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AGEP PROMISE Academy Alliance (APAA)
Annual Meeting with USM Provosts and External Advisory Board
November 20, 2019
William H. Thumel Sr. Business Center, Classroom 221
University of Baltimore
AGENDA
8:00 - 8:45

Arrive and breakfast

8:45 - 9:00

Introductions and meeting overview

9:00 - 9:30

Presentation and discussion on APAA-wide activities and progress toward
addressing RSV feedback

9:30 - 9:45

Update from evaluation meeting

9:45 - 10:15

Update and discussion on research projects

10:15 – 10:45

Small group discussions on focused topics:
1. Recruitment and application process
2. Onboarding and professional development
3. Conversion to tenure-track position: role of PI team and role of
APAA Fellow

10:45-11:00

Break

11:00 - 12:00

Meeting with Provosts

12:00 - 1:00

Working lunch with reflections on morning discussions

1:00 - 2:30

External Advisory Board meets separately to discuss preparations
for report

1:00 - 2:30

Feedback from morning small groups on focused topics, discussion on
changes to our plans in response, review of specific objectives, review of
campus-specific action plans

2:30 - 2:45

Break

2:45 - 3:45

Reflections from External Advisory Board and group discussion

3:45 - 4:00

Recap of day and most immediate issues we need to address
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AGEP PROMISE Academy Alliance
Annual Meeting with USM Provosts and External Advisory Board
November 20, 2019
Important Information
Location:
University of Baltimore
William H. Thumel Sr. Business Center
Classroom 221
11 W. Mt. Royal Avenue (# 8 on campus map)
Baltimore, MD 21201
Use access code 6468# to enter the building
Driving directions are available at http://www.ubalt.edu/about-ub/directions/.
A campus map is attached.
Parking:
Fitzgerald Garage at 80 W. Oliver Street (# 16 on campus map). Please pull a ticket when you
enter that garage. We will provide you with a voucher to exit. Upon exiting, you will enter the
ticket you pulled at entry followed by the voucher you will be given. The voucher we give you is
only valid for the Fitzgerald Garage.
Contacts:
Main On-site Contact: Mike Zemarel
• mzemarel@ubalt.edu
• Office: 410-837-5142
• Cell: 410-218-2568
Other Important Contacts:
• UB Office of Technology Service: 410-837-3396
• UB Police: 410-837-4444
AGEP PROMISE Academy Alliance Contacts:
• Wendy Carter-Veale: 252-287-1915
• Janet Rutledge: 301-523-5755
• Erin Golembewski: 717-586-7303
WiFi Information:
• Network: ubalt-guest
• Username: auxsvc4
• Password: Pg381648
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Notes from the AGEP PROMISE Academy Alliance (APAA)
Annual Meeting with USM Provosts and External Advisory Board
November 20, 2019
William H. Thumel Sr. Business Center, Classroom 221
University of Baltimore

Introductions and Meeting Overview
The meeting began with a round of introductions.

Presentation and Discussion on APAA-wide activities and Progress Toward Addressing
RSV Feedback
•
•

•
•
•

•

•
•

Team needs to improve collaboration while recognizing power differential across
universities
Team needs to generate a chart with Alliance’s organizational structure, the division of
labor and a timeline project decision-making and work
o org chart has been created and includes the USM office because they are an
integral partner. On the chart, people in blue are the leadership team members.
Identify a permanent AGEP Alliance project director
o Hired Robin Cresiski
Reduce interim AGEP Alliance project director’s workload on non-AGEP activities to
improve project management and progress –
Team needs to meet on a regular and frequent basis
o The Leadership team should meet bi-monthly – Met weekly by phone, this fall
went to a bi-weekly system. This group has worked together quite well and has
planned a retreat, an activity in August, a few workshops, and found a role for
each one of the partners.
o Subgroups should meet more frequently—No subgroups yet, but will have one on
each campus
o The team of project coordinators should meet at least once a month
The external advisory board should be engaged more frequently, their expert feedback
should be integrated – the external advisory board should touch base on a quarterly basis.
We will continue to have the yearly retreat and yearly meeting and will send written
information.
The research does not appear to be novel—KerryAnn has talked with Mark since the time
of the review and he is now on board with what was submitted.
Explore ways to differentiate studies 1 and 2
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•
•
•

•

•
•

•

•
•
•

Clearly define how candidates will be assessed, particularly in disciplines that may vary
significantly in the requirements for “qualification”?
Provide non-lead research members with more opportunities for professional
development and networking
The personnel who lead the self-study initiatives, and any assessment of the participants
and mentors, should be different from the project director and coordinators, who must
maintain good working relationships with participants.
Revise the logic model to create stronger connections between self-study, measurement
of processes and assessment—revised model is in the packet with the report and
supporting documents.
There should be a rubric with metrics for identifying postdoctoral scholar candidates,
selecting faculty mentors, and evaluating the success of the mentoring relationships.
The creation of common learning outcomes for postdoctoral scholars across research,
teaching, professional skills and career preparation would be valuable to the projects and
for participant self-assessment.
A discussion ensued about the search process and possibility of faculty not having any
say in the process. It was mentioned that if faculty does not feel like they are solidly
behind the selected person, then the person comes in and faculty does not buy-in. It was
explained that as part of the professional development of the post-docs, they spend time
on other campuses gaining experiences by doing a variety of things. If a post-doc is on a
pathway at a one university, another university could not take them away.
Evaluation team must attend mandatory evaluator session.
Plan is that our annual review will be done at retreat and June and November will be the
anchor points.
We are expected to have representation by every team at the Understanding Interventions
conference in March of 2020 in Boston.

Update from Evaluation Meeting
•

•

•

Dr. Carter-Veale attended the AGEP Evaluators Conference, along with two internal
evaluators and PIs. During the conference it was suggested that evaluators have two
meetings going forward. Publications were a big part of the conference. Mark said when
he talked to the hire ups about how people were feeling after the reverse sight visits, he
used this group as a group who actually paid attention. Those reports are being used by
other AGEP organizations. A more robust external advisory report is being requested.
We are expecting to have a better year because our staff is now in place.
Save the Date March 11-13, 2020 AGEP National Research, we must have
representatives from each institution. NEW - Evaluators will have a pre-meeting to the
national meeting.
Mark will fund the facilitators, but we must come up with a way to pay for our retreat.

Update and Discussions on Research Projects
KerryAnn O’Meara College Park- Social Science Researcher
•

A discussion about revamping the research took place with Mark. One of the things he
agreed with was adapting our plan as new circumstances arise. New findings called for a
change because the first two studies have changed very little. We are now looking at
CVs in an ethnographic study.
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•
•

•

•
•

We want to make everyone aware of biases in context and structures that can
disadvantage people and study interventions that can mediate these biases.
One of the first things we are doing is giving people 10 CVs rather than 2 in order to
mirror a real search process. We will have names with social identity, different amounts
of publications, etc. There will be an intersectional approach using both race and gender;
and we will look at ranking vs threshold hiring conditions.
Ethnographic project – will take place in the room where the review process happens. We
are trying to understand how diversity is facilitated and/or averted and understand what is
shaping the decision making. In the end, we hope to have a detailed understanding of
those things that disadvantage applicants. Supplemental funds are offered for participants
as incentives. The funding can be used at the department’s discretion.
A single-page website will be implemented to share information.
Help is needed to recruit mechanical engineering faculty in winter and spring to complete
a 20 -minute survey ($50 incentive). Also need help identifying possible searches in
Biology and Psychology occurring in 2020/2021

Meeting with Provosts
UMBC, Philip Rous
Introduction
UMBC is committed to continue the legacy of AGEP and NSF supported PROMISE program
which is Maryland’s nationally recognized program that includes sub-signature activities such as
SSI, harvest dinner, dissertation house, etc., across the entire system.
Project Goal
The new project was launched in the later part of 2018 and the initial focus was on diversifying
faculty. This focus has not changed, however, following discussions we wanted to make sure
our focus also included a state system model because that is what is unique about this project.
Our goal is to develop, implement, self-study, evaluate and disseminate to a state level AGEP
Alliance model to increase the number of historically underrepresented minority tenure-track
faculty in the biomedical sciences.
Process of Shifting Our Focus
Spring 2019 - Formed leadership team and project partners and external evaluators attended
AGEP national meeting in May
Summer 2019 – Hosted June retreat and invited potential APAA postdoc candidates to attend
information session as part of SSI
State Systems Model
The state system model has 5 parts
1. Onboarding has two pathways (pre-determined conversion pathway APAA and not predetermined conversion pathway). Our approach is centered on the fellows themselves
and providing opportunities for fellows to make a choice on how they might want to
move through the pathway.
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2. Conversion – it is important to identify with clear information about the promotion
pathway. One of the issues you have with these types of programs is the uncertainty (i.e.,
If I succeed is there really a position?). This interferes with the entire process we have in
place. Our postdocs and professors will be converted at UMBC. These are cultural and
practice changes that we will have to make across campuses to make this type of pathway
work.
UMBC has two models of post-doc conversion for faculty diversity:
1) The Provosts Postdoctoral Fellows for Faculty Diversity has been in existence since
2011. This involves an open search; selected candidates are mentored and receive
teaching and research experience for two years. Of the 18 fellows supported, 9 have
converted to tenure track positions at UMBC, 2 decided not to stay, and others have
tenure track at other universities. One thing we did find was that post-doc fellow
open searches were most successful in arts, humanities, and social sciences. There
was more difficulty in the natural sciences and engineering due to culture, placement
of post-docs, and structural differences.
2) The College of Natural and Mathematical Science (CNMS) Pre-professoriate Fellows
are hired on an existing tenure-track line with full search. After two years, these
fellows convert to tenure track. To date, there has been one conversion to tenure
track in biology. There are two current fellows in other CNMS departments.
Look Ahead
•
•
•
•

