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The Domains of Attention and Action within the UMSSW: The Task Force identified the following strategic 
goals/themes within six domains of action and attention. 

 

The culture/climate/implicit curriculum of the UMSSW will 

(C1) Promote critical self-reflection, radical openness, cultural humility, growth and healing; 

(C2) Encourage communication that is open, multidirectional, equitable, empowering, and timely;  

(C3) Recognize and value the diverse experiences and contributions of its members; 

(C4) Integrate the diverse constituencies of the UMSSW in ways that promote meaningful engagement and 
horizontalism;   

(C5) Support efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-cultural institution. 

The faculty of the UMSSW will be 

(F1)  Diverse, inclusive, and committed to creating communities of support; 

(F2)  Committed to critical self-reflection, radical openness, cultural humility, growth and healing; 

(F3)  Recognized and equitably valued for its diverse contributions at the UMSSW;  

(F4)  Effectively able to facilitate learning, research, and practice in ways that challenge structures and impacts of 
oppression – and promote social justice, equity, diversity, and inclusion; 

(F5)  Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 

The staff members of the UMSSW will be 

(SF1) Diverse, inclusive, and committed to creating communities of support; 

(SF2) Committed to critical self-reflection, radical openness, cultural humility, growth and healing;  

(SF3) Engaged in decision-making about its work and the school in ways that intentionally distribute power;  

(SF4) Respected and appreciated for their myriad contributions – including through adequate and equitable 
compensation;  

(SF5) Supported by their supervisors and the broader HR infrastructure with opportunities for professional 
development and career advancement; 

(SF6) Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 
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The students of the UMSSW will be 

(ST1) Diverse, inclusive, and committed to creating brave learning spaces and engaging in courageous conversations; 

(ST2) Committed to developing critical self-reflection, radical openness, cultural humility, growth and healing;  

(ST3) Engaged proactively in decision making that impacts them;  

(ST4) Dedicated to and able to demonstrate learning, both in the classroom and in the field, about the causes, 
manifestations, impacts, and personal connections to structural oppression – as well as the ways that social 
work practice can entrench or overcome these dynamics; 

(ST5) Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 

The administrative leadership of the UMSSW will be 

(L1)  Diverse, inclusive, and committed to creating a community in which all members are heard based on their 
unique experiences, valued based on their various contributions, supported and held accountable;  

(L2)  Committed to critical self-reflection, radical openness, cultural humility, growth and healing; 

(L3)  Dedicated to modeling and promoting a culture of humility and healing, in which transgressions are 
acknowledged and addressed 

(L4)  Committed to empowering members of the community through open communication, transparency, and 
inclusive decision-making; 

(L5)  Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 

The (explicit) curriculum of the UMSSW will 

(EC1)  Rigorously prepare students to challenge the structures and impacts of oppression, and to advance well-being, 
equity, and social justice across difference in a diverse society;  

(EC2)  Challenge students to develop critical self-reflection, radical openness, cultural humility, growth and healing;  

(EC3)  Highlight the voices and contributions of people and communities that have been marginalized and excluded. 

 

Stakeholders overwhelmingly affirmed and endorsed the six domains of attention and action – as well as the 
strategic goals/domains within them. There were two broad categories of critical feedback: 

 

(1) The six domains are not exhaustive:  Some respondents identified UMSSW stakeholders who are not 
explicitly identified within the six domains – most frequently, alumni and community members. Although 
we note both that the current domains are non-exclusive,1 and that the identified goals/themes have impact 
beyond the scope of the domain,2 it is important to highlight that those who are stakeholders of and 
impacted by the UMSSW extend beyond the six identified domains. The Subcommittee – as well as the vast 

                                                             
1 For example, many staff, students and faculty are also members of the local community, and many faculty are graduates of the 
UMSSW. 
2 For example, when students become both alumni and social workers committed to liberatory practice, and when faculty research 
challenges structures and impacts of oppression in communities. 



