L Workshops. The
workshop series is open to all staff, but is particularly targeted to adjunct faculty. There are
currently four modules in the CRT-L Workshop series: Meanings of Culture and Race, Mindsets
and Culture, Overcoming Stereotype Threat, and Social Capital and Learning.

CRT-L training is also incorporated into the annual events and conferences that faculty and staff
attend during the year. CRT-L training and topic discussions are offered at many of our annual
events, including Professional Developmental Day, Fall Focus, Developmental and General
Education Symposium and the Teaching and Learning Fair.

CCBC has partnered with other colleges in the state to advance culturally responsive teaching. The
college has hosted the Culturally Responsive Teaching Conference for the last five years. The
conference typically hosts 180-250 participants, drawn from colleges across the country, K-12
schools and CCBC faculty and staff. In 2018 a new element was added to the CRT-L Conference, in
the form of a 1-day Institute in a train-the-trainers model. Through this institute, CCBC has begun
to spread the CRT-L work that we have been doing to other colleges and universities (and in one
instance, a high school) who are interested in our model.

FY2020 Goals for Faculty and Staff Cultural Training Programs

e Offer the CRT-L Seminar to 15 previously untrained CCBC faculty and professional staff.

e Offer the CRT-L Workshop modules to 40 previously untrained adjunct faculty.

e Provide CRT-L training to CCBC student leaders and student organizations.

e Host the FY2020 Culturally Responsive Teaching Conference for about 250 participants drawn
from throughout the country.

e Provide CRT-L training to Johns Hopkins University faculty

e Continue to offer the CRT-L Institute. The Institute will offer a day of training in the CRT
concepts CCBC has developed.
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Curricular Initiatives Promoting Cultural Diversity

A few years ago, CCBC reviewed and revised its General Education program to include local and
global diversity among the seven General Education goals. Course curricula are now required to
help students develop knowledge and skills to participate effectively in evolving multicultural
contexts and to address the challenges in building just, equitable, and productive societies.

The Global Education Initiative promotes inclusion of global and cultural awareness into the
curriculum. CCBC has established a Global Education Advisory Board (GEAB), which develops
study abroad opportunities for students, promotes participation in world language courses, and
increases opportunities for course projects, service learning and learning communities with a
concentration on global and cultural understanding. The Global Education program also offers
multiple activities during International Education Week, promotes courses with increased global
content, and coordinates intercultural dialog among students. GEAB in partnership with the Office
of International Student Services and the Office of Intercultural Engagement established a
committee that will focus on increasing the visibility and prominence of CCBC’s international
initiatives, with an emphasis on student recruitment, retention and success.

In 2018, CCBC opened the Center for Global Education in the Hilton Center on the Catonsville
campus. The center is designed as a hub for students, faculty and staff to gain knowledge about
global issues (workshops, seminars, classes) and to house a growing number of resources for
students and faculty related to study abroad experiences.

FY2020 Goals for Curricular Initiatives Promoting Cultural Diversity

e Continue to market the Global Education certificate to enroll 30 new students.

e Increase short-term study abroad programs and opportunities for students to experience a global
world.

e Continue to support faculty travel abroad through Faculty International Travel (FIT) grants, so
that faculty may enhance the global nature of their classes.

Programs for Retaining At-Risk Students

CCBC recognizes that many students are from at-risk populations. Community colleges are often
the initial higher education experience for first generation college students, students from
disadvantaged backgrounds, and minority students. CCBC has developed programs to recruit and
retain at-risk students so they can achieve their goals.

CCBC’s Male Student Success Initiative (MSSI) is a keystone in our efforts to retain at-risk
students. The MSSI is intended to increase the persistence rate and improve academic standing of
male students at CCBC, primarily students of color and athletes. Services include proactive
academic support, the development of emotional maturity and social skills, training in financial
literacy, and referral to resources in and outside the college community. The MSSI extends
CCBC'’s existing high-impact practices to include skill-building workshops, study hall and
collaborative activities, intrusive academic advising and mentoring to support male students.
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As part of MSSI, CCBC has continued to expand its student orientation course, Academic
Development: Transitioning to College (ACDV101), with sections reserved for African American
males. These ACDV101 sections are facilitated by faculty who have completed the Culturally
Responsive Teaching (CRT-L) professional development training. In FY2019, MDRC partnered
with CCBC through the Men of Color College Achievement (MoCCA) Project to refine and
evaluate ACDV 101 for Male Students of Color and the Male Student Success Initiative (ACDV-
MSSI). ACDV-MSSI improves academic outcomes for male students of color by aiding them in
developing a supportive network of CCBC faculty and administrators. The MoCCA Project consists
of a randomized controlled trial impact study to detect the effects of ACDV-MSSI on academic
outcomes.

In FY2019, Baltimore County Public Schools and CCBC opened Baltimore County’s first Pathways
in Technology Early College High School Program (P-TECH) school. A cohort of 60 students,
largely low income and minority, enrolled at Dundalk High School in Fall 2018, and in six years or
less, P-TECH students will have the opportunity to graduate with a high school diploma and a two-
year associate degree at no cost. Tuition, books and fees are all covered by the P-TECH Program,
which will also provide students mentoring, workplace visits, paid summer internships and first in-
line consideration for job openings with KCI Technologies, Stanley Black & Decker, Alban CAT
and Whiting Turner Construction.

CCBC collaborated with Campus Compact Mid-Atlantic, Reading Partners and Baltimore City
Schools to implement the CCBC Pathways to College, Career and Civic Readiness Project (PC3R)
and the Gaining Early Awareness and Readiness for Undergraduate Programs (GEAR UP) College
Preparation Intervention Program (CPIP). The PC3R project supported the implementation of the
Pathways general studies mentoring program and high-impact practices and expanded CCBC’s
partnerships with Greater Baltimore Title I schools.

As a national leader, CCBC continues to design innovative approaches to Developmental
Education. Data analysis has shown that at-risk students and students of color continued to benefit
from Accelerated Learning Programs in English, reading, and mathematics, enabling students to
quickly become college ready—and move into college level “gateway” courses. CCBC scaled up
accelerated courses in the three disciplines to afford more students opportunities to take
developmental and credit-bearing courses as co-requisites.

FY2020 Goals for Programs for Retaining At-Risk Students

e Increase Communication Studies (CMNS) and English (ENGL) course sections included in the
Diversity/Global Learning High Impact Practices Initiative (HIPS).

e Continued Partnership with MDRC through the Men of Color College Achievement (MoCCA),
Project to refine and evaluate ACDV 101 for Male Students of Color and the Male Student
Success Initiative (ACDV-MSSI)

e Continued collaboration with Baltimore County Public Schools to deliver a Pathways in
Technology Early College High School at Dundalk High School.

Cultural Diversity and Campus Life Programs at CCBC

Within the Office of College Life, the Student Life Office and the Office of Intercultural
Engagement (OIE) are responsible for promoting diversity outside the classroom, cultivating
cultural awareness and appreciation for diversity, increasing access and equity for historically
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underrepresented groups and improving CCBC’s educational climate as an inclusive and civil
community. The Student Life office and the Office of Intercultural Engagement offer academic,
social, and cultural support and programs for the entire college community. CCBC does this
through programs, annual events, speaker series, book discussions, college sponsored clubs and
organizations and other activities.

The Office of Intercultural Engagement serves as chair of the CCBC Hate/Bias Incident Response
Team commissioned by Maryland Higher Education Commission to provide instruction and
training of the student body, faculty, and staff to enhance cultural diversity programming and
sensitivity. The team developed a plan for the next two years, beginning with Restorative Practices
Training during year one. The training provided practical skills to equip students, faculty and staff
with the ability to facilitate and participate in difficult conversations, promote and encourage
civility in classrooms and community settings, and identify practices that can be incorporated on a
broader scale in offices and departments, such as Human Resources, Office of Student Conduct and
Department of Public Safety.

CCBC sponsors a range of programs, which facilitates conversation among students, faculty, staff
and the community on issues important to cultural diversity. Each semester a new college wide
workgroup is formed to read and discuss the book Courageous Conversations About Race: A Field
Guide for Achieving Equity in Schools by Glenn Singleton. Members also write their racial
autobiography and discuss issues on race, its impact on our lives as well as its impact on the CCBC
community.

The Office of Intercultural Engagement has developed Mosaic Talks which are offered as in and out
of class seminars, workshops, and presentations to build awareness, appreciation, and allyship to
diverse student populations and communities. Faculty who find it difficult to broach important yet
sensitive cultural issues with students can schedule a Mosaic Talks with Office of Intercultural
Engagement, to bring issues of diversity, social justice and equity directly into their classroom.
Topics range from religious diversity, microaggressions, language variances and codeswitching,
LGBTQ and privilege and intersectionality.

The Student Life office has developed the Civility Campaign. As part of this campaign, all first-year
students in the Student Orientation Course are shown videos to help them understand how to
interact with others on campus. The college also uses a website, Lessons on Civility, Culture and
Race, for students to learn about their own cultural values and how those values influence points of
view and interactions with others.

Through the Spotlight Speaker Series, CCBC invites to our campuses speakers who raise awareness
about a wide range of topics, present various perspectives and promote values clarification. Over
the past several years speakers have included: Cory Booker (United States Senator), Nikki Giovanni
(renowned poet and writer), and David K. Shipler (author of The Working Poor: Invisible in
America). The President’s Distinguished African American Lecture Series is an annual event the
President hosts during Black History Month to honor the life and work of a nationally recognized
African-American citizen. Previous guest lecturers have included: Tarana Burke (activist and
founder of the ‘me too’ movement), Jeff Johnson (journalist), Wes Moore (community advocate),
MacArthur Scholar Dr. Lisa Delpit, and Isabel Wilkerson (Pulitzer Prize winner).
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CCBC incorporates many awareness events into its annual calendar, including Black History Month
in February; National Disability Awareness month in October; and International Education Week in
November. CCBC also celebrates National Hispanic Heritage Month, National Women’s History
Month, Gay and Lesbian History Month and Native American Heritage Month.

CCBC sponsors a college-wide book discussion each year through the Community Book
Connection (CBC), open to students, faculty and staff. The goals of this interdisciplinary literacy
program are to enhance student and community learning, to strengthen our common human bonds,
and to demonstrate the vital connection between classroom learning and social issues in the broader
community. Students are urged to read the book and faculty members are encouraged to include it
in their courses. A series of cultural and academic activities—film screenings, theatrical
performances, dance and musical concerts, debates, panel discussions, and lectures—are organized
to support the project. The book for FY2019 was Homegoing, by Yaa Gyasi. Among its many its
accolades is the Hemingway Foundation/PEN Award for 2017.

Another major effort to promote a rich multicultural student experience is through sponsored clubs
and organizations. CCBC requires that sponsored clubs be open to all students, banning
discrimination on the basis of race, gender, age, disability, religion, sexual orientation or national
origin. Among the many recognized clubs that promote and reflect diversity are the African
Student Union; American Sign Language Club; Black Student Union; Civic Engagement Club; Gay
Straight Alliance; International Student Associations; Micology Club; Multicultural Student
Association; Muslim Student Association; Progressive Student Alliance; Rainbow Club, Society of
Intersectional Feminists; Student Government Association; Students with Disabilities Club;
Women’s Initiative for Success and Education (W.LS.E.); and the Veterans Student Associations.

CCBC continues its partnership with the Kettering Foundation. It is a nonprofit foundation rooted in
the American tradition of cooperative research. National Issues Forum guides are used to guide the
use of the deliberative process. Students look at the costs and consequences of possible solutions to
daunting problems, and finding out what we, as a people, will or will not accept as a solution.

CCBC has also reestablished its partnership with Maryland Public Television (MTV) and PBS, the
Corporation for Public Broadcasting by viewing Independent Lens documentaries. These films are
by independent filmmakers from across the country address some of the most important issues of
our time, including Native history and culture, access to healthcare, early childhood education, and
community organizing and policing.

CCBC also promotes Alternative Spring Break programs, which offer students educational and
service opportunities in and outside the country. Students interact with different cultures and gain
an awareness and understanding of cross-cultural differences. Students have traveled to South
Dakota, Maine, Puerto Rico, Guatemala, Costa Rica, and Honduras among other locations.

CCBC professional staff are active members of the Latino Providers Network. The Latino
Providers Network manages and coordinates a membership community base umbrella organization
with over 70 organizations and 200 individual members that provide direct services to the Latino
community in the Baltimore Metropolitan Region in the areas of health, education, immigration,
business, employment, arts and culture.
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FY2020 Goals on Cultural Diversity and Campus Life Programs

e FEach semester assemble a new cohort of faculty and staff to read and discuss Courageous
Conversations About Race: A Field Guide for Achieving Equity in Schools by Glenn Singleton.

e Increase the number of students attending the orientation program which includes training on
civility to help students understand how to interact with others on campus.

e Celebrate and program events for Black History Month, National Disability Awareness month,
International Education Week, National Hispanic Heritage Month, National Women’s History
Month, Gay and Lesbian History Month and Native American Heritage Month.

e Continue the Spotlight Speaker Series by scheduling at least two speakers who raise awareness
and promote values clarification.

e Select and host a prominent African American for the President’s Distinguished African
American Lecture Series.

e Expand the offering of Mosaic Talks to include various workshops and conversations.

e Provide programming to support the Community Book Connection for FY2020 : Threads from
the Refugee Crisis by Kate Evans.

Special Services for Diverse or Unigue Student Populations

The Enrollment and Student Services division provides support for special student populations.
These contextualized services increase access and equity for historically underrepresented groups
and improve CCBC’s educational climate as an inclusive and civil community.

Students with Disabilities

CCBC is committed to the philosophy of non-discrimination for individuals with disabilities. The
Office of Disability Support Services (DSS) provides assistance to students with disabilities so they
have an equal opportunity to participate in all of our programs, events, activities and services.
Among the services provided are sign language interpreters, accommodated testing and note takers.
Services are available to both credit and non-credit students. DSS also verifies that the college is in
compliance with the Americans with Disabilities Act and all other regulatory requirements.

Each year, CCBC holds Transition Day, a program in partnership with Baltimore County Public
schools that provides information to high school students with learning challenges on transitioning
from high school to college. Events held on our Essex and Catonsville campuses hosted
approximately 100 students. CCBC also collaborated in the grant funded Pathways project, which
provides comprehensive support to individuals with autism enrolled at CCBC. The program has a
capacity for 20 students and is expected to be funded for the next several years.

DSS provides training to our faculty and staff on how to improve accessibility and create an
inclusive environment for students with disabilities. These training sessions are held during our
annual Fall Focus and Teaching and Learning Fair. DSS works with each department to discuss
disability issues to address the unique needs, experiences and challenges they may have in meeting
the needs of students with disabilities. In 2018, we have added training for our public safety officers
on working with students with disabilities. National Disability Awareness Month, held in October,
is a national awareness campaign with the goal of educating the public about disability issues and
celebrating the many contributions of people with disabilities. CCBC holds events on our campuses
to promote awareness for faculty and students.
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LGBTQ Students

CCBC has established an LGBTQ Online Resource Center to support the college’s LGBTQ
population. The Online Resource center includes resources at CCBC as well as links to national
organizations. Efforts to support LGBTQ students are coordinated through the Office of
Intercultural Engagement and the Sexual Minorities Advocacy Committee (S.M.A.C). The mission
of the CCBC Sexual Minorities Advocacy Committee (SMAC) is to promote awareness of LGBTQ
issues, and to provide strategies, methods, and educational opportunities to the CCBC community in
order to create a more inclusive, welcoming and supportive environment.

Each campus has staff available for LGBTQ students to turn to for help. The P.R.I.S.M. [Proudly
Rallying Behind the Intersectionality of Social Minorities (formerly the Gay Students Alliance)] is
among the many student organizations sponsored by CCBC. Safe Zone training sessions provides
members of the CCBC community to serve as allies to the LGBTQ student community. CCBC has
a Preferred Name policy, available to students and staff. The preferred name is used where
available and appropriate, except where the use of a legal name is required.

International Students

International students are supported through the International Student Services Office (ISS).
Services include help with applying to CCBC, college level assessment and placement testing, and
assistance in maintaining visa requirements. ISS also helps students adjust to life in the Baltimore
area with resources on finding housing and transportation. International students can also find
support with student organizations, such as the African Student Union, International Student
Association and the Muslim Student Association. CCBC along with institutions across the United
States and around the world also hosts events throughout International Education Week, which is a
platform to recognize international students, education abroad, and internationalization.

FY2020 Goals on Special Services for Diverse or Unique Student Populations

e Continue to support students with disabilities with special services and classroom supports.

e Continue to host College Transition events for students with unique needs as they transition
from high school to college.

e Continue to host International Education Week

e Offer additional Safe Zone training sessions in the coming year. Train 10-15 additional faculty
and staff.

e Add to the Safe Zone training work series by creating Brave & Safe Space training workshops
for faculty and staff for the underrepresented groups such as Student Veterans, Undocumented
Students and Student Victims of Human Trafficking.

e Increase the number of International students supported through the International Student
Services Office.

e Promote the Campaign Against Hate and Bias

e Increase the number of Mosaic Talks presented in classrooms

e Continue to offer and expand enrollment in the English Language Learner Summer Bridge
Program
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Sexual Harassment

CCBC is committed to maintaining a learning and working environment for students, faculty, and
staff that is free of sexual harassment. Sexual harassment is contrary to the standards of the college
community, and is a barrier to fulfilling the college’s academic mission.

Education and awareness are essential to CCBC’s efforts against sexual harassment including
sexual assault, and the college provides educational materials and programs. Education efforts
include the on-going discussion of the sexual harassment policy and an understanding of what
constitutes sexual harassment, procedures for addressing alleged sexual harassment, and methods
for prevention of sexual harassment. Educational programs are held for new students, faculty and
staff members. Ongoing educational programs are also held for faculty, staff, and students.

The college encourages reporting and seeks to remove any barriers to reporting by making the
procedures for reporting transparent and straightforward. The college recognizes that an individual
who has been drinking or using drugs at the time of the incident may be hesitant to report an
incident because of discipline consequences for his/her/their own conduct. An individual who
reports sexual misconduct, either as a complainant or a third party witness, will not be subject to
disciplinary action by the college for his/her/their own personal consumption of alcohol or drugs at
or near the time of the incident, provided that any such violations did not and do not place the health
or safety of any other person at risk. The college may initiate an educational discussion or pursue
other educational remedies regarding alcohol or other drugs. The amnesty policy applies only to the
CCBC student conduct process.

Increasing the Diversity of CCBC’s Employees

CCBC recognizes the value of a diverse work force that is reflective of our students and of the
community it serves, and the college is committed to welcoming, respecting, and embracing the
differences and similarities of employees and students. Each member of the college community is
responsible and held accountable for fostering a climate of acceptance, inclusion, respect, and
dignity of all persons.

CCBC is committed to providing a work environment free from discrimination and harassment of
any nature including, but not limited to, racial, religious, sexual orientation, age, gender, national
origin, ancestry, veteran status, disability, or any other type of harassment. Harassment is unwanted
verbal, physical, or visual conduct relating to an individual’s race, religion, gender, sexual
orientation, age, national origin, ancestry, veteran status, or disability. All employees are required to
attend Sexual Misconduct Prevention Training annually. Training for supervisors, including New
Manager Orientation, provides instruction in non-discriminatory human resources practices,
procedures and policies. Ongoing leadership developmental provides an opportunity for faculty and
staff with supervisory responsibility to strengthen their competence in managing a diverse
workforce. Workshops include topics aimed at managing a multi-generational workforce,
conducting equitable internal investigations, coaching employees for success, building trust,
managing difficult conversations, and teambuilding. The President’s Leadership Academy, a
training program for future CCBC leaders, also includes sessions on Human Resources policies and
procedures and CCBC’s commitment to a diverse workplace.

CCBC is committed to ensuring equal opportunity and non-discrimination in all of its hiring and
employment practices. The college has policies and procedures in place to ensure that search and
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hiring practices promote a diverse workforce. These include policies and procedures that ensure
positions are advertised in a wide variety of publications and media outlets, and that notices of
openings are in traditional and non-traditional forums, including college sponsored job fairs and job
fairs at Historically Black Colleges and Universities (HBCU’s). The racial and gender diversity of
our employees is regularly reviewed and strategies are developed to address underutilization of
women and minorities.

Procedures have been developed to ensure a pool of qualified minority candidates. All applicants
for administrative, faculty, and classified positions are screened by a search committee that
represents a diverse group of college employees under the direction of a Search Committee Chair
and a trained Search Specialist. In FY2017, the Human Resources department developed a process
to obtain more detailed information from employees and job applicants with disabilities and those
who are veterans of the U.S. military. Search committees are required to document that the review
of applicants, selection of candidates and candidate interviews were conducted in a non-
discriminatory manner. CCBC proactively took steps to remove barriers to employment for
qualified workers with criminal records, specifically by removing the criminal conviction history
question from the job application—a reform commonly known as “ban the box.”

The Human Resources department is available to work with employees about workplace conflict
and to assure that any complaints of discrimination or unfair treatment are investigated and
addressed. Policies and procedures for reporting any issues are included in the employee handbook
and are also included on the CCBC employee website.

FY2020 Goals on Increasing the Diversity of CCBC’s Employees

e Provide sexual misconduct prevention training to all employees. Monitor compliance with the
annual training requirement.

e Continue to attend local Job Fairs to recruit employees including employees of color, women,
veterans and persons with disabilities.

e Provide search specialist training for CCBC staff. Train 10 additional search specialists.

e Assure recruitment outreach to diverse populations by advertising available positions in a wide
range of venues including Monster.com, Military.com, Hire Disability Solutions, Maryland
Workforce Exchange, Department of Veterans Affairs, Local Universities and Community
Colleges, Diverseeducation.com, Diversity Jobs.com, HBCU Connect Network, Hispanic
Outlook, Latin Opinion, Afro-American, and Higher Education Research Consortium.

SECTION 1IV. CAMPUS PROCESS FOR THE REPORTING OF
HATE-BASED CRIMES

Reporting incidences of hate crimes are addressed under the Jeanne Cleary Disclosure of Campus
Crime Statistics Act (Cleary Act) as amended by the Higher Education Opportunity Act (HEOA).
At CCBC, the Department of Public Safety (DPS) works to create and maintain a secure campus
climate and to protect personal and college assets. All public safety information required by the
Jeanne Clery Disclosure of Campus Security Policy and Crime Statistics Act may be found on the
Public Safety website at http://www.ccbecmd.edu/Campus-Life-and-Activities/Public-Safety.aspx.



http://www.ccbcmd.edu/Campus-Life-and-Activities/Public-Safety.aspx

Officers investigate and report all crimes and incidents that come to their attention. CCBC’s public
safety staff also works closely with the Baltimore County Police Department and will ask for its
assistance when needed or when requested by a victim of a crime. The DPS and Baltimore County
Police Department work cooperatively under a Memorandum of Understanding that specifies roles
and responsibilities for both agencies.

Each public safety officer receives 16 hours of in-service training annually, which is four times the
number of hours mandated by the State of Maryland. Officers are trained in offense definition,
report classification and criminal investigation. Officers are routinely updated on changes to county,
state and federal law, and receive periodic training on sexual assault, hate and bias crimes, dating and
domestic violence, stalking and harassment.

The Department of Public Safety is staffed by full and part-time uniformed public safety officers 24
hours a day. Each full-time public safety officer is commissioned by the state of Maryland as a
Special Police Officer and has full police powers (including powers of arrest) through the statutory
and common law of Maryland.

The college provides timely security alerts to the college community regarding offenses or incidents
that are reported to campus Public Safety offices, college administrators or local police, and which
may represent a threat to students and employees, through Campus Alert, CCBC e-mail, voice mail,
and text messaging. Students, faculty, and staff are automatically placed in the alert database when
they register for a course, or receive a paycheck from the college. Family and community members
may opt-in to Campus Alert.

College policy dictates that all crimes or emergencies be reported directly to the Department of
Public Safety by calling 443-840-1111. A report may also be made to any college employee (known
as a Campus Security Authority) who has a significant interest in student safety, such as a faculty
member, dean or director, coach, advisor or other campus official. Any college member who is a
victim of a serious crime is also encouraged to report the incident to the Baltimore County Police
Department by calling 911 (for emergencies). The Department of Public Safety will investigate and
document all crimes in accordance with college policy.
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Community College of Baltimore County

Table 1a — Race Trends for All Students

Count

19,737

28,388

2,722

2,718

198

105

1,261

10,708

65,837

%

30.0%

43.1%

4.1%

4.1%

0.3%

0.2%

1.9%

16.3%

100.0%

Count

20,683

28,959

2,989

2,973

205

113

1,306

6,096

63,324

FY2020 Cultural Diversity Plan

%

32.7%

45.7%

4.7%

4.7%

0.3%

0.2%

2.1%

9.6%

100.0%

Count

20,434

28,823

3,272

3,280

202

114

1,413

4,433

61,971

86

%

33.0%

46.5%

5.3%

5.3%

0.3%

0.2%

2.3%

7.2%

100.0%

Count

19,957

27,852

3,398

3,543

198

110

1,356

4,777

61,191

%

32.6%

45.5%

5.6%

5.8%

0.3%

0.2%

2.2%

7.8%

100.0%

Count

19,798

26,750

3,267

3,375

195

109

1,401

5,861

60,756

%

32.6%

44.0%

5.4%

5.6%

0.3%

0.2%

2.3%

9.6%

100.0%



Table 1b — Gender Trends for All Students

Count % Count % Count % Count % Count %

36,965 56.1% 35,645 56.3% 34,899 56.3% 34,254  56.0% 32,108 52.8%
26,475 402% 25971 41.0% 25,867 41.7% 24,958 40.8% = 23,833 39.2%
2,397  3.6% 1,708 2.7% 1,205 1.9% 1,979 3.2% 4,815 7.9%

65,837 100.0% 63,324 100.0% 61,971 100.0% 61,191 100.0% 60,756 100.0%

Data from annual fiscal year enrollment files. Students taking both credit and continuing education courses are counted as credit
students. Students who did not supply a race or gender are noted as “No Information.” Data collection for Continuing Education
students had a high number of students not report race and gender in FY2012 and FY2013. Numbers may differ from Annual

Student Profile report due to different methodology. See following tables for data specific to Credit and Continuing Education
students.

