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GRAND SUMMARY OF NOTES  

Pan-College Task Force Report Input Breakout Groups 

October 18, 2017 

 

 

Attendees: Over 150 campus members of faculty, staff and students 

Breakout Group Facilitators: 

1. David Bogen (faculty) 

2. Jenny Carson (staff) 

3. Samuel Hoi (staff) 

4. Gwen Keathley (staff) 

5. Alexa Kim (students) 

6. Doug Mann (students) 

7. Mike Molla (staff) 

8. Mike Patterson (faculty) 

9. Debra Rubino (faculty) 

10. Estevanny Turns (students) 

11. Rita Walters (staff)

 

Facilitators were asked to conduct the following conversations with each group: 

• Please share your reaction to the report presentation? (description of abstract feelings is okay as 

a starting point if people go there first) 

• Do you have any concrete feedback for the report finalization? (collection of solid, constructive 

ideas is necessary if people stay too long on abstract feelings) 

• If MICA’s DEIG integration is successful by its bicentennial celebration in 2016, what would 

you describe as success scenarios for our key constituencies? 

 

 

 

PLEASE SHARE YOUR REACTION TO THE REPORT PRESENTATION? (description of abstract 

feelings is okay as a starting point if people go there first)  

 

Group 1 (faculty) 

● glad to hear this is happening organically; not separate 

● great to have this pan-College, we’ve had this some in the past, but it wasn’t published and people 

didn’t have full access 

● this feels genuinely productive and new and transparent 

● again, having all of this on-line...the letter from the Black Student Union; speaks to a real sense of 

commitment 

● encouraged by a thoroughness of execution; not just in one area...comprehensive 

● conversation is very intentional, deliberate and methodical.  a lot of institutions are trying to do this, 

but it is not happening with this degree of intentionality 

● faculty member who was a student:  remembers someone when she was a student who was 

excluded in a show, and how the environment has changed; more positive and inclusive 

● DEIG = the force; so organic and grass roots; everybody has been encouraged to speak whether they 

have chosen to or not; the forums at the beginning of the year with faculty and staff were very 

important. 
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Group 2 (staff) 

• The Staff Enrichment Council is listed as part of the 15-member accountability team. 

• One staff member, who has been at MICA for a long time, acknowledged that a lot of work has gone 

into this, and expressed a lot of excitement about the possibilities. At the same time, they are 

cautious about being optimistic about real change taking place (hopeful but cautious). 

• A relatively new MICA staff member (2 years) has witnessed momentum, and they are more 

optimistic. 

• One person noted that the diversity audit calls for a staff ombudsperson, and the current advocate for 

staff, HR, is not adequate. Perhaps if the Staff Enrichment Council turns into Staff Executive 

Committee there may be a place for a staff ombudsperson, which would be an important position to 

have in aid of the DEIG accountability plan. The staff should have a louder voice in the room in order 

to push progress; they should be more actively involved. 

• Another staff member has heard that there’s friction between the staff and faculty over the years. 

Likewise, in general, there is friction between upper-level staff and those less visible. This was not 

seen as evident in the DEIG report. Inclusion means an opportunity for all levels of staff to be a part 

of the transformative work that is happening, and not, as historically, only staff at a certain level. It’s 

important for staff who have “boots on the ground” knowledge of policies that should be included. 

• Although it’s hard to be optimistic about real change, the date 2026 is a realistic date for such 

transformations. This person appreciated the acknowledgement that there have been other such 

efforts that have been started and forgotten; optimism was expressed that this initiative will not be 

forgotten. If we institutionalize this change, and if it doesn’t rest with specific individuals, we can effect 

institutional change.  

 

Group 3 (staff) 

● Generally positive feelings 

● Hopeful and exciting that such conversations are happening on campus 

● Staff plays a critical role in DEIG work on campus 

● The report presentation was clear overall; details need to be digested later 

● Remembered previous efforts, but this time feels deeper and real 

 

Group 4 (staff) 

● Pleased with report overall. Have not read it yet. As SEC co-chair, I had a recurring thought regarding 

the support staff as I was reading in the audit.  What is the prof dev budget, what is the  implicit bias 

training, what is being implemented for support staff?  

● How and what are the opportunities for support staff to be included in these conversations? Building 

services, facilities, custodial staff - where are they today?  and how are they included?  

● Definitely need to study the report more. Not sure how or when it will be implemented.  

● If there is professional development for teaching there needs to be a recognition that it is not always 

faculty who are teaching. Librarians are also teaching and we also need to be trained.  

● There needs to be training for working with students for work-study supervisors and administrators 

(not just faculty). How to teach and work with ELL students that is fair and equitable? It would be  

interesting to have frameworks for that.  
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● There is reference to a campus-wide climate survey (in the audit). Where is that survey? Where is the 

other data referred to in the audit report?  And is there an expectation that these surveys and data 

would continue as a benchmarking tool? 

● It was good that the presentation today started at the beginning and explained the details for 

everyone - particularly new folks.  

 

Group 5 (students) 

● Very future-oriented  

● It all seemed very conceptual. Didn’t have a great idea of what was really going to happen. Good to 

get the conversation started 

● Lot of information and about the future - but maybe talk about WHY it matters NOW so we can 

change for the future.  

● You have a room full of people that matter and can make this thing change, but specific issues are 

not addressed. Felt very general.  