 
 

 15 

majority of respondents – believe that these six domains are, nonetheless, where current attention and action 
are needed, for progress in these areas is a precondition to effective action in other domains. 

 

(2) The goals/themes are neither comprehensive nor immutable:  Some respondents believed that 
goals/themes identified by the Task Force should not be seen as sufficient or static. The Subcommittee 
agrees: with the vast majority of respondents, we believe that these goals/themes are necessary but not 
sufficient to achieving the vision;3 moreover, they can and should be amended as progress is made, context 
changes, and additional feedback is received. 

  

Given the broad support of the six domains of attention and action, and their concomitant goals/themes, the 
Subcommittee believes this framework is broadly endorsed the UMSSW community and can be an effective 
structure for developing, tracking, and evaluating objectives and activities. 

The Recommended Objectives  

Within the context of the vision, domains of attention and action, and strategic goals/themes developed by the 
Task Force and broadly endorsed by stakeholders, the Subcommittee sought from stakeholders recommended 
objectives that the UMSSW should pursue and could be achieved within the next 12-18 months.4 The 
Subcommittee has synthesized the recommendations below – within the structure of the six domains5 – in the 
beginnings of a framework it hopes can organize the work ahead. 

 

The culture/climate/implicit curriculum of the UMSSW will 

(C1) Promote critical self-reflection, radical openness, cultural humility, growth and healing; 

(C2) Encourage communication that is open, multidirectional, equitable, empowering, and timely;  

(C3) Recognize and value the diverse experiences and contributions of its members; 

(C4) Integrate the diverse constituencies of the UMSSW in ways that promote meaningful engagement and 
horizontalism;   

(C5) Support efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-cultural institution. 
 

Objectives 
 

Responsible Parties 
& Key Stakeholders 

Activities – Planned 
and Undertaken 

 

Resources 
Needed 

                                                             
3 Subverting hegemony requires more than a curriculum that “highlight[s] the voices and contributions of people and communities 
that have been marginalized and excluded,” but learning alternative narratives and paradigms is necessary to developing a critical 
and empowered consciousness. 
4 The Subcommittee envisions a process by which the UMSSW reports annually on the activities it has undertaken and progress it 
has made toward the objectives it adopts, as well as solicits recommendations for next objectives as well as amendments to the 
guiding structure (i.e., the vision, domains, and strategic goals/themes). 
5 In many cases, objectives recommended by stakeholders relate to and advance goals within numerous domains. For example, 
development of a new course on structural oppression that will be required in the foundation year should advance goals for 
students, the explicit curriculum, as well as the culture and climate of the UMSSW – and necessitates action in the faculty domain. 
Moreover, some individuals are members of more than one domain – e.g., those who are faculty members who are also members of 
the administrative leadership. 
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1-1. By fall 2019, create a Communications Work Group 
comprised of faculty, staff and students, which is tasked with 
developing a plan to encourage communications at the UMSSW 
that are open, multidirectional, equitable, empowering, and 
timely by the spring of 2020. (C2, C4, C5) 

Communications, 
Faculty Organization, 
Student Government 
Association, Staff 
Council, PhD 
Program 
 

  

1-2. By fall 2019, develop a website to communicate and track 
UMSSW efforts to challenge racism and all forms of structural 
oppression, and to becoming a fully inclusive, equitable, diverse 
and multicultural institution. (C1, C2, C3, C4, C5) 
 

Communications, 
DAO 

  

1-3. By fall 2020, develop an online platform available to all 
members of the UMSSW community – including those without a 
UMSSW account (e.g., alumni, community members) – with 
meeting schedules and minutes. (C1, C2, C3, C4, C5) 
  

Communications   

1-4. By fall 2019, Title VII and Title IX processes should be 
transparent and communicated widely – e.g., on the UMSSW 
website, syllabi, new hire onboarding, and student orientation.) 
(C1, C2, C4, C5) 
 

Communications, 
MPC, Academic & 
Student Affairs, HR, 
Student Government 
Association 
 

  