87



Table 2a — Race Trends for Credit Students

Count

12,810

15,457

1,991

1,388

121

77

1,033

187

33,064

%

38.7%

46.7%

6.0%

4.2%

0.4%

0.2%

3.1%

0.6%

100.0%

Count

12,634

14,518

2,119

1,501

124

77

1,031

115

32,119

%

39.3%

45.2%

6.6%

4.7%

0.4%

0.2%

3.2%

0.4%

100.0%

Count

11,902

13,385

2,190

1,488

105

70

1,072

175

30,387

%

39.2%

44.0%

7.2%

4.9%

0.3%

0.2%

3.5%

0.6%

100.0%

Count

11,418

12,458

2,269

1,567

101

66

993

243

29,115

%

39.2%

42.8%

7.8%

5.4%

0.3%

0.2%

3.4%

0.8%

100.0%

Count

10,764

11,764

2,228

1,573

88

68

1,009

298

27,792

%

38.7%

42.3%

8.0%

5.7%

0.3%

0.2%

3.6%

1.1%

100.0%



Table 2b — Gender Trends for Credit Students

Count %

19,816  59.9%

13,248  40.1%

0 0.0%

33,064 100.0%

Count %

19,148  59.6%

12,964  40.4%

7 0.0%

32,119 100.0%

Count

18,266

12,098

23

30,387

89

%

60.1%

39.8%

0.1%

100.0%

Count

17,486

11,600

29

29,115

%

60.1%

39.8%

0.1%

100.0%

Count

16,662

11,094

36

27,792

%

60.0%

39.9%

0.1%

100.0%



Table 2¢ — Race & Gender for Credit Students — FY2018

Percentage of Gender within Race

- Count % Count % Count % Count % Feml;lillet/il(\)’lale
- 6,974 64.8% 3,781 35.1% 9 0.1% 10,764 100.0% 1.8
- 6,729 57.2% 5,017 42.6% 18 0.2% 11,764 100.0% 1.3
- 1,158 52.0% 1,070 48.0% 0 0.0% 2,228 100.0% 1.1
- 924 58.7% 647 41.1% 2 0.1% 1,573 100.0% 1.4
- 60 61.9% 28 31.8% 0 0.0% 88 100.0% 2.1
- 40 58.8% 28 41.2% 0 0.0% 68 100.0% 1.4
- 625 61.9% 381 37.8% 3 0.3% 1,009 100.0% 1.6
- 152 51.0% 142 47.7% 4 1.3% 298 100.0% 1.1
- 16,662 60.0% 11,094 39.9% 36 0.1% 27,792 100.0% 1.5

Data from annual fiscal year enrollment files. Students taking both credit and continuing education courses are counted as credit
students. Students who did not supply a race or gender are noted as “No Information.”
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Table 3a — Race Trends for Continuing Education Students

Count % Count % Count % Count % Count %
6,927 21.1% 8,049 25.8% 8,532 27.0% 8,539 26.6% 9,034 27.4%

12,931 39.5% 14,441 46.3% 15,438 48.9% 15,394 48.0% 14,986 45.5%

731 2.2% 870 2.8% 1,082 3.4% 1,129 3.5% 1,039 3.2%

1,330 4.1% 1,472 4.7% 1,792 5.7% 1,976 6.2% 1,802 5.5%
77 0.2% 81 0.3% 97 0.3% 97 0.3% 107 0.3%
28 0.1% 36 0.1% 44 0.1% 44 0.1% 41 0.1%

228 0.7% 275 0.9% 341 1.1% 363 1.1% 392 1.2%

10,521 32.1% 5,981 19.2% 4,258 13.5% 4,534 14.1% 5,563 16.9%

32,773 100.0% 31,205 100.0% 31,584 100.0% 32,076 100.0% 32,964 100.0%
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Table 3b — Gender Trends for Continuing Education Students

Count % Count % Count % Count % Count %

17,149 523% 16,497 52.9% 16,633 52.7% 16,768 52.3% 15,446  46.9%

13,227 40.4% 13,007 41.7% 13,769 43.6% 13,358 41.6% 12,739  38.6%

2,397 73% 1,701  55% 1,182  3.7% 1,950 6.1% 4,779 14.5%

32,773 100.0% 31,205 100.0% 31,584 100.0% 32,076 100.0% 32,964  100.0%
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Table 3¢ — Race and Gender for Continuing Education Students — FY2018

Percentage of Gender within Race

- Count % Count % Count % Count % Feml;lillet/il(\)/lale
- 5,105 56.5% 3,167 35.1% 762 8.4% 9,034 100.0% 1.6
- 7,072 47.2% 6,624 44.2% 1,290 8.6% 14,986 100.0% 1.1
- 485 46.7% 415 39.9% 139 13.4% 1,039 100.0% 1.2
- 784 43.5% 836 46.4% 182 10.1% 1,802 100.0% 0.9
- 49 45.8% 42 39.3% 16 15.0% 107 100.0% 1.2
- 18 43.9% 21 51.2% 2 4.9% 41 100.0% 0.9
- 220 56.1% 167 42.6% 5 1.3% 392 100.0% 1.3
- 1,713 30.8% 1,467 26.4% 2,383 42.8% 5,563 100.00% 1.2
- 15,446 46.9% 12,739 38.6% 4,779 14.5% 32,964 100.0% 1.2

Data from annual fiscal year enrollment files. Students taking both credit and continuing education courses are counted as credit
students. Students who did not supply a race or gender are noted as “No Information.” Data collection for Continuing Education
students had a high number of students not report race and\or gender in FY2012 and FY2013.
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Table 4a — Credit Students by Age Group

Count % Count %
205 0.6% 334 1.0%
7277 22.0% 7,251 22.6%
9,003 272% 8,712 27.1%
6,092 20.2% 6,518 20.3%
5317 16.1% 5,061 15.8%
2,610  79% 2,521  7.8%
1,316 4.0% 1,138  3.5%

644 1.9% 584 1.8%

0.0% 0 0.0%

(==

33,064 100.0% 32,119 100.0%

94

Count

431

6,957

8,477

6,240

4,590

2,158

1,003

531

30,387

%

1.4%

22.9%

27.9%

20.5%

15.1%

7.1%

3.3%

1.7%

0.0%

100.0%

Count

509

6,884

7,974

5,807

4,456

2,032

941

512

0

29,115

%

1.7%

23.6%

27.4%

19.9%

15.3%

7.0%

3.2%

1.8%

0.0%

100.0%

Count

628

6,430

7,531

5,514

4,229

1,990

936

534

0

27,792

%

2.3%

23.1%

27.1%

19.8%

15.2%

7.2%

3.4%

1.9%

0.0%

100.0%



Table 4b — Continuing Education Students by Age Group

Count % Count % Count % Count % Count %
1,060 32% 1,148 3.7% 1,017 3.2% 985 3.1% 930 2.8%
760 2.3% 671 2.2% 673 2.1% 805 2.5% 866 2.6%
2,088 64% 1,982 64% 1933 6.1% 1,884 59% 2,148 6.5%
3,901  11.9% 3,903 12.5% 3,927 124% 4237 132% 4,424 13.4%
5475 16.7% 5459 17.5% 5,702 18.1% 5,861 183% 6,110  18.5%
5,039 15.4% 4,853 15.6% 4,896 15.5% 4,767 14.9% 4,883 14.8%
6,184 189% 5,679 182% 5,832 185% 5,555 17.3% 5,599 17.0%

8266 252% 7,510 24.1% 7,604 24.1% 7,980 249% 7,999 243%

0.0% 0 0.0% 0 0.0% 2 0.0% 5 0.0%

(==

32,773 100.0% 31,205 100.0% 31,584 100.0% 32,076 100.0% 32,964 100.0%

Data from annual fiscal year enrollment files. Students taking both credit and continuing education courses are counted as credit
students. Students who did not supply a race or gender are noted as “No Information.”
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Table Sa — Ten Year Race Trends for Full-Time Employees

Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt %

243 20% 256 20% 276 21% 293 23% 313 23% 318 23% 327 24% 319 24% 319 24% 326 25%

951 76% 921 73% 926 71% 886 69% 939 69% 926 69% 920 68% 888 67% 858 67% 842 65%

2% 20 2% 22 2% 23 2% 33 2% 35 3% 39 3% 37 2% 38 3% 43 3%

N
w

1% 17 1% 19 1% 20 2% 26 1% 24 2% 28 2% 30 2% 31 2% 32 2%

—_—
(O8]

0% 6 0% 6 0% 5 0% S5 0% 3 0% 3 0% 3 0% 3 0% 3 0%

0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 0 0% 1 0%

(=]

DNA DNA 12 1% 13 1% 14 1% 16 1% 20 2% 21 1% 18 1% 23 1% 25 2%

10 1% 32 3% 38 3% 37 3% 20 1% 10 1% 11 0% 12 0% 9 0% 10 0%

1,245 100% 1,264 100% 1,300100% 1,278 100%1,352100% 1,336 100% 1,349 100% 1,307 100% 1,281 100% 1,282 100%

(9}




Table 5b — Ten Year Gender Trends for Full-Time Employees

Cnt

% Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt % Cnt %
793 64% 799 63% 816 63% 807 63% 855 63% 851 64% 868 64% 840 64% 818 64% 807 63%
452 36% 465 37% 484 37% 471 37% 497 37% 485 36% 481 36% 467 36% 463 36% 475 37%

1,245 100% 1,264 100% 1,300 100% 1,278 100% 1,352 100% 1,336 100% 1,349 100% 1,307 100% 1,281 100% 1,282 100%
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Table 5¢ — Race and Gender for Full Time Employees — Fall 2018

Count % Count % Count %
211 26.1% 115 242% 326  25.4%
528  654% 314  66.1% 842  65.7%

27 3.3% 16 3.4% 43 3.4%

2.2% 14 2.9% 32 2.5%

—_
o]

0.2% 1 0.2% 3 0.2%

0.1% 0 0.0% 1 0.1%

—

1.6% 12 2.5% 25 2.0%

—_
(O8]

0.9% 3 0.6% 10 0.8%

3

807 100.0% 475 100.0% 1,282 100.0%

o

Data from Employee Data System (EDS) files submitted to the Maryland Higher Education Commission. EDS is a “point in time”
data collection, usually taken in the fall. Employees who did not supply a race or gender are noted as “No Information.”
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Table 6a — Ten Year Race Trends for Full-Time Teaching Faculty

Cnt

49

329

12

—
S

(=}

(=]

w

403

%

12%

82%

3%

2%

0%

0%

DNA DNA

1%

100%

Cnt

49

322

13

10

415 100%

%

12%

78%

3%

2%

0%

0%

1%

3%

Cnt

57

322

14

11

15

426

%

13%

76%

3%

39%

0%

0%

1%

49%

100%

Cnt

61

318

15

11

427

%

14%

74%

4%

3%

0%

0%

1%

4%

100%

Cnt

64

331

20

14

443

%

14%

75%

4%

3%

0%

0%

1%

2%

100%

Cnt

71

318

21

15

436

99

%

16%

73%

5%

3%

0%

0%

1%

1%

100%

Cnt

74

315

22

15

438

%

17%

72%

5%

3%

0%

0%

1%

2%

100%

Cnt

72

312

20

16

430

%

16%

73%

5%

3%

0%

0%

0%

1%

100%

Cnt

67

307

22

17

423

%

16%

73%

5%
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0%

1%

1%

100%

Cnt

70

306

20

16

422

%

17%
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4%
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0%

0%

1%

0%
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Table 6b — Ten Year Gender Trends for Full-Time Teaching Faculty

% Cnt % Cnt % Cnt % Cnt % Cnt

60% 253  59% 252 59% 262 59% 265 60% 272

40% 173  41% 175 41% 181 40% 171 39% 166

100% 426 100% 427 100% 443 100% 436 100% 438

100

%  Cnt

62.% 266

38% 164

100.0% 430

% Cnt

62% 256

38% 167

100.0% 423

% Cnt %

60% 255 60%

40% 167 39%

100.0% 422 100%



Table 6¢ — Race and Gender for Full Time Faculty — Fall 2018

Count % Count % Count %
46 18.0% 24 14.4% 70 16.6%

181 71.0% 125 749% 306 72.5%

14 5.5% 6 3.6% 20 4.7%
8 3.1% 8 4.8% 16 3.8%
0.0% 0 0.0% 0 0.0%

1 0.4% 0 0.0% 1 0.2%

4 1.6% 1 0.6% 5 1.2%
1 0.4% 3 1.8% 4 0.9%

255 100.0% 167 100.0% 422 100.0%

=}

Data from Employee Data System (EDS) files submitted to the Maryland Higher Education Commission. EDS is a “point in time”
data collection, usually taken for a single pay period in the fall. Employees who did not supply a race or gender are noted as “No

Information.”
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Table 7 — Full Time Employees by Race and Employment Category — Fall 2018

Count % Count % Count % Count %
70 16.6% 12 19.4 93 26.6% 151 33.7%

306 72.5% 48 77.4% 228 65.1% 260 58.0%

20 4.7% 1 1.6% 13 3.7% 9 2.0%
16 3.8% 0 0.0% 8 2.3% 8 1.8%
0.0% 1 1.6% 0 0.0% 2 0.4%

1 0.2% 0 0.0% 0 0.0% 0 0.0%
5 1.2% 0 0.0% 5 1.4% 15 3.3%
4 0.9% 0 0.0% 3 0.9% 3 0.7%

422 100.0% 62 100.0% 350 100.0% 448 100.0%

(=}

Data from Employee Data System (EDS) files submitted to the Maryland Higher Education Commission. EDS is a “point in time”
data collection, usually taken in the fall. Employees who did not supply a race or gender are noted as “No Information.”
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Table 8 — Baltimore County Population by Race-Ethnic Origin

Count

45,895

476,162

237,124

2,233

52,316

292

18,446

832,468

%

5.5%

57.2%

28.5%

0.3%

6.3%

0.0%

2.2%

100.0%

Data from the Maryland Department of Planning, from the Population Division, U.S. Census Bureau, June 22, 2017
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Frederick Community College

Maryland Higher Education Commission (MHEC)
2019 Cultural Diversity Report
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Frederick Community College

I. INTRODUCTION

Frederick Community College (FCC) is a public community college located in the second largest
city and the largest agricultural producing county in the state of Maryland. Since 1957, FCC has
prepared an increasingly diverse student body to complete their goals of workforce preparation,
transfer, career development, and personal enrichment. FCC values learning, innovation,
diversity, excellence, community, integrity, and as described in the College vision statement,
“seeks to transform individuals and communities through learning.” FCC is a mid-sized
institution with close to 9,000 credit students and 7,000 continuing education and workforce
development students per year. FCC students come from 75 countries, are 36% students of color,
and 27% first-generation credit-seeking students. The College values being the community
college in Maryland with the highest graduation and/or transfer rates for students,

I1. DEFINING AND AFFIRMING DIVERSITY

An appreciation of diversity and inclusion empowers us to collectively acknowledge and
celebrate the contributions of all members of the College community. Diversity is defined in the
College strategic plan, FCC 2020, as “human differences that affect the success of students, staff,
and members of the community.” Inclusion is involvement and empowerment, where the
inherent worth and dignity of all people are recognized. As an institution, we are fully committed
to the value of inclusive excellence; that to be excellent, we must be inclusive. An inclusive
institution promotes and sustains a sense of belonging. It values and practices respect for the
talents, beliefs, backgrounds, and ways of living of the members of the College community.

FCC aspires to be a leader in the state and the nation fostering an environment that welcomes,
supports, rewards, and challenges our community members to think big, be innovative, and lead
with authenticity. Listed below are a few of the significant diversity, equity, and inclusion
achievements of the institution this year:

e In2018-2019, the College underwent a nine-month process of developing a Diversity,
Equity, and Inclusion Strategic Plan for the next five years, 2019-2024. The plan was
developed based on more than 20 stakeholder focus groups and was approved by the
Board of Trustees on June 19, 2019. As is discussed more below, the plan focuses on four
main domains of diversity, equity, and inclusion, and involves 29 action items that will
strengthen the College in terms of equity and inclusion.

e The College implemented a College-wide protocol for hate-bias incidents and began
officially tracking incidents in February 2019.

e The College Academic Affairs, Continuing Education, and Workforce Development
(AACEWD) Master Plan 2019-2024 also centered the development of cultural and global
competencies in our faculty, staff, and students as essential for academic excellence.

e In2018-2019, the College expanded the professional development offerings to faculty
and staff around issues of equity, inclusion, and diversity including over 30 in-depth
opportunities to engage all employees on difficult diversity topics (in 2017-2018, the
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College offered 20 opportunities) including the second summer institute for faculty
focused on culturally responsive teaching.

e The President’s Diversity Advisory Council (PDAC), a College-wide diversity, equity,
and inclusion (DEI) leadership group, met monthly and focused on four main areas of
leadership capacity building. These areas included reviewing the research on the value
and meaning of DEI for higher education, building and benchmarking a climate of
inclusion, and understanding the institutional, local, and national laws, policies, and
history that frame promising practices in the area of DEI.

I11. INSTITUTIONAL PLAN TO IMPROVE CULTURAL DIVERSITY

As part of the priorities over this past year set by the FCC Board of Trustees, the College
underwent a process of developing a Diversity, Equity, and Inclusion (DEI) Strategic Plan for the
next five years. This plan seeks to focus the DEI efforts during the next five years toward four
primary goals determined to be realistic, necessary, and in alignment with our values and
aspirations as a College community. The goals include:

Increase access and success for traditionally underrepresented students

Increase recruitment and retention of a diverse workforce

Prepare students for an increasingly diverse community, workforce, and world
Ensure a more welcoming and inclusive learning and workplace environment for
students, faculty, staff, and visitors

b=

Under each of these goals, there are specific, measurable, and realistic action items for the next
five years. The participatory process with students, faculty, staff, and community members
helped the College community to reflect on how the College is living up to the values of
diversity, equity, and inclusion, and where and how the College can be better. The plan is
informed by those documented strengths and struggles, an internal environmental scan, a review
of our regional peer institutions, as well as the empirically researched best practices in higher
education, specifically at community colleges. The FCC Diversity, Equity, and Inclusion
Strategic Plan 2019-2024 builds on the strengths of the College and targets the highest impact
changes that will strengthen FCC for all students, faculty, and staff. The Plan reemphasizes the
institutional commitment to diversity, equity, and inclusion. The Timelines and Metrics of
Success ensure that we continue to make progress toward creating a College culture of inclusion,
which addresses our challenges and seizes opportunities for innovation.

Some of the planned action items include: implementing specific targeted interventions to close
the gaps in access and success for racial/ethnic minority students; an evaluation of our hiring
practices to make sure we are hiring the best candidates from the most diverse backgrounds;
enhancing employee development; strengthening our employee retention efforts; and preparing
our students to be successful in Frederick County and beyond.
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IV. EFFORTS TO INCREASE NUMERICAL REPRESENTATION OF TRADITIONALLY
UNDERREPRESENTED GROUPS

Focus on Students

FCC has devoted considerable time, attention, and effort to increasing and retaining students of
color. As Table 1 illustrates, the percentage of credit students of color has increased 11.4%
during the past five years. However, headcount enrollment of this population has decreased by
3.8% from fall 2017-2018. This decline is slightly higher (3.5%) than the general population.
Currently, 35.6% of FCC credit students and 36.9% of continuing education (non-credit)
students identify themselves as non-white students.

TABLE 1. CREDIT STUDENTS BY RACE/ETHNICITY FROM 2014-2018

CREDIT STUDENT PROFILE REPORT
Frederick Community College
Fall 2014-2018

% %
2014 2015 2016 2017 2018| Change Change
Total Credit Headcount (Unduplicated) 6,031 6,197 6,252 6,220 6,000 -3.5% -05%
African American/Black 777 785 777 787 738 -6.2% -50%
Percent of Total 12.9% 12.7% 12.4% 127% 123%
Native American 23 24 21 14 15 T1% -348%
Percent of Total 0.4% 0.4% 0.3% 0.2% 0.3%
Hispanic 583 662 683 726 746 28% 280%
Percent of Total 97% 10.7% 10.9% 11.7% 12.4%
Asian 281 289 283 300 268 -10.7% -46%
Percent of Total 4 7% 4 7% 45% 48% 45%
White 4116 4,150 4,152 4,003| 3,867 -34% -6.0%
Percent of Total 68.2% 67.0% 66.4% 654.4% 654.5%
Other*** 67 60 56 94 71 -245% 6.0%
Percent of Total 1.7% 1.0% 0.9% 1.5% 12%
Multiple Race*** 184 227 280 296 295 -0.3% 603%
Percent of Total 3.7% 3.7% 45% 4.8% 49%
Total Students of Color*** 1,915 2,047 2,100 2,217 2,133 -3.8% T.4%
Percent of Total 31.8% 33.0% 336% 356% 356%

FCC uses multiple promising efforts to recruit historically underrepresented populations
including community-based outreach, bridge programs, pre-college programs, targeted social
media outreach, economic-conscious scholarships, as well as English Language Learner (ELL)
targeted outreach and scholarships. Additional specific recruitment and retention efforts include
the following:

e The Parents Lead program is a scholarship and degree-pathway program at FCC that
provides students who might not otherwise be able to attend classes due to the cost of
childcare the funding and academic support to pursue a degree. The program continues to
support a diverse student population. Since its inception in spring 2018, the cohort has

4
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served a population made up of 100% student-parents, 96% women, and 56% students of
color. The median reported household income of Parents Lead students is $30,700; 43%
above the Frederick County poverty line for a family of four and 63% below the
Frederick County ALICE (Asset Limited, Income Constrained, Employed) household
survival threshold for a family of four. Students in this program passed 83% of their
attempted credits, withdrew from 7%, and failed 10%. The program retention rate of 92%
exceeds that of the average FCC student by 15%.

e Continuing Education and Workforce Development (CEWD) maintains an Outreach
Committee to forge relationships with a range of community organizations and
government agencies serving diverse populations in Frederick County. The goals of the
Outreach Committee are to increase awareness of its programs and the job opportunities
available, to communicate opportunities for financial support through FCC and other
community organizations, and build upon existing programs in community organizations
to offer affordable access and support to potential students. The Outreach Committee has
connected with Family Partnership, Advocates for the Homeless, Heartly House, SHIP of
Frederick County (Student Homelessness Initiative Partnership), Frederick County Public
Schools (FCPS) LYNX (Linking Youth to New Experiences) program, and Frederick
County Workforce Services, and will continue to expand outreach efforts annually.

e The Admissions Office coordinated events for targeted populations across the county,
both on and off campus, to build connections between diverse, underrepresented
communities and Frederick Community College. Targeted organizations/agencies
included the Department of Social Services, Division of Rehabilitation Services (DORS),
Family Partnership, SHIP (Student Homelessness Initiative Partnership of Frederick
County), Centro Hispano, New Horizons, S2M2 (Science, Service, Mentoring and
Medicine), Maryland School for the Deaf, Gale House, Frederick Foster Care Services,
Fort Detrick, Senior Living, The Judy Center, Transition Fairs, Carroll Creek Montessori
Public Charter School, and LYNX. Admissions collaborated with the English language
Learners (ELLs) office to provide community outreach to English Language Learners
and their families in Frederick County at three targeted high schools. Specific targeted
outreach to multicultural students also included the Pathways to the Future Women’s
Conference, Community Living, Student Athlete Orientation, Explore FCC Day, Bridge
to FCC Pilot events, the FCPS Community Resource Fair, the International Student
Festival, the Asian Lunar New Year Festival, PASS visits to public high schools, the
Frederick Latino Festival, the Cultural Arts Fair, and the Convoy of Hope event.
Admissions also participated in several large Frederick County-wide outreach events to
include college fairs, The Great Frederick Fair, housing fairs, and community education
fairs.

e FCC continues its strong partnership with FCPS. To expand access and opportunity for
college-ready high school students (particularly first generation college students, students
of color, and students who participate in the Federal free and reduced meals program), the
FCC Board of Trustees developed a 2018-2019 strategic directive to create an Early
College. Starting in fall 2020, the program will offer qualified high school students across
the county, including students from groups historically underrepresented in
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postsecondary educational attainment, the opportunity to earn an associate degree and
high school diploma simultaneously by attending FCC full-time during their junior and
senior years. Early College students will receive a significant discount on tuition for all
courses taken during the program and tuition is waived for students who are eligible for
Free and Reduced Meals. Other students pay 90% of 75% of the per credit hour rate.
Applications from qualified students from underrepresented groups will be supported by
FCPS counselors and FCC staff, who will work on a case-by-case basis to address
students’ challenges around food security and transportation to campus. The College
hopes to see the Early College student cohort grow in diversity over time, as has
happened with the successful Open Campus and High-School Dual Enrollment
programs.

e The Targeted ESL program at FCC had a productive year that included gains in
enrollments, curriculum development, and services for ELLs in addition to community
outreach and staff development. Seventy-five (75) classes served students in fiscal year
2019. Additional classes provided preparation for the TOEFL. In an effort to better meet
the unique needs of Frederick County ELLs, curricula were developed for seven unique
courses. Four were piloted in FY 2018 and three were piloted in FY 2019. Beyond new
courses, ELLs were supported with new services including an ESL resource website, an
ESL lab, drop-in tutoring hours, and spring and fall transitions presentations, which help
students to move beyond ELL courses to credit programs. As part of community outreach
efforts, onsite testing was provided to Tuscarora High School seniors in cooperation with
the Testing Center, and students from FCPS were hosted on a field trip to FCC. Along
with providing quality programming and support to ELLs, the Targeted ESL program
supported staff development throughout the year. Instructors and staff attended
institutional, local, and international trainings. The program created two additional
administrative positions, the Adult Education and ESL Coordinator, and the Adult
Education and ESL Transition Specialist to streamline processes and provide one-to-one
case management support for all ELLs. Students in the Targeted ESL program benefit
from strong programming, personalized guidance, and staff who have their best interests
in mind.