● What are the top 5 problems we want to fix by 2026 - For example, there are only 3% Middle Eastern 

students now and we want it to go UP by 2026. So we can be aware of it. We have to be more 

inclusive and more diverse but what should we work on specifically 

● It makes me react, thinking, what is wrong now, so I’m looking for problems. I just kept going back to 

the main issues I’ve had in the classroom - campus-wide things am I disconnected? I’m a white cis 

male. Addressing issues that come up frequently in every classroom - different teachers acknowledge 

international students. Teachers treat equally but not equitably. 

● In order to encourage this a lot more, I’m an international student. We all come from very different 

backgrounds. Would be good to set some ground rules - like, this is what happening. From people 

that come from a really religious country or come from a country where there’s not a lot of race 

conversations. Like, in America this is how it works here and we try to love each other. That is for 

sure one thing we can work on.  

 

Group 6 (students) 

● Very important re the BSU letter written over the summer 

● Would have been better if findings of the report would be made available 

● Students didn’t know that much about the Task Force 

● Will be very helpful to RAs 

● Many are in leadership positions and that’s the only reason she knows about it 

● General communication about this to students has not been good 

● Needs to be more than email 

● Focus has been on student leaders but not students as a whole 

● These should be brought up in classes 

● Email was sent out when audit 

● There should be more discussions with students and less talking to them 

● Use social media, Facebook 
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● MICA FB page not used enough for this purpose 

● Utilize classes to a greater extent 

● Majors cafe - use this format for other events coming up 

● Good to use food as a catalyst 

 

Group 7 (staff) 

● Hopeful.  As an undergrad, now staff member, I think it is “hopeful” to witness the potential change. 

● Exciting 

● Not a top-down process, but widespread engagement.    

● I like that we all will own the work, not just an office or a few people doing it. 

● Too Abstract 

● Overwhelming amount of information.  Need to go into the work and digest it.   

● It is a big blob that needs more concrete 

● Wished there were more concrete work happening right now.  Students are not hear long. 

● A lot of really great work 

● Like that this is really integrated for all of us not just one area to take this role/work on? 

● Like the definitions.      

● Wish we had the executive summary before today or the full report to review.   

● Want to add to the comments on line after reading the report. 

● Would like to reconvene again, after reading the report and the details of each work plan.  My 

comments will be better after seeing what is already presented. 

● Need to be more concrete. 

 

Group 8 (faculty) 

● Important that the institution change, not leave it up to individuals 

● Spent a lot of years talking about this, listening to it, but without action -- this feels like the outline of a 

plan, need access to the content before we can really weigh -- might be the outline of a path, I’m 

encouraged 

● How are we held accountable? 

● I like that this isn’t just establishing positions, instead comes from the core of the College - did not 

dislike anything I heard 

● Presentation was hard to follow; tried to chunk out what they were talking about but only got big items 

-- not clear on what is next or what has happened to date; we’re not solving the issue of 

communication real well -- for those not a part of it things didn’t make total sense 

● Need better articulation of what specifically is next - “so what do we do?” 

● Need to dig into the why; why do the work of diversity? It is a big, huge loaded subject that can hurt 

people, it is a real thing -- is the College, are we as individuals changing how we think? 

● How do we address what it means to be inclusive here at MICA? 

● Talk didn’t explain the WHY very well, what is the purpose? 
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● How much of this is about honoring African American culture versus all aspects of diversity -- both, 

but perhaps with a special acknowledgement of AA pieces; this is unclear, where does MICA see this 

landing in our community? Want more discussion? 

● Terminology - what does “urban” mean, what does that word (or other key words) connote? Don’t 

leave us to read between the lines -- our language is not always as direct as it needs to be, especially 

for those not native language speakers 

● Had this conversation for 15 years or longer -- we have been and remain primarily a white, European 

institution -- how do we break this trajectory -- what are the concrete ways to dismantle that 

trajectory? Hiring, yes; pipeline programs maybe 

● How will we know we’ve been successful? 

 

Group 9 (faculty) 

● Appreciated time spent on looking back on history and that it started with students and the emphasis 

that we are who are accountable 

● Faculty around the table agreed that they would be able to provide more feedback after they had read 

the report.  Felt presentation had not been specific enough. One observation agreed upon by others: 

“This was a lot of content to navigate.  A lot to wrap your head around.  How can we make it more 

accessible to a broad array of audiences?” 

● Suggestion: Can we create a presentation that is more visual, as we are a visual community?  

Perhaps create before and after scenarios to make it more concrete. 

● Wanted more clarity about how the DEIG work will impact students 

● As a group, they felt they did not hear the student voice. 

● Question posed:  If this is student-centric—which is what they heard from Colette and appreciated—

wondered if we had posed this question to alumni:  what would have wanted?  Felt this question 

might be valuable to pose. 

● What monies will be invested in these efforts?  This component was missing from the presentation.  

In order to make significant progress, there needs to be investment from the college.  Significant 

investment. 

 

Group 10 (students) 

● Appreciated that the end goal was not an afterthought. There is a commitment to integrate it into our 

structure. It is not work that is not ever done. There is a focus on sustainability.  

● They have a short term and long-term plan to ensure sustainability.  