1-5. Half of the restrooms in the UMSSW will be available to and 
adequately meet the needs of “everyone” (i.e., non-gendered) by 
the fall of 2020, with fully enclosed stalls with menstrual 
products, trashcans, mirrors, and other features necessary for full 
inclusion and accessibility. Trainings will be offered in the fall of 
2019 and the spring of 2020 to help prepare faculty, staff, and 
students for this change. (C1, C2, C3, C4, C5) 
 

Facilities, Dean’s 
Office, Queer 
Community Alliance 

  

1-6. The UMSSW will improve accessibility and adequacy of 
lactation rooms by, in the fall of 2019, ensuring clear 
communication about the availability of lactation rooms in every 
UMSSW building and other multi-use buildings on campus. By the 
fall of 2020, lactation rooms at the UMSSW will be fully functional 
(e.g., with a sink available). (C1, C2, C3, C4, C5) 
 

Facilities, Dean’s 
Office, MSW Parent 
Alliance 

  

1-7. Conduct preliminary (ADA) accessibility audit of facilities and 
learning materials in the fall of 2019 to identify areas of 
preliminary action. Identify an accessibility consultant to conduct 
an ADAG Compliance Audit in the fall of 2020 toward 
development of a full accessibility plan. (C1, C3, C4, C5) 
 

Student Services, 
Disabilities 
Workgroup, DAO, 
Facilities, MPC, IDEA 
Team 

  

1-8. By spring 2020, develop a report on UMSSW procurement 
assessing the use and availability of local (i.e., Baltimore and 
Maryland), minority-owned, worker-owned, and ecologically 
sustainable sources – as opposed to, e.g., the use of labor that is 
incarcerated. 
 

Facilities, Anti-
Oppression Work 
Group, DAO 

  

1-9. By spring 2020, implement mechanisms for staff, faculty, and 
students of both campuses (Shady Grove and Downtown 
Baltimore) to communicate, co-participate, and collaborate.  
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1-10. By Fall 2020, create alternatives for sharing self-reflection.     
 

The faculty of the UMSSW will be 

(F1)  Diverse, inclusive, and committed to creating communities of support; 

(F2)  Committed to critical self-reflection, radical openness, cultural humility, growth and healing; 

(F3)  Recognized and equitably valued for its diverse contributions at the UMSSW;  

(F4)  Effectively able to facilitate learning, research, and practice in ways that challenge structures and impacts of 
oppression – and promote social justice, equity, diversity, and inclusion; 

(F5)  Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 
 

Objectives 
 

Responsible Parties 
& Key Stakeholders 

Activities – Planned 
and Undertaken 

 

Resources 
Needed 

2-1. A cohort of ~10 faculty members will have the training and 
support necessary to teach the new course on structural 
oppression effectively beginning in the fall of 2020. (F1, F2, F4, 
F5) 
 

Academic Affairs, 
MPC 

  

2-2. Training will be offered to all faculty on the content and 
facilitation of the new course on structural oppression by the 
spring of 2020, as it is likely to affect expectations and 
conversations in other courses. (F1, F2, F4, F5) 
 

Academic Affairs, 
MPC 

  

2-3. A teaching support program will be developed beginning in 
fall 2019 to provide ongoing pedagogical support to teaching 
faculty – both full- and part-time – with a focus on effectively 
facilitating spaces that are brave and liberating. (F1, F2, F4, F5) 
 

Academic Affairs   

2-4. A committee of research-oriented faculty will develop a 
process for assessing and reporting the extent of community 
benefit and engagement of UMSSW-supported research activities 
with a view to strengthening community capacity and control of 
research. 
 