e The Mid-Atlantic Center for Emergency Management (MACEM) at FCC serves as a
national education and training center specializing in preparedness, planning, and
partnerships. MACEM has incorporated topics of diversity, equity, and inclusion in its
programming. Emergencies and disasters are known to disproportionately affect
vulnerable population groups such as women and children, those with access and
functional needs, as well as non-English speaking populations. In December of 2016, the
MACEM began an emergency preparedness outreach program to FCC ELL teachers and
their students. Since the launch of the program, the MACEM has trained nine (9) ELL
instructors in emergency preparedness train-the-trainer courses and 38 ELL students in
preparedness content.

e Student retention, success, and graduation are a critical part of the FCC mission. In
addition to the focus on inclusion and cultural responsiveness in the Diversity, Equity,
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and Inclusion Strategic Plan, the following list includes a few of the ongoing and new
retention and success initiatives:

o The Office of Multicultural Student Services (MSS) provides interested students with
academic and personal support, advising, and a series of activities that focus on
enhancing or developing strategies for success. On average, students of color who are
engaged in MSS have higher persistence and graduation rates than those who are not
engaged. Students who are involved with MSS are 13.5% more likely to be retained
than all other students. The purpose of the office is to help ensure a smooth transition
to the College and to increase the probability of success for each participant. The
office provides identity development and education beyond the classroom experience
by hosting cultural engagement programming, including (but not limited to) critical
thinking discussions, cultural field trips, study skills workshops, goal setting
initiatives, and leadership development retreats. The program offers academic support
through personal counseling, intrusive advising, comprehensive student success alert
intervention, academic action plans, and student advocacy by establishing strong
mentoring relationships between students and faculty/staff. In addition, MSS provides
specialized support and outreach to men and women of color in its Big 6 and Elite 8
programs and to high school students with its College Prep program. MSS has also
worked to increase access and retention efforts through a targeted scholarship. The
scholarship is available for career programs students for whom English is a second
language and/or students who have demonstrated a significant financial need. In three
years (2016-2019) there was a 400% increase in the number of scholarships awarded,
from four (4) to 20. MSS increased its intentional outreach efforts in partnership with
other units at the College, including the Office of Diversity Equity and Inclusion
(ODEI), Center for Student Engagement (CSE), and in the classrooms through
faculty. MSS effectively addresses access and retention for first year students of color
through the Partnership for Achieving Student Success (PASS) program. With the
success of the PASS program, the office worked in partnership with the FCC
Foundation to offer a scholarship to successful PASS participants aimed to increase
their persistence and retention rates from year one to two. Within two years of
offering this additional scholarship, the retention rate of PASS participants increased
from 67% to 70%.

o The Veteran and Military Services (VMS) department offers academic and support
services for veterans and military-affiliated students enrolling at FCC. Forty-two
percent (42%) of the students served in VMS are racial/ethnic minority students.
VMS provides a “One-Stop-Shop” where students receive information and assistance
in one place, including processing of veterans educational benefits,
academic/social/personal counseling and referrals, academic and social programming,
workshops, and a Veterans Center.

o The Office of Adult Services (OAS) serves more than 57% racial/ethnic minority
students through its Project Forward Step (PFS). The PFS provides intake interview
and needs assessment, academic advising, career counseling, and support. PFS
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operates from an educational case management model, encouraging mid-semester
contact and conduct outreach if needed, and provides referrals to College and
community organizations and resources to address student financial and personal
needs. OAS offers Success Seminars up to six times per year for new (or newer)
students, in which students learn from faculty and staff about time management
strategies, study tips, and expectations in the classroom. The goal of OAS is to
prepare students to succeed at FCC. Students involved in OAS had higher retention
rates (73.3%) compared to the general student population (70%) as well as slightly
higher grade point averages.

o The National Science Foundation (NSF) has awarded the College more than $635,000
in grant funding to support the FCC STEM Scholars program. Over the next three
years, 90 STEM Scholars will receive funding to cover all or most of the cost of
attendance, be mentored by STEM faculty, participate in three one-credit learning
seminars, and join a campus learning community. STEM Scholars will be open to all
low-income, academically talented students who meet the criteria identified for this
program. Through admissions, FCC aims to create diverse cohorts that exceed the
overall population of first generation students and female students in STEM majors.
The scholarship cohorts will increase the likelihood of low-income students
completing a degree and entering the STEM workforce, or advancing their academic
career. Through community outreach and service work, current STEM Scholars will
provide prospective students from similar backgrounds with evidence that a college
STEM education is a viable option. A particularly promising STEM Scholars
program partner is the FCPS Young Scholars program, which serves students with
advanced learning potential from student groups traditionally underrepresented in
advanced academics programming, including racial/ethnic minority students. As a
service activity, FCC STEM Scholars will serve as community ambassadors to the
Young Scholars and other FCPS STEM programs to bridge the gap between high
school and college, and help this community fully realize the achievement of
postsecondary STEM education.

o The FCC developmental math and English programming has undergone considerable
reform. This initiative directly affects minority and first-generation students, as FCC
data and national trends indicate that these groups are often disproportionately
impacted by developmental education. As of fall 2017, developmental English
courses were condensed from a four (4)-course sequence to a single class of either
four (4) or six (6) credits, enabling students to move into college level English in only
one semester, and with fewer credits. This was accompanied by a review of College
pre and co-requisites with the goal of expanding the number of courses students can
take while completing developmental English. Developmental math as a series of
stand-alone developmental courses has been almost entirely eliminated. The
overwhelming majority of FCC students testing into developmental math now take
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one (1) of three (3) college level math courses, while simultaneously enrolled in a two
(2) credit developmental supplement.

Focus on Faculty, Staff, and Administrators

FCC strives to attract, employ, and retain talented and diverse faculty, staff, and administrators.
Much of the focus for the past six (6) years has been on improving the recruitment of diverse
faculty and professional staff. As Table 2 reflects, FCC has increased minority faculty
representation from 14% in fall 2013 to 17.1% in fall 2018 but experienced 1.5% decline in fall
2018 compared to fall 2017. The data also show the growth of minority full-time administrative
and professional staff (from 14% to 18%) during the same time, with a decline of 3% between
fall 2017 and fall 2018. Our DEI Strategic Plan includes six (6) action items that address
recruitment, hiring, and retention of racial/ethnic minority faculty and staff. The new College
hiring process, implemented in 2014-2015, continues to focus on recruitment efforts and training
all search committee members in implicit bias to ensure a diverse and excellent pool of
applicants and finalists.

TABLE 2. Employees by Race/Ethnicity Fall 2013-Fall 2018

Fall Fall Fall Fall Fall Fall Benchmark

2013 2014 2015 2017 2018 Fall 2020

Percent minorities (nonwhite) of full- time

i 14.0%| 18.0%| 19.0%| 182%| 18.6%| 17.1% 21.0%
faculty

Percent minorities (nonwhite) of full- time
14.0%| 17.0%| 19.3%| 19.0%| 21.0%| 18.0% 21.0%

administrative and support staff

Improvements have been, and continue to be made, with respect to recruiting diverse faculty.
The following initiatives have been undertaken to grow and retain talented faculty.

e All hiring is done by search committees with diverse representation. Search committee
members are trained on the College structured recruitment process and unconscious bias,
and Human Resources ensures consistent use of the recruitment process.

¢ Human Resources reviews search diversity beginning with applicants from the initial
pool through first round screening to ensure the minimum requirements do not adversely
impact applicants.

e The Center for Teaching and Learning (CTL) has a robust professional development
curriculum designed to inspire faculty to engage students and support their success
through active learning, innovation, and scholarship. One of the four (4) main areas for
CTL Teaching and Learning Hours is Culturally Responsive Teaching.

e FCC offered a Cultural and Global Competency Summer Institute in 2018 and 2019 for
faculty focused on culturally responsive course transformations in terms of pedagogy,
practice, curriculum, and/or policy. The faculty who participated in the Summer Institute
undertook a course transformation focused on pedagogy, curriculum, and policy. In
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addition, they had in-depth professional development on culturally responsive teaching
and supporting specific populations such as racial/ethnic minority students, students with
disabilities, ELLs, LGBTQIA+ students, and first generation students, among other
populations.

e Faculty and staff attended the Community College of Baltimore County Culturally
Responsive Teaching Conference, the National Conference on Women of Color in the
Academy, as well as the National Conference on Race and Ethnicity (NCORE), among
other professional development opportunities.

V.  EFFORTS TO DESIGN AND CREATE POSITIVE INTERACTIONS AND CULTURAL
AWARENESS

The College is committed to building student, faculty, and staff capacity to interact effectively
and ethically across difference, as evidenced by the following initiatives: 1) A cultural
competency course is a graduation requirement for Associate degree-seeking students; 2) All
full-time employees are evaluated twice a year on multiple criteria, including their ability to
interact effectively with diverse populations; 3) Co-curricular programming focuses on building
students’ and employees’ capacity to engage with diverse ideas, communities, and experiences;
4) Professional development frequently focuses on these topics. In addition to these strategies,
FCC developed policies to build a community where it is clear that discrimination is not
tolerated, and to build a foundation where one of the essential characteristics of excellence is
inclusion. Some of our specific efforts to build capacity to interact effectively and ethically
across difference include:

e The ODEI offered 30 professional development opportunities for faculty and staff. These
sessions, ranging from 2-3 hours to full-day engagements, covered topics such as
facilitating difficult conversations, understanding language in relationship to inclusion,
interrupting unconscious bias, community care after difficult world events,
understanding racial equity and justice, supporting English Language Learners, and what
inclusion means and looks like when discussing different aspects of identity such as
religion, race, disability, or language.

e The Global Learning Committee offered a monthly professional development series to
support faculty and staff in being more globally aware and conscious, how to support
students in becoming more globally engaged, and amplifying the global engagement
going on at the College.

e Led by the Center for Teaching and Learning, the College continued a Campus Book
series with The Book of Unknown Americans by Cristina Henriquez in order to strengthen
students’ abilities to discuss difficult diversity topics across difference. The book
discussions, which explicitly seek to build students’ capacity to understand and engage
with diverse perspectives, were well attended with participation of over 300 students,
faculty, and staff. Enhancing students’ experience of the text and conversation related to
its themes, FCC partnered with Frederick County Public Libraries to adopt The Book of
Unknown Americans as the 2019 Frederick Reads community book and invited the author
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to speak to the community at two public events in spring 2019. Over 350 students,
faculty, staff, and community members attended her presentation at FCC, and another
800 community members attended the author’s off-campus presentation.

In addition to the above-mentioned activities, the Center for Student Engagement (CSE)
collaborated with College constituents on initiatives involving students, faculty, staff, and
community partners in the design and implementation of programs, events, activities, and
experiences that support student learning, leadership, and service. Some CSE events promoted
diversity and helped students identify and grow their identity of self and others through planned
lectures, workshops, field trips, theater productions, movies and experiential opportunities
focused on social awareness, diversity, and cultural sensitivity and competency. Students in need
of food but not the means to purchase sustenance on campus used the FCC Student Food Pantry.
The purpose of the pantry was to alleviate hunger so that students were able to focus on their
studies. Students were allowed to visit the pantry once a day and take two items per visit. All
food in the pantry was donated by employees of the College. The pantry was visited 2,292 times
during the 2018-2019 academic year.

VI. STATEMENT REGARDING CAMPUS PROCESS FOR THE REPORTING OF HATE-BASED
CRIMES

FCC works to ensure that the campus environment is welcoming, safe, and free of obstacles that
disrupt and/or limit the access of the College community to programs, services, events, and/or
opportunities that enhance the personal learning goals of everyone.

The first level of responding to incidents or behaviors that disrupt learning is through the use of
the College “Student Behavior Incident Report Form,” which is available to all faculty and staff
on the College public website, on Communication Central, and the College employee intranet
site. This form covers a broad range of incidents and behaviors that warrant immediate attention,
including discrimination and harassment. In addition to the Student Behavior Incident Report
Form, the College Security website is available to the public and it provides guidance, support,
and resources related to College security and emergency response, as well as relevant reports and
campus crime statistics. The Annual Campus Security Report is accessible on the website and it
provides the information needed as part of the Title II Crime Awareness Campus Security Act of
1990 policy (http://www.frederick.edu/faculty-staff/campus-security.aspx).

Bias/Hate Crime at Frederick Community College

In spring and summer 2018, FCC documented, reviewed, and formalized protocols for hate-bias
incidents to strengthen efforts to prevent, report, and respond to incidents of hate/bias. In fall
2019, the College formalized our protocol for hate-bias incidents in a “Hate-Bias Incident
Response Protocol.” The College prohibits hate/bias activities, including employing language or
behavior that is intended to cause harm or threat toward a person based on age, ancestry,
citizenship status, color, creed, ethnicity, gender identity and expression, genetic information,
marital status, mental or physical disability, national origin, race, religious affiliation, sex, sexual
orientation, or veteran status.
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How to Report a Crime

To report a crime, individuals are directed to contact College Security at (301) 846-2453 for non-
threatening emergencies. For emergencies, individuals are directed to dial 911. In addition to
reporting information to College Security and/or the local police department, individuals may
report a crime to College officials such as the Associate Vice President/Dean of Students and the
Title IX Coordinator, to name a few. All College officials (staff, faculty, and administrators),
serve as “responsible employees” and are required to report crimes. The 2018 College Security
& Fire Report had no reportable Clery Bias Crime statistics for years 2015-2017.

VII. Future Focus

FCC is proud of the work accomplished this year, especially the development of the Diversity,
Equity, and Inclusion Strategic Plan, and will continue building and sustaining a diverse and
engaged College community through multiple innovative initiatives. A few of the future
priorities include:

e The College has recently formed a partnership with Mid-Atlantic Higher Education
Recruitment Consortium to post all College jobs and to assist with diversity outreach.
Through this partnership, FCC Human Resources aims to reach a larger pool of
applicants, including veterans and persons with disabilities, to ensure the hiring of a
talented and increasingly diverse workforce.

e Continued professional development of faculty and staff on topics of cultural
responsiveness and awareness.

e Implementing the comprehensive Diversity, Equity, and Inclusion Strategic Plan 2019-
2024. In particular, the main goals this year will include:

o Developing and implementing a plan to close the achievement/opportunity gap for
racial/ethnic minority students by 2024.

o Reviewing processes for recruitment and hiring to get to and exceed benchmarks
for hiring and retaining faculty and staff of color.

o Reviewing and strengthening courses that explicitly seeks to build student
capacity to interact across difference.

o Strengthening campus climate to become even more welcoming and inclusive.

The College continues to make deliberate efforts to be intentional in its work of threading
diversity, equity, and inclusion into the fabric of the culture of the College and all its activities,
and making FCC a place where students and employees, especially those of color, thrive.
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Institutional Profile

1. Check one to describe your institution:
a. [ ]4-year public
b.[ ]4-year private

Are you affiliated with the Maryland Independent Colleges and Universities
Association (MICUA)? Yes [ ] No [ ]

c. [X] 2 year public

d. [ ] 2-year private

e. [ ] Other
2. How many campuses comprise your institution? One
3. How many campuses are included in this report? One

4. Mailing address of your institution’s main campus:

GARRETT COLLEGE

687 Mosser Road

McHenry, Maryland 21541
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INTRODUCTION:
The role and importance of diversity in higher education has been widely recognized. In 2008, the
Maryland General Assembly affirmed the importance of diversity as an educational goal by
enacting legislation requiring that every public college and university develop and implement a
cultural diversity plan. The 2008 legislation defines “cultural diversity” to mean “the inclusion of
those racial and ethnic groups and individuals that are or have been under-represented in higher
education.” The 2013-2017 Maryland State Plan for Postsecondary Education subsequently
broadened the definition of diversity to also include age, cultural identity, disability, family
educational history, gender identity and expression, nationality, sexual orientation, religious
affiliation, sex, and socio-economic status. The 2017-2021 Maryland State Plan for Postsecondary
Education: Student Success with Less Debt focuses on diversity in Strategy 4: “Enhance diversity
by fostering collaborations between Historically Black Colleges and Universities and traditionally
white institutions”. Garrett College is committed to achieving a culturally diverse student body,
faculty, and staff, and a campus environment that values and actively supports diversity, equity
and inclusion. The College also strives to ensure that its graduating students are adequately
prepared to live and work in a global society comprised of diverse cultures and beliefs. This
commitment to diversity is evidenced in a variety of ways, including the College’s Mission
Statement and Institutional Goals, its Strategic Plan, its recruitment practices, and its goals for
general education, student development, and the campus environment.

CULTURAL DIVERSITY IMPROVEMENT PLAN

As this report will show, Garrett College has made significant progress toward achieving diversity
among its student body, infusing diversity into the curriculum, and creating a campus climate that
respects differences and values diversity. At the January 2018 All-College Forum, Garrett College
added a new concluding sentence to its mission statement, “The College respects and cares for
students as individuals and as members of diverse groups, and supports their aspirations for a
better life”, to illustrate the College’s dedication to making improvements as it relates to cultural
diversity at the institution.

In August 2018, a team of Prince George’s Community College administrators agreed to assist
Garrett College in assessing its cultural diversity climate and formulating recommendations to
improve that climate as a key strategy toward improving student success. The PGCC team — Dr.
Charlene Dukes, President; Dr. Lynne Adams, Associate Vice President for Human Resources and
Organizational Development; and Mrs. Andristine Robinson, Director of Governance and Diversity
— began the project with an extensive document review (GC Strategic Plan, Mission, Vision, Goals,
and Values along with applicable internal college reports and trend data). They followed up that
review with two campus visits — the first to meet with College leadership (GC president, Executive
Council, College Council and Student Life staff), and the second to meet with student groups.

In February 2019, the PGCC team provided GC’s president with a comprehensive report
summarizing the results of those meetings as well as providing two sets of recommendations
respectively dealing with employee and student engagement. This report was shared with key
personnel who subsequently 1.) identified high-priority recommendations for fast-track
implementation and 2.) provided input regarding improvements made prior to receiving the PGCC
report that proactively addressed various recommendations. This team developed a consensus
regarding both Employee and Student Engagement priorities, as well as suggested strategies to
implement those priorities. In the process of reviewing the College’s Strategic Plan, it was
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determined that the initiatives that resulted from the PGCC report closely aligned with initiatives |
and lll from the Strategic Plan: I. Provide appropriate programs and services to enable student
success and completion, and, Ill. Ensure the College has the fiscal, human, and physical resources
needed to meet its mission. As a result, these initiatives will be used and the goals have been
streamlined to support more efficient and effective practices toward diversity, equity, and
inclusion at Garrett College. The newly developed goals and strategies do provide overlap with
those previously established goals addressed in the 2018 report and the College will continue to
address those items that need improvement. The College is utilizing Taskstream to monitor plan
implementation, responsibility, development, and effectiveness.

GOALS AND STRATEGIES FOR IMPROVING CULTURAL DIVERSITY:

Goal 1: To coordinate initiatives for diversity, equity, and inclusion.
Strategy 1: Create an Office of Diversity with specific expectations (college and greater
community).
Responsibility: President
Timeline: Spring 2019 and on-going
Desired Outcome: Designate an individual on campus who will coordinate and oversee diversity,
equity, and inclusion initiatives.
Measures: Student Opinion survey; climate survey; office data/statistics
Status: Complete; The Director of Equity and Compliance selected as the College’s Diversity Officer.
As the Diversity Officer, the Director of Equity and Compliance is tasked to cultivate a work and
learning environment that encourages and supports diversity and inclusion. Next steps will include
continued plan development and actions with key stakeholders in the college.

Strategy 2: Create a Council for Diversity, Equity, and Inclusion to ensure active engagement.
Responsibility: President, Dean of Student Affairs, Director of Equity & Compliance

Timeline: Summer 2019- Research best practices for recruiting student participants and council
guidance; Fall 2019- Advertise and recruit; Fall 2019- Spring 2020- Develop council goals, plan
activities/events.

Desired Outcome: Develop a plan and advertise among students to start a Council for Diversity,
Equity, and Inclusion. This group of individuals, along with faculty and staff, will help guide efforts
for active student engagement around the initiatives developed from this plan.

Measures: Student surveys; post-activity/event feedback

Status: Currently in the planning and research stage. Part of the duties of this Council will be to
assist in developing ways to address those areas where improvement is needed on campus and
have a pool of diverse students who can represent the student body and provide first-hand
knowledge of potential barriers to success and satisfaction.

Goal 2: To increase opportunities for employee engagement around the topics of diversity,
equity, and inclusion.
Strategy 1: Develop/acquire/deliver workplace cultural competency foundational course.
Responsibility: Director of Equity & Compliance
Timeline: April 2019 and on going
Desired Outcome: At least 80% of the full-time faculty and staff will be able to demonstrate
intercultural communication skills by articulating a respect for cultural differences and similarities
and demonstrate the ability to respond appropriately in dealing with problem situations.

3
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Measures: Employee completion numbers, quiz statistics

Status: Complete. In an effort to increase the knowledge base of employees and provide a basic
understanding of concepts under the diversity, equity, and inclusion umbrella, an Introduction to
Diversity, Cultural Competency, and Social Justice was released to employees in April 2019 as part
of the Employee Compliance Training through Blackboard. Employees were given until April 30,
2019 to complete the 15-20 minute presentation and ten-question quiz. By June 2019, the
completion rate is 92%; however, 100% of full-time faculty, staff, and head coaches have
completed the program. The Director of Equity and Compliance plans on developing reqular
trainings on topics related to diversity, equity, and inclusion that will be made available to
employees through the Employee Compliance Training. Future subject matter includes
generational communication styles that will address concerns that arose from the Student
Experience Committee’s report and were referenced in the 2018 report.

Strategy 2: Bring faculty, staff, students, and guest lecturers together for cultural diversity
discussions, employing local resources.

Responsibility: Dean of Academic Affairs, Dean of Student Affairs

Timeline: Develop as part of the activities calendar; will be on going as these types of events should
be held (or attended if held at another institution) on a regular basis.

Desired Outcome: Two events and/or discussions held by December 2019.

Measures: Number of events and/ or discussions held.

Status: In February 2019, the College held a Black History Month Program Series. Two speakers
from West Virginia University came to campus. Fifty total participants attended. —Additionally,
two movies were offered to the students with sixty total participants. Apple AirPods were given
away as a grand prize. Offering prizes and food helped raise the participant numbers from last
year’s Black History Month program series.

Strategy 3: Host roundtable discussions on diversity, equity, and inclusion.

Responsibility: Dean of Student Affairs, Director of Equity & Compliance

Timeline: FY19-FY20

Desired Outcome: At least one roundtable, either external as part of the MD Community College
Diversity Roundtable group or an internal, held by May 2020.

Measures: Number of roundtable discussions held; feedback from participants

Status: This is currently in the planning stages. The College would like to have its student Council
on Diversity, Equity, & Inclusion created and running so these individuals can participate in these
conversations.

Goal 3: To identify obstacles to student success and establish a network of support services
that will help students to overcome them. (Strategic Plan Goal 1.2).
Strategy 1: Create a “safe space” program. (Note: “safe spaces” refer to places created for
individuals who feel marginalized to come together, and may also indicate a faculty member who
does not tolerate violence, harassment or hate speech, thereby creating a safe place for all people
(Waldman, Katy-2015)).
Responsibility: Dean of Academic Affairs, Dean of Student Affairs
Timeline: Summer 2019- Develop plan; hold at least one training if possible.
Desired Outcome: Identify and train five to ten college employees and advertise the “safe spaces”
across campus.
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Measures: Biannual Student Opinion Survey; collect statistics on designated "safe spaces" and if
they are utilized.

Status: Two employees, one faculty and one staff, have been trained as certified instructors. One
staff member left, so the remaining staff member and the faculty member will develop a training
plan and implement in the 2019-2020 school year.

Strategy 2: Clearly articulated processes and procedures with respect to mental health support.
Responsibility: Dean of Student Affairs, Director of Student Development

Timeline: 2018-2019 school year

Desired Outcome: Employ a mental health counselor to provide support to students in need.
Measures: Student survey, demographics/statistics provided by counselor (meeting hours,
students served, etc.)

Status: Karl Glocker was hired in the spring 2019 semester and holds office hours on Thursdays for
students. A contract for Glocker’s services has been secured to provide continued services for the
fall 2019 semester.

Strategy 3: Explore additional opportunities to increase physical and mental health services on
campus.

Responsibility: Dean of Student Affairs, Director of Student Development

Timeline: Long-term; continuous

Desired Outcome: One to two new physical/mental health service partnerships formed or one to
two existing partnerships expanded for the Spring 2020 semester.

Measures: Student surveys, medical transport data, statistics from the Health Department and Mt.
Laurel

Status: Through the Go 4 Health group, the College already has formed partnerships with the
Garrett County Health Department, Mountain Laurel Medical Center, and the Dove Center. Over
the past year, some services the Health Department had offered have been discontinued. The
College is working to determine if those services are needed, and if so, how to fill in the gaps.
Additionally, conversations are being held as to what services may be missing and how the College
can work with external resources to meet student needs. The College is examining statistics
provided by the on-campus counselor to increase resources around those topics that were most
often addressed in sessions, which included anxiety and depression.

Strategy 4: Support students with transportation needs.

Responsibility: Director of Student Development

Timeline: Long-term, continuous. This can change with turnover or staff changes. Additionally, the
need can change based upon student needs.

Desired Outcome: Expand number of employees in the transportation rotation and increase
publicity of the transportation offerings to address student needs (medical and access to local
resources).

Measures: Student surveys, transportation statistics

Status: For the 2018-2019 school year, there were five staff members on the rotation; however,
the scheduled medical trips were significantly under-used in comparison to past years. For
example, one staff member was scheduled to cover eight trips over the 2019 spring semester and
did not have to transport once because no students signed-up. The College needs to assess student
needs for transport and finding additional funds to cover the trips that are utilized, rather than
focusing solely on the number of drivers available at a given time.
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Strategy 5: Meet the needs of students in poverty.