Committed to 6 APAA fellows during the 5-year project period
Three will join us in the Fall of 2020 (all are predetermined)
Find the lines and pay the professor, supplies, and have money available to remove
uncertainty
Continued leadership for Alliance: Director and Internal and external evaluation

College Park, Mary Ann Ranking & John Bertote
Like UMBC, College Park had a program which already focused on trying to recruit minority
postdocs as part of a suite of programs started four years ago. College Park joined a consortium
of out of University System of California to do this grant. This is College Park’s fourth year in
the program. However, we do not have a guarantee of a conversion to tenure track. Although
we have had that happen, our programs always complete a national search and there are
individual exceptions for special opportunities. What is nice about this is that because we are
working in this whole system, the conversion expands the opportunities available pretty
dramatically. The presidential post docs are for all fields. We have a lot of opportunities in
other areas besides STEM areas.
College Park is taking a post-doc approach. We are part of USC PPFP, a very large program.
All College Park schools participate, and Michigan and Colorado have joined. We have had
more success in humanities than STEM fields. Our participants serve as our recruitment vehicle
for this grant. Our program is a two-year program with two one-year appointments. We have
reappointed everyone uniformly. Our first fellow--who was already on campus—joined
November 1 and is a postdoc in bioengineering. The core partnerships for the program are the
School of Engineering, Computer and Natural Sciences, College of Behavioral and Social
Sciences, Office of Faculty Affairs, and Office of Postdoctoral Affairs.
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Look Ahead
Our commitment is to bring aboard six participants. We have already brought in first and are
anticipating two more. We usually get about 60 to 70 applicants. College Park applied for and
received NSF supplemental grant for Program Coordinator and money for research under
KerryAnn O’Meara.
Towson – Melanie Perreault (David and Cindy)
Towson is no longer categorized as a Public Undergraduate Institution (PUI). Towson offers
workshops for the fellows to help them understand what it means to work in an undergraduate
institution. Towson has not had many post-docs. However, our interest has been a history of
working with post-doc fellows from Hopkins and University of Maryland to come and be
adjuncts. Cyndy Ghent has been running a program for post-docs where they come to campus
for two semesters and learn about being hired as an adjunct. When we got the call to join the
collaboration, we saw it as an opportunity to help APAA fellows experience what it is like to be
a faculty member at a PUI. Positive feedback from site visit confirmed that what we are
contributing is powerful. Towson is also waiting hear back from NSF about supplement grant.
Look Ahead
Workshops spring and fall all about research at a PUI.
Salisbury University – Karen Olmstead
Salisbury is using biomedical in its most broad sense and has brought on first teaching APAA
fellow and initiated mentoring. A faculty learning community has been launched which is
dedicated to best practices in undergraduate research mentoring at a PUI. Led by the Office of
Undergraduate Research and Creative Activities, our focus is skillsets for postdocs. We have
over 20 faculty from across the university participating, including APAA fellow are engaged.
Look Ahead
•
•
•
•
•

Applied for NSF supplement for project coordinator
Still working on Solidifying conversion process
Conduct a workshop for USM postdocs and early career faculty on mentoring
undergraduate researchers
Review institutional hiring/retention practices
Work with Towson University to develop plan to build USM repository of APAA fellows

University of Maryland, Baltimore – Bruce Jarrell (Erin & Jenn)
The School of Medicine and the School of Pharmacy along with the Graduate School Post
Baccalaureate program (STARS program) has been involved since 2002. First year was spent
developing partnerships with the School of Medicine and Pharmacy. We are continuing to work
closely with postdocs and grad students. The Writing Center has taken on a role as well. We are
in the process of identifying potential APAA fellows and developing a model or models in both
of our schools. We were able to bring on a new person who will be the PROMISE coordinator.
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In the upcoming year we will bring on our first APAA fellows from the School of Medicine.
Possible alignment with T32 in Vaccinology. We are working with Robin in establishing active
recruitment and looking for best practices. The Writing Center is working on workshops that
focus on scholarly writing both in-person and online courses to develop their work. We are
thinking about ways to expand to a larger cohort.
This summer we had post-doc preview day to meet with people who could potentially become
APAA post-doc fellows.

Recruitment
Robin Cresiski
It is important that as we are striving for a system model that we develop some continuous and
consistent methods for the way we are doing things. One of the things that leadership is tasked
with is making sure we are hitting our year-to-year goals and capturing the goals that are
successful. As we are figuring out models and how they are working, we need to see if we can
help other institutions replicate it.
Question: How do we highlight the work of fellows across the system of Maryland?
Comment – The University of Maryland System is very attractive, so a more unified recruitment
process may be useful. If we can align that system and allow people to get to know what some
of the options, they can pursue early on.
Comment – I do not recall seeing anything about recruiting within the system. It would be a great
place to draw from at the very beginning. During SSI, as we are putting together our pool of
candidates, there is recruiting from within and from across the country. Also, looking at our
undergraduates who have gone elsewhere and inviting them back. In the very start up phases,
the first real advertising is happening through the program. At college park, we are just getting
started, so cannot really say what we have done.
Comment – Provosts need to be sensitive to department’s interest and allowing them to have
ownership, you don’t want them to have a feeling that someone is being hoisted on them. Let the
department use their pool too!
We are trying to help departments have a more diverse pool (Janet).
Workshops are open to all, across the entire system, the idea of creating a robust professional
development and mentoring network is open across the system.

Small Group Discussions
Recruitment and Application Process (Wendy, John and Damani)
•
•

Uniformity - We have a unified initiative, but with five different approaches, so
uniformity is a challenge
Recruitment & Marketing – We need a branding type of effort that we can all use on our
campuses while at the same time allow for some individualization for each of our efforts.
Recruitment efforts strategies should be ongoing. A more targeted strategy is looking at
societies in our state. For example, we are surround by four HBCUs, there are science
agencies in our areas, and databases of postdocs of underrepresented minorities in fields
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•

•

that are on target for this program. We should investigate these areas for targeted
recruiting. We should be proactive and go after these people.
Common Application Process – We all have such different approaches; the big question
is how to create a common application. What might work is an interest/pre-application
(example: you seem to be interested in this…here is what Towson can do). What we are
missing is an actual web presence, one that is more like what Vanderbilt has which
includes information about how you apply, information about the overarching project,
what it is and links out to the individual schools. It was suggested that there could be a
common piece that is asked on every single application that could tie us together.
Information Sharing and Referral System - We need to come up with a way to refer
mismatched people to the right organization. We do not have a way to share information.
Instead of placing onus on the student for placement. A suggestion was made to create a
repository of interested mentors (create a bar or training mentorship and diversity
training) and someone to manage that repository.

Onboarding and Professional Development (Yarazeth, Quizy, guy)
•

•

•

A discussion took place about dividing the plan and how year one and year two will look.
• Year one is when we will do campus visits (investigation year/where you want to
land). Each fellow will visit for a whole day at each of the five campuses. The
program coordinator will work with fellows to put together an itinerary that will
include meetings with deans, faculty mentors, and other interested parties.
• Year two would be a guest speaker kind of visit to the campuses to give
opportunity to gain teaching experience because fellows will already have one
year of professional development experience. It was suggested that the order be
reversed and that the first year be for presentations during the first and second
semesters and the visit could possibly include a seminar. It was also mentioned
that if a fellow has some inclination towards being at a specific university, make
note of this and visit that campus last so that the fellow can do their presentation
there.
Professional Development – it was noted that one of the things missing in professional
development is community building. This should be built into professional development.
Each fellow should have a mentor at each of the five campuses (a point of contact who
will be a part of the visit). Professional Development Plan includes attending SSI in
August with sessions just for post-docs to attend; September – attend post-docs research
symposium; October, December, February, April and June – one workshop per institution
that will be offered for in person attendance or WebEx. November, January, March, May
and July meetings with post-docs, fellow’s community meeting, and virtual meeting
without us. It was suggested that maybe in January do in-person meeting and the others
can be virtual.
Last, each institution hosts a workshop and another institution act as co-host of
something. Think about workshops. We think we can manage some campus visits for
two current fellows this spring.

Conversion to tenure-track position: role of PI team and role of APAA Fellow
•

One of the things this group talked about was how to prepare folks for the transition with
some sort of performance evaluations for all our fellows that align with individual
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•

development plans. It is also important that mentors be trained in a wholistic way.
Perhaps inviting mentors to UM for training, another at Salisbury and, perhaps one at
UMB targeting folks who will probably be mentors to our APAA. We need to break
down traditional concepts of who is best. If we do not address this area, we are
concerned that faculty who are making the decision will be working from old models. We
are going to have to really dig into this and do some broader education of the faculty
themselves.
Workshops - What are the core skillsets we need our postdocs to have? We should have
a core list of skillsets that fellows will need to demonstrate, and we should provide the
workshops to help them achieve that series of skillsets. A lot of the process up to the
conversion process can be a top down process. This is highly faculty driven so we need
to work on that. We need to shift the culture of the department by fostering buy-in. We
should at least have a set of best practices. We do not want fellows to go through
conversion process and not be successful in a tenure track position. In summary, we need
good support, good mentoring, and clear and shared expectations up to the dean’s level.
It was suggested that we find some way of incentivizing the process for departments.

Reflections from External Advisory Board
The External Advisory Board offered the following in response to questions.
1-3.

The first three questions were pooled together. It was commented whether the
recruitment pool is sufficient to get the kinds of applicants you seek and are there enough
applicants to meet the general strategic plan? What will the impact be in managing the
shift in strategic outcomes? Specifically, how are successes or failures being defined?
How is failure defined by the NSF? We should be clear on how the program will be
evaluated. Things that might be missing in the overall model include: faculty culture
change, is it engaging in changing culture, is it system wide and have faculty accepted
buy-in? Understanding two paths can be confusing, from a post-doc’s perspective, do
they really no what this means? The organizational chart shows that post-docs can end
up being somewhere else, how is that articulated? How do post-docs end up at another
campus? You guarantee them a slot but what does that really mean? We should
articulate the mechanism of how these two paths work. The other thing with this model
is that we are really talking about a small number. Are you going to make a dent in that
faculty system-wide? What is the model that is going to make a lasting impact? There is
a need in the model to understand this.