Faculty Executive 
Committee, Dean of 
Research 

  

2-5. In the fall of 2019, develop a joint staff-faculty training 
committee, which will routinize the “Fifth Friday” DAO trainings 
and organize other conversation circles that are open to faculty, 
staff, and students. (F1, F2, F4, F5) 
 

Diversity and Anti-
Oppression 
Committee, Faculty 
Organization, Staff 
Council 

  

2-6. By fall 2020, all faculty involved in hiring searches, 
appointments, promotions, and tenure decisions will participate 
in rigorous training on implicit bias so as to identify and mitigate 
one’s own biases and potential biases in the processes of hiring 
and promotion. (F1, F2, F3, F4, F5) 
 

Faculty Executive 
Committee, Dean’s 
Office 

  

2-7. All faculty with supervisory responsibilities will participate in 
anti-oppression supervisor trainings beginning by the spring of 
2020.  (F1, F2, F4, F5) 
 

Faculty Executive 
Committee, HR, 
Dean’s Office 
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2-8. Beginning in the spring of 2020, the Faculty Annual Review 
will include efforts to promote excellence in the facilitation of 
learning, research, and organizational and/or community practice 
in ways that promote social justice, equity, diversity, and 
inclusion. (F2, F3, F4, F5) 
 

Dean’s Office, HR   

2-9. By spring 2020, develop criteria and process for promotion of 
clinical faculty. (F1, F2, F3, F5) 
 

Faculty Executive 
Committee, HR, 
Dean’s Office 

  

2-10. Beginning in the fall of 2019, faculty web pages will be 
revised to include trainings, research, teaching, and practice 
related to social justice, equity, diversity, and inclusion. (F2, F3, 
F4, F5) 
 

Communications   

2-11. Beginning in fall 2019, solicit input from faculty of color and 
other minority faculty – both those who are at the UMSSW and 
those who have left – about ways that the School could better 
recruit, retain, and support minority faculty. (F1, F2, F3, F5) 
 

Faculty Executive 
Committee, HR 

  

2-12. By fall 2020, conduct an equity analysis of all faculty and 
faculty categories with a view to identifying inadequacies and 
inequities in compensation. (F1, F2, F3, F5) 
 

Faculty Executive 
Committee, HR, 
Dean’s Office 

  

2-13. By the spring of 2020, all new faculty will participate in anti-
oppression and undoing racism workshops at the beginning of 
their association with the UMSSW.  
 

HR, Dean’s Office, 
FO, 

  

2-14. By the spring of 2020, implement mechanism to fully 
integrate adjunct faculty in decision making processes.  
 

HR, Dean’s Office, FO   

 

The staff members of the UMSSW will be 

(SF1) Diverse, inclusive, and committed to creating communities of support; 

(SF2) Committed to critical self-reflection, radical openness, cultural humility, growth and healing;  

(SF3) Engaged in decision-making about its work and the school in ways that intentionally distribute power;  

(SF4) Respected and appreciated for their myriad contributions – including through adequate and equitable 
compensation;  

(SF5) Supported by their supervisors and the broader HR infrastructure with opportunities for professional 
development and career advancement; 

(SF6) Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 
 

Objectives 
 

Responsible Parties & 
Key Stakeholders 

Activities – Planned 
and Undertaken 

 

Resources 
Needed 

3-1. Beginning in the summer of 2019, develop a Staff Council, 
which would foster more effective communication with and 
among staff, and promote democratic participation and 
representation of staff members in decision-making that 
impacts their work and wellbeing, as well as the School. 

Dean’s Office, HR, 
DAO 
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Engagement in the Council will be seen as part of staff members’ 
work – not as something that is to be done on their own time. 
By Spring 2020, the Council will have a budget for trainings and 
other activities that support staff members, and their 
meaningful inclusion in the life of the UMSSW. (SF1, SF3, SF4, 
SF5, SF6) 
  
3-2. In the fall of 2019, develop a joint staff-faculty training 
committee, which will routinize the “Fifth Friday” DAO trainings 
and organize other conversation circles that are open to faculty, 
staff, and students. (SF1, SF2, SF3, SF5, SF6) 
 

Diversity and Anti-
Oppression 
Committee, Faculty 
Organization, Staff 
Council 

  

3-3. By fall 2020, all staff involved in hiring and promotion 
decisions will participate in rigorous training on implicit bias so 
as to identify and mitigate one’s own biases and potential biases 
in the processes of hiring and promotion. (SF1, SF2, SF3, SF5, 
SF6) 
 