Responsibility: Dean of Academic Affairs, Dean of Student Affairs, Coordinator of Distance
Learning, Director of Equity and Compliance

Timeline: Long-term; continuous

Desired Outcome: This particular item incorporates several actions in an effort to reduce barriers
to success and address financial concerns of students in poverty. These actions include reduced
textbook costs or increased OER use, establishing a “one stop shop” on campus, and increasing
partnerships with local resources, such as Social Services.

Measures: Reduction in course material costs, increased access to offices, Student Opinion survey
Status: Several years ago, the College started the Students In Need Group, or S.I.N.G. S..N.G is a
group of volunteers who provide emergency assistance to students, and sponsors the Food Pantry.
S.I.N.G.’s efforts will continue in an effort to aid students in poverty; however, the College’s main
focus at this time concerning this strategy is to reduce and/or eliminate course material costs for
students. Current OER efforts have saved our students over $100,000 in course material costs to
date. Through grants, the College is looking to institute OER into six courses in the Fall of 2019. On
a similar note, Garrett College has signed a three-year contract with eCampus Course Material
Solutions. eCampus will manage course materials through a virtual bookstore link on the Garrett
College website. Purchase options can include New, Used, Rental, Digital, and / or Marketplace
Price Matching. Purchases can be made using financial aid awards, credit card and / or Pay Pal.
Book buy-back would be run through eCampus. Additionally, eCampus will award an annual
$2000.00 textbook scholarship that will be disbursed at the College’s discretion. As the President
notes, “While we do not have a specific timeline in place, my goal is to get GC to a place where all
of our courses are low or no-cost for course materials. | think implementing this strategy will
increase student access.”

Strategy 6: Improve access and accommodations for students with disabilities.

Responsibility: Dean of Student Affairs, Disability Support Services

Timeline: Long-term; continuous

Desired Outcome: Reduce barriers to success and increase access to education of students with
disabilities.

Measures: Student surveys, reported grievances

Status: In the Summer of 2018, the College installed automatic door openers on seven doorways
across campus to increase access to students and the greater community. Currently the College is
planning to install openers on the remaining doorways and is developing a plan to provide funding
for this project over the next few years. The Disability Support Services office continues to work
individually with incoming students to meet needs, as well as, external groups to determine what
additional actions the College can take to improve access and accommodations.

Goal 4: To provide an actively engaged and relevant college experience for our diverse student
population to include credit and non-credit students. (Strategic Plan Goal 1.3).

Strategy 1: Development of a broader range of coursework, as needed.

Responsibility: Dean of Academic Affairs

Timeline: Fall 2019 and ongoing

Desired Outcome: 70% of students meet objectives of the Global and Cultural Competency

Assessment

Measures: Student course assessments
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Status: The following Global and Cultural Competency Learning outcomes were assessed for the
2018-2019 school year:

1. Students will demonstrate the ability to identify current global issues and problems from diverse
perspectives.

2. Students will demonstrate intercultural communication skills by exhibiting an understanding of
cultural differences and similarities.

3. Students will demonstrate the ability to apply their understanding of diverse perspectives by
taking action to make a positive social impact in the community.

2019 Cultural & Global Perspective Learning Outcomes Assessment Results

Learning Outcome Assessment Results
Assessment # Students | # Students That % That Met Comments
Evaluated Met Objectives Objectives
PSY 101 Course
Embedded Writing 90 67 4%
Assignments Met Objective
1 SOC 101 Course
Embedded Writing 43 39 91%
Assignments
Study Abroad Reflection 3 3 100% Met Objective
ASI 271\5;?9Lr1'ﬂeﬁtr'”°'p'e 5 5 100% Met Objective
Assessment # Students | # Students That % That Met Comments
Evaluated Met Objectives Objectives
PSY 101 Course
Embedded Writing 90 67 4%
Assignments Met Objective
2 SOC 101 Course 43 39 91%
Embedded Writing Met Objective
Assignments
ASI 101 Land Use Paper 5 3 60% Did not meet
objective
Assessment # Students | # Students That % That Met Comments
Evaluated Met Objectives Objectives
PSY 101 Course
Embedded Writing 90 67 4%
Assignments Met Objective
3 SOC 101 43 39 91%
Course Embedded Writing Met Objective
Assignments
Study Abroad Reflection 3 3 100% Met Objective

As seen in the table above, all assessed courses, except for one, met the majority of the outcomes
and objectives. As noted in the 2017-2018 annual review there were flaws with respect to the
Global and Cultural Competency Assessment (GCCA) pre and post-test that was developed by Dr.
Kasecamp, Professor of Psychology, and introduced Fall of 2017. In addition, a recommendation
was made to make the assessment digital. In the process of working on converting to a digital
format, it was decided that an on-line Cultural & Global Competency training program should be
developed that students are required to complete prior to being assessed. Elements of the GCCA
will be used as a guide to develop the on-line training program and then to assess perception of
knowledge, actual knowledge, attitudes, and behaviors characteristic of having competency in this
area (see attached assessment). This training program will be a requirement for all incoming
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freshmen and implemented in the Freshmen Orientation courses. This will ensure that all students
are being educated about Global and Cultural issues and assessed. Implementation of this
program is scheduled to begin in the fall of 2019.

Strategy 2: Build relationships between commuter and residential students.

Responsibility: Dean of Student Affairs, Student Activities Manager

Timeline: On going

Desired Outcome: Increase the sense of community and understanding between the commuter
and residential student populations.

Measures: Attendance data, student surveys

Status: Currently in the planning stages. The Student Activities Manager is looking at incorporating
“getting to know you” or “icebreaker” type of activities among the incoming students during
orientation that would start the relationship building between commuter and residential students.

Strategy 3: Increase student engagement activities with regard to diversity, equity, and inclusion
that would involve engagement with employees and the external community.

Responsibility: Student Affairs, Academic Affairs, Equity & Compliance

Timeline: On going, long-term

Measures: Number of events held; post-event feedback

Status: The College is currently in the planning stages for the 2019-2020 school year. In the 2018-
2019 school year, the College held events for Black History Month and National Coming Out Day to
name a few; however, participation was low. For all four events held for Black History Month,
there were only 54 participants. The College is examining ways to increase participation. The
Library reqularly does displays for Black History Month and Women’s History Month but was
limited in LGBTQ resources. Additional resources have been purchased which will increase the
ability to provide increased education on diversity and inclusion topics.

Strategy 4: Improve the residential student experience.

Responsibility: Dean of Student Affairs, Director of Student Development, Residence Life Manager
Timeline: On going, long-term

Desired Outcome: Increased residential student retention and success

Measures: Student retention rates, student opinion surveys

Status:

2018 Student Opinion Survey Residence Halls Results
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The 2018 Student Opinion Survey highlighted the areas where the College needed the most
improvement, as indicated in the graph above. The College has made much progress in the way of
improving the student experience. During the Spring 2018 semester, Garrett Hall was taken off-line
for renovations to make improvements, which included installing a community kitchen. Student
Life reformatted the residence hall meeting model to have larger meetings on the same night
rather than individualized floor meetings. The larger meeting format resulted in better attendance
and positive feedback from the students. For the opening meeting for the Spring 2019 semester, 93
out of 124 residents attended. Housing selection meetings also saw an increase with 51 students
signing up for Fall housing in 2019 compared to 28 in Spring 2018. Additionally, the Residence Hall
Manager and student staff provided increased programming opportunities in the 2018-2019
school year that were well received and attended.

Strategy 5: Connect out-of-town students with the Garrett County community.

Responsibility: Dean of Student Affairs, Student Activities Manager

Timeline: On going, long-term

Desired Outcome: Provide students with the opportunity to connect with resources in the county
to gain experience and expose the Garrett County community to diverse populations and provide
learning opportunities for all involved.

Measures: Attendance numbers; student surveys

Status: Garrett College is working in partnership with the Garrett County Chamber of Commerce to
develop various events designed to connect our out-of-area students and acclimate them to the
local community, which will help foster inclusion and acceptance. Some of the planned events
include: a welcome reception at one of the local businesses; tours of Garrett County that would
assist students in acclimating to the area and seeing its natural beauty and all of the activities that
Garrett County has to offer; and a student fair which would provide the Chamber and the College
opportunities to make out-of-area students feel welcome and to possibly consider Garrett County
as a potential permanent home after graduation.

Strategy 6: Develop agreement with Thread organization.

Responsibility: Dean of Student Affairs, Director of Enrollment Management & Marketing
Timeline: Finalize before Fall 2019 semester in efforts to have a small cohort start in September.
Desired Outcome: Two to four students in the cohort for Fall 2019 semester.

Measures: Track cohort success; focus groups with cohort and Thread representatives.

Status: The Thread organization is a mentoring organization that increases an individual student’s
success by teaming them with a support system and access to resources. As of June 2019,
according to the Director of Enrollment Management & Marketing, three (3) Thread students are
planning to attend in the fall. The students will be on campus one weekend in July of 2019 to
register and participate in a “camp” along with their downstate mentors and Thread
administrators. The College and the Thread organization are in the process of establishing an MOU
that will be finalized before the camp in July. The College is looking to what they learn from this
relationship to develop a similar working relationship with students from the SEED Foundation.

Strategy 7: Create formal relationship with international student organizations to expand
international student population.

Responsibility: Dean of Student Affairs, Director of Enrollment Management & Marketing
Timeline: Recruitment is currently taking place for a small cohort to being at the start of the Fall
2019 semester.
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Desired Outcome: Target of 1-3 additional international students in Fall 2019. Work toward a plan
to double international students successfully recruited for Fall 2020.

Measures: Track cohort success; focus groups with the student cohort

Status: In the Spring 2019 semester, the College had nine students with F-1 Visas in attendance. In
order to increase our international student enrollment, the College is looking to expand that
particular population. The College is in very early conversations and a tentative verbal agreement
with LADO International Institute, an English language institute based in Arlington, Va. The goal of
the agreement with LADO is to spread the word about the College to their students via collateral,
and other channels, including two-way visits in the future.

Strategy 8: Improve education around adult expectations.

Responsibility: Dean of Student Affairs, Director of Student Development

Timeline: Implemented in the 2018-2019 school year; on-going

Desired Outcome: 50% reduction in violations and 50% reduction in suspensions/removals through
the expectation of improved behavior.

Measures: Educational sanction program data; incident reports, sanction data

Status: The 2017-2018 school year had 206 incident reports and 18 suspensions. The 2018-2019
school year is ending with 80 incident reports and 6 suspensions. Of the 80 incident reports, only
four students were sanctioned to complete one of the two educational programs concerning
alcohol or substance abuse violations. Three students completed the assigned program and one
student partially completed. The College expects to continue to see this reduction in the 2019-2020
school year and hopes to decrease both violations and suspensions/removals by an additional 5%.

Goal 5: To ensure the College is able to attract and retain a diverse, well-qualified, and
competent workforce. (Strategic Plan Goal 1.3, 3.3)
Strategy 1: Investigate offerings for interpersonal communication skills.
Responsibility: Director of Equity & Compliance, Director of Human Resources, Dean of Continuing
Education and Workforce Development
Timeline: Summer 2019-Fall2019: Investigate offerings and plan/schedule for calendar year 2020
Desired Outcome: 80% completion by designated employees of established course/program by
June 2020.
Measures: Number of employees who complete trainings; employee feedback; satisfaction
surveys
Status: The Student Experience Committee noted poor customer/student service as one of nine
pain points for students. It was noted in the committee’s report that poor communication and lack
of communication by the college to the students leads to confusion, frustration, and inaction. In an
effort to work toward better student service and relations, the College has begun with training
supervisors. A “Stepping into Supervisor” series was recently held and eleven newly appointed
supervisors completed the training. One of the sessions was entitled “Communication Dynamics”
and focused on understanding and building communication skill sets. Further trainings are
planned.

Strategy 2: Conduct a compensation and salary equity study.

Responsibility: President, Director of Human Resources

Timeline: Study begins Fall 2018 in collaboration with Paypoint. Study/review is completed by May
2019. Budgeting should be drafted in accordance with the budget requirements and included for
Board approval in June 2019. Plan implementation at beginning of FY20.
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Desired Outcome: Compensation study is completed and implemented to bring Garrett to market
standards.

Measures: Focus groups, job descriptions, employee satisfaction

Status: One of the best ways to attract and retain a qualified, diverse workforce is by offering
competitive wages/salary. As of June 2019, Paypoint, the firm hired to complete the study, has
completed a job classification phase to review grading for current positions and updated job
descriptions, as well as a compensation study to match jobs to internal and external markets. The
President has proposed to the Board of Trustees adoption of a four-year rollout of the
compensation plan, which will increase compensation $549,886. FY20 is proposed to fund year 1 of
the four-year plan with Board approval.

RECRUITMENT OF NUMERICALLY UNDERREPRESENTED STUDENTS, FACULTY, AND

STAFF

Garrett College believes in the importance of making its educational and employment
opportunities accessible to minorities. Since Garrett County’s population is about 98% white, the
College has had to look to other geographic areas in order to recruit minority students, faculty,
and staff, and it has been very successful with respect to attracting and enrolling minority
students. In fall 2018, minority student enrollment was 23%, which far exceeds the minority
representation of Garrett County, which is only about 2%. The College will seek to maintain a
minority population of at least 20% of its total student body.

The College continues to focus its efforts on improving minority students’ retention and
completion rates, which tend to lag behind those of the College’s overall student population,
especially for Black/African American students. As indicated in the table below, the average
number of African American completers remains consistent with the average number of minority
completers throughout the year. The goals and strategies indicated in the sections above with
regard to the Thread student and international student recruitment efforts will help address
minority student enrollment, while the other goals and strategies with aid in retention and
completion rates.

Minority Student Retention Rates and Number of Completers (IPEDS Data)

Fall-Fall Retention . . L Fiscal Year African

% increase Fiscal Year Minority .

Fall to Fall Rate American

. over FY 13 Completers
1st time cohort Completers

2012-13 31.2% Baseline 10 7
2013-14 39.8% 8.6% 13 9
2014-15 50% 18.8% 10 8
2015-16 48.4% 17.2% 28 18
2016-17 34.6% 3.4% 23 18
2017-2018 26.5% -4.7% 9 5
2018-2019 18 15

Garrett College has been much less successful with respect to attracting and hiring minority faculty
and professional staff. While the percentages of minorities among Garrett College’s full-time
faculty and professional staff exceed the representation of minorities within its service area, the
actual number of individuals represented by those percentages is very small, due to the College’s
small size. For this reason, a personnel change involving a single individual can significantly alter
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IV.

the College’s minority composition. Of additional concern is the fact that while 18% of the
College’s student population is Black/African American (fall 2018 data), at present, the College has
no Black (African American) faculty members and only one Black/African American professional
staff member. Moreover, due to its location and the demographics of its service area, Garrett
College faces some significant challenges in trying to recruit and retain minority faculty and staff.
Nevertheless, by using targeted recruitment strategies, the College hopes to be more successful in
attracting minority faculty and professional staff. The Director of Human Resources posts job
openings on Diversity.com as one strategy to address this concern. Some of the impediments to
minority recruitment and retention are: (Please note that these are not limited to the minority
experience.)

eFinancial — limited recruitment budget, inability to offer competitive faculty and professional staff
salaries, lack of monies ear-marked for diversity initiatives.

e Typically small applicant pool of qualified minority candidates combined with intense
competition for those candidates.

e Location —relatively isolated, small, rural college town.

¢ Demographics — small, rural minority population. Surrounding area is predominately white.

¢ Lack of employment opportunities for spouse or partner.

e Lack of formal mentoring and retention efforts.

Despite these challenges, Garrett College remains committed to increasing the minority
representation among its full-time faculty and professional staff and continues to have this a
priority goal.

INITIATIVES TO INCREASE CULTURAL AWARENESS AMONG STUDENTS, FACULTY,
STAFF, and COMMUNITY

Garrett College is fully committed to fostering an environment that not only embraces and
celebrates cultural diversity, but also one that ensures that all students are made to feel welcome
and supported in their journey towards academic success. However, certain cultural and ethnic
differences may not always be recognized or fully understood, nor do faculty and staff always
know how to respond appropriately to such differences. In addition, the College recognizes that it
must provide faculty and staff with the information and ongoing training, as well as other learning
opportunities such as open forums with diverse student populations, necessary to ensure they are
adequately equipped to assist all students in achieving success. As evidenced in the section above,
increasing cultural awareness with the campus community and beyond has become a primary
initiative in the College’s efforts.

The College has two accomplishments to highlight from the 2018-2019 school year. The first is the
Out-Of-Town Student Orientation, which was an endeavor established through a partnership
between the College and the Garrett County Chamber of Commerce. Forty out-of-county resident
students were hosted to a welcome reception, which included lunch, ice cream, boat tours and
activities on the lake. Additional tours were held to businesses and other locations throughout the
county and were attended by approximately six students per trip. The main goal of these efforts
were to welcome incoming students and to orient them to the opportunities that the local
community can provide.

The second highlight was the implementation and completion of a foundational course for
employees. The course, which was developed in-house and mirrored the course used for students,
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is entitled, “Introduction to Diversity, Cultural Competency, and Social Justice”. Topics within the
course include diversity, equity, inclusion, language and terminology, social justice, and
microaggressions. The course was made part of a larger “Employee Compliance Training” that is
completed using Blackboard. As of June 2019, 100% of full-time faculty and staff, and all head
coaches had completed the training. The College plans to develop and release further trainings to
build upon the skills and knowledge included in the foundational course on a regular basis. Some
future topics include: transgendered students, preferred pronouns, and poverty and student
success.

V. PROCCESS FOR REPORTING CAMPUS-BASED HATE CRIMES
Garrett College values its sense of community and expects students and employees to abide by
specific regulations that dictate appropriate behavior. Any evidence of prejudice based on
religion, sexual orientation, gender, disability, or ethnicity/national origin can be viewed as a hate
crime. The process for reporting crime statistics on a college campus is defined under Title 10,
Subtitle 3 of the Criminal Law Article and is consistent with federal requirements under 20 U.S.C.
1092(f), known as the Jeanne Clery Disclosure of Campus Security Policy and Campus Crime
Statistics. The Campus Crime Statistics Act mandates the manner in which statistics are to be
collected and the format in which they are to be published.

In September of 2018, Garrett College created the Office of Equity and Compliance and adopted an
Equity Grievance Policy. The Office of Equity and Compliance oversees the College's compliance with
Title IX, Title VI, Title VII, Clery Act, and other federal and state laws, regulations and requirements.
The Office of Equity and Compliance serves as a method of recourse to those, be they student,
faculty, or staff, who believe that a particular action on the part of a College member has violated
accepted or stated institutional practices and standards. Garrett College affirms its commitment to
promote the goals of fairness and equity in all aspects of the educational enterprise. All policies
below are subject to resolution using the College's Equity Grievance Process (EGP). When the
responding party is a member of the College community, the EGP is applicable regardless of the
status of the reporting party who may be a member or non-member of the campus community,
including students, student organizations, faculty, administrators, staff, guests, visitors, campers,
etc.

Any individual who feels they have been a victim of a hate crime or violation of the College’s Equal
Opportunity, Harassment, and Nondiscrimination policy can file a report with the Office of Equity
and Compliance or anonymously by using the Reasonable Concern reporting form online.
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INTRODUCTION

Diversity can be defined in a wide variety of ways. For the purpose of this document,
“diversity” is defined as the recognition, appreciation and understanding of individual, group,
and cultural similarities and differences that include, but are not limited to age, abilities and
disabilities, ethnicity, language, gender, race, nationality, religion, socio-economic status,
veteran status, and sexual orientation.

Issues of diversity permeate many aspects of a campus environment and each is
connected with the others. Unless incorporated into core structures of the College through
strategic planning efforts, little will change substantively. HCC’s strategic goals and action plans
help guide achievement and changes in policies and procedures, with the overarching values of
equal access and treatment as the foundations. Simply recruiting a more diverse student body
without attending to other aspects of campus life, such as intergroup relations, curricular change,
faculty and staff professional development, and diversifying faculty and staff, can result in
difficulties for traditionally under-represented students. Comprehensive institutional change and
integrated efforts are critical to provide positive educational outcomes within a climate of
acceptance and respect for cultural diversity and equal opportunities for education, training and
employment.

The College’s Mission, Values and Policy

Cultural diversity, equality in education and equal employment opportunities are viewed
as integral parts of the mission and purpose of HCC. The mission, values and policy statements
encourage and support diversity in the personal, professional and scholastic development and
enrichment of all in the College community.

Mission

Hagerstown Community College ensures equitable access to affordable high quality
educational programs, promotes practices and policies that ensure student success, and fosters
innovation and collaboration to strengthen its regional workforce and community cultural
development.

Values

The College believes in and teaches the ideals and values of cultural and racial diversity
and a democratic way of life. HCC also seeks to cultivate in its students critical and independent
thought, openness to new ideas, a sense of self-direction, moral sensitivity, strength through
diversity, and the value of continuing education and life-long learning.

Diversity Policy

Beyond its Equal Employment Opportunity Policy, HCC’s Board of Trustees approved in
2009 the Anti-Discrimination Policy. Committed to a policy of cultural diversity and openness in
preventing any form of discrimination, the College proactively through this policy is committed
to preventing harassment and providing a genuine learning environment that is receptive to all
views and backgrounds. Also addressed in the Code of Student Conduct, the College does not
tolerate any language, action or behavior that is hostile to others. All students have the right to be
free from unlawful intimidation or coercion, negative stereotyping and racial, gender or cultural
slurs.
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The College’s Service Area

Being a leader in the community, HCC takes seriously its commitment to recruit students
and employees of diverse backgrounds. HCC’s credit minority enrollment of 27.6 percent in
FY 19 exceeded that of the county’s minority population (approximately 21.0 percent). Though
Washington County became more racially and ethnically diverse over the last decade, it is still
predominantly white and non-Hispanic. Black or African American residents comprise the
largest minority group, as seen in Table One. Hispanic residents comprise the fastest growing
ethnic/racial group in Washington County.

Table One
Washington County, Maryland Population by Race and Hispanic Origin

WASHINGTON COUNTY, MARYLAND

Population by Race and Hispanic Origin
Population | % of Total
Total Population (estimates, V2018) 150,926 100.0%
White 125,269 83.0%
Black/African American 17,658 11.7%
Race Asian 2,868 1.9%
American Indian/Alaskan Native 453 0.3%
Native Hawaiian/Pacific Islander 151 0.1%
Two or More Races 4,377 2.9%
Ethnicity Hispanic/Latino 7,546 5.0%
Minority Status White alone, not Hispanic or Latino 119,232 79.0%
Minority 31,694 21.0%

Source: https://www.census.gov/quickfacts/fact/table/washingtoncountymaryland/PST045218
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SUMMARY OF HCC’S PLAN AND PROGRESS
TO IMPROVE CULTURAL DIVERSITY

HCC’s strategic plans have always incorporated goals and action plans for a diverse
student body and workforce. HCC annually updates through its unit planning process the
strategic plan, revising and adding objectives and action plans as institutional priorities change or
are added. The College, through its 2022 Strategic Plan, addresses the importance of diversity
and multiculturalism by establishing specific goals (2, 3, 4, and 5), objectives and action plans.
In doing so, HCC continues to improve its planning/evaluation model and bring about positive
change related to improving cultural diversity among students, faculty and staff. Bulleted below
each relevant goal of the 2022 Strategic Plan are updates regarding progress with impact on
cultural diversity made since FY18.

Institutional policy statements provide the overarching foundation for these plans. The
Board of Trustees established policies to address issues of diversity, integrity and respect across
campus. These policies include: Anti-Discrimination (Policy #4042); Academic Integrity (Policy
#4045); Credit for Life Experience (Policy #4017); Discrimination and Harassment (Policy
#5032); Expressive Activity (Policy #8068); Sexual Harassment (Policy #8070A) and the Equal
Employment Opportunity (Policy #5003). Recognizing the importance of this topic, the Human
Resources (HR) Department implemented an electronic version of annual recertification training
on discrimination and harassment for all employees.

2022 Strategic Goal 2 — Maintain a Responsive, Dynamic Curriculum and Teaching
Excellence
2.8 Create a learning environment that is respectful of multicultural values and general
educational requirements that promote an understanding and appreciation for
multiculturalism
Action Plans:
2.8a  Structure professional development activities for all employees that focus on
multicultural awareness and responsiveness, including teaching employees “best
practices” in serving a multicultural student body (FY18-FY22)
2.8b  Promote multicultural sensitivity in the classroom among faculty and students
(FY18-FY22)
2.8¢c  Develop interactive teaching and learning models that expand student knowledge
of and appreciation for multiculturalism, including faculty and student panel
discussions, and other College and community events (FY18-FY22)
2.8d  Develop new courses and update curricula to reflect a diversified worldview
(FY19)
2.8e  Exhibit a diverse representation of student and employee images in all advertising
(FY18-FY22)
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Accomplishments in FY19 related to Cultural Diversity:

e Recognizing the importance of embracing diverse cultures in instruction, HCC offers
diversity to its Emerging Issues and Interdisciplinary General Education category,
thereby requiring that all degree-seeking students take at least one three-credit course
pertaining to multiculturalism and diversity. Examples of relevant course titles include
Cultural Anthropology, Latin American History, World Regional Geography, World
Religions, Understanding Diversity in the Helping Profession, Diversity and Cultural
Issues in Sports and Athletics, and Race and Ethnic Relations in the United States.

e Student organizations oriented toward increasing awareness of diversity, races and
cultures include the Black Student Union and International Club. Other student
organizations are encouraged and supported as student leadership arises.

e The Continuing Education and Business Services division of the College offers a Spanish
Drivers Education course.

e ELL-101, English Composition for English Language Learners, was implemented and
maintained steady enrollment.