4-8.

There is a need for a component to address how faculty will be trained and how search
committees will be trained before the search so there is buy-in with a more centralized
approach to this agreed upon standard of what constitutes a good candidate. Each
campus having its own standards might be difficult. Understanding success and hiring
practices, who are you comparing this too? Who is this group of 16 going to be
compared to? Research projects (internal and external) are not clear whether faculty
education component and the cultural component is being evaluated. Is there an
assessment to show that this change is being made? Is there a tool for this? There have
been success and failures in multiple models. Dissemination needs to be defined more
broadly because there are different audiences for what you are doing. There should still
be a narrative story about how this alliance came to be with an eye towards adaptation
and replication by any respective state system. One of the thoughts we had is that it
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maybe the vehicle of obtaining knowledge and understanding practices that can be
returned to the program and institution in respects to demonstration. Let NSF know we
have an important voice as the ultimate consumers of this type of service. There is a way
to connect it back. There may be some value in just focusing on the predetermined
faculty and have some ground rules. The experience of the postdoc themselves is
evaluated at the entrance and exit interviews.
**Some work waited because of Wendy’s dual role as interim director and internal
evaluator – didn’t want to confuse people/ seeing her as director and not internal
evaluator. The preview day we showed the model. Monitoring where the fellow’s heads
are during the process, you need to pull whatever you can out of them experientially. This
underscores the need for some comparison group who are not getting this. What happens
when the postdoc in the pre-determined program decides that they like the other
programs/institutions, but there is no spot there?
Feedback/Questions in Other Areas
•

•

•

Quarterly Board Meetings – the board will meet via phone quarterly. In addition, the
board can meet with leadership and evaluators either before those calls or during those
calls.
Internal and External Evaluators (page 4 in the appendix, logic model) - You have
different roles of what you need to do. It is not clear how this is coordinated. The semiweekly structure of regular time clearly delineates who is doing what, however, make
sure it is written so that it is obvious to others.
There is verbal buy-in from provosts, will there actually be an agreement? Does it start at
top and work its way down? There must be acceptance within the department so that
faculty do not feel imposed upon.
Janet – someone from the system office realized that there needs to be something in
place.

•

•

If the success of the alliance is going to be the way NSF determines, you have to have the
other kinds of measures which taken together represent culture change (i.e., Yes, it is
benefiting this number of fellows). Capture human infrastructure. Are there validated
tools to measure faculty attitude on hiring practices? Measuring attitude change would be
good. System-wide tools.
For the quarterly conversation have a different focus, may be something you want us to
react to.
Janet - thinking about information volume – for you to really get the feel we were not
sure what to give you going forward. As we were preparing for this meeting, we were
thinking about whether we should give you questions. In the future what would you like?
The format of questions helped us focus our conversation.

•

Present this alliance to another state system to show what you have done to catalyze
change. The goal is to get adapted beyond the Maryland system. How could APLU play
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a role? Proactive conversations are helpful and if we are off track, this would be the right
time for us to get back on track.
We are hoping that this shapes some of our continuing activities with the idea that we
want to become a state model and what we need to do to achieve that. We already have a
minimum level of activities that we already offer for these types of homing exercises. We
need something that makes sense across the institutions because without it there is
nothing impressive to share with another system. This conversation will continue as part
of the briefing calls.

Recap of Day and Most Immediate Issues We Need to Address
Shaping year Two
•
•

Tenure and Promotion criteria is something that we know that as we get to the point of
conversion, we will have to start talking to faculty about this.
Boiler plate description that is system-wide, so candidates know what they are getting
themselves into. Our system office is interested in getting involved with that, too.

Next Steps
•

Leadership team calls weekly
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APAA Annual Meeting with Provosts
and the External Advisory Board
Notes from EAB Debrief
November 20th, 2019

Recruitment:
o Will our current recruitment pool be sufficient? May want to leverage your own pools of
graduate students plus Ford Foundation honorable mentions, UMCP’s PPFP pool, etc.
o Can we/should we agree on standards that will allow candidates to eventually move
between campuses? Are there control groups? Do we need a centralized approach?
o Activities table – should we add something on hiring committees/training prior to a
search?
Conversion:
o What is the process for predetermined APAA to go to a non-host institution? What does
the path of a non-predetermined APAA look like? This should be clarified.
Evaluation & DISED-R
o Need to know what is “success” and what is failure from standpoint of our project and
NSF (and discuss this with Mark Leddy)
o Missing from the model: will there be change in faculty culture and buy in? System-wide
this is a small # of participants so culture change/sustainability are important. Can we
measure attitude changes around diversity? Policy changes? Practice changes? Is this
for us to do or the research team?
o Dissemination: must view dissemination as on-campus communications (including with
administrators) and to the system, not just external conferences and publications.
o Will there be entrance and exit interviews? (Yes, but they wanted to make sure)
o Make sure there is coordination between internal and external evaluators.
o Research projects seem disconnected from grant activities. Will hiring practices change
how we value diversity? Can what is learned by research project can be fed back to
educate faculty and hiring committees? This would be a nice loop back/connection.
o What can we learn about what the fellows are experiencing and how to we compare that
to others who are not part of APAA? Can we assess their sense of community which is
critical to their retention?
Future:
o Ways to engage EAB: have them meet by phone/video, perhaps quarterly
communications that are more focused? Could be with different subgroups within our
project if necessary.
o Add some focus to the departments- what is happening with faculty and administrators
(and infrastructure for faculty hiring) in departments hiring fellows.
o Can we, perhaps in Year 3, start to work with other systems – possibly through APLU?
SUNY, Wisconsin, North Carolina all possible.
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APAA Annual Meeting with Provosts and External Advisory Board- Notes
from Small Groups
November 20th, 2019

Recruitment & Application Process
o USM recruitment and marketing support
o Should we have common language about the non-predetermined pathway that
can be added to all postdoc job ads?
o Multiple strategies for recruitment at the same time poses some challenges. Should we:
o Keep a job ad open/constantly recruiting?
o Targeted approaches (HBCU’s, disciplinary minority conferences, science
agencies)
o Proactive approaches? PAI database?
o Common application? Pre-application? Interest form? Common part of an application?
Referral program?
o Web presence about the actual fellowship: what is it, what are the opportunities,
descriptions of different campuses with links
o Overburdening of applicant by having them find their mentor? Is there a way to make
this easier? Repository of mentors interested in/committed to APAAs (perhaps have to
complete required mentorship/diversity training)
Onboarding & Professional Development
o Differentiate programming throughout the postdoc experience
o Early: campus visits to 4 other campuses
o Later: guest speaker/teaching opportunity @ institution of interest
o Or have combination visit/presentation at difference campuses
o Have a mentor/point of contact at all 5 campuses
o Proposed calendar:
August
SSI with a special session for APAA fellows
September
Postdoc Research Symposium at UMCP, special session for
APAA fellows
October
Workshop
November
Fellows Mtg (virtual)
December
Workshop
January
Fellows Mtg (in person)
February
Workshop
March
Fellows Mtg (virtual)
April
Workshop
May
Fellows Mtg (virtual)
June
Workshop
July
Fellows Mtg
o Each workshop co-hosted by two institutions so that they are continuously getting
contact with regular people from the partner campuses

Conversion
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o
o
o
o
o
o
o

Formal performance evaluations? Standardized? At least should we supply best
practices? Align with individual development plan.
Mentor training (by Blessing, by Jen? Model after one offered at UMB or Salisbury)
Educate departments, unpack “who is best” and “who fits”
Get faculty department input on workshops and transparent measures of
success/skill set building
Have shared, clear expectations about conversion and success up to Dean level
P&T criteria?
System office support
o Financial support to help bridge funds when an APAA Fellow would like to
join a campus that doesn’t have an immediate line
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APAA Annual Meeting with Provosts, USM and the External
Advisory Board
November 20th 2019
Attendees
Name

School

Institutional Role

Role on Project

Karen Olmstead

SU

Provost & Senior Vice President for
Academic Affairs

PI

Michael Scott

SU

Dean of the Henson School of Science &
Technology; Professor of Geography &
Geosciences

Co-PI

Richard Wilkens

SU

Assoc Provost

Senior Personnel

Melanie Perreault

TU

Provost, & Executive Vice President of
Academic Affairs

PI

David Vanko

TU

Dean, Fisher College of Science &
Mathematics

Co-PI

Director of the STEM Education Center,
Fisher College, Assoc. Prof., Dept. of
Biological Sciences

Co-PI

Cynthia Ghent

TU

Bruce Jarrell

UMB

Executive Vice President & Provost, &
Professor – Surgery

PI

Erin Golembewski

UMB

Senior Associate Dean of the Graduate
School

Co-PI

Jenn Aumiller

UMB

Director Career Development, School of
Medicine

Collaborator
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Philip Rous

UMBC

Provost & Senior Vice President for
Academic Affairs

PI

Wendy Carter-Veale

UMBC

Dissertation Coach & Social Science
Research Coordinator

Co-PI, Interim
Project Director,
Internal Evaluator

Bill LaCourse

UMBC

Dean, College of Natural & Mathematical
Sciences; Professor of Chemistry

Co-PI

Janet Rutledge

UMBC

Vice Provost for Graduate Education &
Dean of the Graduate School;

Co-PI

Pat McDermott

UMBC

Yarazeth Medina

UMBC

Vice Provost for Faculty Affairs,
Professor – American Studies
Program Coordinator

Coordinator

Robin Cresiski

UMBC

Assistant Vice Provost

Director

Shirl Curtis

UMBC

Notetaker

Mary Ann Rankin

UMCP

John Bertot

UMCP

Blessing Enekwe

UMCP

KerryAnn O'Meara

UMCP

Admin
Senior Vice President & Provost, &
Professor – Biology
Associate Provost for Faculty Affairs, &
Professor in the iSchool
Program Director, Office of Postdoctoral
Affairs at The Graduate School
Associate Dean for Faculty Affairs &
Prof. College of Education