Dean’s Office, HR   

3-4. All staff with supervisory responsibilities will participate in 
anti-oppression supervisor training beginning by the spring of 
2020.  (SF1, SF, SF4, SF5, SF6) 
 

Staff Council, HR, 
Dean’s Office 

  

3-5. Beginning in spring 2020, annual Performance Development 
Plans will include (1) a review of the staff member’s job 
description and assigned duties; (2) feedback from coworkers 
identified by the staff member who can provide critical and 
constructive feedback on the staff member’s performance; and 
(3) a conversation with the supervisor about the staff member’s 
areas of excellence, possible areas of improvement, and 
potential interests and pathways for growth and promotion. 
(SF1, SF2, SF3, SF4, SF5) 
 

HR, Dean’s Office   

3-6. By fall 2020, conduct an equity analysis of all staff and staff 
categories – including UMB staff who work at the UMSSW – with 
a view to identifying inadequacies and inequities in 
compensation and benefits. (SF1, SF2, SF4, SF5, SF6) 
 

HR, Dean’s Office, 
Staff Council 

  

3-7. In the fall of 2019, develop a process to recognize 
exceptional staff contributions to the UMSSW – with a particular 
focus on promoting inclusion, equity, and social justice. 
 

Staff Council, HR, 
Dean’s Office 

  

3-8. By the spring of 2020, all new staff will participate in anti-
oppression and undoing racism workshops at the beginning of 
their association with the UMSSW.  
 

Staff Council, HR, 
Dean’s Office 

  

 

The students of the UMSSW will be 

(ST1) Diverse, inclusive, and committed to creating brave learning spaces and engaging in courageous conversations; 

(ST2) Committed to developing critical self-reflection, radical openness, cultural humility, growth and healing;  

(ST3) Engaged proactively in decision making that impacts them;  
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(ST4) Dedicated to and able to demonstrate learning, both in the classroom and in the field, about the causes, 
manifestations, impacts, and personal connections to structural oppression – as well as the ways that social 
work practice can entrench or overcome these dynamics; 

(ST5) Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 
 

Objectives 
 

Responsible Parties & 
Key Stakeholders 

Activities – Planned 
and Undertaken 

 

Resources 
Needed 

4-1. By fall 2020, develop criteria and process for “priority 
registration” for classes and early consideration for field for 
students accepted to the MSW program who expect barriers 
that make course schedule or field placements especially 
challenging – e.g., health needs, criminal records. (ST1) 
 

Student Affairs, 
Student Services, 
Admissions, Academic 
Affairs, Office of Field 
Education 
 
 

  

4-2. By fall 2020, the Office of Field Education will have a well-
trained coordinator for “priority registration” students with 
barriers to field – e.g., disabilities, criminal records. (ST1) 
 

Office of Field 
Education, HR 

  

4-3. Develop a class schedule that allows for preliminary 
implementation/offering of “cohort” model for Foundation 
practice courses beginning in the fall of 2020. (ST1, ST2, ST4) 
 

Academic Affairs   

4-4. By spring 2020, faculty concentration/specialization chairs 
will coordinate and ensure coverage of student advising specific 
to the concentration/specialization. (ST3) 
 

MPC, Curriculum 
Committees 

  

4-5. Develop a plan to reduce barriers for students with 
dependent children (e.g., child care, mutual aid), which can be 
piloted by the fall of 2020. (ST1, ST5) 
 

MSW Parent Alliance, 
Student Services, with 
Title IV-E and Office of 
Field Education  

  

4-6. By spring 2020, develop plan to and determine implications 
of equalizing tuition costs for full- and part-time students who 
take the same number of credits during their time at the 
UMSSW. (ST1, ST5) 
 

Administration 
(Finance), Student 
Affairs, Academic 
Affairs, with UMB 

  

