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Our Purpose

Our purpose is to create an academic healthcare community where every member
is respected and valued by leveraging differences in ways that allow people to
understand and be understood. We work together productively to change what's
possible.

Inspired by the mission and values of the university, diversity and inclusion are
integral to the fabric of the MUSC family.

These values establish the Diversity and Inclusion Strategic Plan’s foundation of
introspection, awareness, understanding and mutual respect.

We embark on a journey to that end.

Executive Planning & Coordinating Team:
Co-Chairs, Willette Burnham and Joan Herbert; J. Herman Blake,
DaNine Fleming, David McNair, Sabra Slaughter, Jim Tolley and Brandi White.




Our Vision

To be a leading and transformative Academic Health Center
(University)

MUSC will be nationally recognized as a Premier Academic Medical Center
(MUSC Health)

Our Mission

Improve health and maximize quality of life through education, research, and patient care
(MUSC Health)

Our Values

Integrity, Trust Respect
Social Responsibility, Fiscal Responsibility

Compassion, TeamWork, Diversity, Accountability, Innovation




Changing What'’s Possible though Diversity and Inclusion

MUSC’s inaugural Strategic Plan for Diversity and Inclusion is a significant milestone for
the organization. The Plan provides a framework for implementing enterprise-wide goals
and strategies, which address diversity and inclusion across five specific domains. This
document demonstrates and expresses MUSC’s commitment to the promise of a brighter
future and greater opportunities for every member of our community. This will allow us
to acknowledge respectfully our past and actively embrace a bright future that engages a
diverse community with limitless potential and a bright future.

Our work reinforces MUSC'’s organizational commitment to excellence, and is seamlessly
integrated to our values and mission as a public academic health care organization. It is
strategically shaped by MUSC'’s vision to become a leading and transformative academic
health center.

[ am greatly appreciative for all of the work that has gone into the development of the Plan
by hundreds of employees from across the organization. I fully commit to the
implementation of MUSC’s Strategic Plan for Diversity and Inclusion, and you have my
assurance that this is a top priority for our institution. Ilook forward to working with all
MUSC partners, both internal and external, as we continue to changing what’s possible at
MUSC!

Warm regards,
David J. Cole, MD, FACS

President
Medical University of South Carolina




Message from the CeChairs

Willette S. Burnham, PhD Joan M. Herbert, MS, RN

As Chairs we proudly present MUSC’s Diversity and Inclusion Strategic Plan, which creates a template for
achieving our goals and assessing accomplishment and challenges along the way. By design, the Plan creates a
reasonable, ambitious, and imperative compilation of goals and strategies. These are critical for developing
long-term sustainable outcomes and incrementally gauging success. The success of this plan will allow MUSC to
become a model for culturally-sensitive care that will be enjoyed by our patients here as well as future patients
of our graduates wherever they practice.

Working with an incredible team of MUSC students, faculty and staff from across our enterprise to develop this
Plan has been an opportunity of a lifetime! We have come to appreciate and realize the result of months of
dedicated effort through the completion of this document - MUSC’s inaugural Strategic Plan for Diversity and
Inclusion. We applaud the successful outcome of our enterprise-wide endeavor!

We enthusiastically present this Plan and humbly acknowledge that our work has just begun. The Plan must
now be implemented and it will be essential to stay true to the values we espouse. We must hold ourselves and
every member of our community accountable for modeling our stated values, honoring the principles of
excellence and equity, and shepherding MUSC into a future that lives changing what’s possible!

We look forward to our work ahead.

Sincerely
Willette S. Burnham, PhD Joan M. Herbert, MS, RN
Assistant Professor, CHP Director, Organizational Performance, MUHA

Executive Director, Student Programs
and Student Diversity




Diversity & Inclusion Working Definitions

MUSC’s Diversity & Inclusion Strategic Plan used the following working definitions of diversity and inclusion to guide

their work:

Diversity

Di v e rmreders toyhe richness of human
differences:
» Socioeconomic status to include the
following indicators:
— Employment (work) Status/Role
— Social status
— Economic status
* Race,
* Ethnicity,
* Language,
« Nationality,
* Sex,
* Gender identity,
» Sexual orientation,
* Religion,
* Geography,
« Disability,

« Age,and
* Individual aspects, such as:
— Personality,

— Learning styles, and
— Life experiences.

Inclusion

| n c | wefersonctive, intentional, and ongoing
engagement with diversity.

| nc | ussadhievad through:
* Professional development,
* Education,
* Policy, and
* Practice.

The objective is to create and nurture a climate
and culture that fosters:

* Asense of belonging;

* Respect;

e Value for all;

* Participation;

* Engagement; and

* Connection throughout the institution and

community.



MUSC’s Commitment to Diversity & Inclusion

Over the past two decades, the Medical University has fostered a range of successful initiatives
to promote diversity and inclusion, within and across all sectors of our enterprise.

For example, MUSC Health (Medical University Hospital Authority, MUSC Physicians, and the
College of Medicine) has adopted “diversity” as one of five core values and is committed to the
active engagement of a diverse workforce to assure exceptional culturally-sensitive patient
care. MUSC Physicians (MUSC-P) has incorporated diversity and inclusion education in its
orientation of employees. For almost a decade, the Division of Finance and Administration
has provided employee forums focused on respect in the workplace and offered opportunities
for education and training of staff.

During winter 2013, The Medical University Hospital Authority (MUHA) launched the Diversity and Excellence Steering Council.
Recently, MUHA announced the appointment of their first Executive Director of Community Health Innovation and Chief Diversity Officer
as part of the medical center’s leadership team. The appointment was based on the recommendations made to the Medical Center’s CEO
by a Task Force on Diversity and Inclusion, which was formed summer 2013.

The University is transforming its curriculum that now affords an education and training in diversity, inclusion, and interprofessional
collaboration to every first year student in all colleges. The College of Medicine has earned national recognition as one of the top ten
medical colleges in the nation for the enrollment and graduation of Black males. Through the Hispanic Health Initiatives (HHI), the College
of Nursing is partnering to expand knowledge and skills of health care providers to deliver culturally sensitive, effective care to the
Hispanic community. The James B. Edwards College of Dental Medicine Class of 2018 is the most diverse class matriculated in its history.
Based upon recommendations from the College of Health Professions (CHP) Faculty Diversity Task Force, a diversity assessment was
developed and administered in 2013 to all CHP faculty to assess faculty impressions of cultural competency in their work environment
with a 89% response rate. Since 2006 the College of Pharmacy has increased the enrollment of underrepresented minorities (URM) by
50%. In addition, in fall 2014 the College of Graduate Studies’ PhD program had a record number of URM applicants, representing 13% of
the entering class. All colleges are actively engaged in developing partners that enhance pipeline and recruitment for historically
underrepresented in health professions.

We have an opportunity to build on this momentum through greater coordination and planning with the Diversity and Inclusion Strategic
Plan.