Damani White-Lewis

UMCP

Joann Boughman

USM Office

Zakiya Lee

USM Office

Jennifer Flynn

Westat

Hank Frierson

U. of FL

Mark Lawson

UCSD

Quincy Brown

AnitaB.org

Jennifer Linderman

U. of
Michigan

Daryl Chubin

Understanding
Interventions

Postdoc
Senior Vice Chancellor for Academic &
Student Affairs
Assistant Vice Chancellor for Academic
& Student Affairs
Program Manager
Associate Vice President & Dean of the
Graduate School, Professor Educational Psychology
Professor In Residence of Reproductive
Medicine, Director of UC President's
Postdoctoral Fellowship Program, &
Faculty Director of Postdoctoral Training
& Education
Senior Director for Innovation Research
Professor, Chemical Engineering;
Director - ADVANCE; Director - U. of
Michigan President’s Postdoctoral
Fellowship Program
Co-Chair & Co-Founder

Co-PI

PI
Co-PI
Collaborator
Research lead
Research team
member
Convenor of
Provosts
USM Postdoc &
Faculty Policies
External
Evaluator
Advisory Board

Advisory Board
Advisory Board
Advisory Board
Advisory Board
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November 20, 2019

AGEP PROMISE Academy Alliance Annual Meeting

Project Objectives Original (2018) and Revised (2019)
Original October 1, 2018 Project Objectives sent to Dr. Stassun for feedback:
1. Identify and recruit 16 APAA postdoctoral fellows to 4 USM schools between
2018 and 2020.
2. On-board 16 postdoc APAA Fellows at Salisbury (2 Fellows), UMBC (6 Fellows),
UMB (2 Fellows), and UMCP (6 Fellows) between 2019 and 2021.
3. Conduct professional development workshops for the APAA Fellows and other
postdocs within the USM on Towson’s campus and develop professional
development workshops for postdocs and assistant professors on the other 4
partner campuses.
4. Share recruitment and retention practices with the remaining 7 USM campuses
for the purpose of expanding the postdoc-TT conversion model to their
campuses.
5. Develop an inclusive community among the USM’s current postdocs and earlycareer faculty on all 12 campuses by inviting them to engage in professional
development activities that are developed on the 5 partner campuses.
6. Establish regular meetings with chairs of departments that house the APAA
Fellows, and work with the USM to develop system-wide communications among
current TT faculty and leadership around faculty diversity, to discuss assessment
of the APAA model with tracking of the 16 fellows, and recommendations for
optimization based on campus differences that will enhance success for the
APAA fellows, and inform the other campuses in USM.
Response from Dr. Stassun:
From: Keivan Stassun <keivan.stassun@vanderbilt.edu>
Date: Sun, Nov 17, 2019 at 8:40 PM
To: Wendy Carter-Veale, PhD <drcarter@umbc.edu>
Hi Wendy,
Here is some feedback:
1) Regarding the 6 objectives, objective #2 seems to me perhaps overly prescriptive in
terms of the exact distribution of fellows across the partner campuses. I think it's
reasonable and appropriate to have an overall number of fellows specified as a goal,
but the exact distribution across campuses might not be feasible in practice and could
limit the agility of the consortium. In addition, objective #6 seems to me to be a bit
unwieldy in terms of actual execution. I would suggest to either remove it or, better,
reformulate it so that the outcomes are more precisely articulated and measurable.
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2) The responses to the Reverse Site Visit seem reasonable to me overall. I think the
bottom line is that there needs to be clear evidence that the various campuses and
stakeholders understand clearly what it is that the Alliance is trying to achieve, in clear
and concrete terms. If each of the campus leaders were independently asked, what is
the main thing that this AGEP is trying to accomplish, would they all give the same
answer?
3) The Culpepper (2019) report on Postdoc-Faculty conversion models is an excellent
resource. In fact, with your permission, I would love to share it with my team at
Vanderbilt and Fisk. I think it is appropriate to highlight this as a significant product.
4) In terms of a common application process, I might not be understanding the main
issues, but I will say that I don't think this is a major concern. For example, at Vanderbilt
and Fisk, we have not attempted to synchronize our application process with the
University of California one, and yet through communication and coordination with them,
we have effectively been able to share information about applicants, and in some cases
even create joint appointments between University of California and Vanderbilt.
I hope that helps!
Keivan
November 20, 2019 Revised Objectives
1. Identify and recruit 16 APAA postdoctoral fellows to the 4 USM partner schools
that have postdoctoral scholars (Salisbury, UMBC, UMB, and UMCP) between
2018 and 2022.
2. On-board the 16 APAA postdoctoral fellows between 2019 and 2023.
3. Create pathways for conversion of postdoctoral fellows to tenure track positions
within or between USM partner institutions.
4. Develop and execute professional development opportunities for APAA
postdoctoral fellows as well as USM's current postdocs and early-career faculty,
leveraging the strength and expertise of each of the 5 partner campuses
(Salisbury, UMBC, UMB, UMCP and Towson).
5. Establish regular meetings with chairs of departments that house the APAA
postdoctoral fellows to develop and execute activities to promote understanding
of the APAA model, adopting of hiring practices to achieve faculty diversity and
instituting policies to support success of URM junior faculty.
6. Share recruitment and retention practices with the remaining 7 USM campuses
for the purpose of expanding the postdoc-tenure track conversion model to their
campuses.
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Questions for External Advisory Board
The goal of the project is to develop, implement, self-study, evaluate and disseminate (DISED) a
state-level AGEP Alliance model to increase the number of historically underrepresented
minority (URM) tenure-track (TT) faculty in the biomedical sciences.
1. Much of the first year of the project has been devoted to the initial “development”
phase of DISED and we are in the early stages of implementation. Are there aspects of
model development that we are missing that should be incorporated during year 2?
2. Please provide feedback on the model and its potential for increasing the number of
historically underrepresented tenure-track faculty within our university system.
3. Do we have the appropriate administrative structure for this project to be successful?
4. The APAA Activities Table provides the framework for the implementation of the model.
Are there things that are missing that we should consider including? Are there activities
that we should consider eliminating?
5. Because our internal evaluator has been serving as project director our internal
evaluation to date has mostly involved evaluation of system-wide activities. During year
2 will be examining the model to understand what is working well and what needs to be
improved. Based on what you have observed, are there particular areas that you
recommend that we focus on?
6. Our external evaluation plan has been completely reworked to better reflect the focus
of the project. Are there components of the evaluation that should be adjusted to
provide more useful feedback on our performance?
7. Given the early stages of our project, are there conferences or journals that we should
focus on in the coming year?
8. The research projects were completely revamped this year and the research team is
now in place. Please share any suggestions you have for ensuring success of the
research projects.
Please provide feedback on any other area that we should be considering to help our project be
as successful as possible.
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SESSION OUTLINE for March 2020 AGEP National Conference Dyad Presentation
with MD AGEP and Berkeley Alliance
Note: We will use the Critical Pedagogy Framework for the 2 session series.
Goals of overall workshop series:
Participants will use the Critical Pedagogy Framework to engage in defining and
articulating issues surrounding institutional change as regards to diversifying
participation in STEM academic pathways.
Goal of session one: Participants will hear and discuss issues regarding URM access to
STEM careers – doctoral -> post-doc -> faculty pathways
Goal of session two: Participants will engage with the presented tools for change and
collaborate on workable solutions.
Session One Outline:
• Pre-Problem

Reflection: We'd like to post our overall and session goals and ask
everyone to reflect on their own goals for the session(s) in that context
• Problem Posing: We will propose the problem of getting URM scholars in the
postdoctoral pipeline (Berkeley) and then into tenure track positions (USM).
• Dialogue: We will discuss the issues and barriers that exist as a large group (or
possibly in small groups - if we do smaller groups, we can ask people to
congregate based on whether they want to discuss the postdoctoral pipeline or
the transition into faculty piece).
• Reflection: We will ask everyone to reflect on what their own campus/system is
doing to acknowledge and overcome the issues and barriers we laid out, and
what they need to work on. Time permitting, we'll ask for some share outs and
we'll also plug the second session of the dyad which is focused on tool(s) and
ideas to overcome these barriers.
Session Two Outline:
• Praxis: Presentation of the tool(s) for change, Berkeley group will present a bit
about postdoctoral pipeline efforts and USM group will present a bit about
developing a system-wide model (incomplete, but underway)
• Reflection: Short session where audience can pose
questions/comments/discussion points for the whole group.
• Action: Participants will work in small groups to discuss how alliances for
postdoctoral diversity and system-wide tenure-track conversions may take
place for the presenting programs or at their institutions. Time will reserved in
the last 20-30 minutes for share outs/discussion.
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Robin Cresiski <rcresisk@umbc.edu>

Reminder - April 24, 2020: USM APT Policy Workgroup
Zakiya Lee <zlee@usmd.edu>
Wed, Apr 22, 2020 at 11:59 AM
To: "Tatum, Aerian" <atatum@coppin.edu>, Marc William Pound <mpound@umd.edu>, Sabrina Fu <Sabrina.Fu@umuc.edu>,
Jay Zimmerman <jzimmerman@towson.edu>, Elizabeth Clifford <eclifford@towson.edu>, Kate Tracy <ktracy@umbc.edu>,
"Sarah J. Shin" <shin@umbc.edu>, Richard Wilkens <rtwilkens@salisbury.edu>, Latasha Wade <lwade@umes.edu>, Robin
Cresiski <rcresisk@umbc.edu>, John Bertot <jbertot@umd.edu>, Elena Langrill <elangrill@oag.state.md.us>
Cc: Antoinette Coleman <acoleman@usmd.edu>, Joann Boughman <jboughman@usmd.edu>, MJ Bishop
<mjbishop@usmd.edu>, Zakiya Lee <zlee@usmd.edu>