4-7. By the beginning of the fall 2019 semester, clarify UMB 
policies related to student health insurance and care, identify 
barriers and gaps (e.g., when a student takes a leave from the 
program for health reasons). Communicate current policies to 
students and stakeholders, and advocate for closing gaps and 
removing barriers. (ST1)  

 

Student Services   

4-8. By spring 2020, develop a student council on equity, 
inclusion, and social justice that represents diverse student 
groups and needs (e.g., as represented by SGA groups) through 
a democratic process. (ST1, ST2, ST3, ST5) 

Student Government 
Association, Student 
Services 

  

4-9. Develop and recruit sufficient student interest in a peer-to-
peer mentorship program to begin in spring 2020, and expanded 
in fall 2020. (ST1, ST3, ST5) 

Student Government 
Association, Student 
Services, Admissions 

  

4-10. By fall 2019, develop work-study position(s) for facilitation 
of student engagement in decision-making (e.g., faculty hiring), 

Student Services, HR   
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as well as coordination of peer-to-peer mentoring and other 
student support. 

 

The administrative leadership of the UMSSW will be 
(L1)  Diverse, inclusive, and committed to creating a community in which all members are heard based on their unique 

experiences, valued based on their various contributions, supported and held accountable;  

(L2)  Committed to critical self-reflection, radical openness, cultural humility, growth and healing; 

(L3)  Dedicated to modeling and promoting a culture of humility and healing, in which transgressions are 
acknowledged and addressed 

(L4)  Committed to empowering members of the community through open communication, transparency, and 
inclusive decision-making; 

(L5)  Dedicated to supporting efforts to make the UMSSW a fully inclusive anti-racism and anti-oppression multi-
cultural institution. 
 

Objectives 
 

Responsible Parties 
& Key Stakeholders 

Activities – Planned 
and Undertaken 

 

Resources 
Needed 

In the fall of 2019, when announcing the results of the Task Force 
and climate survey(s), as well as the (re)new(ed) commitment of 
the UMSSW to challenging racism and all forms of oppression, 
acknowledge past harms caused – intentionally and 
unintentionally – by the acts of commission and omission by the 
UMSSW and its leadership. (L1, L2, L3, L5) 
 

Dean’s Office, SWAG, 
DAO 

  

By the end of the fall 2019, the UMSSW leadership will 
acknowledge the goals and objectives that is assuming for the 
next 12 months in relation to the Task Force and climate 
survey(s), and specify the accountability measures to achieve 
them. 
 

Dean’s Office, SWAG,    

Beginning by the spring of 2020 members of administrative 
leadership will participate in training on (1) history and dynamics 
of structural oppression, (2) implicit bias, (3) effective and 
empowering supervision, and (4) confronting oppression within 
organizational policy and practice. (L1, L2, L3, L4, L5) 
 

Dean’s Office, SWAG, 
DAO 

  

Beginning in the fall of 2019, the administrative leadership of the 
UMSSW will hold two meetings annually, which are open to 
faculty, staff and students, to provide greater transparency on 
the School’s budget and the process through which it is 
developed. (L4, L5) 
 

Administration 
(Finance), Dean’s 
Office 

  

Beginning in the fall of 2019, the administrative leadership will 
host two “Dinners with the Deans” each semester. (L1, L2, L3, L4, 
L5) 
 

Dean’s Office   

Beginning in the fall of 2019, each Dean will hold at least one 
open “office hour” each week. (L1, L2, L4, L5) 
 

Dean’s Office   
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A detailed organizational chart, which includes names, pronouns, 
roles and contact information, will be posted on the UMSSW 
website by the fall of 2019. (L4) 
 

Communications, 
Dean’s Office 

  

 

The (explicit) curriculum of the UMSSW will 

(EC1)  Rigorously prepare students to challenge the structures and impacts of oppression, and to advance well-being, 
equity, and social justice across difference in a diverse society;  

(EC2)  Challenge students to develop critical self-reflection, radical openness, cultural humility, growth and healing;  
(EC3)  Highlight the voices and contributions of people and communities that have been marginalized and excluded. 
 