 

Group 11 (staff) 

● Work is necessary and a hot topic and a bit skeptical and quotas makes total sense but if you don't 

have hard standards with numbers, you miss the mark. Hope we see some organic process 

● Pleased to be at a place that looks at things like this and not just create a VP position to be inclusive 

but thoughtful throughout. 

● Glad we are doing deep analysis but we must quantify with research, as the danger that we are not 

doing as much as we think we are 

● Helpful that the audit group is a group as they can serve a watchdog 
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● Refreshing that the goal is that we don't just sit and talk and the ultimate goal is that we stop talking 

and it's just part of our culture. 

● Struck me that the definition was long and multi-layer but when we got down to brass tacks it was 

back to about ethnic and culture. We must hold the other things up with the same amount of weight. 

● Pipeline kept coming up...it sounds like oppressive behavior. What if we changed the word “pipeline” 

● Love the bridge. The idea is that you are crossing a valley and you are ascending. There is 

something on the other side. It creates a new narrative. Pipeline is hidden, you always see a bridge. 

A bridge is always connecting a barrier. 

● When we talk about diversity we talk little about able bodied vs disabled especially access to places, 

spaces and buildings.  

● We don’t have committees on creativity and inspiration because its part of culture. What would it take 

if we did need that. We are adjusting and evolving. What does it take for us NOT to need a committee 

on diversity. 

 

 

DO YOU HAVE ANY CONCRETE FEEDBACK FOR THE REPORT FINALIZATION? (collection of solid, 

constructive ideas is necessary if people stay too long on abstract feelings; e.g., what’s missing)   

 

Group 1 (faculty) 

● likes what is there; “how to” is really important 

● there are individual outposts who aren’t here and are not necessarily ready to come along on this 

journey.  what to do with people who aren’t wanting to come along 

● across job types; participation and impact across areas? 

● there are always new people coming in (think PT faculty). how are we going to address the renewal of 

this. 

● how does the part time faculty contract mesh with these goals? 

● it’s important for this change to be pervasive, in the curriculum, and we’re not just hiring people 

because of their overt racial or cultural traits 

● it would be very disappointing if something that has so much momentum were to result in band-aid 

solutions...the issue of how opportunity is organized across labor groups; structure of faculty labor. 

● Who are the voices that are not able to participate in these conversations because of the structure 

labor? 

 

Group 2 (staff) 

● (No notes for this question) 

 

Group 3 (staff) 

● Engage general staff as a resource 

● Organize work plan details for easier read and understanding 

● Sustaining the work beyond the report 

● Different campus groups to work together more 
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Group 4 (staff) 

● Include data and continue to collect the data for benchmarking 

● It was not clear from the presentation (and I have not read the report) what the process will be for 

someone who is found “in violation” of these goals. If this is the campus community that we want it to 

be, what are the ways of keeping each other accountable to contributing in a positive way to this 

community? How are people who do not support these goals through their behaviors or actions held 

accountable?   

● What are the concrete ways you may encourage this work? Incentivize this work? 

● Regarding technology - adjunct faculty do not have laptops like the FT faculty have laptops? How is 

that being inclusive? 

● Is there truly equitable access to resources for teaching both full-time and adjunct teachers? 

● Department heads need to provide accommodations for staff to attend workshops and meetings  

 

Group 5 (students) 

● I need more information on what is in the report. I would’ve liked to have heard more information 

about the report - just even a brief summary. It was overwhelming to look at all of those words.  

● The spreadsheet was hard to read. Nobody could see it - that’s the fine print.  

● Qualitative narrative and Quantitative tools - it’s important to keep in mind peoples stories and 

experiences and where we see ourselves in this. 

● I’m a little confused as to what the task force - what was their point of entry. What are the actual 

conversations? Are they pulling different discrepancies of different issues.  

● It was hard to put in context in such a brief time. 

● Put some examples around DEIG issues.  

● The names of the people - the students have already graduated. They’ve already been gone for 1 

year. Where are the new students, who will replace them? 

● Should’ve had a Q&A session. Also space for direct questions. It’s hard in a short amount of time. 

● The setup is not correct. Why are we with our own cohort? Would have been good to be in mixed 

groups. 

● Would’ve enjoyed sitting with people I don’t know. Would’ve been a good chance to sit down with 

faculty and staff.  

● Diversity - I do want to know my professors, how they feel about their head of department, their 

peers, how does that power structure work. We are student leaders, we are here to make our student 

body work better within a cycle. And work better.  

● I feel like the whole reading of Kindred. A lot of us who are RA’s we were told that the first years had 

read Kindred so I could’ve read it. If you’re going to be interacting with them. If you’re trying to open 

up a conversation, opening up with one area, would’ve been good.  

● I am an RA for all first-year students. I would’ve liked to have read it. It would’ve worked. It can work 

campus wide. Just because they’re freshmen - could’ve widened it to a broader scope.  
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Group 6 (students) 

● Financial standings of students’ needs to be better taken into account 

● Need to better understand financial capacity of students 

● Experience of international students need to be represented-- their experience is much different than 

diverse populations from U.S. 

● Need to have students from different countries, regions, etc. 

