Advancement & Alumni Engagement (AAE) - 2021 Year-End Report
Executive Leadership Council
August 2020-2021


AAE’s supports the principles and values of diversity, equity, and inclusion by its demonstrated commitment to developing its leaders and all staff, so that they may better support the communities they serve. 

AAE’s Mission Statement:
Inspire and steward meaningful, lasting relationships that elevate engagement and giving to fulfill Emory’s mission to serve humanity.

AAE’s Vision Statement:
Distinguishing Emory through excellence in philanthropy.

As it delivers on the promise stated in its mission and vision, AAE creates a thriving community of excellence, responsible for its part in creating One Emory. In doing so, AAE helps Emory University to achieve its mission to create, preserve, teach, and apply knowledge in the service of humanity. 

Accomplishments & Impacts
Professional Development, Education and Awareness

In FY21, AAE provided several opportunities for the Emory community (staff, faculty, students, and alumni) to advance their learning in topics related to diversity, equity, and inclusion. Externally, we engaged more than 500 attendees, 396 unique individual Emory community members over six Emory Community Conversation programs. Internal to the division, 178 (out of ~300) AAE staff members participated in 23 formal trainings offered for professional development credit.
· External Offerings:
· Emory Community Conversations produced by Marche Simpson, AAE’s Director of Diversity & Inclusion, and facilitated by faculty, staff, and alumni.
· Unconscious Bias
· Belonging & Inclusive Community
· Allyship as a Journey
· Construct of Race
· Evolution to Latinx
· Interfaith Community
· Exploring Asian Identity

· Internal offerings organized by Danielle Goeckel, Director of Organizational Culture & Effectiveness, in partnership with AAE’s Divisional Committee on Community & Diversity (DCCD).
· Emory’s Social Justice Education courses (offered Sept-Nov 2020): 37 staff participated in the various sessions. 12 AAE staff completed all four courses and took the tests to receive their Blue Medallions
· Diversity & Inclusion (3 offerings)
· Bias (3 offerings)
· Privilege & Oppression (3 offerings)
· Humble Intro (3 offerings)
· Courtesy & Respect (4 offerings)
· Unconscious Bias (1 offering)
· Safe Space (1 offerings)
· ASK Power Hours
· Resilience in Challenging Times
· Intercultural Communication
· Korn Ferry Webinars:
· In My Shoes: Addressing Systemic Racism Through Structural Inclusion
· Don’t Talk, DO: Creating a Racially Equitable Future as Inclusive Leaders
· Power in the Boardroom: What Board Directors Can Do to Eradicate Racism in the Corporate World

In addition to formal trainings offered for professional development credit, AAE also proactively curated webinar/training content related to inter-cultural competency development from Emory sources (such as EAA, ISSS, JWJI, ODEI, OSRL, SOM, SON), as well as from trusted external vendors, such as Chronicle of Philanthropy, Education Advisory Board, EverTrue, From Day One, Gallup, Hollaback!, Korn Ferry, National Center for Civil & Human Rights, National Museum of African American History & Culture; United Way, and others. These opportunities were posted to DCCD’s internal SharePoint site, so they were accessible to all AAE staff. 

Topics included (but not limited to):
· Addressing Anti-Asian Racism & Violence 
· Bystander Intervention
· Employee Engagement
· Inclusive Leadership
· Intercultural Communication
· Race in the Workplace
· Resilience


Climate and Culture 

Civic Dinners License
AAE secured a Civic Dinners license that led to the engagement of more than 500 Emory Community members (staff, faculty, students, and alumni) over more than 110 conversations. Civic Dinners shared Emory has set a record for the most conversations in an organization’s first year. AAE chose Civic Dinners because we saw it as an opportunity to unite the Emory community through conversation with a goal of inspiring action. We plan to renew our license for fiscal year 2022.