MUSC’s Commitment to Culturally-Sensitive Care

MUSC is committed to providing the best health care possible to the

citizens of South Carolina and beyond. To that end, we are sensitive to the
many diverse communities we serve. We recognize the significant impact

of recruiting, hiring, training and educating a culturally competent

workforce and student body. We strive to effectively and respectfully )
serve our patients and their families who come from unique cultures, ’
beliefs, values, nationalities and lifestyles. The Diversity and Inclusion
Strategic Plan is one of many tools that will help us reach this goal.

With the help of our internal and external community partners, MUSC -

aspires to enhance patient care outcomes, expand service outreach and diminish the impact of health care disparities among those we
serve. MUSC Health (Medical University Hospital Authority, MUSC Physicians, and the College of Medicine) has adopted “diversity” as one
of five core values and is committed to active engagement of a diverse workforce to assure exceptional culturally-sensitive patient care.
Utilizing the Diversity and Inclusion Strategic Plan, the organization will strengthen priorities that address our adopted values and help us

become a nationally recognized premier academic health center.



Organizational Structure of the Diversity & Inclusion Strategic Plan

Board of Trustees

President David J. Cole, MD, FACS

Co-Chairs
W. Burnham,

Diversity & Inclusion PhD

Senior Steering Committee J. Herbert, MS

Facilitator
. . . . D. McNair
Executive Planning and Coordinating Team

Planning and Coordinating Team

Work Group Work Group Work Group on Work Group

on Work Group on Communication, on
Recruitment on Education Community Performance

L " Engagement :
and Pipeline and Training anc?lr%clusion Relations and Outcomes and
Development Outreach Metrics




Strategic Plan Development

The enterprise-wide effort to promote diversity and inclusion at MUSC began with a kick-off meeting on May 28, 2013. At this time, the
Senior Steering committee convened and approved interprofessional working groups to develop plans for addressing five areas for
improvement that have application in our three core missions of education, research and service. These working groups, which included
broad representation across the organization, would develop plans for:

- Recruitment and pipeline development

- Education and training

- Engagement and inclusion

- Communication, community relations and outreach
- Performance outcomes and metrics.

Senior leadership across MUSC identified key faculty and staff to serve on one of five
working groups. On April 16, 2014, over 100 nominated students, faculty, and staff
representing all three of MUSC’s entities [University, MUSC - Physicians (MUSC-P), and
the Medical University Hospital Authority (MUHA)] met for the first time at the Inaugural
Diversity & Inclusion Strategic Plan Retreat. Dr. ]. Herman Blake, MUSC’s Humanities
Scholar in Residence, delivered the keynote address for the retreat. Since April, they
have been working early mornings and late evenings on the first draft of the strategic
plan. By early October 2014, the working accomplished the following:

- Drafted an overall goal statement for their working group

- Drafted objectives and strategies on how to best promote diversity and inclusion Dr. J. Herman Blake delivering the keynote address
at MUSC

- Conducted a comprehensive view of the diversity of the MUSC enterprise-wide

- Identified an instrument for an enterprise wide climate survey.

What follows is strategic plan that has been approved by MUSC’s Board of Trustees based on the working groups’ recommendations.
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Diversity & Inclusion Retreat
April 2014

About 140 participants attended the inaugural retreat in April 2014 at the Charleston Marriott. Participants were from across the MUSC
enterprise, including 62% from the University, 25% from MUHA, and 9% from MUSC-P. The roles of participants in the enterprise also
varied and included senior leadership from the University, MUHA, and MUSC-P.

Organizational Affiliation Role in Organization

Student Student Sr. Exec. Admin

5%
3%\ / " Exec. Admin
/7 10%

Director
10%

MUSC-P
9%



Working Group Charges

Focu_s/ Str_ateglc Scope of Work Recommended Member Expertise
Direction
Recruitment & U Identify types of positions that present the most challenge in terms of a diverse V Recruitment and hiring in general
Pipeline applicant pool V  Unique recruitment needs of faculty,
Development U Determine mechanisms for increasing the diversity of the applicant pool for students and staff (both frontline and
students, staff and faculty leader)
U Identify areas of need where applicant pipeline development will be required to V  Effective pipeline activities
achieve the desired applicant pool
U Develop proposals for pipeline development where indicated
Education & Identify key curriculum content for all students V  Specific target audience(s)
Training Determine orientation and on-going development needs for faculty and staff V Content
Design a plan for developing cultural competence for all students, staff and faculty V  Methods
Engagement & U Assess the current climate among the various constituencies V  Surveying
Inclusion U Identify key opportunities for building a strong climate of inclusion V  Principles of human
U Recommend action plans designed to address the key opportunities engagement/involvement
V  Organizational policy
development/management
Communication, | U Identify mechanisms for communication of efforts and achievements to both V Internal communication
Community internal and external constituencies V  External communication
Relations & U Support other work groups in identifying and disseminating key information V  Public/Community relations
Outreach U Educate both constituencies about MUSC’s diversity and inclusion accomplishments | V  Current and potential outreach
U Determine opportunities to build linkages in the external community activities
Performance U Identify, gather and analyze relevant existing data Access to:
Outcomes & U Determine any data gaps and recommend corrective alternatives V' Employee and student demographic
Metrics U Support other work groups in identifying available and needed metrics dat?‘ _
i Compile Diversity/Inclusion goals and design results dashboard for tracking v Patlent_ de_mographlc anfi outcome data
V  Expertise in data collection and

progress over time

analysis
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Recruitment & Pipeline Development Working Group

Co-Chairs:
Natalie Johnson, MA, Director of Education and Strategic Diversity Initiatives, College of
Medicine, MUSC
Jackie Kinton, Human Resources Business Partner, MUSC Physicians
Stephen Schaer, RN, Manager, Meduflex Supplemental Staffing Pool, MUHA (retired)

Goal Statement

To develop the recruitment tools and pipelines that will insure an
infusion of underrepresented talent to the enterprise. To identify
and actively recruit diverse and talented individuals into the
organization, adding to the richness of our culture and bringing
new enerqy and synerqy to accomplish our organizational
mission.

13



Recruitment & Pipeline Development Working Group

Objective 1: Attract and recruit diverse students

Strategies Milestones Responsible Parties Target Date
Develop and create university support of Identify support resources Diversity office of each 6 months
resources as an incentive to recruit and opportunities to college
underrepresented students to include collaborate among colleges
scholarships, mentoring programs, internships, and with Lowcountry Area
future employment, and guest visiting professors. | Health Education Center
(AHEC). Diversity office of each 2 -4 years
college, Alumni
Create and implement
support resources with a
look at best practices among
the colleges at MUSC.
«~ | Build relationships with feeder high Identify schools and Individuals who recruit | 1 year
o schools/universities to educate students about universities in SC and of for each college and
= | healthcare careers and/or recruit students. neighboring states to MUSC Office of
_éa: determine feeder schools Enrollment Management
-8 from data about MUSC
applicants.
Individuals who recruit
Collaborate with for each college with 2 years
Lowcountry schools, input from the HR dept.
community groups, and
alumni.
Individuals who recruit
Identify barriers to for each college, Alumni | 1 year

recruiting students and
assess current MUSC
students to determine how
and why they chose MUSC
and a healthcare career.