2022 Strategic Goal 3 — Strengthen Sustainable Enrollment Management Systems to
Improve Student Retention, Program Completion and Student Success
3.3 Develop and maintain proactive student services support and enrollment strategies to
increase the number and diversity of student enrollments
Action Plans:
3.3c  Develop strategies to continue the growth of minority student enrollments (FY 18-
FY22)
3.3d Develop and maintain ESL curricula in ABE, developmental, and college-level
courses (FY19-FY22)
3.3j  Continue to provide financial literacy as part of loan counseling and present
workshops to selected student groups (FY18-FY22)
3.30 Partner with local and regional veterans’ organizations to encourage use of credits
and benefits earned while in service to complete an associate degree (FY18-
FY19)
3.5  Provide special services to reach out to underserved populations
Action Plans:
3.5a  Monitor the effectiveness and make improvements to student services programs
that assist at-risk students (FY'19)
3.5b Implement marketing initiatives specifically targeted at underserved populations
(FY18-FY20)
3.5d Strengthen the ABE / GED / EDP programs (FY18-FY22)
3.5¢  Expand credit and credit-free short term training programs for those entering the
job market or making a career change (FY18-FY-22)
3.5f Continue to serve the prison populations at the five Western Maryland prisons by
providing computer and vocational training (FY18-FY22)
3.5g Enhance Library and Learning Support Center support for adult literacy programs
and ESOL (FY18-FY19)

Accomplishments in FY19 related to Cultural Diversity:
e The College’s minority student enrollment in FY 19 was 27.6 percent, reflecting a higher
degree of ethnic and racial diversity than found in the county (approximately 21.0
percent).
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The full-time Multicultural Recruiter position encourages prospective minority students
to enroll in either adult education courses, credit courses, or non-credit courses.

The Continuing Education division continues to serve traditionally underserved
populations through training (e.g., forklift safety at the Washington County Family
Center, Spanish Drivers Education course, etc.).

The Director of Financial Aid hosts workshops for low income, at-risk students to
encourage participation in higher education by covering federal and state financial aid
programs, concerns about borrowing and important deadlines. Additionally, HCC has an
additional source of student financial aid via its Opportunity Fund for those who do not
qualify for Pell grants or who require additional financial assistance.

Events sponsored by HCC to promote multiculturalism and understanding throughout the
year included the Martin Luther King, Jr. Celebration of Diversity, co-sponsoring the
annual Hispanic Festival, Chinese New Year Celebration, Black History Month
Celebration, Women’s History Month Celebration, Pride Week Celebration, and Irish-
American Heritage Celebration. Support for student diversity is also evidenced by the
range of extra-curricular student clubs and organizations offered through the Student
Activities Office, which include the Black Student Union and International Club. The
SGA Program Board sponsored activities for Hispanic Heritage Month, Native American
Heritage Day, and a Carols from Around the World Holiday Celebration.

Two of the College’s programs use a case management approach to help remove barriers
and providing support for learning. Both the Job Training Student Resources (college
funded) and TRiO Student Support Services (grant funded) programs work closely with
at-risk students to help them persist, complete their courses and graduate. Both programs
serve high-risk populations, of which over 30 percent fall into a minority group.

The College’s administrative reorganization to address enrollment growth, sustainability,
and student success to enhance a diversified set of programs and services to serve many
different types of students continues to evolve successfully, with overall credit enrollment
continuing to show signs of improvement after a couple years of decline.

2022 Strategic Goal 4 — Expand Community and Workforce Development, Strategic
Partnerships and Alliances

4.4

Maintain the College’s role as one of the premier intellectual, social, and cultural centers

in its service region

Action Plans:

4.4d Collaborate with the Bester Community of Hope by providing on-site educational
programs for participants (FY18-FY22)

4.4e Expand credit-free arts and cultural programs that meet the needs of the
community (FY18-FY22)

4.4f  Plan and sponsor community information forums on issues facing the HCC
service area (FY19-FY22)

4.4g  Continue to provide regional leadership for the annual Martin Luther
King/Diversity Celebration on the HCC campus, and plan activities throughout
the year that promote multiculturalism (FY18-FY22)

Accomplishments in FY19 related to Cultural Diversity:

HCC provides county leadership for the annual Martin Luther King, Jr. / Diversity
Celebration, which has been held annually on campus since 2004.
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The College has been the co-sponsor of annual Hispanic festival since 2008. The
Hispanic organization that co-sponsors the event uses funding from the event to support
scholarships for Hispanic students attending HCC.

HCC’s adult education GED program enrolls approximately 50 percent minority
students.

In April 2019, HCC hosted a free community panel discussion event promoting
awareness of the opioid epidemic that is affecting the nation and the HCC service area in
particular.

Arranged field trips to both the Holocaust Museum and National Museum of African
American History in Washington, DC.

The College participated in the Maryland Males Students of Color Summit with both
students and employee participants.

The Student Government Association, in partnership with the Robinwood Players
(theater club) sponsored HCC’s first Pride Week in April.

2022 Strategic Goal 5 — Improve Human Resource Development Systems, Practices, and
Procedures

5.1

53

5.5

Improve recruitment, selection, and orientation processes aimed at securing
and maintaining a diverse and competent faculty and staff who are lifelong
learners
Action Plans:
5.1a  Develop policy recommendations as needed through the Human
Resources Committee for improved employee recruitment, selection,
and orientation (FY18-FY22)
Promote and provide professional development opportunities to enhance employee
performance
Action Plans:
5.3f Develop and promote civility and multicultural awareness for all
employee and volunteer groups (FY18-FY22)
Maintain human resources policies and procedures that meet legal requirements and
communicate with employees any changes, deletions, additions or revisions
Action Plans:
5.5b  Audit approved policies and procedures to ensure the language is compliant with
current federal and state mandates (FY18-FY22)

Accomplishments in FY19 related to Cultural Diversity:

In fall 2018, six (7.5 percent) full-time faculty identified themselves as minorities,
compared to one a decade ago. Of all full-time non-faculty employees, 10.1 percent
identified themselves as minorities in fall 2018, which is a slight increase from previous
years.

The Human Resources Department offers an electronic version of annual recertification
training on discrimination and harassment for all employees.
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FOSTERING AND INCREASING A DIVERSE STUDENT BODY AND WORKFORCE

Student Recruitment and Enrollment

The College’s minority student enrollment in FY 19 was 27.6 percent, reflecting a higher degree
of ethnic and racial diversity than found in the county (approximately 21.0 percent).
Black/African American students, the largest minority group on campus, comprised 12.2 percent
of all FY18 enrollments. Additionally, Hispanics/Latinos comprised 6.7 percent of enrollment,
which is two percent higher than their proportion in Washington County. Table Two depicts
unduplicated headcount enrollment in credit programs by race and ethnicity for FY 2014 through
FY 2018.

Table Two
Unduplicated Credit Enrollment by Race, Ethnicity and Minority Status
FY 2015 - FY 2019

HAGERSTOWN COMMUNITY COLLEGE
Fiscal Year Credit Enrollment by Race, Ethnicity, and Minority Status

FY FY FY FY FY % Growth
2015 2016 2017 2018 2019 FY 15to FY 19

Total Headcount 6488 6007 5794 5737 | 5755 -11.3%

White 5027 4677 4422 4343 | 4257 -15.3%
Black/African American 723 615 686 700 769 6.4%

Asian 143 140 139 133 134 -6.3%

Race American Indian/Alaskan Native 27 22 23 21 20 -25.9%
Native Hawaiian/Pacific Islander 16 14 14 13 17 6.3%

Two or More Races 266 284 272 279 305 14.7%

Unknown/Not Reported/Indeterminate 286 255 238 248 253 -11.5%
Ethnicity | Hispanic/Latino 375 346 374 386 401 6.9%

L. Non-Minority 4723 4382 4140 4032 | 3904 -17.3%

Minority .

Status Minority 1484 1364 1439 1468 | 1586 6.9%
Indeterminate 281 261 215 237 265 -5.7%

Minority % of Credit Students 22.9% | 22.7% | 24.8% | 25.6% | 27.6% 20.5%

Source: Office of Planning and Institutional Effectiveness, 5/31/2019

Increasing the number and diversity of student enrollments remains critical to HCC’s
success. In accordance with federal regulations under the Higher Education Opportunity Act,
institution-wide assessment information, which includes diversity, is available to current and
prospective students through the public disclosure site of HCC’s Web page. A position in
Student Services is dedicated to outreach and recruitment of minority populations. The
Multicultural Recruiter, who is Hispanic, visits all local high schools, including English
Language Learner (ELL) classes, and hosts information sessions targeting prospective minority
students at the local public library and other venues. Information shared includes credit and non-
credit education and adult education and literacy. Events sponsored by HCC to promote
multiculturalism and understanding throughout the year included the Martin Luther King, Jr.
Celebration of Diversity, co-sponsoring the annual Hispanic Festival, Chinese New Year
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Celebration, and Irish-American Heritage Celebration. Support for student diversity is also
evidenced by the range of extra-curricular student clubs and organizations offered through the
Student Activities Office, which include the Black Student Union and International Club. The
SGA Program Board sponsored activities for Hispanic Heritage Month, Black History Month,
Chinese New Year and Irish-American Heritage Month.

Two of the College’s programs use a case management approach to help remove barriers
and provide support for learning. Both the Job Training Student Resources (college funded) and
TRiO Student Support Services (grant funded) programs work closely with at-risk students to
help them persist, complete their courses and graduate. Both programs serve high-risk
populations, of which over 30 percent fall into a minority group.

The Director of Financial Aid hosts workshops for low income, at-risk students
selected by high school counselors. This outreach effort is designed to encourage
participation in higher education by covering federal and state financial aid programs,
concerns about borrowing and important deadlines. The results of these efforts are
demonstrated by an increase in unduplicated numbers of minority students receiving
financial aid as seen in Table Three. In FY 18, over 70 percent of all enrolled minorities
received some form of financial aid. Interestingly, the gap between minority and non-
minority students receiving some form of financial aid has continued to close considerably in
recent years. In FY14, 70.0 percent of minorities received financial aid, compared to 60.7
percent of non-minorities (a 9.3 percent difference). In FY18, the gap closed to just 1.3
percent, with 72.3 percent of minorities and 71.0 percent of non-minorities receiving some
form of financial aid.
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Students Receiving Financial Aid by Race, Ethnicity, and Minority Status

Table Three
Students Receiving Financial Aid by Race, Ethnicity and Minority Status: FY 2014 — FY 2018

HAGERSTOWN COMMUNITY COLLEGE

FY 2014 FY 2015 FY 2016 FY 2017 FY 2018

% R ivin % R ivin % R ivin % R ivin % R ivin
Headcount Fi;ai?:?al Ai% Headcount Finai((::?al Ai% Headcount Fionai((::?al Ai% Headcount Fionai?:?al Ai% Headcount Finai((::(iaal Ai%
White 5321 61.1% 5027 66.4% 4677 66.4% 4422 66.4% 4343 69.1%
Black/African American 727 74.1% 723 74.8% 615 75.0% 686 68.5% 700 74.6%
Asian 129 48.8% 143 56.6% 140 52.9% 139 60.4% 133 61.7%
Race [American Indian/Alaskan Native 30 70.0% 27 77.8% 22 68.2% 23 73.9% 21 90.5%
Native Hawaiian/Pacific Islander 14 71.4% 16 18.8% 14 35.7% 14 57.1% 13 61.5%
Two or More Races 239 77.8% 266 71.4% 284 72.2% 272 78.7% 279 73.1%
Unknown/Not Reported/Indeterminate 294 58.5% 286 62.6% 255 58.8% 238 63.0% 248 70.6%
Ethnicity |Hispanic/Latino 338 64.2% 375 66.7% 346 64.5% 374 65.2% 386 72.3%
Minority Non-Minority 5041 60.7% 4723 66.3% 4382 66.0% 4140 66.4% 4032 71.0%
Status Minority 1428 70.0% 1484 70.0% 1364 69.3% 1439 68.5% 1468 72.3%
Indeterminate 285 63.2% 281 65.8% 261 67.0% 215 66.5% 237 36.3%
Total 6754 62.8% 6488 67.1% 6007 66.8% 5794 67.0% 5737 69.9%

Office of Planning and Institutional Effectiveness, 5/31/2019

Source: MHEC FAIS Reports, FY 2014 - 2018
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The HCC Work Force

The strategic value of diversity among the students, faculty, and local community, is
recognized as the College strives to be a leader and catalyst for diverse social, ethnic, and
educational experiences. Faculty and administrative position vacancies are typically advertised
through minority resources such as Minority Resources Edition of Equal Employment and Civil
Rights Journal, and National Minority Update. Additionally, the HR Recruitment Specialist
attends job and career fairs that typically attract large numbers of minorities at locations such as
Bowie State University, Morgan State University, Coppin State University and Fort Detrick,
Maryland.

The College is benefiting from the aforementioned recruitment efforts to increase
diversity in hiring faculty to provide role models for the increasingly diverse student population.
According to the fall 2018 EDS report, 9.4 percent of all full-time employees identified
themselves as a minority. Of full-time faculty, there were six minorities (7.5 percent), which is
an improvement from the last three years. Of all non-faculty full-time employees in fall 2018, 21,
or 10.1 percent, were minorities, a percentage that has remained relatively flat over the last six
years. Facing the challenge to recruit full-time faculty and administrators of color to provide
positive role models and to help create a culturally diverse environment is an institutional
priority. The region lacks cultural and ethnic opportunities, as well as a significant professional
minority population found in the urban and metropolitan areas.

Along with employee recruitment, the HR Office is responsible for new hire orientation
and employee training and professional development; and legal compliance with all federal, state
and local regulations. One aspect of training for all employees focuses on prevention of
discrimination and harassment via completion of an electronic module for annual recertification.

PROCESS FOR REPORTING CAMPUS-BASED HATE CRIMES

The safety and security of the College community are of vital concern to Hagerstown
Community College. Hate crimes manifest evidence of prejudice based on race, religion, sexual
orientation, gender, gender identity, disability, ethnicity, or national origin. As part of the efforts
to control crime on the campus and to assure a safe environment for students, faculty and staff,
the HCC Police Department prepares an Annual Security Report in compliance with 20 United
States Code section 1092 (f), the “Jeanne Clery Disclosure of Campus Security Policy and
Campus Crime Statistics Act.” The report reflects policies and services designed to provide a
safe environment and set a standard of conduct which is most conducive for a safe college
campus. The Campus Crime Statistics Act mandates the manner in which statistics are collected
and the format in which statistics are published. The categories related to hate crimes on campus
include race, gender, religion, sexual orientation, ethnicity and disability. Since the
implementation of the Jeanne Clery Disclosure Act, HCC has had no reportable incidents of any
hate crimes.

In the event that a hate crime occurs on campus, Campus Police will investigate all
reported incidents occurring within their jurisdiction. All reported information will be treated as
confidential and security over all police reports and files will be maintained. The Campus Police
will assist victims of crimes occurring in other jurisdictions to the limit allowed by law.
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Progress Report on the Plan for a Program of Cultural Diversity
Submitted to the Maryland Higher Education Commission

HARFORD COMMUNITY COLLEGE
September 3, 2019

This progress report on Harford Community College’s plan to improve cultural diversity is
submitted as required by Education Article, §11-406.

A Summary of the Institution’s Plan to Increase Cultural Diversity

Harford Community College (HCC) has valued diversity since its inception more than 60 years ago.
The HCC Cultural Diversity Committee (CDC), created in 2012, was formed with the following
specific purposes:

1.  Review and update the College's Plan for a Program of Cultural Diversity, as required by
MHEC;

2. Assess the College's progress toward achieving the goals and implementing the plan;

3. Complete required annual reporting by stated due dates for Board of Trustees approval
(MHEC progress report);

4.  Identify those programs/services/activities that can have the greatest possible impacts on
campus cultural diversity, and recommend how our resources might best be utilized and
coordinated to fulfill the campus cultural diversity plan;

5. Identify barriers to achieving greater success in fulfilling the Plan for a Program of Cultural
Diversity and provide recommendations on how the College can overcome those barriers;

6.  Assist in the preparation of funding requests to support cultural diversity activities;

7.  Work with governance committees/councils, departments, and offices on promulgating
positive cultural diversity practices; and

8. Serve as a clearinghouse and communications center for activities relating to cultural
diversity on- and off-campus.

The CDC’s most recent Plan for Improving Cultural Diversity, 2017-2020, was developed based on
past plans as well as an assessment of current needs on campus. The plan simplifies and streamlines
the efforts to improve cultural diversity by proposing the following two goals: 1) Increase campus
dialogue on and engagement in critical cultural diversity issues, with an emphasis on deliberate
civility reflective of Harford Community College values, and 2) Employ a variety of assessment
methods to understand the campus cultural diversity climate. Both goals are supported by a series
of strategies in order to achieve progress.

In 2018-2019, the Cultural Diversity Committee also implemented several changes that incorporate
the values of inclusion and equity into its Plan for Improving Cultural Diversity on campus. In the
spring of 2019, the CDC voted to change its name to the Diversity, Inclusion, Culture, and Equity
(DICE) Committee to reflect this new, deliberate emphasis.

Review of Diversity Goals
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GOAL 1: Increase campus dialogue on and engagement in critical cultural diversity issues,
with an emphasis on deliberate civility reflective of Harford Community College values.

Strategy 1: The DICE Committee plans to offer regular professional development for faculty and
staff in critical areas to include Safe Zone training, culturally responsive instructional methods,
and closing achievement gaps, as well as critical emerging diversity issues.

The Safe Zone Committee was established to improve the campus climate and promote equity for
LGBTQ+ students, staff, and faculty. Safe Zone Committee members also serve on DICE, and
regularly offer two levels of Safe Zone training to employees. Recently, DICE and the Safe Zone
Committee were invited by the Office of Human Resources to consult on re-imagining the College’s
New Employee Orientation (NEO). NEO is a comprehensive program for employees who have
recently been hired by HCC. The newly-redesigned orientation is one week in length and includes
two full workshops on Equity and Inclusion, as well as the first level of Safe Zone training. The
first Equity and Inclusion training session for NEO was held in July 2019, with the majority of
respondents requesting additional training on these topics. NEO Equity and Inclusion and Safe Zone
training will be offered to the campus community beginning in August 2019; interested employees
can sign up for a training session through the online training calendar. In the same manner, DICE
will also implement follow-up Equity and Inclusion training sessions in Fall 2019.

Additionally, in May 2019, members of DICE offered a session at the daylong faculty professional
development workshop “Celebration of Teaching and Learning,” sponsored by the College’s
Center for Teaching and Learning Excellence (CETL). The session was a highlight and review of
the ways in which the Committee implemented its Country of Focus program (see more below), as
well as an open call to faculty inviting them to participate in the Country of Focus program in the
next academic year. DICE also specifically reached out to advisors from the College’s non-credit
division who work with GED and high school students, to confirm that this segment of the student
population might also benefit from infusing the curriculum with an international focus.

Strategy 2: The DICE Committee works to increase opportunities for dialogue on critical cultural
diversity issues through a variety of programming.

DICE continued its work this year in providing monthly content for its “Cultural Diversity Corner”
column in The Parliament Call, the newsletter of the Office of Academic Affairs. This year, the
column highlighted topics such as gender pronouns, Women’s History Month, supporting veteran
students in the classroom, and the importance of international education. The column invites the
campus community to implement suggested activities, reflect on specific questions, and send
feedback to DICE. Though The Parliament Call was unfortunately halted in March 2019 when the
Vice President who originated it resigned, the “Cultural Diversity Corner” will continue as a feature
in the campus’s weekly newsletter, News and Whooo’s. In addition, DICE plans to build a webpage
for its work, on which it will archive all past columns.

Additionally, the DICE Committee will offer a webinar on equity and inclusion at the faculty

Professional Development Day (now referred to as “Faculty Homecoming”) that will be held on
August 21, 2019, prior to the start of the fall semester.
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Finally, a successful guest lecture on the topic of Syria was held in the spring semester (more
below).

Strategy 3: The DICE Committee strives to work with faculty to embed diversity in curriculum to
help students to think globally, reinforcing the importance of factual information.

The DICE Committee continued its discussion with the Accessibility Committee to implement a
Universal Design for Learning study on campus.

DICE also had a successful year in implementing its Country of Focus program; this program
highlights one country every academic year and helps faculty bring issues related to that country
into their classes. The country selected is usually one that has been featured in national and
international news, with the intent of making current affairs more accessible to students. This year,
the country selected was Syria. Faculty found multiple and interesting ways to use materials
related to Syria in psychology, economics, sociology, English, history, and literature classes. For
example, psychology students studied the trauma suffered by refugees of civil war, while literature
classes studied poetry in translation by Syrian poets. History students used Virtual Reality goggles
to “visit” historic sites in Syria, while research writing students compared op-eds in major
American newspapers that took opposing views on the current Syrian civil war.

To prepare faculty, the Committee held an introductory session in August for Professional
Development Day, and also organized a Professional Learning Community (PLC) in conjunction
with CETL. The PLC was a learning community in which faculty shared ideas for how to
implement the Country of Focus in that academic year and collaborated on sources. The campus
Library compiled a detailed LibGuide on Syria, while the Committee built a Blackboard course
in which to post PowerPoints, assignment sheets, and other materials created by College faculty
and staff. DICE plans to continue the collaboration with CETL this year for August’s Faculty
Homecoming, which will feature an introductory session for the Country of Focus for the 2019-
2020 academic year. The new country of focus will be Honduras, which was chosen by DICE
through a unanimous vote.

In relation to its Country of Focus program, the DICE Committee held a very successful
presentation and lecture on campus by Syrian-American journalist and civil rights lawyer Alia
Malek. Malek is a journalist for magazines such as The Nation and papers such as The New York
Times, as well as the author of The Country That Was Our Home: A Memoir of Syria. Over 100
people attended her presentation—more than double what was expected—and the event drew
attendees from campus, the local community, and beyond. It was a highly successful event;
students from several different courses participated, as several professors had linked assignments
in their courses to the presentation, and many community members said they had attended because
the Syrian civil war is in the news and they wanted to learn more.

Strategy 4: The Committee seeks to define and support mechanisms for augmenting student
engagement in issues of diversity.

The Committee continues its commitment to HCC’s status as an Achieving the Dream (ATD)
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campus. DICE is especially committed to one of the seven ATD capacities: equity. The Cultural
Diversity Committee’s decision to change its name to the Diversity, Inclusion, Culture, and Equity
Committee was in fact inspired by ATD’s emphasis on equity. During the College’s strategic
planning process, which took place during the 2018-2019 academic year, DICE advocated for
changing the proposed value of “Diverse Perspectives” to “Equity and Inclusion” instead. DICE
argued this change was critical to provide symmetry between the new strategic plan and the ongoing
ATD initiative, both of which are committed to eradicating attainment gaps based on income, race,
gender, and ethnicity. The value of “Equity and Inclusion” was adopted into the College’s new
strategic plan, which took effect on July 1, 2019.

DICE has also begun collaborating with a group on campus that is drafting a concept paper to
establish an Equity and Inclusion Center at HCC; the plan is to move the proposal forward in the
2019-2020 academic year.

DICE also administered a student survey in the Fall 2018 semester to gauge areas in which the
Committee might be able to engage students on issues of diversity (more below).

Finally, DICE continues to co-sponsor and collaborate on programming on campus that increases
student awareness of diversity.

GOAL 2: Employ a variety of assessment methods to understand the campus cultural diversity
climate.

Strategy 1: The Committee will employ a follow-up campus-wide survey to understand the campus
climate; we will compare new results to results of the previous survey.

As planned, DICE implemented a campus-wide Fall 2018 survey of students to assess their
awareness and/or concerns regarding diversity on campus. The survey used the same questions
asked in the 2014 survey, but added some additional questions (based on surveys administered to
students by other Maryland schools, including the University of Maryland-College Park).
Additionally, a text comment box was included for each question so that students would feel free
to add to or clarify questions and responses as they saw fit.

The survey was considerate of the current campus demographics of groups who have been
traditionally and historically marginalized (see Fall 2018 and Spring 2019 bar graphs below):
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Fall 2018 Demographics

Total population I 5883
Women I 3371
First Generation | 1369
People of Color NN 1753
Non traditional NN 1518
Low Income [N 1427
People with disabilities Il 407

Veterans | 36

0 1000 2000 3000 4000 5000 6000 7000

Spring 2019 Demographics

Total population I 5350
Women I 3035
First Generation [N 1655
People of Color NN 1582
Non traditional [N 1468
Low Income [N 1273
People with disabilities 1l 344
Veterans | 39

0 1000 2000 3000 4000 5000 6000

The DICE Committee completed the analysis of the Fall 2018 survey data and compared results to
the Spring 2014 survey data (more details are listed in Appendix D of this report). The following
points highlight key findings from the analysis:

1. Overall, there do not seem to be glaring issues signifying problems with the campus’s cultural
climate. Students generally reported that they feel diversity at HCC is “Valued and Practiced,”
which is a consistent finding in both 2014 and 2018. Students also largely reported the
following:

a. HCC provides a free open and welcoming environment.
b. Students from different racial and ethnic backgrounds interact well at HCC.
c. Students feel comfortable expressing their racial and/or cultural identity at HCC.
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2. Additionally, students were asked the following question: “What improvements, if any, can
be made to enhance the level of acceptance and sensitivity for diverse students?” The
following themes were reported:

Theme Comment
count

Race and ethnicity 28
Religion 5
Staff, faculty and 55
classroom

Student life 66
Discussion 20
Gender 8
Age 11
Disability 6

It should be noted that the most prevalent theme was the “Student Life” theme. Overall,
students called for more cultural events, discussions about race, and activities—and even
recommended a cultural center as well.

3. Students were also asked the following question: “Within the past year, I have witnessed
discrimination (for example, insulting or disparaging remarks) against others based on [Check
all that apply].” It should be noted that this question is asked in a general manner and does
not refer to instances of discrimination at HCC specifically. Overall, the majority of students
stated they have not witnessed any such remarks. However, there was an increase in students
reporting that they witnessed remarks about “Race” from 12.9% in 2014 to 16.4% in 2018.
These results underscore the importance of promoting continued education and dialogue
around these issues at HCC and within the larger community.