● Getting more diverse faculty and staff; when English is not their first language,  

● Need professors that better understand international student’s experience 

● International students feel like faculty are condescending 

● Teachers need to be much better prepared to interact with international 

● The way faculty respond to the work of students of color 

● Classes are sometimes inherently racist 

● Faculty need to be required to take implicit bias 

● Faculty are inhibited about giving feedback to people of color because they’re concerned they’ll say 

accidentally racist 

● Not enough curriculum that’s reflective of international 

● Classes are too Euro-centric - applies to all departments (Painting and printmaking were mentioned) 

● Faculty need to acknowledge their privileged and open discussions that bring in non-privileged, non-

white Euro-centric perspectives 

● Staff also need to be better trained 

 

Group 7 (staff) 

● Are alumni been connected to this work and asked for their input? 

● Where are the community members of Baltimore reflected in this work? 

● How are we supporting, and seeing a broader departmental process become real? 

● Want to read the report more, than come back to speak on it.   May not be in the report or maybe in it. 

● How do we create career pathways, mentorships, cultural support and retention work for staff.   

Mentorship is really important.  MICA is not an easy culture to come into, especially if your art and 

design background is minimal. 

● No clarification or is not evident to in the outline presented today that MICA will look at policies, 

procedures and benefits, how we do work and even purchase/use contractors.  Need more 

engagement steps in the plan that reflect bias review of the work we do. 

● How do we explore arts and creativity with the staff in a diversity training? 

● Professional development and job training.  Career trajectory that is outside of one’s current job or 

open up new career pathways. 

● Can professional development be available equitably?  Better opportunities for divisions that don't 

have the same budgets. 

● Promotions and changes in structures that create greater engagement of diversity.  

● Intentional hiring needs to be explicit. 
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● Classism needs to be more specific in the work. 

 

Group 8 (faculty) 

● (No notes for this question) 

 

Group 9 (faculty) 

● (No notes for this question) 

 

Group 10 (students) 

● Representation of the students who are going to be on the committee, there was no difference about 

people that live on campus versus off campus. Residence life representation.  

● Resolution Framework and transparency to process. 

● Integration of RAs and student leaders in training. 

 

Group 11 (staff) 

● What are the exact gaps that can be approved. Rather than “improve generalization” 

● Thought today was about here is what we are doing 

● We must air our dirty laundry in order to move forward 

● We must also validate those who have been here and need to hear their voice. Ie. what are the 

thoughts when the person of color or other sits alone. 

● How is this going to trickle down? Is there a plan for how if we have this vision how does it happen? 

And how do we quantify it when we are finally diverse. I.e. a survey, if you do not participate, why?  

 

 

IF MICA’S DEIG INTEGRATION IS SUCCESSFUL BY ITS BICENTENNIAL CELEBRATION IN 2026, 

WHAT WOULD YOU DESCRIBE AS SUCCESS SCENARIOS FOR YOUR CONSTITUENCY GROUP? 

 

Group 1 (faculty) 

● My predominantly female department would be more balanced as would the student population 

(across gender/race) 

● Would like to not hear students say to him (as Chair) “I wish we had faculty who looked like me” 

● Would like to not have to see/hear a student of color have to respond to a room of silence around a 

critique; that faculty would all understand that there’s more to art than aesthetics; that are is often 

about some-thing. 

● Would like for every student at MICA to leave our campus commenced having received every aspect 

of education they could and that they expected 

● There has been much more discussion about race and gender issues in and out of class organically; 

this is probably due to intentional programming and other conditions; would like to see in 2026 that 

this is not something that anyone has to point out.  That we would be able to discuss this long list of 

issues openly, naturally, normally.  Not a result of special programming. 

● Being in Baltimore will be more universally recognized as this kind of key asset. 
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● Would like to see students, faculty and staff give Baltimore of the respect it deserves as a community 

and a city.  People have fraught ideas about the city; it’d be great if our students were fully 

comfortable here. 

● Can we be the change that Baltimore needs.  MICA as a catalyst for change. 

● The cost of attendance would not be so high that people we want to have here can’t afford to be here; 

that we would be less, not more isolated by class. 

● That people from the area would begin to experience MICA earlier, more robustly, and more 

generatively 

● That we will be working with these issues less remedially and more generatively (making new 

practices) 

● That faculty will have access to the education, research, development around these new areas of 

teaching and professional practice...more systematic access to and support for new or next traditions 

and practices.   

● Library will be developed to support this trajectory of development as well. 

 

Group 2 (staff) 

• The faculty will reflect the diversity of the student body. 

• There will be ongoing, structural training around bias for both faculty and staff. It was acknowledged 

that this effort is underway, but it should be the base level of professional development for everyone 

(not just in aid of searches). 

• The school will provide professional development across the board, which would be equitable for staff 

and faculty. 

• Relative to professional development, the school will address the fact there are subgroups within both 

faculty and staff. For example, adjunct faculty should have access to information and training. 

Communication and training amongst staff needs to be equitable also. Some staff members don’t 

have an office, desk, or computer. Some employees don’t have ready access to technology, and work 

schedules are different. Perhaps MICA will have a staff computer lab, and events that may be 

attended by the entire staff. For example, Operations gets their information in different ways. We 

could use technology as a learning tool for staff. 

• In 2026, MICA will be more connected with our community of Baltimore; we’re not MICA with fancy 

buildings along Mount Royal Blvd. We will be a more porous member of Baltimore. 