14



Recruitment & Pipeline Development Working Group

strategies from benchmark
institutions and our
colleges within MUSC.

Strategies Milestones Responsible Parties Target Date
Develop recruitment strategy based on defining | Assess/evaluate current Diversity officers and 12 months
each college’s diversity student needs. student diversity stats. recruiters
- Utilize alumni as a recruitment tool. Compare our data to a 6 months
) minimum of two peer
E universities or disciplines.
g Research other recruitment 6 months
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Recruitment & Pipeline Development Working Group

Objective 2: Attract and recruit diverse members of the workforce

Strategies Milestones Responsible Parties Target Date
Identify priority underrepresented populations. | Demographic data. Human Resources 6 months
Show a marketing strategy. Applicant tracking. Human Resources, 2 years

— Develop a recruitment advertisement
plan varied in order to appeal to different
demographics.

— Evaluate social media that varies based
on position.

Objective 2

Marketing, Public
Relations

16



Recruitment & Pipeline Development Working Group

Objective 3: Attract and recruit diverse members of the leadership and management team

Strategies Milestones Responsible Parties Target Date
Develop a measurable plan of priority for Define plan. Diversity Council 6 months
underrepresented populations.
Develop recruitment strategy. Identify leadership and Diversity Council 2-5 years
— Utilize professional recruiter. management.

— Develop ambassador program for
potential and actual applicants.

— Develop mentoring program for
leadership development.

Objective 3

— Engage alumni in recruitment strategies.

17



Education & Training Working Group

Co-Chairs:
VeLonda Dantzler, MA, Staff Development & Training Coordinator, Human Resources
Training and Education, MUSC
DaNine Fleming, Ed.D., Assistant Professor, Library Science & Informatics, Director,
Training and Intercultural Education, MUSC
Kathleen White, RN, Patient and Family Education Coordinator, Nursing Professional
Development, MUHA

Goal Statement

To provide Diversity and Inclusion Education and development
for every member of the MUSC Community so every member
develops an appreciation for the richness that our diversity
brings and demonstrates commitment to our culture of inclusion.

18



Education & Training Working Group

Objective 1: Develop and implement a core curriculum on Diversity and Inclusion for every member of the MUSC community.

Objective 1

Strategies Milestones Responsible Parties Target Date
MUSC community member orientation. 100% of new Medical MUSC/MUHA/ MUSC-P | Development
- Key message given to every member of the University community HR, Diversity Council, 6 months
MUSC community; no one is exempt. members complete this Chief Learning Officer,
curriculum and existing Chief Diversity Officer, Implementation
employees. Associate Dean for Ongoing
Students of Colleges
Ongoing

Department-specific follow-up - Month 1

100% of new Medical

MUSC/MUHA/ MUSC-P

Development

- Focus on diversity and inclusion in the University community HR, Diversity Council, 6 months
specific department, presented by a members and existing Chief Learning Officer,
department leader. employees. Chief Diversity Officer, Implementation
Associate Dean for Ongoing
Students of Colleges
Ongoing
Mixed group session - within Year 1 100% of new Medical MUSC/MUHA/ MUSC-P Ongoing

- Focus on diversity and inclusion.
- Interactive, face-to-face, energetic exchange
of experiences within a diverse group.

University community
members and existing
employees.

HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer,
Associate Dean for
Students of Colleges

19



Education & Training Working Group

Objective 2: Create and optimize ongoing educational Diversity and Inclusion o

portunities for learning and development.

Strategies

Milestones

Responsible Parties

Target Date

Objective 2

Examine & incorporate existing internal and
external effective training options. Ensure
consistency of all content.

Annually evaluate all
internal and external
diversity trainings and
events.

Annually assess
programming, initiatives,
language, and messaging
for consistency of diversity
and inclusion content.

MUSC/MUHA/ MUSC-P
HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer,
Associate Dean for
Students of Colleges

6 months

Develop and implement training units/modules
for continuing education beyond core content.
This includes developing a menu of additional
training options to meet specific needs, such as
training options on racism, sexism, ageism,
special needs employees, poverty/wealth, and

hierarchy.

Track and report number
and type of training
units/modules for
continuing education.

Increased number of
training units/modules for
continuing education
beyond core content to
meet specific needs.

MUSC/MUHA/ MUSC-P
HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer,
Associate Dean for
Students of Colleges

First priority topics
6 months

2-3 years
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Education & Training Working Group

Strategies

Milestones

Responsible Parties

Target Date

Objective 2, continued

Determine most effective delivery

methodologies.

Track and report number
and type of, and
participation in, diversity
and inclusion training and
events.

Increased number of
training units/modules for
continuing education
beyond core content to
meet specific needs.

Decrease in programs that
exhibit ineffective delivery
methodologies.

MUSC/MUHA/ MUSC-P
HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer,
Associate Dean for
Students of Colleges

2 - 3 years
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Education & Training Working Group

relevant to their own needs.

programs and activities that
appeal to a diverse
population.

Determine participation
rate.

Track request rate, topic,

participation and fulfillment.

HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer,
Associate Dean for
Students of Colleges

Strategies Milestones Responsible Parties Target Date
Develop and implement incentive strategies that Track and report number MUSC/MUHA/ MUSC-P 2 - 3 years
encourage participation in diversity and inclusion | and type of, and HR, Diversity Council,
education/training. participation in, diversity Chief Learning Officer,
and inclusion events and Chief Diversity Officer,
activities that recognize and | Associate Dean for
honor individuals, groups Students of Colleges
and units that contribute to
diversity and inclusion.
Determine participation
T rate.
=
£
b= Increase favorable
8 responses to Diversity and
o~ Inclusion related questions
o on employee
E satisfaction/climate surveys.
'8 Provide training targeting specific groups that are | Increase in variety of MUSC/MUHA/ MUSC-P 2 - 3 years

22



Education & Training Working Group

Objective 3: Develop and implement educational strategies to equip leaders with the ability to manage, support, and foster a
culture of Diversity and Inclusion for every member of the MUSC community.
Strategies Milestones Responsible Parties Target Date
Define the different levels of leadership. Develop consistent Guidance from senior 6 months
definitions of leadership leadership,
for the Medical University | MUSC/MUHA/ MUSC-P
community so they can be | HR, Diversity Council,
measured to promote Deans of the Colleges
consistency.
Continue to ask “who is
missing?”.
Track and identify
2 additional leaders
2 quarterly.
‘g
= | Establish guidelines for the composition of the Diversity Council Diversity & Inclusion 6 months
© Diversity Council. Guidelines. Senior Steering
Committee
Develop and implement a Diversity and Establish consistent Guidance from senior 2 - 3 years
Inclusion Leadership Series. modules for the leadership | leadership,
series across the board. MUSC/MUHA/ MUSC-P
HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer
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Education & Training Working Group

Strategies

Milestones

Responsible Parties

Target Date

Objective 3, continued

Provide leadership support with internal and

external resources.