DCCD launched AAE staff’s Community Conversations page. The Committee hosted several conversations with participation from almost 100 staff members from across the division. Topics included:
· Climate Change
· Gender Identity
· Guts & Grace (Conversation led by AAE’s Advancing Women ERG)
· Inclusive Culture
· Mental Health
· Reckoning with Racial Injustice
· Spirituality & Religion
· Working Moms

AAE’s Culture Project
AAE launched a division-wide initiative in 2019 to transform its organizational culture, and the work continues. This multi-year initiative, affectionately known as “The Culture Project” is driven by a Task Force comprised of staff from across the division, at all levels of the organization. Its charge is to support the shift to a more collaborative, motivating, supportive, rewarding, and innovative culture. With that goal in mind, that Task Force focused on three key areas this year, with an additional focus on DEI and internal communications as part of each.
· Mission, Vision, Values (MVV) – Worked with ODEI in the creation of AAE’s MVV; implementation is ongoing. 
· Leadership at All Levels – Creating a training curriculum for AAE leaders; under development.
· Role Clarity – Working to clarify roles and responsibilities across teams; created a toolkit for impactful meetings, including guidance on pronoun usage and psychological safety. Implementation is ongoing.

AAE’s Culture Task Force won a 2021 CASE Circle of Excellence Award (Silver) in Spring of 2021. 



Gallup Employee Engagement Survey
In support of enhancing organizational culture to ensure staff voices are heard, considered, and action is taken, the division participated in its 6th annual Gallup employee engagement Q12 survey. Survey feedback was provided to AAE’s Leadership Team and in informational sessions open to the entire division. Feedback was included in the Culture Project initiatives, ongoing.

Employee Resource Groups
AAE continued to develop its Employee Resource Groups (ERGs), which were officially launched at the beginning of 2020. (7 groups total: Advancing Women, Black AAE Professionals, Black Women Lead, International Identity, LGBTQ+ Allies, Remote Employees, and Young Professionals.) Currently, almost 50% of AAE’s staff (approximately 150 people) are involved in AAE’s ERGs.
· This fiscal year, governance documentation evolved to include best practice information; Executive Sponsors were appointed for each group, and the ERGs established charters and goals. 
· AAE contracted with an external consulting firm to assess its ERG program. Ongoing enhancements to the program will be informed by the assessment feedback, and a roadmap of next steps and implementation plan is under development. 
· AAE staff serve on Emory’s Employee Resource Group Task Force, which is charged with initial planning for an ERG pilot at Emory University.
· Providing guidance and documentation developed in AAE’s ERG program
· Assisting with benchmarking with other peer institutions

Accountability

[bookmark: _Hlk80902311]Emory Alumni Board DEI Task Force and Alumni DEI Strategic Planning Committee
As a way to include alumni in the diversity and inclusion work being done at the divisional and university levels, we called two groups together. 
· The Emory Alumni Board DEI Task Force is made up President Elects and other members from each school and unit alumni board. The task force was led by current Emory Alumni Board President Steve Greenfield. The group met over six months and made commitments in five areas:
· Diversity of membership and pipeline for new members
· Board leadership 
· Workshops and training 
· Programs and outreach 
· Awards and traditions
· The Alumni DEI Strategic Planning Committee was curated to serve on the Office of DEI’s DEI Strategic Planning Committee. Alumni is one of seven communities: Graduate and Professional Students, Post doctorates, Undergraduate Students, Faculty, Staff, Alumni, and Civic and Community Partners. More info on the larger group and its charge can be found here: https://equityandinclusion.emory.edu/resources/strategic-planning-process.html. This committee is in the process of producing its final report and recommendations
· Both groups participated in a DEI Framework workshop facilitated by Converge Firm, founded by alumna Valerie Williams.



    

Division-wide Professional Development Requirement
In an effort to support staff in their career and personal growth, AAE instituted new division-wide annual professional development requirements. Staff must complete a minimum of four courses each year (three related to Emory performance management competency development and one related to inter-cultural development). Staff can explore their professional development options in the newly created guidebook.



Page 2 of 2

image1.emf
DEI Alumni  Leadership Task Force Presentation_Steve Greenfield Chair (003).pptx


DEI Alumni Leadership Task Force Presentation_Steve Greenfield Chair (003).pptx


Diversity, Equity, Inclusion (DEI)  Taskforce
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Steve Greenfield

Emory Alumni Board President 2019-2021, Taskforce Chair





DEI Taskforce: Focus

Encourage the Emory school/leadership boards to take a leadership position in diversity, equity and inclusion (DEI) and partner with Emory and the Office of DEI to bring the perspective and power of the alumni community to issues as needed.
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DEI Taskforce: Members

Emory Alumni Board: Steve Greenfield 04MBA

Emory Alumni Board: Munir Meghjani 08Ox 10C

Emory College Alumni Board: Noni Holmes-Kidd 05C

Emory College Alumni Board: Cyrus Irani 05C
Law School Board: Ben Fink 92L
Law School Board: Shiju Kadree 03Ox 05C 09L 9PH 