4. We can conclude with quantitative evidence that students of color at HCC feel comfortable
saying what they think about issues related to race, ethnicity, sexual orientation, gender
identity, religion, difference in abilities, age, political views, and/or economic status and feel
they belong at HCC at a statistically identical rate to white students. However, the survey also
demonstrates (with more than 99.999% confidence) that students of color:

Feel there are expectations about their academic performance;

Feel they are expected to represent their group;

Feel that there are no faculty members who represent their group; and

Feel that they are the only person of their group more often than do white

students.

ac o

These will be themes/areas for the DICE Committee to work on in the 2019-2020 academic year, and
to share with other departments and programs on campus.
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Strategy 2: The Committee will work to add cultural diversity climate questions to the graduation exit
survey in order to assess the experiences of graduating Harford Community College students.

The Committee has discussed this goal and is still working on ways to implement it.

Strategy 3: The Committee will work with others on campus to establish a process for capturing and
responding to information regarding campus cultural diversity climate incidents.

DICE has an agreement with the Office of Public Safety to funnel news about hate crime incidents
to DICE in order to track whether trends on campus are emerging. The current process on reporting
hate crimes is attached to this report.

Efforts to Support Underrepresented Students

Harford Community College values diversity among its students. HCC’s goal is to serve the diverse
needs of the county’s population through its credit and noncredit programs.

My College Success Network is a network of services, events, staff, and faculty geared toward
empowering and supporting African American students. The Network was implemented in July 2014
to address the attainment gap that exists between African American and white students. While the
program is open to all students, newly-enrolled African American students are specifically invited to
participate.

All newly-enrolled African American students are assigned to a Student Success Advisor. The
Student Success Advisor provides academic, career, and transfer planning services to students in all
majors. Students within the network who require zero to three transitional courses or are low-income
or first-generation students are invited to participate in academic coaching, an additional layer of
support. Two full-time Academic Success Coaches meet bi-weekly with selected students to establish
student success plans, monitor academic progress, and provide cognitive and non-cognitive strategies
for success.

Academic coaching is offered as a series of individualized, one-credit courses: Success in College
and Beyond, and Personalized Career Exploration. Scholarship money was allocated to cover the
academic coaching course tuition and fees so that students do not need to pay for the course. All
students in the Network are also connected to cultural programming coordinated through the affiliated
Soar2Success Program.

For most semesters, students who complete academic coaching are retained at higher rates from fall
to fall, persist at higher rates from fall to spring, and earn higher grade point averages (GPAs) than
comparison populations comprised of students who did not complete academic coaching.

In fiscal year 2020, the My College Success Network will expand its focus from primarily African

American students to all students of color. Brochures, marketing materials, and program updates are
underway to ensure inclusion and support for all students at Harford Community College.
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My College Success Network Student Academic Achievement

Semester MSCN Academic Comparison
Coaching Student Group of
GPA Students GPA

Fall 2014 2.39 2.12
Spring 2015 2.05 1.85

Fall 2015 2.19 1.99
Spring 2016 1.79 1.96

Fall 2016 2.57 1.51
Spring 2017 2.70 2.00

Fall 2017 2.40 2.00
Spring 2018 2.24 2.21

Fall 2018 241 2.25

Retention and  persistence rates for MOCSN students also  show promise. Retention and
persistence rates for the academic coaching cohort exceed those of the comparison group for most
semesters:

My College Success Network Fall-to-Spring Retention Rates

Cohort Timeframe Retention Rate
MCSN academic coaching students Fall 2014-Spring 2015 93%
All new HCC African-American students| Fall 2014-Spring 2015 73%
All new HCC students Fall 2014-Spring 2015 78%
MCSN academic coaching students Fall 2015-Spring 2016 90%
All new HCC African American students | Fall 2015-Spring2016 72%
All new HCC students Fall 2015-Spring2016 80%
MCSN academic coaching students Fall 2016-Spring 2017 83%
All new African American Students Fall 2016-Spring 2017 75%
All new HCC Students Fall 2016-Spring 2017 80%
MCSN academic coaching students Fall 2017-Spring 2018 75.8%
All new African American Students Fall 2017-Spring 2018 70.4%
All new HCC Students Fall 2017-Spring 2018 80.6%
MCSN academic coaching students Fall 2018-Spring 2019 89%
All new African American Students Fall 2018-Spring 2019 68.9%

All new HCC Students Fall 2018-Spring 2019 77.6%
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My College Success Network Fall-to-Fall Retention Rates

Cohort Time Frame Retention

Rate
MCSN academic coaching students Fall 2014-Fall 2015 54%
New African-American students Fall 2014-Fall 2015 42%
MCSN academic coaching students Fall 2015-Fall 2016 43%
New and continuing African American students Fall 2015-Fall 2016 38%
MCSN academic coaching students Fall 2016-Fall 2017 50%
New African American Students 1-3 Transitional Need Fall 2016-Fall 2017 49%
MCSN academic coaching students Fall 2017-Fall 2018 42%
New and continuing African American Students Fall 2017-Fall 2018 44%

Furthermore, the HCC Learning Center provides support to currently-enrolled students in credit and
continuing education courses. The data listed in Appendix C represents the percentage of students
served by race/ethnicity for the Fall 2017 and Fall 2018 terms. A comparison of the data by terms
shows that in Fall 2018 the Learning Center assisted a higher percent of minority students compared
to the Fall 2017 term. African American students were the highest minority population served in both
semesters.

Efforts to Recruit and Retain Diverse Employees at HCC

Harford Community College values diversity among its faculty and staff. According to the most
recently available institutional data, of the 961 college employees (staff, administrators, and
faculty), 14.9% are minorities (see chart below).

Employee Caucasian Minorities
Class # % # % TOTAL

Admin 26 89.7% 3 10.3% 29
Credit Faculty [275 89.3% | 33 10.7% | 308
Noncredit 98 89.9% 11 10.1%

109
Faculty
Staff 419  81.4% | 96 18.6% | 515
TOTAL 818  85.1% | 143 14.9% | 961

As a college, we continue to work toward the goal of increasing this number. We have set a
benchmark of 20% by Fall 2020.

Human Resources continues to use targeted advertising both for under-represented groups and field-
specific searches. The College routinely purchases online posting enhancements to reach diversity
candidates. Examples include HigherEdJobs’ Diversity and Inclusion e-mails, weekly e-mails sent
to more than 330,00 job seekers, and Social Media Upgrade; and The Chronicle of Higher
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Education’s Diversity Network, which includes listings on sites such as DiversityandCareer.com,
Diversity.com, and DiversityJobs.com. Further, the College recently renewed a contract with
localjobnetwork.com, which distributes our postings to a wide variety of local minority, women’s,
and veteran’s organizations.

Human Resources works closely with search committee chairs to ensure a diverse pool of candidates
and finalists for employment consideration and provides review and oversight for all hiring and
promotion decisions to ensure fairness, equity, and commitment to the College’s principles of
diversity. The College’s rate of minority employees has increased from 14.3% to 14.9%; the number
of minority credit faculty has increased from 30 to 33, while the number of noncredit faculty has
increased from 8 to 11.

The College complies with requirements to complete an annual Affirmative Action Plan.

Specifically regarding hiring and retention of diverse faculty, the College’s academic deans use
strategies to encourage minority recruitment and hiring which include the use of personal contacts,
professional associations and advisory board affiliations, direct advertising at institutions with large
minority student enrollments, as well as the use of publications that target minorities. Some
academic deans have mentored, advised, and supported minority faculty in their work and hired
minority faculty to work with incoming students over the summer to be strong role models.

The Office of Human Resources continues to review the applicants selected for interviews by the
search committees and makes recommendations to expand gender, age, and ethnic diversity when
appropriate. The Human Resources Specialist meets individually with search committee chairs to
provide training on the College’s search process and online tools. Training includes encouragement
to include a diverse group of individuals on search committees to demonstrate a commitment to
inclusion and educational equity.

In addition, the Office of Human Resources is considering the possible implementation of two new
initiatives. The first is an HCC branding initiative at assorted conferences or professional events in
which faculty and others participate, as a way of promoting HCC to potential job candidates from
underrepresented groups. This idea was first presented at a meeting of the Talent Management
Committee, a group of faculty, staff, and administrators who work on, among other issues, ways of
attracting and retaining diverse employees. The College is also determining further resources for
participating in statewide recruiting events with the Human Resources MACC professionals’
affinity group.

Efforts to Create Positive Interactions and Cultural Awareness
Harford Community College has a very active and successful Soar2Success Program, which helps

students of color succeed in their studies and in college life. Some of Soar2Success’s activities and
events over the 2018-2019 academic year include:
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ICanSucceed - September 2018
ICan Succeed is a half-day empowerment program where students hear from graduates, returning
students, faculty, and staff about how to navigate the academic and social demands of college.

Students are strongly encouraged to attend. This year’s keynote speaker was Jullien Gordon, co-
author of The Other 4.0 That Really Matters and No All-Nighters.

The Making of the King Holiday - January 2019

The documentary highlights the life of Dr. Martin Luther King and the movement that led to
congressional legislation establishing his birthday as a national holiday. The film features Coretta
Scott King, Stevie Wonder, and other activists.

HerStory: Amazing American Women Pioneers - February 2019

Through the use of live music, narration and archival video, this exhibit celebrated pioneers who
overcame enormous odds and changed the course of history. The work highlighted legends like Ida
B. Wells, Mary Church Terrell, Susan B. Anthony, Elizabeth Stanton, Sojourner Truth, Sara
Winnemucca, Sonia Sotomayor and others. In addition to the theatrical production, wax figures were
on loan from the National Great Blacks in Wax Museum of Baltimore MD. Documentaries on the
lives of Ida B. Wells and Mary Church Terrell were shown throughout the semester. This event was
sponsored by Soar2Success in conjunction with the Hays-Heighe House exhibit Votes for Women:
Taking Our Place in Politics.

Presentation from King Peggy - November 2018

Peggilene Bartel was working as a secretary at the Embassy of Ghana in Washington, DC, when she
was told she had been chosen King of Otuam, a fishing village of 7,000 people. Born in Ghana and
now a naturalized U.S. citizen, Bartels had visited relatives but had never lived in Otuam and was not
prepared for the news that she had been chosen to succeed her uncle, the late king. Going back for
centuries, all of the kings had been men. Her story is chronicled in King Peggy: An American
Secretary, Her Royal Destiny, and the Inspiring Story of How She Changed an African Village and
was chosen in 2013 for the One Maryland, One Book read. King Peggy’s story is also being
considered for a motion picture production. Among her accomplishments as the reigning chief, King
Peggy has rebuilt the palace, built a high school, installed a water system, and pledged to empower
women to care for their families and communities. A book signing was held immediately following
the presentation.

Green Book - April 2019

The “Film For Thought” series showcased Green Book, an Academy Award-winning film that tells
the true story of an Italian-American who is hired to drive Dr. Don Shirley, a world-class African-
American pianist, on a 1962 concert tour to the Deep South, relying on The Green Book to guide
them to establishments deemed safe for African-Americans. Confronted with racism and danger—as
well as unexpected humanity and humor—the two men are forced to set aside differences to survive
a journey of a lifetime.

Exploring Unintended Bias: “Social and Personal Identities: Cultural Competency in Action”
- April 2019

This session was a collaboration between the Safe Zone, DICE, Disability Support Services,
Emerging Leaders, and Student Wellness. The session explored how social identities (race, class,
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gender, sexuality, ability, etc.) shape our experiences on campus and in our communities. The
workshop focused on the significance of “identities” in our everyday lives, and how they play into
social norms, inherent biases, and systems of inequality.

“Choose Civility” Campaign - Fall 2018 and Spring 2019

This campaign was undertaken in conjunction with the Harford County Public Library, Harford
County Government, community agencies, and individuals to promote civility. The College’s point-
of-contact for the Choose Civility campaign is Ms. Sharoll Love. Accomplishments this year include
the following:

Civility banners purchased and placed in lobbies throughout campus;
Distribution of lapel buttons, auto magnets and window clings;

An article in The Parliament Call faculty newsletter;

Sidewalk chalking in front of and along the campus walkways;

Student reflection on the last act of kindness they provided and received;
Screening of Green Book; and

Sponsorship of Unintended Bias workshop.

The newly named DICE Committee has promoted the value of cultural diversity, equity,
and inclusion on the HCC campus in many ways.

The DICE Committee has continued contributing a regular column, titled “The Cultural
Diversity Corner,” to the monthly faculty newsletter, The Parliament Call. Each column
offers an explanation of the topic, examples of how it affects students and campus life,
research about the issue, and “thoughts for reflection” (applying the topic to real-life
scenarios in the classroom), all as a way to foster further discussion. The Parliament Call
was discontinued in March due to administrative leadership changes, but the column
continues as a regular feature in HCC’s campus newsletter, News and Whooo’s.

After the success of the Syria-themed event with journalist Alia Malek as part of the Country
of Focus program, the DICE Committee has decided to host a speaker every spring to discuss
that year’s country. In 2019-2020, the Committee has selected Honduras as the Country of
Focus. The DICE Committee will also be organizing a PLC around this topic, to encourage
faculty to embed the country in their courses and curricula.

The DICE Committee works closely with CETL to hold regular professional development
sessions for faculty around the topics of diversity, equity, and inclusion.

DICE has worked on creating a webpage, which will feature an “Equity and Inclusion
Statement” (which is still being crafted in conjunction with the ATD team, administration,
and other constituencies on campus). DICE has also implemented some technology
improvements, moving much of its work to a new online forum in Microsoft 365 SharePoint
and Teams, which allows committee members to edit documents and take surveys and polls.

DICE has a representative on the campus’s newly formed Talent Management Committee,

which seeks to review diversity in the hiring process and to ensure fairness and transparency
in promotion.
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Appendix A

Campus Process for Reporting of Hate-Based Crimes
STANDARD OPERATING PROCEDURE

Hate Crime Investigations
for Racial, Religious, Ethnic, Gender, Sexual
Orientation, and Disability-Related Incidences

Updated July 8, 2016

L Policy

It is the policy of the Department of Public Safety to promptly and fully investigate all reported
incidents of hate crimes that occur on property owned or controlled by Harford Community
College. Recognizing the potential trauma associated with hate crimes, members of the
Department of Public Safety will take special care to assist the victims.

II. Directives
34 CFR 668.46, promulgated under the Jeanne Clery Disclosure of Campus Security Policy &
Campus Crime Statistics Act and amended by Section 488(e) of the Higher Education
Opportunity Act.

III. Definitions

A hate crime is broadly defined as crime for which evidence exists that the victim was
intentionally selected because of the victim's actual or perceived race, gender, religion, sexual
orientation, ethnicity, or disability.[1]

Before an incident can be classified as a hate crime under Clery reporting, sufficient objective facts

and circumstances must be present to lead a reasonable and prudent person to conclude that the

offender’s actions were motivated, in whole or in part, by the perpetrator’s bias. These crimes

include any crime which the victim is intentionally selected because of any of the above
designations. These crimes can also include larceny-theft, common assault, intimidation, and
destruction, damage or vandalism of property and other crimes involving bodily injury.

IV.  Procedures
In order to complete a thorough investigation into an alleged hate crime while remaining sensitive
to the needs of the victim, the following procedures will be followed by members of Public Safety
staff.

>

Respond in a sensitive manner to the feelings and needs of victim(s), and commence
the preliminary interview with the victim in private.

Promptly secure the area to preserve the crime scene and all available evidence.
Contact the Director of Public Safety.

Ifneeded, contact 911 to request investigative assistance and crime scene processing
by the assigned police agency.

Photograph the scene.

ocaw

=
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F.  Gather all available pertinent information and witness statements.

G. Follow all applicable directives from the Director of Public Safety.

H. Prepare acomplete, clear, concise, and accurate report and ensure that it is forwarded
to Director of Public Safety as soon as practically possible.

I.  Post-Incident: Conduct a follow-up inquiry as appropriate and prepare a supplement

report containing any additional facts.

J.  The Director of Public Safety will ensure that copies of reports are promptly
forwarded to appropriate members of administration to include AVP for Student
Development, and VP of Finance and Operations.

The director of Public Safety will work in concert with college administration, the investigating
police agency, and the State’s Attorney’s Office to facilitate the prosecution of all criminal
suspects related to the hate crime.

[1] 34 CFR 668.46 (¢)(3)
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Appendix B

Articles from the “Cultural Diversity Corner,”
a monthly feature in The Parliament Call newsletter from the Office of Academic
Affairs)

March 2019

“Women’s History Month” by Dr. Lisa Tittle

March is Women’s History Month (WHM), and this year is particularly special as 2020 is the
centennial of the 19 Amendment giving women the right to vote, a right that took 100 years of
tenacity and acumen to achieve. According to the National Women’s History Alliance website, this
year’s theme for WHM is “Visionary Women: Champions of Peace and Nonviolence.” Honorees
this year include Deborah Tucker, the president of President of the Board of Directors of the National
Center on Domestic and Sexual Violence; Dorothy Cotton, civil rights activist;
and Zainab Salbi founder of Women for Women International. These are three of hundreds of
women who work in big and small ways to improve the lives of women all over the world.

Few would argue that knowing the significance of the contributions of women is an important part
of history. One characteristic that all of these women share is the courage to use her voice to
implement change, reduce marginalization based on gender, and improve access to information,
education, and opportunity. The challenge is how to make these contributions relevant to today’s
students. How can the typical community college student relate to these daunting
accomplishments?

Thankfully, great women are using their voice to implement change all the time although it may not
be on such a global scale as earning the right to vote or lobbying for policy that protects victims of
domestic violence. Instead these women are raising children, caring for their elderly parents, working
two jobs, earning degrees, serving in the armed forces, conducting research, or mentoring others. By
adding their story and diversity to the workforce, campus, or neighborhood, these “average” women
are also adding their voices and contributing to history as well.

This semester, Hays Heighe House is hosting several events to highlight women’s achievements and
their contributions to society in areas such as politics, journalism, and literature. Please encourage
your students (and yourself, of course) to attend. You can access the schedule of events
here http://www.harford.edu/community/hays-heighe-house/events.aspx?0=10. Be sure to thank
the tenacious and intelligent women who collaborated to bring these educational opportunities to
campus so that people could learn about voices from the past who shaped the future.
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February 2019
“Choose Civility,” by Sharoll Love

In the spring of 2017 Harford Community (_Zollege (HCC) articulated its vision on diversity
and inclusion as *“. . . active, intentional, and ongoing engagement . . . with the purpose of expanding
knowledge, cognitive sophistication and empathetic understanding . . .”

This fall, HCC joined Harford County Public Library (HCPL), Harford County
Government, and other organizations and individuals throughout the county to embrace and amplify
civility. Modeled on Howard County, which began its campaign in 2006, “Choose Civility” is a
grassroots effort ““designed to uplift our community by promoting respect, restraint and responsibility
everywhere in Harford County, including the Internet.”

Guided by researched conducted by P. M. Forni, co-founder of the Johns Hopkins Civility
Project, “Choose Civility” promotes thoughtfulness and mindfulness in behavior and speech. At the
center of civility is empathy, the capacity to place oneself in another's position.

A few ways civility manifests itself include showing politeness, patience, understanding,
empathy, equality and justice. It may be demonstrated by such simple acts as saying hello to
classmates and colleagues or by holding the door for someone.

Civility is displayed when someone renders assistance to a person whose car has broken down on the
side of the highway or when one helps a person stand up and regain composure after he or she
has fallen to the ground!

It is also manifested by refusing to silently witness bullying; by engaging in collective actions that
address systemic inequities such as poverty, racism, macroaggressions, anti-
Semitism and homophobia; or by supporting victims and survivors of sexual assault.

Finally, there is a distinct difference between that which is legal and that which is moral.

In February, we were honored to have Civil Rights Legend Rev. C. T. Vivian on campus.

In service to humanity and exemplifying extraordinary civility, he, along with Dr. King, spent their
lives dismantling de-jure segregation, addressing poverty and seeking justice for the oppressed.
“Civility” messages will continue to appear across the campus quad, as well as in the Library,
Darlington Hall, Susquehanna Center, and along Joppa Hall walkways. Banners have been placed
in campus buildings, and information tables have been set up in the Student Center for
the distribution of auto magnets, buttons and window signs that amplify the message.

Events for next semester include a program that addresses unintended biases and
a blockbuster movie highlighting compassion, trustworthiness, tact, restraint, and equality.

If you would like to pick up a car or window decal, or share an idea about a potential program, you

may do so by stopping by the Office of Student Life. It is located on the lower level of the Student
Center.
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In the county, HCPL is sponsoring the Human Library, where patrons “borrow” people instead of
books, allowing individuals to share their unique experiences; the goal of this dialogue is to answer
questions, challenge stereotypes, and promote understanding between the people who make up our
community. Ripken Stadium is hosting The Longest Table, where one shares a meal with
neighbors. Both events are intentional in facilitating interaction with and rethinking assumptions of

others.

For more information on these and other events, visit https://www.hcplonline.org/choosecivility/
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Appendix C: Learning Center Usage Report for Visits by Race/Ethnicity

The Learning Center provides support to currently-enrolled students in credit and continuing
education courses. The following data represents the percentage of students served by race/ethnicity
for the Fall 2017 and Fall 2018 terms. A comparison of the data by terms shows that in Fall 2018 the
Learning Center assisted a higher percentage of minority students compared to the Fall 2017 term.
African American students were the highest minority population served in both semesters.

The continued collaboration and partnerships among faculty Student Affairs supports the increase in
usage by minority populations. The Learning Center partners with My College Success Network,
faculty, and the Athletics, Advising, and Student Life offices to promote and provide learning support

services.

Race/Ethnicity Fall 2017 Fall 2018

African American 27.40% 37%
American Indian/Alaskan Native 0.70% 0%
Asian 4.80% 7%
Caucasian 54.70% 42%
Hispanic/Latino 7.90% 11%
Missing 0.80% 0%
Multicultural Non

Hispanic/Latino 3.60% 3%
Native Hawaiian/Pacific Islander 0.10% 0%
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Appendix D: Comparison of Spring 2014 & Fall 2018 DICE Survey Results

During the Spring 2014 semester, both students and employees were surveyed regarding their
experiences with diversity at HCC using a Likert Scale question format to rate their
perceptions. In Fall 2018, students only were surveyed by DICE, as employees were already
being surveyed by the larger College on these issues. As previously noted, in Fall 2018, a
text comment box was added to every question so students would feel free to add to or clarify
questions or responses if they chose to do so. (Please see section 1 for the Fall 2018 survey
that was distributed to students through their student email account.) Student incentives were
offered for student participation in the survey; students were randomly selected in a drawing
to win one of five twenty-dollar gift cards to Wawa.

The Spring 2014 survey yielded 1121 student responses, whereas the Fall 2018 survey yielded
1008 reported student responses (with approximately 809 students actually completing the
survey). Nevertheless, it should be noted that the relatively lower response rate does not
impact the comparison of results between 2014 and 2018 because both sample sizes are
sufficiently large. T-Tests were utilized to discern if there was a significant difference between
the 2014 student responses and 2018 student responses. Please note that responses that yielded
a significant difference will be reviewed as recommended by the College’s Assessment and
Planning team (where no significant difference was found, any changes were attributed to
chance alone).

Overall, it is apparent that HCC students feel that diversity at HCC is “Valued and Practiced,”
which is a consistent finding in both 2014 and 2018. Students also largely reported that HCC
provides a free and open and welcoming environment, although there was a slight decrease
within these areas when comparing 2014 results to 2018 results. There was a slight increase
from 2014 to 2018 in students reporting that they felt comfortable discussing issues of
exclusion or bias with their instructor or other employees at HCC, along with an increase in
students reporting that they feel most comfortable on campus with people who look and sound
like them.
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Please note the weighted average is a Likert scale--it represents each question's level of agreement. The

scale is as follows:

Level of Agreement Weight

Strongly Disagree
Disagree

Undecided / Neutral
Agree

H W N -2 O

Strongly Agree

Please respond to the following statements using your day-to-day
Answer Options

2014

2018

Wtd Avg Wtd avg p-value Compared to 2014, 2018 response score is/has:

HCC provides an environment for the free and open expression of
ideas, opinions, and beliefs.

My first impression of HCC's campus was that HCC seemed like a
diverse, welcoming place.

At this time, HCC seems like a welcoming environment for people of all
races and backgrounds.

Students from different racial and ethnic backgrounds interact well at
HCC.

At HCC, | have been discriminated against due to my race/ethnicity,
eitherintentional or unintentional.

At HCC, | have witnessed discrimination due to race/ethnicity, either
intentional or unintentional.

| feel comfortable discussing issues of exclusion or bias with my
instructor or other employees at HCC.

| feel comfortable expressing my racial and/or cultural identity at HCC.
| feel most comfortable on campus when | am with people who look
and sound like me.

At HCC, | know where to go to discuss issues of exclusion or bias.

3.48

3.41

3.55

3.34

0.71

0.87

2.89

3.24

1.88
2.44
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3.35

3.29

3.44

3.31

2.99

3.25

2.27
2.48

0.00 Significantly lower

0.00 Significantly lower

0.00 Significantly lower

0.40 No significant difference

0.02 Significantly higher

0.91 No significant difference

0.00 Significantly higher
0.39 No significant difference
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Students were also asked the following question: “Within the past year, I have witnessed
discrimination (for example, insulting or disparaging remarks or behaviors about)... [Check
all that apply].” It should be noted that this question is asked in a general manner and does
not specifically reference instances of discrimination at HCC. Overall, the majority of
students stated they have not witnessed any such remarks. However, there was an increase in
students reporting that they witnessed remarks about “Race” from 12.9% in 2014 to 16.4% in
2018 (see table below). These results underscore the importance of promoting continued
education and dialogue around these issues at HCC and within our community.