Annually evaluate all
internal and external
leadership diversity

trainings and events.

Establish a repository and
share.

MUSC/MUHA/ MUSC-P
HR, Diversity Council,
Chief Learning Officer,
Chief Diversity Officer,
Colleges, Education and
Training
Implementation Team

2 - 3 years
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Engagement & Inclusion Working Group

Co-Chairs:
Helena Bastian, Director, Human Resources, MUHA
Jennifer Nall, Assistant Dean for Academic Affairs, College of Medicine, MUSC
Michael Vanderhurst, Office of Affirmative Action and Equal Employment Opportunity,
MUSC

Goal Statement

To develop ongoing processes of engagement and inclusion,
which reflect both recognition of the past and promise of a
brighter future, and both encourages and recognizes the
contribution and value of everyone in the MUSC community.
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Engagement & Inclusion Working Group

Objective 1: Encourage a diverse and inclusive environment for our workforce, students, patients and visitors.

Strategies

Milestones

Responsible Parties

Target Date

Identify and review all current Human
Resource/Personnel policies for MUSC, MUHA
and MUSC-P and revise and/or draft policies as
necessary and advisable to ensure that we

Objective 1

model and demonstrate diversity and inclusion.

Complete review and
revisions, as indicated of
50% of organizational
HR/Personnel policies in
each entity.

Complete review and
revisions, as indicated of
100% of organizational
HR/Personnel policies in
each entity.

For any additional policies
identified as needed during

the review, create and
obtain approval.

MUHA HR, MUSC HR,
MUSC-P HR, MUHA
Legal, MUSC Legal,
MUSC-P Legal, Faculty
Senate, Provost

6 months

12 months

24 months
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Engagement & Inclusion Working Group

Objective 1, continued

Strategies Milestones Responsible Parties Target Date
Identify and review all current HR/Personnel Complete review and Vice Presidents, Deans, 6 months
related departmental /unit policies for MUSC, revisions, as indicated of Department Managers,
MUHA and MUSC-P and revise and/or draft 50% of departmental /unit other unit leaders
policies as necessary and advisable to ensure that | HR/Personnel related
we model and demonstrate diversity and policies in each entity.
inclusion.

Complete review and 12 months

revisions, as indicated of
100% of departmental /unit
HR/Personnel related
policies in each entity.

For any additional policies 24 months
identified as needed during
the review, create and
obtain approval.




Engagement & Inclusion Working Group

assessment of all
remaining areas.

Strategies Milestones Responsible Parties Target Date
Identify and review all non-HR/Personnel Complete review and Education and Student 2 years
organizational policies for MUSC, MUHA, and revisions, as indicated, of Life, Student
MUSC-P and revise and/or draft policies as 100% of organizational Government Association,
necessary and advisable to ensure that we policies in each entity. Colleges, Graduate
model and demonstrate diversity and inclusion. Medical Education
Examples of such policies would include Office, Postdoc Office,
Admissions, Student Handbook(s), Procurement, Procurement/Finance,
© and Clinical /Patient Rights among others. Clinical leadership
.E Identify structural opportunities to ensure For all on-campus and Engineering & Facilities
S | physical access to all facilities. owned off campus for MUSC, MUHA,
< locations: MUSC-P; Disability
: a) Complete Coordinator 1 year
= assessment of
o entrances and
'-g exterior signage.
b) Complete 2 years
assessment of all
internal common/
public areas.
c) Complete 3 years
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Engagement & Inclusion Working Group

Objective 2: Enhance and sustain a supportive and inclusive community that embraces and respects all cultures for our

workforce, students, patients and visitors.

Strategies Milestones Responsible Parties Target Date
Produce resources and information in multiple Identified resources and MUSC HR, MUHA HR, 6 months
languages and culturally appropriate and information in multiple MUSC-P HR, MUHA
accessible formats. languages and culturally Patient Relations, MUHA
appropriate and accessible Marketing, Provost,
formats. Public Relations, Chief
Diversity Officer
Produced resources and 1 year
information in multiple
languages and culturally
appropriate and accessible
formats.
~ Develop mentoring programs for under- Identified new programs. MUSC HR, MUHA HR, 1 year
o | represented workforce. MUSC-P HR, Faculty
2 Senate, SCTR Mentor
_3.:: Developed mentoring Leadership Council, 3 years
-8 programs for Provost, Deans/
underrepresented Department Head, Equal
workforce. Affirmative Action and
Equal Employment
Opportunity, Provost,
Chief Diversity Officer
Develop a networking platform, like an online Identified networking Office of the Chief 12 months
concept for workforce, to bring together platform. Information Officer
individuals with like interests. (0CI0), Provost,
Produce networking Student Programs 3 years

platform.
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Engagement & Inclusion Working Group

supporting groups.

Strategies Milestones Responsible Parties Target Date
Assess for barriers impeding upward mobility Identified barriers. Chief Diversity Office, 6 months
for the underrepresented workforce. MUSC HR, MUHA HR,
Produced plan for MUSC-P HR, Faculty 1 year
decreasing barriers Senate, Affirmative
impeding upward mobility | Action and Equal
for the under-represented | Employment
workforce. Opportunity,
- Provost
%)
=
£
)
g
o
(5]
ﬁ Create supportive networks for affinity groups. | Identified potential affinity | Provost, Student 1 year
.E groups needing support. Programs, MUSC HR,
o MUHA HR, MUSC-P HR,
-oa Produced plan for Faculty Senate 2 years
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Engagement & Inclusion Working Group

Objective 3: Build upon an environment supportive of open and honest dialogue (internal and external) which acknowledges
areas to improve on and celebrates our successes.

Strategies Milestones Responsible Parties Target Date
Develop a safe hotline mechanism for expressing | Implemented and Compliance offices of 6 months
concerns. disseminated information MUSC, MUHA, MUSC-P

regarding hotline.
Communications
Implementation Team

Develop a recognition program for diversity and | Developed recognition Diversity Council 1 year
inclusion. program for diversity and
inclusion.
en | Create a planning committee to oversee Created planning Diversity Council 6 months
E diversity and inclusion celebrations and committee.
§ organizational wins.
=
O | Establish a calendar of events to celebrate Created a calendar that 1 year
cultural differences and individual and identifies existing
organizational wins. celebrations.

Hosted events according to 1 year
the calendar that
celebrated cultural
differences and individual
and organizational wins.