Hi Everyone,

We hope you are well and hanging in there during this most difﬁcult time. As you would imagine, our APT
Policy Workgroup cannot convene in person on Friday, but we would still like to meet to get our work going.
In advance of the meeting on Friday, April 24th from 1pm-3pm, please see the notes below and attached
ﬁles:

1. The following materials are attached:
a. Meeting Agenda
b. Current USM APT Policy
c. Outline of Current USM APT Policy
d. UNC APT Policy
2. Please join us via Zoom at:
Video: https://zoom.us/j/97069249979?pwd=bXRFQThOR0J0ZHpFNkdMcVZLMTlzZz09
Meeting ID: 970 6924 9979; Password: 418988
Call In: 646-876-9923; 97069249979#
One Tap Mobile: +16468769923,,97069249979# US (New York)
3. In our attempt to Zoom efﬁciently, please stay on mute unless you are speaking. When you have a contribution to
the discussion, please put your name in the chat box or use the raised hand feature. If you are unable to access
the chat box or be seen, please interject when it seems like the ﬂoor is free or when we acknowledge time for those
not on video (which we will try to do regularly).
4. Workgroup members include:
CUSF Reps
Elizabeth Clifford (Towson)
Sabrina Fu (UMGC)
Marc Pound (UMCP)
Aerian Tatum (Coppin State)
Jay Zimmerman (Towson)

Institutional Academic Affairs Reps
John Bertot (UMCP)
Robin Cresiski (UMBC; AGAPE/PROMISE)
Sara Shin (UMBC)
Kate Tracy (ACE Fellow; UMBC)
Latasha Wade (UMES)
Rich Wilkens (SU)

USM/OAG Reps
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MJ Bishop
Joann Boughman
Antoinette Coleman
Elana Langrill
Zakiya Lee

Let me know if you have any questions.
We look forward to talking to you Friday.

Take care,

Zakiya

From: Zakiya Lee <zlee@usmd.edu>
Date: Thursday, February 20, 2020 at 1:14 PM
To: "Tatum, Aerian" <atatum@coppin.edu>, Marc William Pound <mpound@umd.edu>, Sabrina Fu
<Sabrina.Fu@umuc.edu>, Jay Zimmerman <jzimmerman@towson.edu>, Elizabeth Clifford <eclifford@towson.edu>, Kate
Tracy <ktracy@umbc.edu>, "Sarah J. Shin" <shin@umbc.edu>, Richard Wilkens <rtwilkens@salisbury.edu>, Latasha
Wade <lwade@umes.edu>, Robin Cresiski <rcresisk@umbc.edu>, John Bertot <jbertot@umd.edu>
Cc: Antoinette Coleman <acoleman@usmd.edu>, Joann Boughman <jboughman@usmd.edu>
Subject: Date Set - April 24, 2020: USM Appointment, Rank, and Tenure Policy Workgroup

Good Afternoon Everyone,

Thanks to your responses, we’ve found a date that works for most of the team.

The Appointment, Rank, and Tenure Policy Workgroup will meet in the Chancellor’s Conference Room of the USM Ofﬁce
(3300 Metzerott Road, Adelphi) on Friday, April 24th from 1:00-3:00.

We hope to see you in person, but if you need to call in, please let me know. If you can’t attend or call into the meeting,
we will send a follow up email after the meeting to help ensure that everyone stays informed.

Please let me know if you have any questions.

Otherwise, we look forward to seeing you on Friday, April 24th.

Thank you!
Zakiya
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~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~

Zakiya S. Lee, Ph.D.
Assistant Vice Chancellor for Academic and Student Affairs
University System of Maryland
3300 Metzerott Road, Adelphi, MD 20783
Office: 301-445-1991 | Fax: 301-445-1914
zlee@usmd.edu

4 attachments
APT Policy Workgroup Agenda for Distribution - 4.24.20.pdf
113K
II-1.00 - USM Policy on Appointment, Rank, and Tenure of Faculty - 2016.pdf
429K
APT Policy Outline - 2016 Version of USM Policy.docx
18K
UNC APT Policy.pdf
122K
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Robin Cresiski <rcresisk@umbc.edu>

Agenda for MD AGEP PROMISE Academy Alliance webex 4-27-20
12 messages

Robin Cresiski <rcresisk@umbc.edu>
Mon, Apr 20, 2020 at 9:11 PM
To: Daryl Chubin <daryl.chubin@comcast.net>, Hank Frierson <hfrierson@ufl.edu>, Jennifer Linderman
<linderma@umich.edu>, Keivan Stassun <keivan.stassun@vanderbilt.edu>, Mark Lawson <mlawson@ucsd.edu>, Quincy
Brown <quincykbrown@gmail.com>
Cc: Blessing Enekwe <blessing@umd.edu>, Erin Golembewski <egole001@umaryland.edu>, "Ghent, Cynthia"
<CGhent@towson.edu>, Janet Rutledge <jrutledge@umbc.edu>, John Bertot <jbertot@umd.edu>, Michael Scott
<msscott@salisbury.edu>, Wendy Carter-Veale <drcarter@umbc.edu>
Drs. Chubin, Frierson, Stassun, Linderman, Lawson and Brown,
Thank you so much for being our external advisory board and finding a time when we can have our quarterly check in via
WebEx: April 27th from 12-1pm EST. The focus on this meeting will be getting your feedback on our drafted Common
Learning Outcomes for APAA Fellows, since this is the last must-do item we have yet to complete after the NSF Reverse
Site Visit last spring. In addition, we have drafted Expectations for APAA Fellows and their Mentors that we would like
to discuss with you. These outcomes and expectations (all on the attached file) are of critical importance as they will drive
our professional development planning and our upcoming onboarding procedures.
Here is our tentative agenda for next week's call:
12-12:05
12:05-12:25
12:25-12:35
12:35-12:45
12:45-1pm

Re-Introductions & Welcome
APAA Common Learning Outcomes
Expectations for APAA Fellows
Expectations for Mentors
Updates since 11/20/19 feedback

Time permitting, we would love your input on the focus of our summer retreat (currently slated for June 25, though may
need to be postponed) and additional ideas for dissemination.
The Webex Information is in the calendar invitation, but I'm copying it here in case you need it:
umbc.webex.com/umbc/j.php?MTID=m...
ID: 476605455
password: jJTgq5Pf
Thank you again. We are so looking forward to getting your input and feel fortunate to have you guiding our project.
Best,
Robin Cresiski and the Maryland AGEP PROMISE Academy Alliance Leadership Team
-Robin H. Cresiski, Ph.D.
Assistant Vice Provost for Graduate Student Development and Postdoctoral Affairs
University of Maryland, Baltimore County
Director, AGEP PROMISE Academy Alliance

APAA CLOS and Expectations_20200420.docx
27K
Janet Rutledge <jrutledge@umbc.edu>
To: Robin Cresiski <rcresisk@umbc.edu>

Mon, Apr 20, 2020 at 9:19 PM

Robin,
In UMBC's campus announcement last week they said that all in-person meetings and events for the month of June have
been cancelled. We generally move in lock step with UMB so that means our June 25 meeting will either need to be
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Notes from the April 27, 2020 APAA Leadership Team Call with EAB
EAB Attendees:
Daryl Chubin, Understanding Interventions
Mark Lawson, Director, UC President’s Postdoctoral Fellowship Program
Jennifer Linderman, University of Michigan, Director of ADVANCE
Quincy Brown, AnitaB.org
APAA Leadership Team Attendees:
Robin Cresiski, UMBC
Janet Rutledge, UMBC
John Bertot, UMCP
Blessing Enekwe, UMCP
Erin Golembuski, UMB
Wendy Carter-Veale (Internal Evaluator), UMBC
Jennifer Flynn (External Evaluator), Westat
Cindy Ghent, Towson University
Mike Scott, Salisbury University
Proposed Agenda:
12-12:05
12:05-12:25
12:25-12:35
12:35-12:45
12:45-1pm

Re-Introductions & Welcome
APAA Common Learning Outcomes
Expectations for APAA Fellows
Expectations for Mentors
Updates since 11/20/19 feedback