Oxford Alumni Board: Curtis Cotsonis 09Ox 11C

Oxford Alumni Board: Michael Silverio 98Ox 00C
Oxford Alumni Board: Audia Wells 90Ox 92C

Carlos Museum: Dirk Brown 90MBA

Carlos Museum: Jiong Yan 02MR 20L

Rollins Alumni Board: Kaytna Thaker 14PH
Rollins Alumni Board: Elizabeth Sprouse 17PH
Campus Life: Kristan Goldfein 90C

Goizueta Alumni Board: Graham Jaenicke 14MBA

Goizueta Alumni Board: Debbie Perantoni 00MBA

Medicine Alumni Board: Quentin Pirkle 70C 74M 77MR
Medicine Alumni Board: Ralph Haynes 70M 74MR
Theology Board: Susannah Davis 95T
Theology Board: Dedric Cowser 11T 17T

Dental School Alumni Board: Ronnie Weathers 60C 62D 66D 66DR

Nursing: Cheryl Murphy 77N

Nursing: Kay Kennedy 80Ox 82N 90N



---------------------

OACE: Marche Simpson

OACE: Laurie Stephens Hunter
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DEI Taskforce: Calendar

Jan 2021

Feb 2021

Mar 2021

Apr 2021

May 2021

Jun 2021



Friday  January 29



Friday  February 26



Friday  March 26



Friday  April 30





Wed  May 26




Tues June 29
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June 29, 2021,  AGENDA

School alumni board leaders will report out on 5 themes summarizing what has been done and what remains to be done.

Diversity of membership and pipeline for new members – what tools are you using to plan?

Board leadership – are we identifying and preparing diverse leaders?

Workshops and training – what do our boards need?

Programs and outreach – how are we ensuring that they are inclusive?

Awards and traditions – how are we ensuring that nominations are representative of our alumni body?



Additional information or feedback to share with the group:

What did you learn?

What work did you do?

What changes did you implement?



5









										





		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		Evaluating the $500 (young alumni) to $1,000 required Wise Heart giving threshold for Board members. Continued discussion.

		Board leadership – are we identifying and preparing diverse leaders?		Achieved diversity goals in election of 4 new board members, as well as the 2021-2022 executive committee

		Workshops and training – what do our boards need?		Welcome DEI training and recommend we integrate into 2022 leadership conference

		Programs and outreach – how are we ensuring that they are inclusive?		Evaluating our board-sponsored initiatives and events through a DEI framework

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		Actively monitoring alumni demographics and shifts to ensure representation
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Debbie Perantoni President

Graham Jaenicke President-Elect







Dirk Brown
President 
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Jiong Yan

Representative





		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		Set up a Task force who will look at bylaws; discussing size of required financial commitment; plan to add a few board positions with less financial obligation (it’s common among major museums to lessen, though not eliminate, the price tag to be on the board); will do a demographic survey of current board makeup.

		Board leadership – are we identifying and preparing diverse leaders?		The Museum Board strives to maintain a diverse membership that reflects the range of cultures represented by the museum’s collections as well as the demographics of the Atlanta community it serves, including artists and students. 

		Workshops and training – what do our boards need?		Recommend the Harvard Implicit Bias test first, then follow up by offering museum-specific DEI training as an educational opportunity with an in-person live session during which ample opportunities for Q&A exist.

		Programs and outreach – how are we ensuring that they are inclusive?		Programs are developed to focus on the diverse range of cultures and religions represented by the art collections and to foster understanding of diverse perspectives and traditions.

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		Going forward, we will be looking at all nominations through both a DEI framework, as well as comparing to the makeup of our membership and visitor base.







Cyrus Irani
President 
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Noni Holmes-Kidd
Representative





		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		We are developing a candidate identification framework that incorporates DEI as a central focus to ensure our pipeline adequately represents our student and alumni populations currently and what we hope and expect these populations will look like in the future. 

		Board leadership – are we identifying and preparing diverse leaders?		We continue our focus on diversity within our board, Executive Committee, and potential candidates for future ECAB membership and leadership.

		Workshops and training – what do our boards need?		We are evaluating potential DEI-focused trainings and workshops to provide to ECAB members.

		Programs and outreach – how are we ensuring that they are inclusive?		We evaluate and plan activities through a DEI framework that gives us the broadest and most inclusive reach.