Objectives 
 

Responsible Parties & 
Key Stakeholders 

Activities – Planned 
and Undertaken 

 

Resources 
Needed 

6-1. At least two sections of a new 15-week course on structural 
oppression will be offered in the fall of 2019 and in the spring of 
2020. (EC1, EC2, EC3) (ST2, ST4, ST5) 
 

Academic Affairs, MPC   

6-2. All students entering the program in the fall of 2020 will 
complete an online prerequisite that introduced them to the 
history and dynamics of structural oppression. (EC1, EC3) (ST2, 
ST4, ST5) 
 

Academic Affairs, MPC   

6-3. Beginning in the fall of 2019, the foundation field placement 
will include a required field seminar component facilitated by 
field liaisons, which will bring together ~10 students for at least 
90 minutes each month and have an explicit focus on issues of 
critical self-reflection, diversity, and anti-oppression practice. 
(EC2, EC1) (ST2, ST4, ST5) 
 

Office of Field 
Education, with Field 
Committees, Alumni 
Office, HR, IDEA Team 

  

6-4. By the beginning of the fall 2019 semester, components of 
the Electronic Field Notebook (EFN) – including monthly report 
and process recording templates – will be modified to explicitly 
encourage students to reflect on issues of diversity, structural 
oppression, and social justice. (EC2, EC1) (ST2, ST4, ST5) 
 

Office of Field 
Education, with Field 
Committees and IDEA 
Team 

  

6-5. By spring 2020, assess and enhance content related to the 
causes, manifestations, impacts, and means of overcoming 
structural oppression in foundation courses based on the new 
course on structural oppression. (EC1, EC2, EC3) (ST2, ST4, ST5) 
 

Foundation 
Committee, with MPC 

  

 

IMPLEMENTATION, ASSESSMENT, AND ONGOING REVISION 

As we synthesized the recommended objectives, the Subcommittee identified “Responsible Parties and Key 
Stakeholders” – those who would be best positioned to identify and lead necessary actions. Take, for example, 
the following objective: 
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6-3. Beginning in the fall of 2019, the foundation field placement will include a required field seminar component facilitated 
by field liaisons, which will bring together ~10 students for at least 90 minutes each month and have an explicit focus on 
issues of critical self-reflection, diversity, and anti-oppression practice.  

 

Neither the Subcommittee nor the Task Force had the requisite knowledge to identify the activities, resources, 
and timeline needed to advance this objective. Instead, we believed that the Office of Field Education is best 
positioned to do so.6  

 

After objectives are adopted by the UMSSW, the Subcommittee recommends this as the next step in the 
planning process: identify and empower those with both the expertise and mandate to determine and implement 
activities necessary to achieve the objectives, as well as to assess the resources and timeline needed for 
implementation. Together, they become an Implementation Team. The Subcommittee believes this to be 
critically important. The Task Force reviewed numerous reports and plans as it developed the vision, domains 
of attention and action, and strategic goals/themes articulated above. These reports and plans all seemed to lack 
a mechanism for implementation; they described what to do, but did not articulate how to do it or who would be 
responsible. While most of the work will take place separately – by the responsible parties and key stakeholders 
– the Subcommittee recommends quarterly open meetings of the Implementation Team, which would provide 
an ongoing structure for assessment and furthering of progress.  

 

Because the objectives identified by the Subcommittee were developed to be achievable in the next 12-18 
months, additional objectives will need to be developed in the spring of 2020. Some will follow directly from 
those identified above – e.g., as the new course on structural oppression continues to be scaled. Other successes 
will lead to new opportunities – e.g., as a Staff Council is developed, the staff will be better positioned to 
identify and organize for goals and objectives it identifies for itself. In addition, the Subcommittee recommends 
that Equity Action Group and Diversity and Anti-Oppression (DAO) Committee solicit feedback in various 
forms to reach as wide and representative feedback as possible when developing objectives for the next period – 
i.e., academic year 2020/21.