Discussion on Common Learning Outcomes (CLOs)
General feedback: Structure and categories were supported by the EAB. It was
suggested that this is important work that can be disseminated - other programs (like
the San Diego postdoc program) are trying to come up with something similar using
the NPA core competency framework. More than one EAB member recommended we
visually demonstrate APAA program activities that align with CLOs and also that we
somehow assess a baseline of skill for each fellow upon arrival. Here are additional
notes:
● Some of the verbs that are bulleted are more demonstrable than others – how
will one measure the difference between learn, foster, develop, cultivate, etc.
What is the output measure for these (and do we need to measure)?
● Some of the activities are far more labor intensive than others.
● Should we designate some of these activities as year 1 and year 2? (Note: Janet
commented that to avoid an overwhelming number of workshops not everything
will be offered each year).
● How is this interfacing with the training program? Having embedded in the CLOs
what the program is offering or linking to what we offer is advised.
● In teaching readiness, expect “inclusive teaching” and possibly “remote
teaching strategies” considering our current circumstances.
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● Some postdocs may have a lot of experience – have postdocs identify where
they are already on a spectrum of sorts. Incoming interview that could serve as
a baseline of what skills are already present? Recognize what they are bringing
in. This list of outcomes is a master list but perhaps the Mentor (and Robin) can
come up with goals that are specific to the postdoc and the gaps they have.
● Accountability piece? Who keeps track of IDP? This may need to be clarified.
● We may want to make explicit that you should be creating a plan to be an
independent researcher and also separate understanding and writing for funding
from writing for publication. In the mentor training programs at UMB and UMCP,
fostering independence is a part of that and we could make sure that’s part of
the mentor training that all mentor’s trainings.
● Sub-bullets feel a bit basic/too low level. NPA stays general “writing proficiency”
but we have thing like “recognizing the steps in the publication process.”
However we also had some feedback that keeping the low level items levels the
field regardless of past experience.
Discussion on Expectations
● We need to clarify and make explicit some terms like “support” - What does it
mean to “support” a fellow (see 4th bullet - we may want to specific that fellows
will attend a % of events or a # of events so that it’s really clear that this level
engagement is expected).
● How are mentor’s selected? Will they agree to these expectations? How do we
know if they will really do this work, especially if they are “voluntold” to do this.
(Note our responses: with Presidential Postdoctoral Fellows at UMCP the
mentors have to write a letter of support so they know what they’re getting into
and UMB is similar; UMB brings the faculty up to speed on the mentoring
expectations for these particular fellows; SU potential mentors are engaged in
the hiring and will be modified based on specialization - appropriate mentors
who have said they are willing will be brought into search process based on
applicant pool; UMBC similarly waits to see the applicant pool.
● Travel and presenting support -remember that someone with a disability,
pregnant, or with small children these may not be accessible. Mark told us
about the Dependent care travel award to cover increased childcare cost,
shipping breastmilk home, airfare for a parent to babysit or for a child to come,
elder care also or disabled spouse/partner – usually was up to $400 per grant,
so relatively low cost but did a lot for the sense of community and helped
people get to conferences. Note: Janet noted that UMBC does have something
like that for faculty, not for postdocs, and this is something we learned from
ADVANCE to do for assistant professors but is something we should do for
postdocs, too. Depending on how large this is going to be, we could request an
NSF supplement as a possibility as well. Though the amount may not be big
enough to warrant that – and of course there’s the pandemic keeping us at
home for now. This is also something we could discuss at the system level (or
that we would include in the grant for EACH institution).
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● Being a fully independent laboratory leader is a tall order – new faculty still need
mentoring and do struggle, so signal this with wording like “continued progress
toward” or similar language to forward the idea that this is a process that
continues over the course of your career.
● Participate in PD to what end? Explicit language that links back to the outcomes
would be good.
● We should, if willing, signal to all parties that Robin as director is available for
problem solving or check-ins. This would probably be useful to keep lines of
communication should be open.
● Assistance with the job search and institution identification – are we expecting
mentors to help with identifying career options in the IDP plan? Where/what
kinds of institutions are you interested in working for? Should add this.
● Common research funding as a possibility should be mentioned (assist the
APAA fellow in getting experience pursuing funding together: co-writing, getting
exposure to submitting process even if they can’t submit themselves, receiving
feedback)
● We should add something about enforcing a professional presence somewhere,
so people can find you and know your work (Researchgate is a website that
many academics use, for example, and making a profile could be a PD activity)
● Do we have a format in mind for the reporting out of this? Scorecard? Checklist
with opportunities to annotate? This could be a semi-public record about the
progress fellows have made in each of these areas. Scorecards can feel very
mechanical and can stifle opportunity for narrative but… each of the
bullets/outcomes are not all or non, and how is it considered satisfied by both
the mentee and the mentor. Note: We had envisioned a toolkit with forms for
IDP and annual/midyear reports – we could definitely work on this. Daryl Chubin
offered to review any tools we generate.
Updates since the Nov 20th meeting
● Some progress on feedback from November 20th 2019 meeting
o Engaging with the system – John Bertot and Robin Cresiski are on the
ART committee with the system so that we can think about facilitating
inter-institution positions/movements
o Interviews at entrance and exit (as suggested by EAB) are
happening/have happened with evaluators.
o Time on campuses for the fellows was a great suggestion and we’ve
made some progress setting those up and they are in our outcomes
● Current fellows- Andrea is converting to tenure track this summer, Katherine at
UMCP is continuing her postdoc so far.
● New positions: UMBC is hiring 3, UMB is recruiting 1, UMCP has 2 that are
coming (one of which is already engaging with activities on campus).
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AGEP PROMISE Academy Alliance
June 25th 2020 Virtual Retreat Agenda
1. Welcome, Introductions, and Update on APAA Project (12:00-12:20pm)
2. Improving the APAA Model’s “Systemness”
a. Lessons we can learn and consider from other models (12:20-1:10pm)
i. Breakout Group 1: System Financial Support. Using the University of
California’s Presidential Postdoctoral Fellowship Program (UC PPFP) and
UMBC’s Provost Postdoctoral Fellows for Faculty Diversity program as
models, how might we be thinking about how to institutionalize (at
University and USM levels) these programs financially after the grant ends?
ii. Breakout Group 2: System Conversion Support. Using the Carolina
Postdoctoral Fellowship for Faculty Diversity program at UNC and UC
PPFP program as models, how can we facilitate joint appointments and
search waiver policies to facilitate retention of URM postdocs (through
conversion to tenure track positions) within the system?
iii. Breakout Group 3: System-wide Centralized Databases. Using the Big Ten
Professorial Advancement Initiative (PAI) database as a model, how can we
help make our diverse postdocs more visible and facilitate the navigation of
current URM postdocs to the USM system open/available positions and
opportunities?
b. Debrief and discussion (1:10-2:10pm)
3. Update from the APAA Research Team (2:10-2:20pm)
4. Incorporating Feedback from the External Advisory Board (EAB) & External Evaluation
Report (2:20-2:50)
5. Closing Remarks from Vice Chancellor Joann Boughman (2:50-3pm)
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Attendees by Breakout Session
Breakout One: System Financial Support
·
Janet Rutledge, UMBC (moderator)
·
Wendy Carter-Veale, UMBC (co-moderator)
·
Joann Boughman, USM
·
Bruce Jarrell, UMB
·
Gerald Wilkinson, UMD
·
Blessing Enekwe, UMD
·
Roger Ward, UMB
·
Philip Rous, UMBC
·
David Vanko, Towson University
·
Chrys Egan, Salisbury University
·
Hank Frierson, External Advisory Board
Breakout Two: System Conversion Support
·
John Bertot, UMD (moderator)
·
Robin Cresiski, UMBC (co-moderator)
·
MJ Bishop, USM
·
Jim Kaper, UMB
·
Pat McDermott, UMBC
·
Karen Olmstead, Salisbury University
·
Melanie Perreault, Towson University
·
KerryAnn O'Meara, UMD
·
Jessica Clark, Salisbury University
·
Shawnisha Hester, UMBC
·
Clifton Griffon, Salisbury University
Breakout Three: System-wide Centralized Databases
·
Mike Scott, Salisbury University (moderator)
·
Cindy Ghent, Towson University (co-moderator)
·
Zakiya Lee, USM
·
Erin Golembewski, UMB
·
Bill LaCourse, UMBC
·
Yarazeth Medina, UMBC
·
Hugh Bruck, UMD
·
Damani White-Lewis, UMD
·
Jennifer Aumiller, UMB
·
Rhyannon Bemis, Salisbury University
·
Jennifer Flynn, Westat
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Breakout 1:
System Financial
Support

7/13/20
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1

Traditional Postdoc Models
• Individual faculty hire postdocs supported by their
research grants.
• Recruitment and selection often rely on personal
networks.
• “Opportunities” to hire postdocs from underrepresented
groups may not align with available grant funding.
• Mentoring and professional development varies by
individual faculty unless postdocs take advantage of
centrally available programming.
•7/13/20
Postdoc may or may not receive support and guidance 2
on securing a tenure-track position.
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Other Models
• University of California Presidential Postdoctoral
Fellowship Program (PPFP). University system office
provides:

• Postdoc salary of approximately $51k (depending on discipline)
plus $5k for research and professional development
• 5 years of partial salary support ($85,000/year) for Fellows hired
into tenure track positions
• 25% of start-up costs at start of tenure track position, capped at
$165,000

• UMBC’s Provost Postdoctoral Fellowship for Faculty
Diversity

• Lines are provided from central pool of funds (Provost) open to
7/13/20 any discipline should a good match/hire arise.
3
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APAA - Current Practices
• Search, selection and funding of postdoc/preprofessoriate fellow determined separately by each
university.
• Professional development provided both by each
university and centrally. Common learning outcomes
developed.
• Conversion to tenure-track position determined and
funded separately by each university.
7/13/20
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4

University System of Maryland
AGEP PROMISE Academy Alliance

Recruitment and
Selection

Onboarding

Actively recruiting through
a transparent process

Mentor alignment

Recruiting from within and
outside of System

Dual/special title

Work within networks to
identify potential
candidates
Selection rubric with metrics
Aligning the hire with
predicted open faculty
positions in departments
Summer Success Institute

APAA Biomedical
FELLOW Enters
16 APAA URM
Fellows in Biomedical
Sciences

Orientation

Explicit expectations and
conversion process in
hiring letter
Opportunities for
Conversion

APAA-wide
Professional
Development and
Mentoring

Conversion
Information on pathway options
for conversion decision

Entering TenureTrack Position
within USM

Bootcamps
Mentorship
Individual Development Plans – with
frequent check-ins and feedback
Faculty development conference for
biomedical fellows

Identification of and commitment
to making necessary policy
changes and practices at each
institution

Mentoring and support
during transition

Mentoring for proper
placement match

Teaching and mentoring workshops

Pre-determined
Conversion
Pathway
APAA Fellows
Not
Pre-determined
Conversion
Pathway
APAA Fellows

Writing Seminar
Guest lecture opportunities

Conversion to TT at
Home University
Built-In

Tenure Track at
Home
Institution

Conversion to TT in
USM Institution

Tenure Track at
other USM
Institution

Common learning outcomes across
research, teaching professional skills
and career preparation

Towson University, Salisbury University, University of Maryland-Baltimore, University of Maryland-Baltimore County, University of Maryland-College Park
All institutions in the AGEP PROMISE Academy Alliance are involved at all stages.
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Questions for Discussion
• What funding structure is needed to improve
“systemness” in our recruiting, selection and hiring?
• What funding incentives can we provide to hire APAA
Fellows as tenure-track faculty within the USM?
• How do we institutionalize (at University and USM levels)
our program financially after the grant ends?