31




Communication, Community Relations & Outreach
Working Group

Co-Chairs:
Latecia Abraham, DHA, MHA, Instructor, Library Science & Informatics, MUSC
Kerry Burke, Clinical Enterprise Communications Coordinator, Executive Medical
Director’s Office, MUHA
David Howell, MBA, Clinical Coordinator for Operations and Instructor, Physician
Assistant Studies, College of Health Professions, MUSC

Goal Statement

To increase awareness of MUSC's diversity and inclusion
mission internally and externally through effective
communication and meaningful community partnerships.
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Communication, Community Relations & Outreach Working Group

Objective 1: Increase internal awareness of diversity and inclusion mission, strategies for improvement and
activities.

Strategies

Milestones

Responsible Parties

Target Dates

Objective 1

Create feedback forum in order to have
content to communicate.
— Determine how we have the

discussion to find out the problems.

— Find out what feedback from people
to see what the concerns are.

— Identify a safe way to collect
feedback.

— Address what is on people's minds
instead of just one-way pushing
information.

— Use electronic, paper, town hall, and
social media to address areas that
need solutions.

Create a safe and
respectful
environment(s) to share
and define what "safe
environment" means.

Develop various channels

of feedback.

Ensure accuracy of
feedback messages:
Determine how to
communicate the
concerns to the right
leadership, without
losing the intent or tone;
develop trust with
ambassadors.

Identify ambassadors to
assist in communicating
the diversity and
inclusion mission and
goals.

Communication
Implementation Team

Office of the Chief
Information Officer
(0CI0)

Engagement and
Inclusion
Implementation Team
Performance and
Outcome Metrics
Implementation Team

Astra

Executive Leadership

6 weeks
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Communication, Community Relations & Outreach Working Group

Strategies

Milestones

Responsible Parties

Target Dates

Objective 1, continued

Determine priority target audiences in
order to develop methods of
communication for each audience.

List of target audiences is
created.

List of campus
communicators.

Determine ambassadors
for each area/target
audience.

Communication
Implementation Team

1 month
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Communication, Community Relations & Outreach Working Group

Strategies

Milestones

Responsible Parties

Target Dates

Objective 1, continued

Communicate why we are implementing a
Diversity and Inclusion Strategic Plan and

how it benefits each person.

Determine message for
how this benefits the
enterprise.

Determine message for
why this is a priority for
MUSC.

Determine message for
how this benefits our
target audiences.

Determine why diversity
and inclusion is a priority
for individuals; why it is
the right thing to do; and
why it should become a
personal value.

Communication
Implementation Team

VP /President Council
University

Communication
Council

6 months
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Communication, Community Relations & Outreach Working Group

Strategies

Milestones

Responsible Parties

Target Dates

Objective 1, continued

Launch a massive, multi- campaign to
enlighten, educate, and inspire.

Identify media to use.

Inventory resources we
have and need.

Identify existing
communication
channels/vehicles.

Define theme, slogan,
messages and if it will be
different for targeted
groups.

Match messages to all
audiences.

Communication
Implementation Group

Performance and
Outcome Metrics
Implementation Team

Communications
contacts within MUSC

9 months
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Communication, Community Relations & Outreach Working Group

Objective 2: Increase external awareness of Diversity and Inclusion mission, strategies for improvement and
activities.

Strategies

Milestones

Responsible Parties

Target Dates

Objective 2

Determine public perception and attitudes
regarding diversity and inclusion at MUSC.

Complete assessment,
using existing surveys
and related tools for
external audiences.

Communication
Implementation Team

6 months - 1 year

Determine and operationally define
external targets/audiences and messaging
specific to those audiences.

Complete message map
that includes target
audiences with specific
messages.

Collaboration with
Communication
Implementation Team,
Recruitment and
Pipeline
Implementation Team

1 year - 18 months

Leverage traditional and social media for
two-way communication around the
components/messages of the plan through
engaging and inspiring stories.

Leverage, coordinate,
and repurpose content
across institution to
external audiences.

Communication
Implementation
Team,
Communications
Council

1 year - 18 months

Develop toolkit and enlist ambassadors to
carry messages.

Leverage, coordinate,
and structure external
talking points and
presentation materials
for ambassadors to
deliver MUSC Diversity
and Inclusion message.

Communication
Implementation
Team,

Diversity & Inclusion
Steering Committee

1 year - 18 months
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Communication, Community Relations & Outreach Working Group

Strategies

Milestones

Responsible Parties

Target Dates

Objective 2, continued

Develop existing MUSC Diversity &
Inclusion website within microsite.

Integrate resources,
specialties, speaker
requests, and identify
methods to relay
concerns.

Communication
Implementation Team

18 months - 2 years

Incorporate diversity and inclusion
messages verbally and visually in branding
effort.

Integrate message map
verbally and visually in
all branding efforts.

Marketing and
Business Development

1 year - 18 months
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Communication, Community Relations & Outreach Working Group

Objective 3: Build or enhance community partnerships to demonstrate MUSC’s commitment to diversity and
inclusion strategies.

Strategies

Milestones

Responsible Parties

Target Dates

Objective 3

Develop community relationships that

support diversity and inclusion.

Partner with local, state and regional
community groups including
government organizations,

businesses and industries.
Identify supplier diversity

opportunities to build loyalty in

community.

Develop a baseline list of
community involvement.

Benchmark diversity
and inclusion activities
that other organizations
are doing in
communities.

Extend MUSC assistance
and provide MUSC
resources to other
organizations in the
development of diversity
and inclusion initiatives.

Develop a list of
minority or women-
owned businesses.

To be determined

6 months - 1 year

6 months - 1 year

1-2 years

6 months - 1 year
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Communication, Community Relations & Outreach Working Group

Objective 3, continued

Strategies Milestones Responsible Parties Target Dates
Instill accountability within MUSC for employee | Set a date for D&I to be MUSC Excellence 3 - 6 months
participation in activities and events throughout | added to MUSC Excellence | Standards of Behavior
our communities that support diversity and Standards of Behavior. Committee
inclusion (D&I).
Publicize in the form of a Success Factor managers | 3. ¢ months

— Define criteria for evaluating employee
participation in community outreach.

— Acknowledge publicly MUSC patterns of
behavior in areas of cultural sensitivity
in the community in light of the
outcomes of the 1969 Hospital Strike.

“Merit Award” to
complement the
employee/faculty annual
performance evaluation for
directly participating in
community D&I outreach
programs.

Approval of resources to
develop an MUSC-narrated
documentary, examining
the internal and external
factors around the 1969
Hospital Strike and how
that event ignited a new
era of equality, and how it
still remains a catalyst
toward continuous
diversity improvement.

Document and/or publish
an archival historical
timeline of MUSC in areas
of diversity and inclusion
that includes student
activities, clinical
enterprise operations, and
community relations since
1969.