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		We will consider all nominations through a DEI lens to ensure that our awards and traditions appropriately represent the Emory community.







Ben Fink
President-elect
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		We created a Board Buddy program that pairs current members with incoming Board members to assist members with becoming acclimated to the Board. 
To develop a pipeline, the nominating committee of the Board created a marketing plan to increase nominations from the broader alumni community.

		Board leadership – are we identifying and preparing diverse leaders?		The Board collaborates with Law AAE to recruit graduates who were leaders of the student affinity groups, which resulted in an increase in members from the BLSA Alumni Advisory Board. FY22, we will focus on the recruitment of members from the Latinx Alumni Student Association and the Asian Pacific Alumni Student Association.

		Workshops and training – what do our boards need?		

		Programs and outreach – how are we ensuring that they are inclusive?		Emory Law just completed a strategic plan in which one of the goals is to “Ensure that Emory Law incorporates access, antiracism, diversity, equity, and inclusion initiatives in our hiring, admissions, student development, and alumni engagement activities, and encourages and supports efforts to address these principles in teaching and research.” The Board will be instrumental in assisting the school with achieving this goal. 

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		To develop a pipeline, the awards committee of the Board created a marketing plan to increase nominations from the broader alumni community.










Shiju Kadree
Representative





Quentin Pirkle
President 
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		Our Nominations  Committee has DEI criteria; these have been in use for several years and mirror (and exceed)recommendations from Emory leadership. 

The medical school board has faced challenges recruiting women to the board even though women are entering medical school at higher rates then men. The Board continues to work on this issue. Each current member has been charged with recruiting new members and DEI is considered as part of the recruitment process.

		Board leadership – are we identifying and preparing diverse leaders?		Each Board member is encouraged to serve on a committee and ascend to further leadership each year.  The only limiting factor is an individual’s interest/time/ and Board tenure. 

		Workshops and training – what do our boards need?		These should be centralized, and be available to all Boards, as at least our Board does not have the resources to prepare quality programs. Might be interested in additional training and are working with a module from the Medical Association of Georgia.

		Programs and outreach – how are we ensuring that they are inclusive?		For our Board, regular articles in Emory Medicine detailing activities and participation in the ESOM yearly graduation/initial student year reception/white coat/other activities.

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		Our Nominations Committee pays great attention to this and solicits nominations.  However, Nominations need to be solicited from other sources as well: SOM Chairmen, the Emory Schools (e.g., Rollins, Basic Science Faculty, Law, Nursing) that know of significant alumni.



Ralph Haynes
President-elect











Nursing: Cheryl Murphy
President
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		We have established an NAA DEI subcommittee that works closely with the SON DEI Office to implement their overarching goals. Together we produced demographic data of recent graduates with valuable information on the diversity that exists in our undergraduate program. The data indicates to the Alumni Board that we have a rich pool of graduates to reach and engage. The Board will also work to identify gaps in representation (age, gender, race, creed, geographic location, nationality, occupation, and degree program) and seek members to fill those gaps. While applications from all alumni are welcome, we will add to the “open call” for members language stating the gaps in membership we are seeking to fill and encourage those who meet those criteria to apply.


		Board leadership – are we identifying and preparing diverse leaders?		Intentional inclusion of the diverse alumni population with plans to increase our board diversity: A student-alumni mentor program has been implemented and we are in process of strategizing how the work of the DEI subcommittee under formation can link to this program. We will continue to partner with Student Ambassadors through events and programs. Subcommittees recruit young alumni to serve as a leadership pipeline. 





Kay Kennedy
President-elect
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Cheryl Murphy
President
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		DEI Theme		Actions Taken

		Workshops and training – what do our boards need?		Plans to increase the communication with our SON DEI officers and work with the newly established Task Force for Diversity on our Alumni Board. We will invite SON DEI staff to attend a meeting annually to help us "LEAD" the way in making an impact through our leadership, programming, and events. Work is already underway. Short- and Long-term goals will be mapped out, and a NAA DEI committee is already in place. 


		Programs and outreach – how are we ensuring that they are inclusive?		At the same meeting we identified several ideas for consideration. The Board will create a strategic plan to engage alumni locally and regionally. These include alumni surveys for feedback, providing resources regarding minority scholarships and increased opportunities for obtaining advanced nursing degrees, tapping into local professional organizations by hosting informational sessions, targeting mentor pairing through NAA Mentor Program, and establish endowed minority student scholarships.