7/13/20
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6

Breakout 2:
System Conversion Support

7/14/20
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1

General Issues
• Goal of the grant is to develop a system-wide (USM) approach to
converting postdocs to tenure track faculty positions.
• Individual campuses hire postdocs, typically by individual faculty via their
grant funds.
• Hiring of postdocs is typically not systematic or focused on enhancing
faculty diversity.
• Varies by funding availability, grant focus, knowledge of opportunity, etc.

• Mentoring and professional development varies by individual faculty unless
postdocs take advantage of centrally available programming.
• Postdocs typically not hired with intent to convert to a tenure track faculty
position at the same institution.
• Faculty/PI rewarded for placing postdocs at peer institutions.

7/14/20
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2

Other Models
• University of California Presidential Postdoctoral Fellowship Program
(PPFP)
• PPFP Fellows all eligible for search waivers across system
• Early Career Target of Excellence search waivers also in place, institutions
determine these criteria

• Postdoctoral Fellowship for Faculty Diversity program at UNC

• Departments pair their fellow with Target of Opportunity Hires after
completion of fellowship

7/14/20
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3

APAA - Current Practices
• Search, selection and funding of postdoc/pre-professoriate fellow
determined separately by each university.
• Professional development provided both by each university and
centrally. Common learning outcomes developed.
• Conversion to tenure-track position determined and funded
separately by each university.

7/14/20
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4

University System of Maryland
AGEP PROMISE Academy Alliance

Recruitment and
Selection

Onboarding

Actively recruiting through
a transparent process

Mentor alignment

Recruiting from within and
outside of System

Dual/special title

Work within networks to
identify potential
candidates
Selection rubric with metrics
Aligning the hire with
predicted open faculty
positions in departments
Summer Success Institute

APAA Biomedical
FELLOW Enters
16 APAA URM
Fellows in Biomedical
Sciences

Orientation

Explicit expectations and
conversion process in
hiring letter
Opportunities for
Conversion

APAA-wide
Professional
Development and
Mentoring

Conversion
Information on pathway options
for conversion decision

Entering TenureTrack Position
within USM

Bootcamps
Mentorship
Individual Development Plans – with
frequent check-ins and feedback
Faculty development conference for
biomedical fellows

Identification of and commitment
to making necessary policy
changes and practices at each
institution

Mentoring and support
during transition

Mentoring for proper
placement match

Teaching and mentoring workshops

Pre-determined
Conversion
Pathway
APAA Fellows
Not
Pre-determined
Conversion
Pathway
APAA Fellows

Writing Seminar
Guest lecture opportunities

Conversion to TT at
Home University
Built-In

Tenure Track at
Home
Institution

Conversion to TT in
USM Institution

Tenure Track at
other USM
Institution

Common learning outcomes across
research, teaching professional skills
and career preparation

Towson University, Salisbury University, University of Maryland-Baltimore, University of Maryland-Baltimore County, University of Maryland-College Park
All institutions in the AGEP PROMISE Academy Alliance are involved at all stages.
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Questions for Discussion
• What policies and structures are necessary in order to be able to
convert participants to tenure track positions at one of our USM
institutions?
• What hiring practices (“search and selection”) – currently unique to
each institution – need to be considered/adopted at each institution
in order to facilitate conversion?
• Or, can we create a system-wide hiring/conversion approach that guarantees
conversion to a tenure track position at one of our institutions?

7/14/20
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Breakout 3:
System-wide Database Support

7/14/20

44

1

Other Models
• Professorial Advancement Initiative (AGEP-funded, Big 10 Academic
Alliance)
• Big Ten Academic Alliance Directory
• Listing of PAI participants.
• Designed to increase the visibility of postdoctoral scholars who bring diverse
perspectives and experiences to higher education.
• Promoted among hiring committees at Big Ten Academic Alliance member universities.
• Searchable, online database is a publicly accessible recruitment tool for any faculty
search committee.
• Includes “Gateway to Faculty Positions” which provides academic listings at the
participating institutions

7/14/20
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2

46

47

48

49

50

51

52

53

54

Questions for Discussion
• Is anyone aware of any current USM tools that have similar
functionality?
• What functionality should such a tool include?
• What are the largest impediments to implementing a system-wide
tool?
• Suggestions for overcoming those impediments?

7/14/20
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1 (1820984),
National Science Foundation (NSF), Directorate for Education and Human Resources (EHR), Division of Human Resource Development (HRD). NSF AGEP HRD Awards: University of Maryland Baltimore County (UMBC)
University of Maryland College Park (UMCP) (1820975), University of Maryland at Baltimore (UMB) (1820983), and Salisbury University (SU) (1820971), and Towson University (TU) (1820974)

External Advisory
Board Feedback

57

External Advisory Board
Daryl Chubin
Keivan Stassun
Quincy K. Brown
Jennifer Linderman
58

Feedback

Feedback
Change
Feedback

Quarterly conference call

Change
Change
Had our first one in April
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Feedback Change ̀
Feedback (Dept
Change
Feedback
Buy In &Change
Support)
Increase faculty/department
buy-in; meet with chairs and
faculty about the program

Done at UMBC this hiring season,
will be done across alliance for
future hires

Use program to change
departmental, institutional,
eventually system culture

Departmental change/readiness is
being added to Internal Evaluation
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Feedback Change ̀
Feedback(recruitment
Change
Feedback& onboarding)
Change
Use other programs to recruit
senior/second postdocs

Employed for UMBC hire, SSI in
August 2020

Do a baseline “intake” of skills with Under development, ready for fall
incoming fellows
2020
Visually tie CLOs to upcoming
APAA Professional Development

Employed for UMBC hire, SSI in
August 2020
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Feedback

Feedback Change ̀
Change
FeedbackExperience)
Change
(Fellow

Make a plan for increased time on Guest Lectures were in planning
alliance institution campuses for
phase Spring 2020, delayed
fellows
Databases will help.
Need a plan for a centralized
policies around conversion

This retreat!
ART USM Committee participation
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EAB Feedback we haven’t yet used
• Choose one path (predetermined or not)
• Provide campuses guidance on/assistance with mentor selection
• Disseminate a narrative about the process of model development
• Leverage the EAB for publicity for recruitment and broader dissemination
(will do for future year)
• Visually tie CLOs to upcoming APAA Professional Development
• Reconsider Travel re: coronavirus, also consider Dependent Care Travel
Award
• Develop tools with CLO and checklist/check-ins that can be disseminated
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External Evaluation
Feedback

64

Westat, Inc.
Jennifer Flynn
Jill Feldman
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Feedback

Feedback
Change

Change

Standardize onboarding plans and solidify expectations for the
fellow and the mentor
• Developed CLOs and Expectations
• Structured interactions with APAA Director throughout fellowship
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Feedback

Feedback
Change

Change

Consider how to support departments and mentors that are receiving a
fellow
• Mentorship training
• Added “Departmental Readiness” in Internal Evaluation
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Feedback

Feedback
Change

Change

Standardize our Professional Development evaluations and improve
completion rates
• Standardized as of this summer
• Pre-surveys now embedded in registration
• Will dedicate time at end of PD for evaluation
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Feedback

Feedback
Change

Change

Explore conversion at non-host institutions and determine solutions at
campus level in addition to system level
• Today!
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External Evaluation Feedback we hope to
implement soon
• Standardize recruitment tools, processes
• Update the website with model, description of 2 pathways, institutions
and get feedback from current fellows on ease of us
• Survey fellows for PD needs and then set a 12 month calendar that
meets those needs and aligns with CLOs
• Increase community building for fellows beyond PD
• Discuss our model with another state system
• Publish work we’ve done and what we’ve learned so far
70

AGEP Social Science Research Studies
Award Number: 1820975

- 06/25/20 Update Dr. KerryAnn O’Meara
Dr. Damani White-Lewis
University of Maryland, College Park
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Research Project Update
• Experimental study of faculty hiring decisions
(CV study)
• Ethnographic case studies of faculty hiring
decisions (Search committees)
• Faculty career trajectories (web-scraping and
historical analysis)
• Dissemination strategies
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Experimental Study
Experimental
Design
• 300 MechE and
Robotics Faculty
• Review 10 CVs in a
controlled setting
• Exposure to either
treatment (rating)
or control
(ranking) group

Instrument
Validation
• Survey Creation
• Multiple rounds of
CV Validation with
subject matter
experts
• Standardized CVs,
manipulating
publication count

Pilot and Data
Collection
• Pilot-tested with
postdocs in Dec
• Initial data
collected in
March
• Multi-level
modeling analysis
in 2021 73

Ethnographic Study
Purpose: To examine the inner workings of search formation, selection
criteria, and hiring to understand how diversity is facilitated and/or averted
Progress: Followed four searches in biology, psychology, and two
engineering departments using ethnographic case study methods.
•

52 total observations: 29 search committee meetings, 14 job talk,
8 departmental meetings

•

2020 - 2021: 5 additional searches

74

Faculty Career Trajectories Study
Purpose: To empirically examine common availability heuristics in faculty
hiring
•

“They will leave.” Belief that faculty of historically minoritized identities
are more likely to leave once hired than white faculty.

•

“They are more likely to work in high-prestige departments and
institutions [because they have many options].”