• The MICA community, both faculty and staff, will maintain a level of Intercultural competency; more 

diversity training that is structural and sustainable needs to be in place. This type of training needs to 

be both institutional and personal. Such training needs very personal examination, so people should 

have the opportunity to do this type of personal bias training. People will be invested in sustainable 

and ongoing education, and will feel that they are contributing personally to the community; this is 

seen as a shared responsibility throughout the institution. 

• Additionally, professional development will not only be institutional; there will be spaces created by 

individuals to facilitate meaningful conversations, bringing diverse groups of people together. These 

spaces and conversations will be community driven. Such conversations will benefit everyone, 

because it’s helpful to know what colleagues are doing. In other words, silos will be broken. 

• In addition to breaking down the faculty and staff divide, all levels of employees and students will be 

trained with a full understanding of DEIG values; this is particularly important with staff members who 

are the first line of contact with the students and public, such as Facilities and Security. 
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• In 2016, events on campus will be streamlined. Currently, students feel overwhelmed with the number 

of things happening on any given day—the calendar of events needs to be shrunk, because students 

don’t know how to prioritize. We should aim at more coordination on campus. These coordinated 

events will bring the community together, involving the entire school, and building a community ethos. 

While it should be acknowledged that MICA embodies a creative, spontaneous culture, and such 

opportunities should be given a forum to grow, there should be more coordination. 

• In 2026, there will be a transparent, equitable budget process across campus. 

• Additionally, artworks will express true diversity in content and form. Although a MICA “brand” is 
useful, there needs to be more of an encouragement of curricular diversity.  

 

Group 3 (staff) 

• An empowered staff group. 

• Financial aid to widen access for students of all backgrounds to attend MICA. 

• All students feel at home at MICA. 

• A non-siloed work environment. 

• A MICA that is connected to the city and its people. 

 

Group 4 (staff) 

● The people in Penn North would appreciate this school and be proud of it and MICA because they not 

only feel welcome but they see it as theirs! It is their own.  

● This should end up by making all of Baltimore own MICA! Doug Frost’s book forecast the 

problem that people in Baltimore do not stay in Baltimore for college. [example of people in the 1800s 

going to Europe for education and not staying in Baltimore.] 

● We have a nice school HERE that the idea that you need to you go away for education has persisted. 

People do not stay here to go to school. They do not always know that MICA exists. They go to 

Artscape and to UB but they do not know MICA. We need advertisement and get people to stay here. 

And push it and get Baltimore kids here - Baltimore Polytechnic graduates should come to MICA. 

● Coppin State is better known- what do we need to do to integrate more into Baltimore city school 

system to the counselors to introduce MICA as an option.  

● I did not know MICA either and I went to UB. I did not know MICA. and people still do not know MICA.  

● To raise the profile of MICA within Baltimore  

● It is a way it is hard to talk about staff in general - it is hard to lump staff together. I know what the 

library needs. It is part of the problem. The staff is siloed. There is “one MICA” conversation. 

● Reduce the divide between staff and faculty 

● More opportunity and more voices from all staff to be considered rather than requested to attend. See 

faculty as prima donnas. Staff is not viewed at the level of faculty. It is an academic caste system. 

Librarians are not one and not the other. It does not create an equitable environment.  

● There are discrepancies in how people are treated and how people are perceived that is not equitable  

● Exempt and non-exempt people. Punching in with your finger is demoralizing. If one then all staff 

should have to do that.  

● Also be helpful for staff to have a point person to have an ombudsman - as a neutral party to help 

serve as a resource. Advocate for ombudsman - this was mentioned in the audit (page 29) and there 

should be one for staff. 

● More staff input on the employee handbook.  
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● Professional development opportunities that are not always taken up by staff. Staff should have 

obligations to the institution and to themselves and have the option to seek outside professional 

development to round them out (from their own perspectives) they may have particular needs or 

interests that may not be part of general prof. development 

● If this is part of our core DNA people should not have an option to partake in professional 

development.  

● I hear from students and how they hear in certain situations with faculty or staff. Interesting to have a 

faculty and staff workshop that is lead by students so we are hearing from them and they are walking 

us through their experiences. It would strengthen relationships between faculty and students and 

staff. Hearing other people’s stories and what is important to them.  

● In the library we put together a panel about students of color and their experiences in critique. It was 

from first year students and it was great to hear it directly from the students.  

● Why are these tables split by constituency group? I really liked being involved with the teaching circle 

which was faculty and staff and totally different areas. It was enlightening.  

● These conversations need to be more cross-constituency.  

● Why didn’t more people come to this meeting? I am surprised more are not here. It was mandated 

that we be here. This is the “hot hour” and this is the time that everyone is busy.  

● It does back to access and scheduling so that people can attend.  

 

Group 5 (students) 

● I’m a painting major and all of our faculty are artists who exhibit - cis white males with a lot of 

experience in painting. It’s hard for me to listen to them w/o thinking about their privilege. I would like 

to be taught by teachers who have may have had a lot harder time achieving their success. Female, 

people of color - not older white straight men. 

● Animation department - the 1 person who is the best faculty member - if we have the cis white man 

who is dominating one area of study. Amplifying voices who are still really good.  

● More towards their work and potential vs. what they’ve already accomplished.  

● Maybe there’s some sort of training that can teach the professors so they don’t have to be so set in 

their ways. 