Kay Kennedy
President-elect
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Nursing: Cheryl Murphy
President
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		DEI Theme		Actions Taken

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		Nomination/application materials are distributed widely through: University/school channels, current board members and alumni leaders, and faculty/staff. Nominations will be closely scrutinized to include all ages and qualifications of nominees. Board is required to nominate colleagues. Additionally, an awards subcommittee reviews all submissions to ensure inclusivity and nominates alumni in underrepresented areas. 






Kay Kennedy
President-elect
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Curtis Cotsonis
President 
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		Open forum invitations to all alumni.
Class gift committee selection criteria provides diversity at younger ages
Alumni engagement criteria is inclusive and open to all. 
Recommendations from other alumni and staff provide DEI of opinions. 

		Board leadership – are we identifying and preparing diverse leaders?		Oxford’s Alumni Board is class agent based. Our primary focus is to get input and deliver information to the respective classes. One of the ways OCAB will improve is by making sure the different affinity alumni groups are aware of opportunities within OCAB. OCAB itself is an opportunity for Oxford alumni to prepare for and become engaged with other Emory alumni leadership positions. 

a.     Communicating to affinity groups
b.     Receiving recommendations from current board members
c.     Correlating demographic and engagement data (Tammy)
d.     Educating alumni on engagement opportunities to prepare for board service





Michael Silverio
President-elect
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Audia Wells Representative





Curtis Cotsonis
President 
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		DEI Theme		Actions Taken

		Workshops and training – what do our boards need?		Training on multiple generational interaction
Training on what Diversity, Equity and Inclusion is

Our OCAB meetings have always had a virtual component. We also shift the meetings to allow for morning and afternoon noon attendance to create more equity with people’s time. Our outreach can improve by providing information to our alumni affinity groups to spark interest with OCAB. 

		Programs and outreach – how are we ensuring that they are inclusive?		Adding more virtual meetings to our schedule that has had virtual options

Considering time zones for scheduling events

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		The call for nominations is  shared widely. 

Since Oxford is a two-year program, our traditions have always changed over time. Though we hope Dooley will never change. 

		Next Steps:		Review OCAB Governing Document and add suggestions for modifications to be considered by June 29th DEI Task Force Meeting.  Governance document will be discussed at the Exec Committee July 26th and then brought before the board in October.

Include suggestions in this working document. 





Michael Silverio
President-elect
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Audia Wells Representative





Kaytna Thaker 
President
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		Our board will continue identify gaps in representation (class year, department, field of work, gender, etc.) and seek out members to fill those gaps. While we welcome applications from all alumni, our “open call” for members always includes language stating the gaps in membership we are seeking to fill and specifically encourages those who meet those criteria to apply.

		Board leadership – are we identifying and preparing diverse leaders?		Our Board already works closely with our RSPH regional alumni and affinity group leaders, as well as student leaders, to support their work and encourage their continued service to the school as alumni. Beginning this year, each member will be assigned at least one alumnus and student leader to mentor for a period of one year.

		Workshops and training – what do our boards need?		The committee has already connected with a fellow RSPH alumnus who owns a consultancy that works with companies of all sizes to make inclusion accessible, actionable, and sustainable. We are working with him to examine all of our processes, activities, and communications on an individual and organizational level, and making changes as needed.





Elizabeth Sprouse
President-elect
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Kaytna Thaker 
President
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		DEI Theme		Actions Taken

		Programs and outreach – how are we ensuring that they are inclusive?		Committee will review annual programs and events offered to our alumni community to ensure they aligned with DEI in what we host and when/how we host them. Committee will also define best practices in planning programs and events that do align with DEI and communicate that guidance with our regional alumni groups for implementation. 

We are already in the process of:
Establishing quarterly listening sessions/open forums for alumni to weigh in on decisions/share their thoughts and ideas with us
Analyzing communication channels to determine best ways to reach diverse audiences (social media v. email v. phone v. mail)

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		Ensure nomination/application materials are distributed widely through:
University/school channels 
Current board members and alumni leaders
Faculty/staff

Continuing to allow for them to be submitted at any time throughout the year with a concentrated push as deadlines approach. Nominations/applications are accepted in paper or electronic form.