Progress: Identifying publicly available datasets and web-scrapping tools to
create a database of faculty career trajectories in social psychology,
mechanical engineering, and cell biology.
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Dissemination
2020
• White-Lewis, D., O’Meara, K.,
Culpepper, D., Templeton, L., &
Anderson, J. (2020). “No one really
knows how the game is played”: An
ethnographic study of faculty
search committees. Paper to be
presented at the 2020 ASHE
Conference
• Website

Beyond
• Conference papers
• Journal Articles
• Interactive Info-graphics
• Interpretation of findings for system
campuses and practitioners
76

77

Dr. KerryAnn
O’Meara
Professor &
PI

Julia
Anderson
Graduate
Researcher

Dr. Damani
White-Lewis
Postdoctoral
Associate

Dawn
Culpepper
Graduate
Researcher

Dr. Jennifer
Wessel
Research
Associate

Lindsey
Templeton
Graduate
Researcher
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Contact

KerryAnn O’Meara
Professor, Higher Education & PI
komeara@umd.edu

Damani White-Lewis
Postdoctoral Associate
dkwlewis@umd.edu
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1

National Science Foundation (NSF), Directorate for Education and Human Resources (EHR), Division of Human Resource Development (HRD). NSF AGEP HRD Awards: University of Maryland Baltimore County (UMBC) (1820984),
University of Maryland College Park (UMCP) (1820975), University of Maryland at Baltimore (UMB) (1820983), and Salisbury University (SU) (1820971), and Towson University (TU) (1820974)

The AGEP PROMISE Academy Alliance
State System Model to Transform the Hiring
Practices and Career Success of Tenure
Track Historically Underrepresented
Minority Faculty in Biomedical Sciences

2

81

Project’s
Goal

To develop, implement, self-study,
evaluate, and disseminate (DISED) a
state-level AGEP Alliance model to
increase the number of historically
underrepresented minority tenure-track
faculty in the biomedical sciences.
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University System of Maryland
AGEP PROMISE Academy Alliance
Recruitment and
Selection

Onboarding

Actively recruiting
through a transparent
process

Mentor alignment

Recruiting from within and
outside of System

Dual/special title

Work within networks
to identify potential
candidates
Selection rubric with
metrics
Aligning the hire with
predicted open
faculty positions in
departments
Summer Success Institute

APAA Biomedical
FELLOW Enters
16 APAA URM
Fellows in
Biomedical
Sciences

Orientation

Explicit expectations
and conversion
process in hiring
letter
Opportunities for
Conversion

APAA-wide
Professional
Development and
Mentoring
Bootcamps
Mentorship
Individual Development Plans –
with frequent check-ins and
feedback
Faculty development conference
for biomedical fellows
Teaching and mentoring workshops

Conversion
Information on pathway
options for conversion
decision
Identification of and
commitment to making
necessary policy changes
and practices at each
institution

Entering TenureTrack Position
within USM
Mentoring and support
during transition

Mentoring for
proper placement
match

Writing Seminar

Pre-determined
Conversion
Pathway
APAA Fellows
Not Pre-determined
Conversion
Pathway
APAA Fellows

Guest lecture opportunities

Common learning outcomes
across research, teaching
professional skills and career
preparation

Conversion to TT
at Home University
Built-In

Tenure Track
at Home
Institution

Conversion to TT
in USM Institution

Tenure Track
at other USM
Institution

Towson University, Salisbury University, University of Maryland-Baltimore, University of Maryland-Baltimore County, University of Maryland-College
Park
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All institutions in the AGEP PROMISE Academy Alliance are involved at all stages.

AGEP PROMISE Academy Alliance

Salisbury
Karen Olmstead, PI
Michael Scott, Co-PI
Chrys Egan, Co-PI
Jessica Clark, Co-PI
Clifton Griffin, Co-PI
Rich Wilkens, Sr.
Personnel

Towson
Melanie Perreault, PI
David Vanko, Co-PI
Cynthia Ghent, Co-PI

University of Maryland
Baltimore (UMB)
Bruce Jarrell, PI
Roger Ward, Co-PI
James Kaper, Co-PI
Erin Golembewski, Co-PI
Natalie Eddington, Co-PI
Jennifer Aumiller, Postdoc
Affairs

Leadership Team
highlighted in blue

Robin Cresiski
Director
Shawnisha Hester
Graduate Assistant

Yarazeth Medina
UMBC Coordinator

Research Team

External
Advisory Board

Internal
Evaluator

KerryAnn
O’Meara
UMCP

Quincy Brown
AnitaB.org

Wendy
Carter-Veale
UMBC

Damani
White-Lewis
Postdoc
Dawn
Culpepper
Graduate
Assistant

Jennifer Linderman
University of
Michigan
Hank Frierson
University of Florida
Mark Lawson
University
California San Diego
Daryl Chubin
Understanding
Interventions
Keivan Stassun
Vanderbilt

External Evaluation Team
Jennifer Flynn, Westat
Jill Feldman, Westat

University System of
Maryland Office
Joann Boughman
Antoinette Coleman
Zakiya Lee
MJ Bishop

University of Maryland
College Park (UMCP)
Mary Ann Rankin, PI
John Bertot, Co-PI
Hugh Bruck, Co-PI
Gerald Wilkinson, Co-PI
Greg Ball, Co-PI
Blessing Enekwe,
Postdoc Affairs

University of
University
of
Maryland
Baltimore
Maryland
Baltimore
County (UMBC)
County
(UMBC)
Phillip Rous,
PI
Phillip
Rous,
Janet Rutledge, PI
Co-PI
Robin
Cresiski, Co-PI
Pat McDermott,
Co-PI&
Leadership
Team
Chair
Bill LaCourse, Co-PI
Janet
Rutledge,
Co-PI
Vacant, Co-PI
Pat
McDermott,
Co-PI
Wendy
Carter-Veale,
Bill
LaCourse,
Co-PI
Chair Coordinating
Wendy
Carter-Veale,
Committee
Internal Evaluator
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Year 2: What have we accomplished?
•
•
•
•
•

Fellows: current and coming
Professional development
Common Learning Outcomes and Expectations
In progress: Updating Website
Receipt and Incorporation of VERY Valuable Feedback
(to be discussed at end of retreat)
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APAA Fellows

x2

Starting Fall 2020 (fingers crossed)

Entering 2nd year of Postdoc

Assistant Professor @ SU as of July 1!
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Year 2: Professional Development
for Fellows
Institution
UMBC (lead)
Salisbury

Professional Development and Recruitment Activities
August 2019
Postdoc Recruiting Day + Summer Success Institute.
Note: 1 recruit of 7 applied to UMBC in 2019–20
January 23, 2020 (hosted at UMCP),
“Being Faculty at a Primarily Undergraduate Institution (PUI).”

UMCP

February 11, 2020.
“Grant Writing Workshop: Writing a Personal Statement.”

UMB

March 24, 26, 31; April 2, 2020 (virtual due to COVID-19).
“Journal Writing” workshop series.

TU

May 2020. Mentorship of APAA fellow on Virtual Teaching
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Conceptual Knowledge and Research
Competence

Common
Learning
Outcomes

Writing Proficiency for Publication and
Funding Applications
Inclusive Teaching Readiness
Laboratory Management, Leadership and
Mentoring Knowledge
Job Application Preparedness
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Expectations for Fellows & Mentors
Our priorities for the fellows:
1) Develop their research
2) Participate in professional development
3) Set up a good mentored teaching experience
4) Cultivate good relationships with a mentor(s) and learn about
mentoring explicitly

89

Expectations for Fellows & Mentors
Fellow
• Regular meetings
• mentor
• APAA Director
• Dept chair

• Individual Development Plans
• Travel/Presenting work

Mentor
• Meet with Fellow!
• Support for professional
development
• Attend a session on
mentoring postdocs/junior
faculty
• Assist in finding a mentored
teaching experience
90

Establish 12mo program calendar

Goals for
Year 3:

Update website and increase
dissemination

More uniform recruitment
process/checklist for all institutions

Continued work on system-wide
conversion policies and databases
91

3300 METZEROTT ROAD // ADELPHI, MD 20783
WWW.USMD.EDU // 301.445.1911

Appointment Promotion, and Tenure Policy Workgroup
Friday, June 26, 2020
10:30am – 12:00pm
Zoom Details
https://zoom.us/j/97671918900?pwd=eG5YVk1vRHdmVWd0WHdLQkVWNGk2UT09
Meeting ID: 976 7191 8900; Password: 095706
Call In: 301-715-8592; 97671918900#
AGENDA
1. Welcome (Jo)
2. USM Review of Institutional APT Policies, Impressions, and Next Steps (MJ and Toni)
Search, Recruiting, and Hiring
Ranks Defined
Definition of Promotion
Timelines for Promotion
Process for Promotion
Definition of Tenure
Timelines for Tenure
Process for Tenure
Annual Review
References Back to USM Policy
3. OAG Concerns about Current Policy (Elena)
4. AGEP PROMISE Academy Alliance Work
5. Reactions and Feedback (Jo)
6. Next Steps with USM Policy and Beyond (Jo, et al.)
7. Closing
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2020 SSI Agenda
Wednesday: APAA Postdoctoral Preview Session Recruits
Thursday 1-4:30pm with optional 4:30-5pm post-session networking
● Welcome from PROMISE Director Robin Cresiski (10 minutes)
● Making an Impact Keynote address from Dr. Lesia Crumpton-Young, Provost of Morgan
State University (20 minutes)
● Making an Impact through Broad Careers after a Ph.D. Panel (60+30 minute Q&A)
● Mentoring amid turbulent times: how the pandemic and the BLM movement shape our
professional relationships and cross-cultural mentoring (60+30 minute Q&A)
Friday 1-4:30pm with optional 4:30-5pm post-session networking
● Introduction to the APAA Program with PROMISE Director Robin Cresiski and APAA
Fellow Dr. Katherine Johnson (10 minutes)
● Maximizing your time as a Postdoc Workshop (50 minutes)
● “Making an Impact as an Academic” Panel (60 minutes+ 30 Q&A)
● Thriving in the Academy: A Panel of Sisters in the Dissertation House Alumni (60
minutes+ 30 Q&A)
Saturday 9:30-12pm
● “Making an Impact working through work at a Federal Agency” Panel (60 minutes + 30
minute Q&A)
● Circle of Doctorates with Dr. Karsonya “Kaye” Wise Whitehead (30 minutes)
● Closing Keynote with Dr. Eduardo Davila (30 minutes)
*Undergraduates particularly targeted for Thursday sessions
*Postdoctoral Recruits particularly targeted for Friday sessions (plus a preview session on
Wednesday)
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