● Having more equal representation specifically in faculty. I don’t notice it so much in printmaking. That 

department is pretty well split on gender. 

● Less narrow paths for faculty to get to MICA 

● Globalization - I’ve been trying to take a language class. I’ve tried to go to JHU - 3x/week and I don’t 

have the time. It seems a little silly to me that MICA doesn’t have global languages. 

● We have 5 classes. Most other schools you have 4, multiple times a week. We’re not compatible with 

other schools. Curriculum concern. 

● Doesn’t make sense to use the term “global” and not teach languages. There’s an incongruence. 

Sending to Italy and El Salvador and you don’t teach languages.  

● There’s not as much acknowledgement for the international students who are immersing themselves 

here at MICA. Not acknowledged by faculty. A lot of the systems that we have for the structures of 

classes don’t leave time for real tangible moments.  

● In the last few years, trigger warnings and sensitive content has been more of an issue. That is not 

built into our class structure. We watched a film to gain more insight into the psychological choices of 

the character - professor did not give a trigger warning for the psychological rape scene. Mission 

statements can get forgotten in the course of the semester.  



 13 

● Acknowledgement - I have to be very outspoken about where I’m from (intl student) -- professors 

should be aware that there are extra steps for international students. Just the acknowledgement that 

that is a thing would make me feel a lot better. That it took a lot more work for me.  

● Acknowledgement of international students needing work. 

● Teachers not acknowledging the international students in class -- the time and effort it takes. 

● Faculty - need to be able to facilitate conversations on race and identity.   

● Clyde and Colette -- they are great in critiques and can skillfully facilitate these conversations - more 

faculty need to know that.  

● The disconnect between students is not that much. Sometimes on race. Class and privilege 

inherently come up.  

● Some students aren’t aware. Educate.  

 

Group 6 (students) 

● Curriculum would be radically different 

● More curriculum around non-western cultures 

● Stronger presence of women 

● Most MICA students identify as females but most faculty 

● People of color should be just as prominent as while males 

● Need more people of color on faculty 

● We currently have a lot of white, old, racist professors - their behavior is “excused” 

 

Group 7 (staff) 

● We look and act diverse. 

● Equity included in professional development for all staff.   Not just what your job position is, or arts 

related.    

● Tuition Remission outside of arts and design at MICA, it is available in an equitable manner 

● Students, Staff and Faculty feel completely valued for their contributions across the board, not just 

title or work.  All staff voices are engaged and heard. 

● Different types of leadership styles are recognized at every level as being supportive, inclusive and 

respectful.   Leadership is respectful and offers rational. 

● Cultural competency training is part of who we are and it is continuous.  From the start of when we 

arrive to the day we leave. 

● Bias training is continuous, and engrained in our work and who we are. 

● Lots of new support structures are in place, particularly with gaps that we are not hitting now.  Not just 

an economic approach to addressing support structures, but a fairness and inclusive approach. 

Single parent, international, Veterans, etc.   

● Lots of services offered to nontraditional students, veterans, first generation, translation services,  

● Holistic wellness is also offered to different to diverse groups. Wellness is also offered in diverse 

ways 

● MICA is financially accessible for all students.  We have innovative ways of being sustainable.  More 

financial support for whose need it .   Include supplies and materials. 

● Cost of housing is affordable for staff in the City. Perhaps new live work spaces for staff are created.   
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● Departmental staff support is embedded within the departments, and where students are located.   

Departmental Administrative Assistants connect a lot of dots for students.  This role is elevated, and 

valued.   

● Equity is what is needed.    

● Attitudes about all staff in all areas is valued.  

● Staff are equally valued as much as faculty.   

● Everyone has a seat at the table.  Everyone has agency and respect at the table.    

● Equity increases are not equally given,, but reflect needs and opportunities for growth. 

● Fairness, for young staff is considered as the cost of living and student loans are not the same as 

they were many years ago, and salaries do not reflect this kind of demand anymore.   

● Staff are valued financially, and as competitively as Faculty. 

● Pay reflect skills and experience, not just the type of work one does. 

● Capacity of what we can do is engaged.  Special talents are sought after, not because someone’s job 

or title. 

● Salaries reflect methods of attracting the best staff candidates. 

● There is greater visibility of who works where.   We work in mixed areas, not just departmental.  Mix 

departments in spaces are a new norm. 

● More hybrid positions, with both faculty and staff would be here at MICA 

● More flexibility in schedules, hours and expectations of the traditional work week.  Support side 

hustles and passion work as options.  

● Communication and collaboration is second nature to how we work and we all do it well. 

● Leadership and thinking styles are valued for diversity.  We don’t value just one way of doing things 

or assume one leader's way is correct. 

● Technology is accessible and available to all. 

● Staff are valued for their talents, not just their education or jobs. Talents are recognized, and used for 

collaboration.    

● Staff are utilized and supported to take their talents outside of MICA. 