& supervisors

Annual performance
evaluations

MUSC marketing
department

Waring Historical
Library

6 months - 1 year
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Performance Outcomes & Metrics Working Group

Co-Chairs:
Kim Duncan, Human Information Resources (HRIS) Manager, Human Resources, MUHA
John Runyon, Director, Business Services, MUSC

Suzanne E. Thomas, PhD, Associate Professor, College of Medicine/Director, Institutional
Effectiveness, MUSC

Goal Statement

The purpose of the Performance Outcomes and Metrics
Working Group is to support the success of the Diversity and
Inclusion Strategic Plan through the evaluation of existing
data and the development of recommendations for data
capacity, reporting and analysis. Throughout the process, this
group has provided guidance to our working groups to
develop measurable milestones and attainable target dates.
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Performance Outcomes & Metrics Working Group

Objective 1: Determine the present state of the university regarding its cuwire of diversity and inclusion.

Strategies

Objective 1

Establish a plan to integrate data from acrossnistéution that will enable us to describe the demographic composition of student
employees and faculty both now and in the future.

Determine, to the best of availabl e dat adshaahmicltietryi,s ttilces
culture of diversity and inclusion

Determine what data are needed that are not currently available to answer unanswerable questions above

Draft a reasonabl e, practi cainthédemtermitegoingfewad f or data t hat

Using available data, determihew MUSC compares fpeer institutions, and to aspirational benchmarks

Objective 2: Serve as a support resource and csultant to other Working Groups.

Strategies

Formappropriate subcommittees within the Accountability/Outcomes Working Group to attend other Working Group meetings

Provide a resource list to Working Groups for who and where data relevant to their interestsmihg baterprise.

Objective 2

Help establiskappropriate data collection plans that will help indicate whether strateglasbgectives are being met
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Performance Outcomes & Metrics Working Group

Objective 3: Foster communications and datadriven decisions by creating and maintaining aentralized, institution-wide
repository of results on metrics related to Diversity and Inalision objectives and strategies

Strategies

Create an Internal Use Repository of Results of Diversity and Inclusion outcome metrics

Key Performance Indicatars

Create an Internal Use Dashboard, available th1dIEC NetID holders, with the ability to drill down to see relevant metrics behind

Objective 3

Create an External Use Dashboard, available on the web to the populéige dhapr oj ect s our progress
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Appendix A - Members of the Senior Steering Committee

First Name Last Name Position
Helena Bastian Human Resources Director, MUHA
Pat Cawley Executive Director/CEO, MUHA and Vice Presidént Clinical Operations, MUSC
Frank Clark Chief Information Officer; Vice President for Information Technology, MUSC
Philip Costello Chair, Department of Radiology and Radiological Science, MUSC
Annette Drachman General Counsel, MUSC
Betts Ellis Administrator, Institutional Relations, MUHA
Jim Fisher Vice President for Development and Alumni AffaikJSC
Dennis Frazier Administrator, Facilities and Capital Improvements, MUHA
Philip Hall Professor & MUSC Campus Dean, College of PharmsitySC
Daniel (Dan) Handel Chief Medical Officer and Executive Medical Director, MUHA
Steve Hargett Chief Financial Officer, MUHA
Tariq Javed Associate Dean for Academic and Student Affairs and Professor, College of Dental Madid8@
Sarah King Directorof Public Relations, MUSC
Jacqueline
(Jakie) McGinty Associate Dean, College of Graduate StudiddSC
Lisa Montgomery Vice President for Finance and Administration, MUSC
Etta Pisano Vice President for Medical Affairs; Dean, College of MedicikJSC
Joseph (Joe) Romagnuolo Director of Clinical Research, MUSC
Lisa Saladin Dean, College of Health ProfessiopfdUSC
John Sanders Dean, College of Dental MedicinmMUSC
Marilyn Schaffner Chief Nursing Officer and Administrator for Clinical Servich8)JHA
Danielle Scheurer Medical Director for Quality and Safety, MUHA
Darlene Shaw Associate Provost for Education and Student Life; Professor of Psychiatry and Behavioral SkIEfgEs
Mark Sothmann Interim President; Vice President for Academic Afaand Provost, MUSC
Gail Stuart Dean, College of Nursing; Distinguished University ProfesstiySC
Steve Valerio CEOQO, Associate Dean of Finan®ddUSGCP
Matt Wain Chief Operating Officer, MUHA
Michelle Wiles Chief Human Resources OfficeMUSGP
Deborah Williamson Associate Dean for Practice, Associate ProfesdfSC
Cathy Worrall MUSC Campus Dean for Student Affairs, College of PharmisitySC
Cynthia Wright Associate Dean, College of Graduate StydiéldSC
Peter Zwerner Chief Medcal Officer, MUSC-P
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Appendix B - Members of Executive Planning and Coordinating Team

First Name

Last Name

Position

Comment

J. Herman

Blake

MUSC Humanities Scholar in Residenc
Professor of HealtRrofessions and
Dental Medicine, MUSC

Member,Executive Planningnd Coordinating Team

Willette

Burnham

ExecutiveDirector, Student Programs ar|
Student Diversity, MUSC

Assistant Professor, College of Health
Professions, MUSC

Co-Chair, Diversity & Inclusion Strategic Plan

DaNine

Fleming

Assistant Professor, Libra§cience &
Informatics, Director, Training and
Intercultural Education, MUSC

Co-Chair, Education & Training Working Group

Joan

Herbert

Director, Organizational Performance,
MUHA

Clinical Instructor, Department of
Psychiatry

Co-Chair, Diversity & Inclusion Strategic Plan

David

McNair

Facilitator

Member,Executive Planning and Coordinating Team

Sabra

Slaughter

Senior Advisor to the Preside@ffice of
the President, MUSC

Associate Professor, College of Medicin
MUSC

Member,Executive Planning an@oordinating Team

James (Jim)

Tolley

Assistant Professor, College of Medicin
Attending PhysicianDivision of
Emergency MedicindMUHA

Member,Communication, Community Relatio&s
OutreachWorking Group

Brandi

White

PhD Candidatd;lealth andRehabilitation
Science, College of Health Professions,

MUSC

Coordinator, Diversity & Inclusion Strategic Plan
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Appendix C - Members of Planning and Coordinating Team

Working Group | First Name | Last Name Position
Natalie Johnson Director of Education and Strategic Diversity Initiatives, College of Medicine,
Recruitment & MUSC
Pipeline Jackie Kinton HR Business Partner, MUSE
Stephen Schaer Manager, Meduflex Supplemental Staffing Pool, MUHA (retired)
VelLonda Dantzler Staff Development & Training Coordinator, Human Resources Training and
Education, MUSC
Education & | DaNine Fleming Assistant Professor, Library Science & Informatics, Director, Training and
Training Intercultural Education, MUSC
Kathleen White Patient and Family Educati&@oordinator, Nursing Professional Development,
MUHA
Helena Bastian Director, Human Resources, MUHA
Engagement & | Jennifer Nall Assistant Dean for Academic Affairs, College of Medicine, MUSC
Inclusion Michael Vanderhurst | EEO Employee Relations, Equamployment Opportunity/Affirmative Action
Office, MUSC
Communication Latecia Abraham Ingtr_uctor, Libra_ry Science & Infprmatics, MUSC _ _
Communit '| Kerry Burke Chmcal Enterprise Communications Coordinator, Executive Medlldalr e c t
y
Relations & . Of_ﬂ?e’ MUHA. . — . .
Outreach David Howell Clinical Coordinator for Operatlons and Instructor, Physician Assistant Studie
College of Health Professions, MUSC
Kim Duncan Human Resources Information Systems (HRIS) Manager, H&raaaurces,
Performance
Outcomes & M.UHA - .
Metrics John Runyon D!rector, Buglness Se.rwc.es, MUSC_
Suzanne Thomas Director, Office of Institutional Effectiveness, MUSC
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Appendix D - Working Groups Members