Elizabeth Sprouse
President-elect
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Susannah Davis
President
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		We will be reviewing the by-laws which prescribe membership based on geography and denominational affiliation.

		Board leadership – are we identifying and preparing diverse leaders?		The Candler Alumni Board works diligently to identify diverse leaders that reflect the entire spectrum of Candler alumni. 

		Workshops and training – what do our boards need?		CAB has used Candler faculty members to help guide discussions around D/E/I/B objectives. 

		Programs and outreach – how are we ensuring that they are inclusive?		Programs have been developed to focus on various denominational affiliations, theological points, and ecumenical openness.  CAB worked on a “Prayer for Racial Justice” that was widely distributed.

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		A wide call for nominations is presented regularly and a holistic approach to awards is taken comparing it to our overall alumni base. 





Dedric Cowser
President-elect









Steve Greenfield
President 
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		DEI Theme		Actions Taken

		Diversity of membership and pipeline for new members – what tools are you using to plan?		We are focusing on analyzing our alumni base through a DEI framework to ensure we are deliberately building out a healthier pipeline of EAB members

		Board leadership – are we identifying and preparing diverse leaders?		Revisited both the EAB Governance Document, as well as our Nominating Committee procedures to ensure better alignment with DEI 

		Workshops and training – what do our boards need?		We will be providing all EAB members with optional unconscious bias training and DEI training modules

		Programs and outreach – how are we ensuring that they are inclusive?		For our Awards, Traditions and the activities we provide to our Alumni, we are evaluating all through a DEI framework

		Awards and traditions – how are we ensuring that nominations are representative of our alumni body?		Going forward, we will be looking at all nominations through both a DEI framework, as well as comparing to the makeup of our alumni base 





Munir Meghjani
President-elect











WRAPPING UP

THANK YOU!
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Diversity and Inclusion Engagement Plan 


2020 – 2021 
 


 
BACKGROUND: AAE DIVERSITY AND INCLUSION ENGAGEMENT 
 
Emory Advancement and Alumni Engagement (AAE) has taken several steps to lean into the global dialogue on social and 
racial injustice during a time where many organizations and institutions have labeled this type of work too political or 
complex to address in this moment. AAE’s Senior Vice President, Josh Newton, made the decision for the division to be a 
leader in this space, and assist the broader institution in defining its role in the dialogue. In a Note of Solidarity addressed 
to Emory Alumni and AAE Staff on the heels of the murder of George Floyd, Newton shared, “We have a lot of hard work 
to do across this nation, as we seek to dismantle racism and overcome injustices in all forms. While I believe in Emory’s 
motto that ‘The wise heart seeks knowledge,’ I also firmly believe that a wise heart also seeks justice and equity.” 
 
In a newsletter following the killing of Ahmaud Arbery, Dr. Carol E. Henderson, Vice Provost for Diversity & Inclusion, Chief 
Diversity Officer, Adviser to the President gave us an additional charge to “…continue to create space for growth, 
reflection, self-awareness, understanding and healing within our own Emory community. We must continue to have 
courageous conversations about those things that fray our human fabric — about those things that run counter to our 
human and institutional ideals of justice and justness, equity and fairness.” 
 
This Diversity and Inclusion Engagement Plan aims to fulfill the charges given to us by our leaders. 
 


*** 
 
Key Opportunities for Diversity and Inclusion Engagement: 


• Programming 


• Partnerships 


• Communications 
 
Diversity and Inclusion Engagement seeks to curate and produce opportunities to: 


• LEARN some of the many facets that make up identity and the ways in which we approach identity 


• EXPLORE how identity is connected to racial justice, social justice, and human rights 


• ACTIVATE a community focused on equity and inclusion for marginalized identities at all levels 
 


 


P R O G R A M M I N G  
LEARN. EXPLORE. ACTIVATE. 
 
Purpose: Launch a program series centered on dimensions of identity including race, ethnicity, gender, sexuality, and 
religion. The series will serve as a foundation for individuals in the Emory community seeking knowledge on identity and 
its connection to racial justice, social justice, and human rights. Programming and content will be delivered in a manner to 
meet individuals where they are in their exploration of identity, racial justice, social justice, and human rights. The 
program series will be complemented with the opportunity to continue the conversation via small groups convened in the 
Emory Civic Dinners platform. The goal of the programming is to activate the Emory community to be more thoughtful 
about what equity and inclusion looks like for marginalized communities and take action for change in the many spaces 
they occupy.  
 