There was also a decrease in students reporting that they witnessed insulting of disparaging
remarks about “Other,” from 6.7% in 2014 to 2.6% in 2018 (see “other” content comment
themes below).

Within the past year, | have witnessed
insulting or disparaging remarks or
behaviors about:

20% 16.4%
15% 12.9% —
10% 6.7—%7
59% = 2.6%
0% -
2014 2018

e RACE e Other

“QOther” 2014 2018
Comment themes Count Count
Religion 15 1
Personal
Appearance 9 0
Age 5 1
Gender 5 2
Disability 4 1
Race 3 3
Ethnicity 2 3
Military/Veterans 1 0
Education level 0 1
Total directly

N
N
—_
[\S]

related comments
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As noted in the chart above, there was a general decrease in students’ responses from 2014 to
2018 in the following “Other” themes: religion, personal appearance, age, gender, disability,
and military/veterans, with religion being the largest decrease from 15 comments in 2014 to
1 comment in 2018.

Student were also asked the following: “Within the past year, I have been the target of
insulting or disparaging remarks or behaviors about...[Check all that apply]”. Overall, the
majority of students generally reported that they have not experienced any such remarks in
2014 (82.9%) and in 2018 (84.5%). However, there was a significant difference and decrease
noted in the category “Other” (see “other” comment themes below):

Within the past year, | have been the
target of insulting or disparaging remarks
or behaviors about:

59% 4.3%
1.6%
0%
2014 2018
Other
“Other” Comment 2014 2018
themes Count Count
Religion 11 3
Personal Appearance 3 0
Age 5 1
Gender 2 0
Disability 2 0
Race 2 3
Ethnicity 0 0
Military/Veterans 1 0
Political stance 0 3
Total directly related
comments 26 10
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Students were asked the following:
0 [ feel that populations I belong to are:

= Represented in the college’s publications
= Represented in the college’s curriculum
= Represented in the college’s events
= Represented in the college’s faculty
= Represented in the college’s staff
= Represented in the college’s student body
= Missing completely from the college’s environment

Overall, students reported an increase in perceived representation in the curriculum, in events,
and among faculty, whereas there was a decrease noted on perceived representation in College
publications and in the “missing completely” category. (Please note that the decrease in the
perception that populations students belong to are “missing completely” from the College
environment is a positive result and connotation.)

Change in perceived representation (2014-

2018)
0,
10.0%p 7.4%p
6.2%p
4.9%p
5.0%p l I
0.0%p l .
-5.0%p -3.3%p
-5.0%p
-10.0%p
Publications  Curriculum Events Faculty Missing

Completely

Once the decrease in perceived representation in publications from 2014 to 2018 was
discovered, additional analyses were performed comparing the perceptions of white students
and students of color. Results indicate that there is >99.9999% confidence that students of
color feel they are represented in the College’s publications at a lower level than do white
students (see next page).

170



2018 Deeper Dive: Representation in College’s Publications

Yes No Total Yes%

White Students 350 242 592  0.591216
Students of Color 118 157 275  0.429091
p-
value 0.0001

Students of color feel they are represented in the College's
publications at a level significantly lower than do white students.

e Students were also asked to indicate the following:
0 I am treated with respect by (Check all that apply).

= Staff
= Faculty
= Students

= Visitors to campus
= Administrators

e Results reveal that students generally feel respected by staff, faculty, students, and
administrators (see chart below). However, there were some decreases from 2014 to 2018 that
were noted for faculty (94.9% in 2014 to 92.6% in 2018) and students (90.9% in 2014 and
86.2% in 2018).

| am treated with respect by (check all that apply)

2014 2018 p-value Compared to 2014, 2018 response score is/has:
Staff 94.1% 1023 93.5% 759 0.5645 No significant difference
Faculty 94.9% 1032 92.6% 752  0.0409 Significantly lower
Students 90.9% 938 86.2% 700  0.0015 Significantly lower
Visitors to campus 64.7% 525 n/fa n/a
Administrators 81.2% 659 n/a n/a
1087 812
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| am treated with respect by:
100%
94.9%

95% — 92.6%
90.9% —_—
90%
86.2%
85%
80%
2014 2018

e FaCUIty e Students

e Students were asked the following question: “What improvements, if any, can be made to
enhance the level of acceptance and sensitivity for diverse students?”” The following themes
were reported:

Theme Comment
count

Race and ethnicity 28
Religion 5
Staff, faculty and

classroom 55
Student life 66
Discussion 20
Gender 8
Age 11
Disability 6

It should be noted that the most prevalent theme was the “Student Life” theme. Overall, students
called for more cultural events, discussions about race, and activities, and even recommended a
cultural center as well. Please see student comments in sections 2-9; note that a comment can be
classified under more than one theme.

e Student demographics were relatively similar in Spring 2014 and Fall 2018 (see charts on

next page). However, in 2014 there were significantly more female respondents (70%) and
in 2018 there were significantly more male respondents (68 %).
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Gender

0,
Male 30%
68%
70%
Female
29%

All nontraditional
U o3%

m2014 w2018

Race and Ethnicity

Asian ‘4&/%

American Indian or Alaska Native r 2%’

Black or African American  [II® (137°

Native Hawaiian or Other Pacific Islander | }3//3

white [ %

Hispanic or Latino origin (Cuban, Mexican,... [lily 6%,

Other (please specify) l 4;/:%

m2014 m2018
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Age

46%

37%

17% 18%18%
14% 12% 13%
8%
Under 18 18-20 21-24 25-30 31-40 41 and above
m2014 m2018
Full-time or part-time
2018, 55%
2018, 45%
2014, 53%
2014, 47%
= Full-time (12 credits or more) = Part-time (fewer than 12 credits)
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Section 1
Survey of Students Fall 2018

COMMENT BOX AFTER EVERY QUESTION (Box should say “Please elaborate™)

1. Please respond to the following statements using your day-to-day experiences and
interactions as a guide.

Strongly Agree, Agree, Undecided, Disagree, Strongly Disagree

a) HCC provides an environment for the free and open expression of ideas, opinions, and
beliefs.

b) My first impression of HCC’s campus was that HCC seemed like a diverse, welcoming
place.

c) At this time, HCC seems like a welcoming environment for all people.

d) Students from different racial and ethnic backgrounds interact well at HCC.

e) I feel comfortable discussing issues of exclusion or bias with my instructor or other
employees at HCC.

f) I feel comfortable expressing my racial and/or cultural identity at HCC.

g) 1 feel most comfortable on campus when I am with people who look and sound like me.

h) At HCC, I know where to go to discuss issues of exclusion or bias.

2. At HCC, I feel diversity is:
a. Valued and practiced
b. Valued but not practiced
c. Practiced some but not valued
d. Neither valued nor practiced
e.
3. Within the past year, I have witnessed discrimination (for example, insulting or disparaging
remarks) against others based on:
a. Age
Gender/gender identity
Disability
Perceived socioeconomic status
Race
Sexual orientation
I have witnessed these remarks in the classroom.
I have not witnessed any such remarks
Other (please explain)

@ e Ao o

J-
4. Within the past year, [ have been a target of discrimination (for example, insulting or
disparaging remarks) based on:

a. Age

b. Gender/gender identity

c. Disability

d. Perceived socioeconomic status

Race

@
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f. Sexual orientation
g. I have witnessed these remarks in the classroom.
h. Thave not witnessed any such remarks
1. Other (please explain)
J-
5. I feel that the populations I belong to are:
a. Represented in the college’s publications
. Represented in the college’s curriculum
Represented in the college’s events
Represented in the college’s faculty
Represented in the college’s staff
Represented in the college’s student body
Missing completely from the college’s environment

©wHoe a0 o

6. Iam treated with respect by:
Staff

Faculty

Students

Visitors to campus
Administrators

° a0 o

7. What improvements, if any, can be made to enhance the level of acceptance and sensitivity
for diverse students?

8. What is your race/ethnicity (choose all that apply)?
a. Asian

b. American Indian or Alaska Native
c. Black or African American
d. Native Hawaiian or other Pacific Islander
e. White
f. Hispanic or Latino origin (Cuban, Mexican, Puerto Rican)
g. Other (please specify)
9. What is your age?
a. Under 18
b. 18-20
c. 21-24
d. 25-30
e. 31-40
f. 41-above

10. Are you a full-time or part-time student?

11. What is your gender?
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12.

13.

14.

15.

16.

17.

COMMENT BOX (do not list binary options)

I feel there are expectations about my academic performance because of my race, ethnicity,
sexual orientation, gender identity, religion, difference in abilities, age, political views,
and/or economic status. Please elaborate: COMMENT BOX

In class discussions, I feel I am expected to represent my group in terms of my race,
ethnicity, sexual orientation, gender identity, religion, difference in abilities, age, political
views, and/or economic status. Please elaborate: COMMENT BOX

At HCC, I feel there are faculty members who represent my race, ethnicity, sexual
orientation, gender identity, religion, difference in abilities, age, political views, and/or
economic status. Please elaborate: COMMENT BOX

In situations at HCC, I often feel that I am the only person of my group in terms of race,
ethnicity, sexual orientation, gender identity, religion, difference in abilities, age, political
views, and/or economic status. Please elaborate: COMMENT BOX

At HCC, I feel comfortable saying what I think about issues related to race, ethnicity, sexual
orientation, gender identity, religion, difference in abilities, age, political views, and/or

economic status. Please elaborate: COMMENT BOX

I feel as though I belong in the HCC campus community. Please elaborate: COMMENT
BOX
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Section 2

Student Life Themes

Perhaps organizing more events that allows everyone to come together and express their
culture and educate others about their background or themselves as an individual It can
encourage relationships with people and create a more welcoming environment within HCC
campus

Have more events to get students involved

Have more posters or activities within the school

make more activities for the community not only one group of people

more on campus students activities

More activities in the Student center

Maybe more clubs or groups that meet to discuss diversity

more basketball activities

More student events to help socialize

Well I feel like the fact that that Harford Community College is doing okay in terms of
diversity IF you are considering the fact that its in Harford County Harford County is largely
white and most of HCCs students are from Harford County Diversity should be better maybe
not just in numbers and in quotas but in centering people of color and their voices and
experiences in event talks school publications in financial aid award programs etc I feel like
this has happened some in the past couple of years which is a good start but it would be
amazing to see more!

In addition to racial diversity however Ive seen a lack of gender diversity that includes trans
experiences there are no gender neutral restrooms that I know of the LGBT org doesnt really
host any events and I dont see many people that seem Gender Non-Conforming or Trans like
myself Albeit sometimes its not something you can see but I havent come across anything
trans-related in events publications resource lists and accommodations (like name changes that
is different than a students legal name on student IDs in class rosters etc and gender neutral
restrooms) That being said I havent felt unsafe or attacked because of my trans identity at
HCC aside from the nervousness in bathrooms I feel in EVERY public restroom (not just
HCCs) Its more about lack of representation However that is only my experience Ive been
blessed with professors that respect my pronouns and gender identity That may not be
everyones experience

Im not sure Ive mostly seen people with Autism get bullied so possibly having some
awareness events or something might help? People dont understand Autism or gather that they
might need to be open-minded and be more patient with people regardless of whether or not
they know a person has a disability

In the student center it would be cool if there was a cultural center

Maybe a cultural day / event that has stations to teach the TRUTH about each different race
religion group ect

More progressive ideas from a vocal and diverse staff so students can hear that their peers are
accepting and open-minded to the various cultures throughout campus

More focus on anti-bullying not just cultural diversity and discrimination

add diversity in some school events

When braking students into groups consider group dynamics particularly where clinicals are
concerned
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HCC hosting more events that center around panel discussions and conversations about race
identity etc

Everyone regardless of cultural should be treated equally

Have more diverse cultural events

I cant think of any HCCs acceptance of all cultures is great!

The college should be careful in its policies and culture to prevent pursuing diversity
excessively as it can lead to a sort of tunnel vision that discriminates against majority groups
in the attempt to acheive just representation for minority groups The college should also
practice this with thoughts and ideas as well preventing discrimination against groups of
particular religious political or scientific beliefs and opinions (unless those beliefs explicitly
violate the colleges policies or standards of course)

There should be more events centered around what makes us diverse

More open activities that encourage diversity such as cultural exhibitions and sports

There should be student organizations that increase diversity There should also be student
activities to increase awareness and importance of diversity

More cultural events

Have cultural events for different ethnics groups for an example have an food tasting to
engage students of different cultural to their native background and encouraging other students
learn about other cultures

have events that bring everyone together no matter what demographic we fit into a march for
our lives would bring us together as STUDENTS we would come together regardless of any
other factors

You could do cultural events

More engagement through social activities

I do not think anything serious improvements need to be made HCC is very good at being
accepting and sensitive to culture and race

I feel as though a lot of this has to come down to the students and the way they were raised in
this environment The school offers events and knowledge to help create a diverse atmosphere
but it comes down to the students to really aim for it

educate yourself about diverse groups or groups other than your own No room for ignorance
in this day and age

Events ran by students

HCC does have a good variety of cultural students but the area is still predominantly
Caucasian therefore not all the time I feel like I can relate and interact with people that look
like me But it also depends on my schedule and my peers schedules as well

more events

more diverse student activities

Increases the amount of student activities throughout the year so people have a better chance
of getting to know other students and making new friends

More Clubs that support the campuses diversity more events that support and empower our
campuses diversity

it is nice to have the flags of diverses countries as HCC does already the different tea time
events at the Hays-Heighe House is a good example of knowing more about foreign countries
and culture

have more events that talk about diversity
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As a non-credit 65+ year continuing education student it's difficult to comment since I don't
get to spend time with a diversified group on a regular basis

If it seems to be an issue maybe host more events regarding those groups that feel excluded in
an effort to bring the issue to a head and to correct it

Maybe a mandatory diversity acceptance event?

More cultural events

I don't know Student activities has been doing a wonderful job on talking more
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Section 3

Staff, Faculty, and Classroom Themes

Make the computer class into section by divide four part that are 15 weeks each for old people
Make mini class for old people with learning problems Make 15 week classes into thirty week
classes people have more time to study take test and do homework I like the idea of mini
classes Each subject is broken up into small area will be able to pass The people will get a
certificate and not feel like a loser

The cutting down on time between classes is ineffective for students with disablilities

Encourage a code of conduct in the classrooms of fairness

Helpers for language barriers with difficult classes

Have open communication with students and teachers

Have more diverse classes by bringing in more students of color

As a member of the general population (cis straight white middle class female) I am not one to
ever need these improvements but as a student at hcc I have experienced plenty of diversity |
have had classmates and professors that were very diverse and have only had one negative
experience with a fellow student when I talking about trans people's I have never seen or
experienced anything negative toward the diversity here at hcc

Put together people of same races and ages in classrooms It gets lonely sometimes when you
are the only elderly or black African in the classroom

More classes to teach people about black history and how this world was also built on the
things that was created by black people

Have teachers that aren't racist and don't insult your religion if it's not what they believe

Please change the weighting grades for the whole class

In addition to racial diversity however Ive seen a lack of gender diversity that includes trans
experiences there are no gender neutral restrooms that I know of the LGBT org doesnt really
host any events and I dont see many people that seem Gender Non-Conforming or Trans like
myself Albeit sometimes its not something you can see but I havent come across anything
trans-related in events publications resource lists and accommodations (like name changes that
is different than a students legal name on student IDs in class rosters etc and gender neutral
restrooms) That being said I havent felt unsafe or attacked because of my trans identity at
HCC aside from the nervousness in bathrooms I feel in EVERY public restroom (not just
HCCs) Its more about lack of representation However that is only my experience Ive been
blessed with professors that respect my pronouns and gender identity That may not be
everyones experience

teachers understanding to students personal lives

Maybe a cultural day / event that has stations to teach the TRUTH about each different race
religion group ect

More progressive ideas from a vocal and diverse staff so students can hear that their peers are
accepting and open-minded to the various cultures throughout campus

Focus on class room management regarding obnoxious acting out students

Eliminate innuendo snyde jokes by faculty

I think the professors need to be taught to care more

where to go is racial profiled

bring more diversity to teaching staff
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Im only on campus for night classes Im satisfied with the diversity in the buildings and classes
Im in

Practice what is expected by all staff faculty and admin

Professors dont show bias in their opinions so students can make their own

Sensitivity training for professors more emphasis on diversity within the HCC Community

Have open discussions in different classes Make sure professors know the importance of being
accepting of ALL of their students and treat everyone with equal respect as well as letting
students who seem troubled know that they can talk to them

Maybe have more diverse professors

more diverse classrooms

Teaching people about the sensitivity

Make more evening classes available for older students returning to HCC Working adults
cannot attend classes in the middle of the workday

Diverse teachers

I think everything is well diverse There are some classes in which I am the only black person
so it was a bit uncomfortable initially but you cant help enrollment

The classes should have more of a mix instead of being predominantly white Also there should
be more nonwhite minority's teachers

Allow unnecessary political discussion in class to have more then just one sided liberal ideas
that insult republicans and anyone else who disagrees with the liberal agenda (mainly
professors)

More Hispanic people on staff and in recruiting measures

All students should if comfortable expressing their beliefs as long as they are not offense
Teachers should not put their personal beliefs in there lectures as facts

Increasing ethnic diversity in administration faculty staff and in the student community is
always leads to a more inclusive academic society Thats exciting and facilitates innovative
creative productive holistic thinking and inspires positivity about the future!

Teachers need to express all views and not give any opinion so that students can choose But I
haven't really seen this only heard of it happening

Allow those who are in continuing education classes (or have children involved) use the
Fitness facility for a small fee The homeschooling community is not represented in the
college we are forced to go to Cecil or Baltimore County for classes

have more of a diverse staff

More classes for them to take together so they know they arent alone

Have a discussion of the issues that can arise with diversity within classrooms It should be a
safe environment to discuss in

Encouraging a diverse student body faculty and administrative inclusion

Better respect in the classroom towards students with learning disabilities

Faculty seemed to be more aged discriminatory; more faculty awareness through in-house
seminars of their bias in this regard

In one class I used to take the instructor slanted the discussion in his direction all the time

The nursing school faculty needs to be diverse

Having a more relaxed space and environment to relax outside of classes

Limit remarks made by professors that are culturally racially and socioeconomically biased
I've had two professors in the past year who have exhibited these
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more minority staff and teachers

Stop stressing the differences between students It gives them anxiety and causes self esteem
issues Hence the body augmentation and self mutilation/ suicidiology isses this generation
faces Teach only inclusion without any reason Just because your "you" I enjoy your company

I have some students who come from different backgrounds in my classes and often I feel as if
they are less likely to speak in class because the teachers struggle to understand them

More open openmindness amongst staff More diversity In programs IE nursing not just
students but staffing

programs helping lgbtq+ students on campus and in the classrooms

Teachers being more active about disciplining students who make disrespectful remarks to
people of color different sexual orientation or gender

More class activities and discussions about PWI's and what it's pike for the minority students
who go there
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Section 4

Race & Ethnicity Themes

Put together people of same races and ages in classrooms It gets lonely sometimes when you
are the only elderly or black African in the classroom

Have teachers that aren't racist and don't insult your religion if it's not what they believe

In addition to racial diversity however Ive seen a lack of gender diversity that includes trans
experiences there are no gender neutral restrooms that I know of the LGBT org doesnt really
host any events and I dont see many people that seem Gender Non-Conforming or Trans like
myself Albeit sometimes its not something you can see but I havent come across anything
trans-related in events publications resource lists and accommodations (like name changes that
is different than a students legal name on student IDs in class rosters etc and gender neutral
restrooms) That being said I havent felt unsafe or attacked because of my trans identity at
HCC aside from the nervousness in bathrooms I feel in EVERY public restroom (not just
HCCs) Its more about lack of representation However that is only my experience Ive been
blessed with professors that respect my pronouns and gender identity That may not be
everyones experience

Maybe a cultural day / event that has stations to teach the TRUTH about each different race
religion group ect

HCC hosting more events that center around panel discussions and conversations about race
identity etc

where to go is racial profiled

The college should be careful in its policies and culture to prevent pursuing diversity
excessively as it can lead to a sort of tunnel vision that discriminates against majority groups
in the attempt to acheive just representation for minority groups The college should also
practice this with thoughts and ideas as well preventing discrimination against groups of
particular religious political or scientific beliefs and opinions (unless those beliefs explicitly
violate the colleges policies or standards of course)

considering i am white i do not have any concern because of the equality with others on
campus of different races

allow for MORE student organizations and/or clubs and/or discussion that represent sexual
orientations gender identities race and backgrounds based on home life and/or a persons
socioeconomic status 1 never hear anybody talk about these things other than in the
distinguished clubs which i view as a problem especially because of our current political and
societal climate

Have cultural events for different ethnics groups for an example have an food tasting to
engage students of different cultural to their native background and encouraging other students
learn about other cultures

Employees at student center help desk could be kinder and receptive of ALL races of students

I do not think anything serious improvements need to be made HCC is very good at being
accepting and sensitive to culture and race

Racially diverse advertising

BLACK /BI RACIAL REPRESENTATION AND CLUBS BLACK GUEST SPEAKERS
HBCU COLLEGE FAIRS BLACK STUDENT UNION!! HANGING UP A BUNCH OF
FLAGS DOES NOT MEAN THE CAMPUS IS DIVERSE

Stop focusing on diversity of race/gender/sexuality and start focusing on diversity of ideas
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I wish the students were less racist and more diverse

The classes should have more of a mix instead of being predominantly white Also there should
be more nonwhite minority's teachers

Increasing ethnic diversity in administration faculty staff and in the student community is
always leads to a more inclusive academic society Thats exciting and facilitates innovative
creative productive holistic thinking and inspires positivity about the future!

more minority clubs or organizations

Have more events that include and encourage students of all race and religion to participate in
with each other And have students break apart from their usual friend/culture groups to do fun
activities

I think everyone is pretty accepting and sensitive of all cultures and races already

Have more activities not just targeted towards certain ethnicities but to include everyone

To me I think not sitting racially divided at the cafe would make a huge difference

Limit remarks made by professors that are culturally racially and socioeconomically biased
I've had two professors in the past year who have exhibited these

more minority staff and teachers

Im not sure if there is one but maybe a diversity fair or cultural fair two times a year (once a
semester) to spread racial/cultural awareness

I noticed this community college mostly has young people my own age and many white
people My old community college of Reading pa included a much more diverse community
Student of all ages ethnic backgrounds and many spoke Spanish I really liked having so many
different people around me with a diverse community rather then this but I am used to this
from attending a university as well I dont think theres much that can be done because it
depends on the demographics

More class activities and discussions about PWI's and what it's pike for the minority students
who go there
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Section 5

Discussion Theme

Have open communication with students and teachers

Maybe more clubs or groups that meet to discuss diversity

Im not sure Ive mostly seen people with Autism get bullied so possibly having some
awareness events or something might help? People dont understand Autism or gather that they
might need to be open-minded and be more patient with people regardless of whether or not
they know a person has a disability

More progressive ideas from a vocal and diverse staff so students can hear that their peers are
accepting and open-minded to the various cultures throughout campus

HCC hosting more events that center around panel discussions and conversations about race
identity etc

More open activities that encourage diversity such as cultural exhibitions and sports

Denounce the current toxic political climate and make sure that it does not spill over into the
student body if the conversation comes up Diversity is a rich environment for all

allow for MORE student organizations and/or clubs and/or discussion that represent sexual
orientations gender identities race and backgrounds based on home life and/or a persons
socioeconomic status 1 never hear anybody talk about these things other than in the
distinguished clubs which i view as a problem especially because of our current political and
societal climate

Have open discussions in different classes Make sure professors know the importance of being
accepting of ALL of their students and treat everyone with equal respect as well as letting
students who seem troubled know that they can talk to them

Continued talks and open conversations

I do not have much interaction or intelligent conversation discuss differences I believe the idea
of where to go to discuss differences should be made more widely known to the students

Equal rights 1 have a disability and 1 wanted an advisor ( a normal advisor) not a disability
mentor that's cool 1 do have a disability but i think it should be our choice if we wanna be seen
in an office that has a big disability sign up if you guys ACTUALLY wanna do something
about that maybe instead of having open glass door and windows make students feel
comfortable walking into a disability office where they don't have to be worried if someone
they know sees you in the office My personal opinion on it i would but black curitans up and
allow students to walk from the back and not through disability i hope you guys can actually
work on equal rights I got told that if i wanted a different advisor I'd lose all disability support
accommodations which i1 don't think is fair If i had a choice by now I'm sure I would've been
moved on from Hcc but unfortunately i don't have a choice but to stay

To not imposed better treatment to any single community To simply promote acceptance
integrity and open minded-ness AND do not make a big deal of gender identification

More open and helpful for older working students with family

Allow unnecessary political discussion in class to have more then just one sided liberal ideas
that insult republicans and anyone else who disagrees with the liberal agenda (mainly
professors)

I don't know Student activities has been doing a wonderful job on talking more openly and
accepting of diverse students I'm not exactly the best person to tell you I am disabled but I
haven't personally witnessed any discrimination
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Have a discussion of the issues that can arise with diversity within classrooms It should be a
safe environment to discuss in

In one class I used to take the instructor slanted the discussion in his direction all the time

More open openmindness amongst staff More diversity In programs IE nursing not just
students but staffing

More class activities and discussions about PWI's and what it's pike for the minority students
who go there
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Section 6

Age Theme

older adults are ignored or discriminated against by HCC

Put together people of same races and ages in classrooms It gets lonely sometimes when you
are the only elderly or black African in the classroom

Equal rights i have a disability and i wanted an advisor ( a normal advisor) not a disability
mentor that's cool 1 do have a disability but i think it should be our choice if we wanna be seen
in an office that has a big disability sign up if you guys ACTUALLY wanna do something
about that maybe instead of having open glass door and windows make students feel
comfortable walking into a disability office where they don't have to be worried if someone
they know sees you in the office My personal opinion on it i would but black curitans up and
allow students to walk from the back and not through disability i hope you guys can actually
work on equal rights I got told that if i wanted a different advisor I'd lose all disability support
accommodations which i don't think is fair If i had a choice by now I'm sure I would've been
moved on from Hcc but unfortunately 1 don't have a choice but to stay