RECRUITMENT AND PIPELINE DEVELOPMENT

First Name Last Name Position

Gilbert A. Boissonneault | Professor and Program Director, Physician Assistant Studies, College of Health Professions, MUSC
Mary Brigman Human Resources Coordinator, MUHA

Susan Carullo Director, Human Resources Management, MUSC

Ruth Conner AssistantProfessor, College of Nursing, MUSC

Tami Cooke Associate Director of Financial Aid, MUSC

Michael de Arellano Associate Dean for Diversity, College of Medicine, MUSC

Alethia Deas West Ashley Specialty Care, MUSZ

Vanessa Diaz Clinical Services Directoand Associate Professor, Family Medicine, MUSC

Annemarie | Donato Assistant Professor, College of Nursing, MUSC

Arly Douglass CME Evaluation and Assessment Coordinator, College of Medicine, MUSC

Christine Green Student, College of Health Professioki)SC

Lyla Hudson Director of Admissions, University Residency Officer, Office of Enroliment Management, MUSC
Kelli Jenkins Program Coordinator, Office of Student Diversity, MUSC

*Natalie Johnson Director of Education and Strategic Diversity Initiativ€sJlege of Medicine, MUSC

*Jackie Kinton HR Business Partner, MUSE

Cheryl P. Lynch Assistant Professor, College of Medicine, MUSC

Leigh Manzi Executive Director of Development, MUSC

Al Nesmith Director, Safety, Security and Volunteer Services, MUHA

Carolyn Page Director of Student Services, College of Nursing, MUSC

Shabree Roberson Student, College of Pharmacy, MUSC

Jenny Scarnecchia | Admissions Coordinator, College of Pharmacy, MUSC

*Steve Schaer Manager, MedufleSupplemental Staffing Pool, MUH#etired)

E61 i s h| Simmons Manager of Recruitment and Diversity Education, College of Medicine Dean's Office, MUSC
Lauren Smith Assistant Director of Recruitment, College of Health Professions, MUSC

Velma Stamp Director, Grants and Contracts Accounting and University Purchasing, MUSC

Wendy Stogner Clinical Nurse Manager, MUSC Health East, MUBC

Wanda Taylor Assistant Dean for Admissions, College of Medicine, MUSC

Ira Willner Associate Professor, College of MediciJSC

Cynthia Wright Associate Dean for Admissions and Career Development and Associate Professor, College of Graduate Studies,

*Denotes Working Group G€hair
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EDUCATION AND TRAINING

First Name Last Name Position

Tim Brendle NurseManager/Doctoral Student, Perioperative SeryitdHA

Brian Conner Assistant Professor and Director of Undergraduate Programs, College of NMSISG

Allen Coulter Manager, Workforce Development, MUSE

*Velonda | Dantzler Staff Development & Trainin@oordinator, Human Resources Training and Education, MUSC

*DaNine Fleming Assistant Professor, Library Science & Informatics, Director, Training and Intercultural Education, MUSC

Sandra Garner Associate Professor, Chair, Curriculum Committeellege ofPharmacy, MUSC

Leonie Gordon Assogate Dean for Faculty Affairand Faculty Development, College of MediciMiUSC

Brande Guillory Medical Office AssistantyUSC Health NorthMUSG-P

Debra HazenMartin | Associate Dean for Curriculum in the BaSiciences, College of &tlicine

Keri '&g}%ﬁk Director, Translational Care Unit and Assistant Professor, General Internal Medicine/Hosplifalisi

Donna Kern A_ssistant Dean foPatient Safe_ty and_ Simulatiéwgsociate Dee.m. for Curriculum in the dial Science#@ssistant
Director, MUSC Healthcare Simulation Cent€ollege of MedicineMUSC

Cristina Lépez Assistant Professor, College of NursihguSC

Rebeca Mueller Heakh, Safety and Cultural Affair€enter for Global Heal{itMUSC

Britney Nesbit Student, College of PharmgdyUSC

Tracie Porter Administrative Coordinator Il, Quality Management & Patient Safety, MUHA

'(r_?gna;tha Psenka Member, National Coalition Building Institute (NCBI) Leadership Team, MUSC

Karen Rankine Manager, Eduation and Training, MUSC Medical Center Human ResouMEBHA

Sonya Richardson Radiology, MUHA

Shannon g;;zgm:r Assistant Professor, Center for Academic ExcellBfciing Center, MUSC

Marianne Rogers Administrative Assistant, College &harmacyMUSC

Cristina Smith Instructor, Occupational Therapy, College of Health ProfessibssC

Kevin Smuniewski Associate Director, Student PrograrilJSC

Randy Trussel Manager, Financial Services/Training, Office of Grants and Contracts AaoguitJSC

EE%}Z Villain Director, Supply Chain ManagemeMUHA

Karen Wager Professor and Associate Dean for Student Affairs, College of Health Profe$did8€

Dennis Watson Professor of Pathology and Laboratory Medicine, College of Mediklh&SC

*Kathleen | White Patient and Family Education Coordinator, Nursing Professional Development, MUHA

Cindy Williams Manager, PAS Quality & Education, MUHA

*Denotes Working Group G€hair
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ENGAGEMENT AND INCLUSION