                                                             
6 This became clear to Subcommittee members when the Office of Field Education’s representative to the Task Force quickly 
identified five specific activities toward this objective. (See Appendix A). 



 24 

Appendix A 

 

Domains of Attention 
and Action within the 
UMSSW 

Objectives Responsible 
Parties & Key 
Stakeholders 

Activities  

(to be developed by 
responsible parties and key 
stakeholders) 

The (explicit) curriculum 
of the UMSSW will 

(EC1) Rigorously 
prepare students 
to challenge the 
structures and 
impacts of 
oppression, and to 
advance well-
being, equity, and 
social justice 
across difference 
in a diverse 
society;  

 

(EC2) Challenge 
students to 
develop critical 
self-reflection, 
radical openness, 
cultural humility, 
growth and 
healing;  

 

(EC3) Highlight the 
voices and 
contributions of 
people and 
communities that 
have been 
marginalized and 
excluded; 

 

6-1. At least two sections of 
a new 15-week course on 
structural oppression will 
be offered in the fall of 
2019 and in the spring of 
2020. (EC1)(EC2)(EC3) 

 

 

6-2. All students entering 
the program in the fall of 
2020 will complete an 
online prerequisite that 
introduced them to the 
history and dynamics of 
structural oppression. (EC1, 
EC3)  

 

 

 

 

6-3. Beginning in the fall of 
2019, the foundation field 
placement will include a 
required field seminar 
component facilitated by 
field liaisons, which will 
bring together ~10 
students for at least 90 
minutes each month and 
have an explicit focus on 

 

6.1. 
Academic 
Affairs, MPC 

 

 

 

 

6.2. 
Academic 
Affairs, MPC 

 

 

 

 

 

 

 

6-3. OFE, 
with Field 
Committees, 
Alumni 
Office, HR, 
IDEA Team 

 

 

 

6-1.1. Identify and assemble 
a cohort of 2-4 faculty 
members who will develop 
and facilitate a new 15-week 
course on structural 
oppression in academic year 
2019-2020. 

 

6-2.1. FO will vote to require 
the online “History of 
Oppression” course as a 
program prerequisite by the 
fall of 2020.  

 

6-2.2. Identify and assemble 
a cohort of faculty/staff to 
revise and update the online 
“History of Oppression” 
course with greater focus on 
the Baltimore region. 

 

6-3.1 Recruit 50 field liaisons 
who are committed to 
facilitated effectively a 
monthly field seminar with 
~10 foundation students. 

 

6-3.2. Develop and facilitate 
an intensive training for field 
seminar liaisons in late-
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issues of critical self-
reflection, diversity, and 
anti-oppression practice. 
(C2)(C1) 

 

 

 

 

 

 

 

 

 

 

 

 

 

6-4. By August 1, 2019, 
components of the 
Electronic Field Notebook 
(EFN) – including monthly 
report and process 
recording templates – will 
be modified to explicitly 
encourage students to 
reflect on issues of 
diversity, structural 
oppression, and social 
justice. (C2)(C1) 

 

6-5. By January 2020, 
assess and enhance 
content related to the 
causes, manifestations, 
impacts, and means of 
overcoming structural 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

6-4. OFE, 
with Field 
Committees 
and IDEA 
Team 

 

 

 

 

 

6.5 
Foundation 
Committee, 
with MPC 

July/early-August to prepare 
them for successful 
facilitation of monthly 
seminar meetings. 

 

6-3.3. Develop field seminar 
curriculum for monthly 
synchronous online field 
seminar meetings. 

 

6-3.4. Designate field 
seminar liaisons as adjunct 
instructors.  

 

6-3.5 Identify and prepare 
platform for synchronous 
online field seminar 
meetings. 

 

6-4.1. Modify process 
recordings, monthly reports, 
and other components of 
the EFN to explicitly 
encourage students to 
reflect on issues of diversity, 
structural oppression, and 
social justice.  
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oppression in foundation 
courses based on the new 
course on structural 
oppression. (C1)(C2)(C3) 

 

 

 

 

 

 

 

  

 