 

Group 8 (faculty) 

● If people that felt disenfranchised didn’t feel that way anymore at MICA 

● Keep broader picture in mind, art institutions are in an existential moment; role of aesthetics we need 

to be leaders in and currently art reifies the dominant culture -- we need to be leaders in this within 

the art field and within aesthetics 

● Expense of the College -- is it accessible; it would be accessible when we are success -- if we are 

going to diversity we have to be able to fund it and reduce that barrier 

● Economic structure currently is one of privilege; must destabilize that 

● This can’t all be about doing things more efficiently; institution must be willing to take risks (Library as 

a community center, not just internal); make the structural changes necessary 

● MICA is a destination and known as the place to go for an international education and if you want to 

be successful and supported as a non-majority person 

● In America this is largely still black versus white -- learn how to break the patterns of redlining 

(Oakline outside of Chicago) -- MICA needs to be a truly integrated institution -- managed to that 

specific end 
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● We remain in a city where there is an enormous population that can’t afford to go here...that barrier 

needs to reduce 

● Faculty could do 2 / 3, instead of 3 / 3, on their loads and then use that remaining class to teach a 

course in the city to integrate our work in the city 

● Queer students talk about MICA being a very open space for them // how is that experience a model 

for racial inequities? What are the lessons learned? Build on those structural successes. 

● Campus more inclusive to those with mobility issues. 

● Equal weight placed to all aspects -- race/ethnicity, gender/gender ideation, mobility, etc. -- students 

see us pay more attention to some than others and it hurts our authenticity. 

● Are students coming here for a western art education? Do our students want or expect an 

internationally focused education? Job descriptions for faculty searches need to consider the 

background and exposure of their practice and cannon. Is the diversity of our cannon and educational 

experiences part of what we mean in this conversation? 

● Art world has a dominant discourse -- our students experience that -- this is hit or miss based of the 

instructor as to how much this challenged -- need to identify where and how that discourse is shifted 

● Students need to know how to express how a global education offers and its advantages -- If they can 

articulate this it helps assess what we are doing 

● Must have a culturally competent skill set and talent pool 

● Must become a part of all we teach -- to exist at the local, MICA & Baltimore, and Global -- the 

references we cite, the materials we use, etc. (It will take very deliberate work to get to this…) 

● Faculty having the background, skills, and training to bring diverse resources into the classroom; 

faculty and the College will have to do the work to demand that background -- provide the 

professional development to faculty to ensure that skill set 

● Faculty have the security & knowledge to accept our own gaps and areas for learning or professional 

collaboration; Bring in the faculty pool that represents the values and curriculum we want 

● Balancing our community integration (local) and our global/international mindset, both are critically 

important, is really difficult; both are huge but do not always use the same skillset and sometime are 

in conflict with one another 

o The local Baltimore community is more international than we think, with immigrant communities, 

and we haven’t figured out how to acknowledged that 

● Success equals “Diversity is not code for African American” 

● Money ceases being a driving factor -- currently under represented students tend to bring less in the 

way of tuition dollars (international often the opposite) 

● Bring MICA students out into community; there is real discomfort and learning that takes place and is 

critical (and uplifting) 

● Motivation of the College not defined by bodies or buildings or dollars but by actions and mission 

● Blur lines between faculty, staff, and students to bring them closer together and exist in a less 

segmented manner -- we’ve had local examples but this isn’t part of our culture 

● Class & privilege gets more air time 

● Nine years ago my classes were literally all white students, but the classes have become more 

diverse since then -- of course the cost of the college is a major driver/barrier 

● Students are afraid to make are the way they want to because they are afraid of how their peers will 

react - this is especially true with our Asian students - and when we are successful this is addressed 

and eliminated 
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● Campus-wide understanding of the rationale behind the growth of international student population 

● International population not driven solely by China/Korea; diversify our international population 

● Students feel safe and protected in voicing their experience and making the art that is important to 

them 

● Diversity ceases to be a turf war; it’s not about giving to you takes from me OR one thing is at the 

expense of another -- multiple things can happen in tandem and are appreciated for being a part of 

the broader initiative/mission/purpose 

● Faculty embrace the effort w/o feeling overwhelmed 

● Diversify the language ability of the MICA employee population 

 

Group 9 (faculty) 

● Much better representation of the Baltimore community in the classroom 

● More socio-economic classes will be represented on the campus—currently, the so-called working 
class is missing.  

● Faculty will be more diverse. 

● An endowment to support students who have need—scholarships, financial aid, living expenses, etc. 

● More flexible programs so that the cost can be spread out over more years for both traditional-aged 
students as well as older students.  Multigenerational classrooms will increase diversity. 

● More students will come from community colleges and more transfers will be welcomed. Veterans. 

● Teaching exchanges will occur frequently, adding multiple points of view and approaches.  

● 2026 is a long way ahead–-students here now will not be affected.  They (the students) want to 
observe an impact in the next year or two or at most four—while they are here.  Students want to 
know: How this is going to impact me while I’m here.” 

● Can we look at timing that is more practical and understandable?   2026 is too far away for the 
community to feel that this current conversation is going to make a change. 

● Faculty does feel that something has changed over the last few years—the climate is much more 
open and they feel that some important work has been happening. 

● Example:  the preferred pronouns—impressive that now at the beginning of classes students 
introduce themselves with their preference. 

● How can we amplify this going forward? 

● Would be great to share what’s working and what’s happening in other classrooms.  They know that 
good work is happening, for example, in many courses around campus.   Is it possible to share 
syllabi?  Just by looking at other syllabi faculty can see what others are doing and spark ideas for 
other faculty and would make the work be much more transparent. 

● Where is the institutional support that will help faculty make these changes?  