Make more evening classes available for older students returning to HCC Working adults
cannot attend classes in the middle of the workday

More open and helpful for older working students with family

Allow unnecessary political discussion in class to have more then just one sided liberal ideas
that insult republicans and anyone else who disagrees with the liberal agenda (mainly
professors)

More hands on activities that welcome all ages & genders

Faculty seemed to be more aged discriminatory; more faculty awareness through in-house
seminars of their bias in this regard

More opportunities for older ( over 40) students to meet at times they attend school usually
evening and Saturday

Holding more events and gathering of people can truly bring people together and remind
everyone that everyone is equal and there is nothing wrong with being different

I noticed this community college mostly has young people my own age and many white
people My old community college of Reading pa included a much more diverse community
Student of all ages ethnic backgrounds and many spoke Spanish I really liked having so many
different people around me with a diverse community rather then this but I am used to this
from attending a university as well I dont think theres much that can be done because it
depends on the demographics
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Section 7

Gender Theme

Have teachers that aren't racist and don't insult your religion if it's not what they believe

In addition to racial diversity however Ive seen a lack of gender diversity that includes trans
experiences there are no gender neutral restrooms that I know of the LGBT org doesnt really
host any events and I dont see many people that seem Gender Non-Conforming or Trans like
myself Albeit sometimes its not something you can see but I havent come across anything
trans-related in events publications resource lists and accommodations (like name changes that
is different than a students legal name on student IDs in class rosters etc and gender neutral
restrooms) That being said I havent felt unsafe or attacked because of my trans identity at
HCC aside from the nervousness in bathrooms I feel in EVERY public restroom (not just
HCCs) Its more about lack of representation However that is only my experience Ive been
blessed with professors that respect my pronouns and gender identity That may not be
everyones experience

allow for MORE student organizations and/or clubs and/or discussion that represent sexual
orientations gender identities race and backgrounds based on home life and/or a persons
socioeconomic status 1 never hear anybody talk about these things other than in the
distinguished clubs which i view as a problem especially because of our current political and
societal climate

Stop focusing on diversity of race/gender/sexuality and start focusing on diversity of ideas

To not imposed better treatment to any single community To simply promote acceptance
integrity and open minded-ness AND do not make a big deal of gender identification

I wish the students were less racist and more diverse

More hands on activities that welcome all ages & genders

Teachers being more active about disciplining students who make disrespectful remarks to
people of color different sexual orientation or gender
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Section 8

Disability Theme

The cutting down on time between classes is ineffective for students with disablilities

More attention could be brought to places where students could seek assistance (ie learning or
disability services)

Im not sure Ive mostly seen people with Autism get bullied so possibly having some
awareness events or something might help? People dont understand Autism or gather that they
might need to be open-minded and be more patient with people regardless of whether or not
they know a person has a disability

Equal rights 1 have a disability and 1 wanted an advisor ( a normal advisor) not a disability
mentor that's cool 1 do have a disability but i think it should be our choice if we wanna be seen
in an office that has a big disability sign up if you guys ACTUALLY wanna do something
about that maybe instead of having open glass door and windows make students feel
comfortable walking into a disability office where they don't have to be worried if someone
they know sees you in the office My personal opinion on it i would but black curitans up and
allow students to walk from the back and not through disability i hope you guys can actually
work on equal rights I got told that if i wanted a different advisor I'd lose all disability support
accommodations which i don't think is fair If i had a choice by now I'm sure I would've been
moved on from Hcc but unfortunately 1 don't have a choice but to stay

I don't know Student activities has been doing a wonderful job on talking more openly and
accepting of diverse students I'm not exactly the best person to tell you I am disabled but I
haven't personally witnessed any discrimination

Better respect in the classroom towards students with learning disabilities
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Section 9

Religion Theme

Have teachers that aren't racist and don't insult your religion if it's not what they believe

Maybe a cultural day / event that has stations to teach the TRUTH about each different race
religion group ect

The college should be careful in its policies and culture to prevent pursuing diversity
excessively as it can lead to a sort of tunnel vision that discriminates against majority groups
in the attempt to acheive just representation for minority groups The college should also
practice this with thoughts and ideas as well preventing discrimination against groups of
particular religious political or scientific beliefs and opinions (unless those beliefs explicitly
violate the colleges policies or standards of course)

I think festivals from other religions should be celebrated It will bring a great atmosphere and
fun on the campus

Have more events that include and encourage students of all race and religion to participate in
with each other And have students break apart from their usual friend/culture groups to do fun
activities

191



Howard Community College
2019 Cultural Diversity Plan Report

Howard Community College (HCC) has had a plan for diversity, inclusion, and equity in
place for nearly 30 years. The plan for diversity, inclusion, and equity sets forth
guidelines for ensuring equity and improving cultural diversity in recruitment,
employment, academics, retention of students, and the overall experience at the college.
It mandates that HCC’s diversity programs will provide opportunities for the college
community to engage in understanding, awareness, and respect of differences in age,
gender, sexual orientation, race, religion, ethnic background, and ability/disability, as well
as the values of equitable rights, access, and treatment. To oversee diversity activity,
the plan calls for the college to continuously maintain a diversity committee with
membership approved by the president. The committee is required to annually review
and update the plan for diversity, inclusion, and equity, as appropriate.

Diversity Committee

The diversity committee consists of representatives from all college constituencies to
promote diversity throughout HCC. Specifically, membership must include, but is not
limited to: two faculty members; two support staff employees; two professional/technical
employees; one administrative employee; one student; two at-large employees; associate
vice president of human resources (ex officio); coordinator of the institution’s compliance
with Section 504 of the Rehabilitation Act of 1973; director of student life (ex officio); and
other members as needed to carry out the duties of the committee. The criteria for
membership will include consideration for representation sensitive to all ages, genders,
sexual orientations, races, religions, ethnic backgrounds, abilities, and disabilities
whenever and wherever possible.

Summary of the Institution’s Plan to Improve Cultural Diversity

Diversity Objectives
A. The diversity plan and all related policies will serve as guidelines for the achievement
of equal employment opportunity at the college:

i. ensuring that each recruitment makes a reasonable effort to seek out applicants
from underrepresented groups in order to provide a diverse applicant pool; avoiding
discrimination on the basis of race, ethnicity, creed, color, religion, gender, age,
national origin, sexual orientation, occupation, veterans status, marital status, genetic
information, source of income, gender identity or expression, physical appearance,
familial status, physical or mental disability of otherwise qualified individuals, or
political opinion, and ensuring vigilance in eliminating any such discrimination; and

ii. using an internal complaint resolution mechanism whereby any complainant can
internally resolve grievances; and

B. The college community is committed to meeting educational needs that promote
sensitivity and value diversity by proactively identifying areas in which programs may
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be needed (training shall be open to employees and students, as appropriate) and
encouraging the development and continual improvement of a curriculum of inclusion.

Responsibility for Implementation

All employees have an important role in the implementation of this plan. While additional
responsibilities may be outlined in annual strategic planning, core work, and individual job
descriptions, several notable accountabilities include the following:

A. President — The president has ultimate authority for implementation of this plan, but
delegates implementation roles to the diversity committee and the associate vice
president of human resources. The president provides direction to these key units, the
president’s team, and others involved with supporting diversity plan goals to comply
with the college’s commitment.

B. Diversity Committee —The diversity committee will:

1.
2.

promote and advocate diversity within the college;

review and update the diversity plan and college policies annually; submit plan and
report to the board of trustees by May 1 and to MHEC by September 1 each year in
accordance with state law;

provide reasonable and realistic recommendations for areas of the college where
disparity exists in the workforce, academic affairs, and/or student services, when
applicable;

provide a voting member who has completed the required training to serve on
selection committees in accordance with personnel procedure 63.02.03 to monitor
equitable recruitment and selection;

plan and implement or co-sponsor diversity programming for the college community,
maintaining the standards for designating a program as appropriate for diversity credit
(the college will provide a budget for required trainings);

provide financial support to student life to help pay for diversity-related programs that
are aimed at students but also offer diversity credit for employees;

. review the college’s annual employee and student survey data pertaining to the

climate of diversity on campus; and

. prepare an annual report to the college president, also available to the college

community, on the operations, accomplishments, and future recommendations of the
committee.

C. Office of Human Resources and Associate Vice President of Human Resources —

The associate vice president of human resources with the assistance of the Office of
Human Resources will:

1.
2.

3.

serve as a resource on affirmative action to the college community;

serve as an advisor in matters of affirmative action and equal employment opportunity
to all college employees with supervisory and hiring responsibilities;

develop reports on an annual basis that statistically analyze HCC’s recruitments, job
applicants, hirings, promotions, terminations, and progress toward the college’s
diversity priority and affirmative action goals (where applicable), for the college
president and the diversity committee;

keep the college administration and diversity committee informed of the latest
developments in the areas of equal opportunity and affirmative action;
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ensure that search committees for all budgeted full-time faculty and staff positions
classified at grade 12 level and above include a current or past member of the diversity
committee, and monitor all such selection committees to ensure diverse
representation in accordance with personnel procedure, Selection of Faculty and Staff
—63.02.03; and

provide training to all search committee members, for budgeted positions at grade 12
and above and all full-time faculty positions, on employment laws and diversity
sensitivity related to recruitments.

D. All employees with hiring involvement and/or supervisory responsibility have
responsibility to-

1.

2.

3.

create, through their work environments and contacts with the community, a campus
that upholds the concepts outlined in this plan and provides equal opportunity for all;
ensure that all employment practices are conducted in a lawful nondiscriminatory
manner;

monitor the progress toward equal employment opportunity and affirmative action of
all units under their supervision;

conduct regular discussions with their staff to assure the college’s policies are
implemented. This responsibility should be seen as an integral part of their duties and
evaluation;

establish an atmosphere that is conducive to implementing the directives of the
president and the board of trustees;

familiarize themselves with and adhere to all related college policies and procedures
and will consult with the associate vice president of human resources if clarification or
interpretation is required; and

attend required training sessions prior to or concurrent with serving on a search
committee.

E. Howard Community College Employees —

1.

2.

Each budgeted staff member and full-time faculty member must participate in at least
two diversity programs or trainings per year; and

All college employees must treat other employees, students, vendors, visitors, and
any other individuals on campus with respect and dignity at all times, in accordance
with college policies on discrimination and diversity.

F. Students — HCC recognizes the critical role of an educational institution in preparing
its students to become contributing members and leaders within a global community.
In support of the college’s mission/vision/values, through instruction and
programming, support for a diverse community, and examples by faculty and staff, the
college will encourage students to:

1.
2.
3. explore and seek out opportunities to learn about different points of view and human

be respectful of all people and become advocates for the respectful treatment of
others;
cultivate an appreciation for the differences of others;

experiences;

develop a set of communication competencies to help improve interactions with
people of diverse backgrounds; and

attend college-sponsored and community diversity programs.

194



According to Education Article §11-406 of the Annotated Code of Maryland, an
institution that already has a program of cultural diversity must develop and implement
a plan for improving the program. A number of recommendations were made in last
year’s report to the board of trustees. The following are some outcomes.

Expanded the annual diversity week program to include more co-curricular
offerings by faculty and staff members.

Began the development of the diversity working guide with tips for cultural
sensitivity, inclusive language, and positioning for social justice.

Coordinated programming on campus that included topics including: campus
climate, cultural competency, LGBTQIA concerns, immigration, implicit bias,
international education, structural racism, and working with students with
disabilities.

Increased programmatic synergies with Ambiciones, Career Links, Howard
P.R.I.D.E., Silas Craft Collegians, and TRIO-Student Support Services.

Sponsored the Modern African and Middle Eastern Literature Colloquium for
2018-19.

Acquired new diversity training materials with a focus on the topics of cultural
competence, gender equity and identity, intersectionality, microaggressions,
privilege, and social justice.

Increased training for the diversity committee members and college community
was offered including featured training on: Building Trust in Diverse Work
Environments; Experiencing and Managing Imposter  Syndrome;
Microaggressions in the Workplace and Classroom; and Search Committee
Procedures.

Participated in statewide diversity roundtable meetings that have provided a
strong platform for networking, as well as learning about other diversity programs.

Sponsored Historically Black Colleges and Universities (HBCU) Week with co-
curricular programming that exposed students and the campus community to the
contributions of historically black institutions. The week featured a HBCU Transfer
Fair with over 20 institutions, including Maryland’s four HBCUs.

Established the hate and bias incident response team as a subcommittee of the
college’s diversity committee to coordinate educational responses to incidents of
hate and bias on-campus in conjunction with existing cross-functional teams that
address behavioral interventions, student conduct, and employee well-being.

While the HCC plan for diversity, inclusion, and equity is already very comprehensive,
and is enhanced each year, there are some additional improvements that can be
explored. The following are recommendations for improving HCC’s plan for diversity,
inclusion, and equity by May 1, 2020:
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1)

2)

Implementing the revised plan for diversity, inclusion, and equity and committee
policies to effectively position the committee as campus thought leaders in
promoting a culture of diversity, equity, and inclusion.

Increase the offerings of future diversity trainings and workshops. Suggested
topics in the upcoming academic year include: immigration, cultural competency,
drug use and abuse, diversity in the workplace, free-speech and intellectual
discourse.

Increase online diversity trainings and programs to expand diversity training
opportunities to a larger group of the college community.

Continue to seek out additional meeting times, locations and partnerships for
diversity events to accommodate the growing needs of the college. Staff meetings
are also a possible time to hold a diversity activity, particularly for smaller offices
where coverage may be an issue.

Continue supporting the office of student life and counseling and career services on
“Food for Thought,” a monthly discussion series on diversity related topics for the
campus community.

Continue the expansion of programming and outreach to increase students’
exposure to historically black and minority serving institutions to include increased
promotion of articulation agreements between Maryland’s four HBCUs, additional
college tours, and on-campus exposure.

Expand opportunities for faculty/staff discussions on diversity related topics,
including sponsoring faculty-led reading circles on topics including: immigration,
multicultural awareness, at-promise students, and privilege.

Implement key recommendations from interviews and surveys of minority
employees by the human resources office and the diversity committee.

Efforts to Increase Traditionally Underrepresented Groups

The student body at HCC is diverse. For fall 2018:

RACIAL/ETHNIC GROUP n %
American Indian/Alaskan Native 25 0.3%
Asian 1298 13.7%
Black/African American 2887 | 30.5%
Hispanic/Latino (of any race) 1116 | 11.8%
Native Hawaiian/Other Pacific Islander 0 0%
White 3256 | 34.4%
2 or More Races 502 5.3%
Unknown 378 4.0%

As the college examines the progress of those students through the programs, there were
some performance gaps. To close those gaps, the college sponsors three initiatives.

1. The Silas Craft Collegians Program (SCCP) is a comprehensive academic

leadership, learning community launched in Fiscal Year (FY) 2001, specifically
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designed for recent high school graduates who desire the benefits of group centered
learning, smaller class sizes and academic support which allows them to reach their
true academic potential. The goal of the program is to support the successful
completion of an associate’s degree or transfer into the a timely manner. A select
group of students matriculate through the program together as a learning community,
receiving personalized academic support, personal development opportunities,
scholarship support, mentoring/coaching and peer reinforcement.

Performance metrics include:

Retention:

One Year After Entry
Fall 2016 to Spring 2017: first-time SCCP students: 66.6% (n=16/24)
Fall 2016 to Spring 2017: all SCCP students: 30.76% (n =16/52)
Met benchmark of 30.7 percent.

Two Years After Entry
Fall 2016 to Spring 2018: first-time SCCP students: 58.3% (n=14/24)
Fall 2016 to Spring 2018 all SCCP students: 23.7% (n =14/59)
Exceeded benchmark of 15.6 percent.

Three Years After Entry
Fall 2015 to Spring 2019: first-time SCCP students: 15.6% (n=8/24)
Fall 2015 to Spring 2019 all SCCP students: 16% (n =8/50)
Exceeded benchmark of 15.6 percent.

Fall to Spring Retention
Fall 2018 to Spring 2019: first-time SCCP students: 88% (n=22/25)
Fall 2018 to Spring 2019: all SCCP students: 84% (n=42/50)
Did not meet benchmark of 90 percent.

Graduation and Transfer Rate = 45.8% at 3-years.
Craft Class 16 Entering Fall 2016 (n=11/24)
Exceeds benchmark of 35 percent.

2. Howard P.R.I.D.E. was established to help close the achievement gap of black
males, who are the most “at-risk” population within the institution.

The program began in fall 2012. It provides student success services to Black male
students to assist participants in maintaining good academic standing (a minimum of 2.0
grade-point average), to complete developmental math requirements, and to increase
their retention, transfer and graduation rates. Assistance with math, particularly
developmental math, is a key component of the program. Another significant offering of
the program is mentoring. The program helps students develop leadership and personal
skills, such as public speaking and interviewing for a job. The program’s Black Male
Summit is designed to 1) listen to students as they describe their experiences at HCC; 2)
identify obstacles that may stand in the way of Black male student success at the college;
3) implement suggestions for improving HCC services and offerings; and 4) provide an
opportunity for students to network. In academic year 2018-19, Howard P.R.I.D.E. served
199 students. Performance metrics include:
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Retention Rate Benchmark: 80 percent of HCC students who participated in Howard
P.R.I.D.E. who were enrolled for fall semester and who returned the following spring
semester.

e 78 percent (89/114) retention rate for 2016-2017
e 79 percent (125/159) retention rate for 2017-2018
e 74 percent (148/199) retention rate for 2018-2019

Academic Success Rates: 75 percent of students who participated in Howard P.R.I.D.E.
will have a fall or spring term GPA of 2.0 or higher.

e 55 percent (61/110) achieved a 2.0 or higher in fall 2016

¢ 47.6 percent (58/123) achieved a 2.0 or higher in spring 2017
¢ 79.0 percent (148/188) achieved a 2.0 or higher in fall 2017

e 54.4 percent (87/160) achieved a 2.0 or higher in spring 2018
¢ 76.0 percent (151/199) achieved a 2.0 or higher in fall 2018

Success Rate (developmental education math) Benchmark: 60 percent of the
students who receive tutoring will earn a "C" or better grade in the course(s) for which
they were tutored.

e 68 percent (15/22) success rate for fall 2016
e 65 percent (22/34) success rate for spring 2017
¢ 60 percent (18/30) success rate for fall 2017
¢ 60 percent (29/48) success rate for spring 2018
e 53 percent (25/47) success rate for fall 2018

3. Ambiciones, launched in spring 2015, supports the success of Hispanic/Latino
students on campus. Ambiciones provides academic and personal support to
Hispanic/Latino students by creating a supportive community, and providing referrals to
useful resources and assistance in key areas such as: academic advising and tutoring,
mentoring and coaching, financial aid, scholarship, and work study opportunities, career
counseling and internships, personal counseling, networking with other Hispanic/Latino
students and organizations on campus, educational and recreational activities, and
workshops. Ambiciones aims to ease the transition from high school to college for first
generation students by working with students and their families to guide them through the
application and enrollment process. With a growing number of undocumented students
enrolling in college under the Dream Act and the Deferred Action for Childhood Arrivals
Program, Ambiciones offers guidance for students and their families through the various
steps required to ensure compliance with these programs.

Ambiciones served 78 students in fall 2018 and 80 students in spring 2019. The program
served 58 students in FY18 and 34 in FY17. The program has a fall 2018 to spring 2019
retention rate of 85 percent, as compared to a 79 percent retention rate for all
Hispanic/Latino students for the same period. In FY18, fall to fall retention for all
Ambiciones students was 63 percent as compared to 47 percent for non-participating
peers. In fall 2018, 67 percent of program participants had at least a 2.0 GPA as
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compared to 77.8 percent in Fall 2017. In FY19, 14 students applied for graduation as
compared to 20 graduates in FY18.

Underrepresented Groups Among Employees

The college has set a strategic goal that 24 percent of its full-time faculty positions and
28 percent of its administrative and professional staff positions be held by minorities.

Towards that end, the college makes every effort to attract minority candidates to its
applicant pools for vacant jobs. That is, HCC specifically targets minority groups
whenever possible in its recruitment efforts to increase the chances that the best
candidate overall for a position will be a minority.

For example, human resources representatives attend a number of job fairs at local
colleges with high minority populations, and advertisements are posted on websites that
cater to minorities such as Diverse Issues in Higher Education and Hispanics in Higher
Ed. Additionally, in each recruitment effort the human resources office searches for
minority associations particular to that profession, such as the National Association of
Black Accountants for an accounting position. The chart below shows the number of
minority applicants for vacant positions at the college for the past five years. In each of
the last three years at least half of applicants who disclosed their race have been
minorities.

Ethnicity of All Applicants

60% .
EM t
So% 50% 51% inority
50% 44% 45% W Non-Minority

39%
20% 6 36% 37% a5t B Unknown

30%

19%

20% 17% 16%

13%
10%

0

X

FY14 FY15 FY16 FY17

We believe that the effort to reach minority applicants is one of the driving factors behind
the college’s improvement in its minority percentages in key positions. As shown in the
chart on the next page, the percentage of minorities in full-time faculty positions currently
sits at 28.4%, the highest level in the college’s records. The college has now met the 24%
goal for two consecutive years, and the college hopes for continued progress in the future.

Also shown in the chart is that the percentage of minorities in administrative and
professional staff positions (as identified by MHEC’s Employee Data System data project)
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is currently at 31.9%, also the highest level in the college’s records and above the 28%
benchmark.

While recruitment of minority candidates has been a focus in recent years, the college is
now additionally giving equal attention to retention of minority employees. The human
resources office and diversity committee recently surveyed minority employees across
campus to assess satisfaction and brainstorm ideas for improving the minority experience
for our workforce. The suggestions were reviewed for the implementation of employee
resource groups and expand training regarding implicit bias and microaggressions.

Percent of Minority Employees
35% 30.89 21.99
28.2% o 27.8% 28.4%
27.7% 27.5%
30% 24.3%
259% 22.9% 23.2%
(]

20% [—
15% —
10% —

5% [—

0%

Fall 2014 Fall 2015 Fall 2016 Fall 2017 Fall 2018
Faculty —m Admin/Prof Staff

Efforts Designed to Create Positive Interactions and Cultural Awareness among
Students, Faculty, and Staff on Campus

HCC is proud of its plan for diversity, inclusion, and equity and ongoing campus
diversity programming. In 2018, the college’s efforts to promote diversity, inclusion, and
equity were recognized by the Association of Community College Trustees with the
national Charles Kennedy Equity Award. Cultural diversity continues to be addressed in
a number of ways, including the following, among others:

e A multitude of diversity, educational, and awareness events are offered to
employees and students throughout each vyear, including films, musical
performances, lectures, and discussions, highlighted by an annual “Diversity Week”
each spring.

e Each budgeted staff member and full-time faculty member is required to participate
in at least two diversity educational sessions per year.

e All employees are required to take periodic anti-harassment training that addresses
all forms of harassment. New employees must take the training immediately, and
existing employees re-take the training every two years.
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Recruitment efforts actively target minority candidates, and recruitment efforts and
personnel actions are monitored to ensure equal opportunity and non-discrimination.

Academic options are offered to provide students with an interdisciplinary framework
to address topics including, but not limited to: race, gender, ethnicity, social class,
disabilities, wellness, and cultural proficiency.

The admissions and advising office has close working relationships with
schools, community organizations, and other institutions that enhance the college’s
ability to attract diverse populations. The college works with groups such as
Conexiones, a community-based organization that helps Hispanic students in
Howard County achieve academically; high school clubs for Hispanic students; the
Black Student Achievement Program; Alpha Achievers, a support group for African-
American males in the Howard County Public School System; and FIRN, the Foreign-
born Information and Referral Network, a Howard County non-profit that helps
immigrants and refugees. The admissions and advising office works with the
college’s English Institute and noncredit English as a Second Language (ESL)
programs to enhance student access to HCC. The admissions and advising office
participates in fairs for diverse populations, conducts its own fairs, and forms
partnerships with a broad range of colleges and universities to incorporate access to
the next step following HCC.

Examples of innovative academic programs include the Silas Craft Collegians
Program, which provides a supportive learning community for students whose past
academic performance in high school does not reflect their true academic potential,
and Step UP, a program that pairs students with faculty/staff coaches who provide
one-on-one support for managing the challenges of college. Many students in these
programs are from underrepresented groups, often first-generation college students.

TRIO-Student Support Services (TRIO) is a U.S. Department of Education grant-
funded academic support program that serves 242 first-generation, low-income
students and students with documented disabilities. The program provides one-on-
one support for managing the challenges of college and prepares students to
graduate and transfer from HCC. The TRIO project is funded through 2020.

Career Links is an institutionally-funded program that serves 120 students who are
displaced homemakers over age 35, single parents (male or female), or single
pregnant women who are unemployed/underemployed and committed to earning a
college degree or certificate leading to a career. The program provides counseling,
a support group, advising, and financial literacy education for its participants.

Project Access is a program designed to significantly facilitate the transition of high
school students with disabilities into postsecondary education, to increase the
success rate and retention of freshman students with disabilities at HCC, and to
improve career counseling and job placement services for students with disabilities.
The program serves 80 students through its summer institute and employs 10 former
students as peer mentors.

The Global Distinction Program is an academic enrichment program open to
students in all degree programs. To earn global distinction, students must: take 15
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credits of globally intense coursework (including world languages) and earn a “C” or
higher; participate in a globally enriching event each semester; either study
abroad or complete an internship that provides experiential global learning; and
demonstrate their learning in a portfolio.

INSPIRES Global Perspectives is a year-long faculty and staff professional
development program that allows employees to study, reflect on, and incorporate a
global perspective into their core work.

Howard P.R.I.D.E. is a leadership program that supports the academic,
professional, and personal development of black and minority male students, with an
emphasis on improving educational outcomes such as academic standing,
graduation, and transfer. The 150 participants of Howard P.R.I.D.E. 