First Name Last Name Position
*Helena Bastian Director, Human ResourcdglUHA
Paige Brockington Student, College of Graduate StudigdJSC
Evelyn Caplan Risk Coordinator, Medical Director's Office/Risk Managem&ttHA
I(‘E:J'r?(; Charles Associate DirectorQffice of StudentDiversity, MUSC/Associate Professor, College of Health Professions, MUSC
Caroline Davila Communications Manager, Engineering and Faci|ii®#dSC
E:g;?ﬁ;)me Durham Interim-Director, MSN/DNP Program, Instructor, College of NursikiiySC
Kathleen Ellis Director of Operations, Center for Global HeakHJSC
Rhonda Gooding Human ResourceBusiness PartneMUSC-P
Kris Helke Associate ProfesspDept of Comparative Medicingirector MUSGVA Veterinary Diagnostic LaboratofyiluUSC
Chad Higgins Clinical Education Manager, College of Health ProfessibtidSC
JohnBosco | Ikemeh Chaplain, Pastoral Care, MUHA
Amy Leaphart Instructor, Office of Interprofessional InitiativegUSC
Yolanda Long Student Services Program Coordinator, College of NursitgSC
'(\I/I\lloc?t?B Madisetti Progam Manager, College of Nursing, MUSC
David McLean Senior Healthcare CounstUHA
Jacqueline | McRinna Human Resources Coordinator, Institute of Psychiatry, MUHA
Tyler Mikell Student, College of Health Professiph8JSC
*Jennifer Nall Assistant Dean for Academic Affairs, College of MediGiRbJSC
Iﬁ;?nr?na;? Nowling Assistant Professor, Division of Rheumatology and ImmunglbiySC
Naomi Sampson Director, Executive Operations and Project Management, Colledeadth ProfessiongMUSC
Cynthia Schandl Associate Professdbepartment of Pathology & Laboratory Medicii@ollege of MedicineMUSC
Cindy Schmidt Laboratory Services/Point of Care Testing, Quality & SafetyHA
Terry Stanley Associate Dean for Del@pment College of Medicine, MUSC
Kelly Teague Administrative Assistant, College of PharmabUSC
*Michael Vanderhurst EEO Employee Relations, Equal Employment Opportunity/Affirmative Action QffileéSC

- (Voelkel-) AssociateProfessor, Department of Microbiology & Immunology and Hollings Cancer Center, College of Medicine
Christina

Johnson MUSC

Greg Weigle Chief Facilities Officer, Engineering and Faciliti@dUSC
Teresa Winful Information Resource Consultafstructional Technolgy andFaculty Resources, MUSC

*Denotes Working Group G€hair

50




COMMUNICATION, COMMUNITY RELATIONS AND OUTREACH

First Name Last Name Position
*|Latecia Abraham Instructor, Library Science & InformaticMUSC
Kristi Adams ITFR, Division of Education an8tudent Life¢ MUSC
Damon Amella Production Manager lll, ITFR, Division of Education and Student, INfEISC
Sharon Ashburn Student, College of Health ProfessiphHJSC
*Kerry Burke Clinical Enterprise Communications Coordinatérkecutive MedicaDi r ect o fMUBIA Of f i c e
Nancy Carney Student Graphics and Communications Coordinator, Student PrqdviuisC
James Chou Assistant Professo€ollege of Pharmacy, MUSC
Patty Coker-Bolt Associate Professor, Division of Occupational Therapy, Collegeafth ProfessiondMUSC
Roy Dingle Director, Support & Contract Services, Finance and Administration, Business Sefit8€
Susie Edwards University Controller, Controller's OfficdUSC
Megan Fink EPIC Communications Manager, Office of the GI@CIO) - Information Services, MUHA
Julie Floyd Business Coordinator, Institutional Relations, MUHA
Thomas Hamm Media Resources Specialist Il, ITFR, Division of Education and StudentNlii&C
Myra g;r;?gion Assistant Dean for Student Affairs, &®s Office, College of Medicin®USC
Rebecca Harper Improvement Facilitator, Medical Director's Office/Performance Improvement, MUHA
Monique Hill Instructor, Library Sciences and InformafitdUSC
Robert Hill Director of Communications, South Caroli@allege of Pharma¢gyMUSC
*David Howell Clinical Coordinator for Operations and Instructor, Physician Assistant Studies, College of Health Profdés8ihs
Carolyn Jenkins Ann Darlington Edwards Endowed Chair, Professor, College of NymsibgC
Sarah Kavalla Executve Assistant, MUSP
Sidra Mitchell Student, College of PharmgdyUSC
Elizabeth Moore Radiology, MUHA
John Nash Director of Communications, Development Offié¢dUSC
Deborah Reynolds Director of Communications, College of MedicjhUSC
Ida Spruill Associate Professor, College of NursijJSC
3im Tolley Assistgnt Profe_sspr, (.Jqll.ege of MedicihUSC .
Attending PhysiciayDivision of Emergency MedicindVlUHA
Lee Marie | Tormos Assistant Professor, College of MedigihdUSC
Antwan Walters ASL Interpreter, Interpreter Services, MUHA
Nakia Whack Park Shore, MUS®
Melvin Williams Chaplain, Pastoral Care, MUHA
Heather Woolwine Media Relations Director, MUSC

*Denotes Working Group G€hair
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PERFORMANCE OUTCOMES AND METRICS

First Name Last Name Position
Latonia Allen HRIS Supervisor, Human Resourcis8JHA
Wallace Bonaparte Director, Office of Equal Employment Opportunity/Affirmative ActidUSC
Heather Bonilha Associate Professor, Dept. of Health Science and Research, Gijlldgelth Profession®USC
Patrick Cassano College of Medicine Records & Commencement Coordinator, Office of Enrollment Management, MUSC
Lilia Correa Administrative Coordinator, Department of Healthcare Leadership & Management, College offefgtisions, MUSC
*Kim Duncan Human Resources Information Systems (HRIS) Manager, Human Resources, MUHA

Chief Nursing Information Officer, Clinical Services Admin/Nursing Informatics (Nursing IT, EPIC implementation)
Rebecca Freeman MUHA
Joseph Geglio Program Assistant, Office of Institutional EffectivendgdéJSC
Frances Glanville Manager, Human Resources Center of Expertise Manager, College of MebitISE€
Sabrina Green Fiscal Technician Il, College of NursinglUSC
Richard Grooms StudentCollege of Health ProfessionglUSC
Philip Hall Campus Dean, SCQPollege of PharmacgyMUSC

Hughes

Chanita Halbert Associate Dean, Assessment and Evaluation, College of Medi¢in8C
Sheila Janikowski HRIS Supervisor, MUS®

Manager ofAssessment and EvaluatompC | ege of Medi ci ne Deands Office,
Michele Knoll Research Instructor, Depianrent of Public Health Sciences, College of MedidiéSC
Catherine Kovacs Admi ni strative Coordinator, Deanbds Offi ce, Col |l ege
Wendy Littlejohn Executive Director, ESL Finance & AdministratigdUSC
Joyce Lutz Radiology, MUHA
Dave Morrisette Director, Division of Physical Therapy and Professor, College of Health ProfegioisC
Marty Phillips Staistical/Financial Analyst, MUS®
*John Runyon Director, Business ServiceSIUSC
*Suzanne | Thomas Director, Office of Institutional EffectivenessiUSC
Craig Velozo Professor and Director, Division of Occupational Therapy, College of Health Profe$4ld8€
Cynthia Wabhl Pathology & LabMed./Fast Flow LapMUHA
Shannon Wright Student, College of PharmadyUSC

*Denotes Working Group C€hair
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This Diversity and Inclusion Strategic Plan would not have been possible without the
effort and critical contributions of the members of the five working groups, the
Planning and Coordinating Team, the Executive Planning and Coordinating Team, and

the Senior Steering Committee.

We thank you for your support and leadership!
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