● Everyone is over-taxed and the only way they believe real change will happen is with support. 

● Students (first year) come to MICA with concerns especially now (perhaps more than ever before) 
because of climate (political/cultural).   During orientation programs and perhaps in the Forum, there 
are times and places to discuss these issues.  And that is what we want to have happen—this is the 
place where students should pose these questions. 

● But how do we create space for these intentional conversations and workshops—during the year in 
addition to beforehand? Need to provide space for people to be heard.   How do we create that 
space? 

● There has been no conversation about different classes—currently, the campus population ends up 
as class conformity because students who are dealing with financial need cannot stay.  Or, they 
cannot participate in leadership—a significant impediment to full diversity. 
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● We have a problem with retention of those with diverse socio-economic backgrounds.  Faculty need 
and want guidelines to help guide them about who is the main point of contact, where they should 
send students facing these difficulties. 

● Can we utilize webinars/videos—how to support a student in financial distress. 

● Video capsules/podcasts? 

● We need to build a support network for first generation students and a better link between faculty and 
student services—no mechanisms in place. 

● Can we add photos to email so that we all begin to know each other? 

● Preferred pronouns:  can we move on to use  “they” as a matter of course. 

● There is suspicion of the word “professionalism”, “professional development”. Professionalism can be 
a dirty word because for some it smacks as another way to increase standardization.  

 

Group 10 (students) 

● Clear knowledge of who to go to for issues. A sense from the student viewpoint. If they go to 

someone they will receive closure for resolving the issues. That there is feedback that something is 

being done. That their issue has been addressed or heard.  

● The current system in place was not effective. There was no closure. If we are successful, we will see 

a decrease in people that feel that they did not receive closure.  

● Trusting the system. It will work. It will be effective. Currently, they have issues and feel that nothing 

will be done. Understanding of what end result should be.  

● More efficiency around getting issues results.  

● Clarity of school’s limitations and what they can do. Lots of student don’t see outcomes or understand 

process.  

● More collaboration with different departments.  

● There is a feeling of divide between faculty and studies. The faculty are not understating of their 

identities.  

● It will help if there was more diversity within the faculty.  

● Improve training in facilitating discussions in the classroom.  

● If something goes wrong, it is addressed effectively. If something happens, the faculty engages in 

training and it doesn’t happen again. If it happens again, then they are held accountable, something 

happens.  

● A more effective system that is more assessable to students to stay informed.  

● Mid-year (class/faculty) assessments to provide feedback. Currently there is no way to know if the 

feedback from the assessment are taken into consideration and it may be too late to provide 

feedback at the end of the semester.  

● Solution regarding time -  

● More information put out to students about the process, what it looks like, and who to contact. A 

clearer definitive understanding of timeline, who they will be talking to.  

● Streamline and create a template for consistent emails: so that you know who it is coming from and 

what they are saying.  

● Easier, anonymous online forum to share their issues and concerns.  

● Platform just for RAs. Utilizing students that are helping students. Students go to their friends and 

friends don’t necessarily have all the answer. Empower trusted student leaders.  

● Posters and informational campaigns are effective.  
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● Tie training/information into the class time; students are already engaged. Even if it is mandatory it is 

hard to attend extra sessions. The new First Year lecture would be a great forum.  

● More training to student leaders so that they are more knowledgeable about these issues and can 

point students to right direction.  

● A little slip of paper with pertinent information for resolving issues. It should state what is the issue 

and who to contact. Available across campus.  

● Faculty training particularly with professors. It is hard to address because it is case by case. It is not 

broad. Not everyone in struggling. In case by case scenarios, it is important for faculty to understand. 

Diversity training in general. Bias training. DEIG impacts everything.  

● Faculty participation and involvement in student events to get a better sense of students. Not just 

interact with students outside of class. Conscious about FT vs. adjunct involvement.  

● Having a high number of adjuncts, they are significantly less involved in student life. They are not 

aware of students outside of their class.  

● Faculty should communicate more outside of their departments. So faculty are more aware of the 

loads that they are expected to fulfill relative to them.  

● Critique process may be a difficult process for new students. In order to prevent misconceptions or 

someone feeling like they have been attacked and bias, we should hold in class descriptions of 

critique. What is a critique and what is not. How to give and take criticism. Starting from day one 

people should understand what is acceptable and not. Set expectations. A lot of confusion may start 

there. There needs to be a middle ground and it needs to be explained so it is not just positive.  

● First Year students that come to Oy! (Jewish culture club) have no clarification regarding absence. It 

is unclear what will happen if you need to miss class because of health, supporting parents, and 

religious observance. There is no overarching policy, so each faculty addresses it separately. 

Standardization will be helpful.  

● There are inconsistent responses to physical and mental health.  

 

Group 11 (staff) 

● It’s just not a priority anymore. It just is! We wouldn’t just be an art school, we would be a diverse art 

school and if we are still convening on this topic, it’s a problem 

● 2026 is not that far away, I’m a cynic and past experience will speak to this and a bit naive to think 

that we will completely morphed. This is a moving discussion. The task force while staying on top of 

things still lives within the MICA bubble 

● If every individual to feel empowered. Ie. if each person sees that they want to change something 

then they have their own sense of agency and that agency is their humanness and their right to be in 

the world. 

 

 