I. Emory Explores (LEARN) 







 
Diversity and Inclusion Engagement Plan 


2020 – 2021 
 


 
a. Format: With the goal of providing the Emory Community with a knowledge base on the continuum of 


inclusion, four learning programs will be curated for the community on Unconscious Bias, Belonging & 
Inclusive Community, the Journey to Allyship, and Race, Ethnicity, & Culture. 
Each program will be led by an Emory campus partner. Emory has several individuals and departments 
doing great work in the diversity and inclusion space. The goal is to spotlight their work and provide 
exposure to the larger Emory Community. 


b. Facilitators: Marche Simpson is working with the Office of DEI on compiling a list of faculty and university 
leaders who are known subject matter experts in the space. Potential facilitators include Maurice 
Middleton in the Office of DEI, Donna Troka in the Center for Faculty Development and Excellence, Nancy 
Gourash Bliwise in the Office of Planning and Administration, the Belonging and Community Justice 
Working Group, Sheryl Heron in the School of Medicine, and the James Weldon Johnson Institute for the 
Study of Race and Difference.  


c. Funding Needs: $2000 for paid advertisements on social platforms and potentially streaming services. 
d. Ticket Price? No 
e. Communications Needs: Brand identity and marketing plan. 
f. Event Planning Needs: Events Team help hosting the program using the Zoom Webinar enterprise 


account. 
 


II. Emory Community Conversations (EXPLORE) 
 


a. Format: Curated to be executed following the programming on the continuum of inclusion, the Emory 
Community will have the opportunity to explore specific identities and dive into conversations that 
haven’t been socialized in many spaces. 


i. Topics to explore: Black/African American identity (race/ethnicity/culture), Hispanic/Latinx 
identity (race/ethnicity/culture), Asian/Pacific Islander identity (race/ethnicity/culture), social and 
civil injustices experienced by the Native community, the intersection of race and sexuality, and 
interreligious dialogue centered around the relationship between Christianity, Judaism, and 
Islam. 


ii. Examples of programming content: Why Latinx is not a simple term; Requiring individuals to 
choose a box when navigating race; Black, African American, African: Is there truly a fully inclusive 
space. 


b. Facilitators: Emory Faculty and Alumni. Marche Simpson is working with Lane Conville-Canney to secure 
the best faculty for each program. A list of potential alumni facilitators will be compiled using data 
collected on the Emory Alumni Get Involved! form and insight from AAE colleagues.  


c. Funding Needs: $2500 – It is important to acknowledge the complexity and effort associated with 
speaking on some of the topics outlined in this plan. However, they are critical to address through our 
programming. Honorarium is a symbol of goodwill that allows the university to strengthen relationships 
with community experts. While not required, having funds allotted for these instances would be ideal.  


d. Ticket Price? No. 
e. Communications Needs: Brand identity and marketing plan. 
f. Event Planning Needs: Events Team help hosting the program using the Zoom Webinar enterprise 


account. 
 


III. Civic Dinners (ACTIVATE) 
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a. Format: A unique, structured engagement outlet that addresses expressed alumni interest and appetite 
around more intimate opportunities to continue the conversation around topics of inclusion, equity, and 
justice. Dinners provide a connection opportunity that fosters a stronger bond during a challenging year. 


i. Super Conversations: conversations hosted by Marche Simpson for a larger audience and reach 
following the programs outlined above. The opportunity to engage in intimate small group 
conversation will be provided using the breakout room option in Zoom. 


ii. Individual Conversations: conversations hosted by alumni or campus partners. 
b. Hosts: Alumni Network Leaders, Alumni Board members, Alumni and Staff who have indicated an interest 


in supporting social justice. All hosts will be required to complete a facilitator training created by Civic 
Dinners. 


c. Funding Needs: License secured with FY20 budget.  
d. Ticket Price? No. 
e. Communications Needs: Marketing plan. 
f. Event Planning Needs: Davis Husk and Marche Simpson will be trained as administrators in the Civic 


Dinners Platform. For “Super Conversations” launching in spring 2021, support from the AA Events Team 
using the Emory Zoom enterprise account will be required. 


 
2020 – 2021 Schedule  
 


October 6, 2020 – Intro to Series  March 2, 2021 – Hispanic/Latinx Identity  


October 21, 2020* - Memorialization  April 6, 2021 – Interreligious Dialogue  


November 10, 2020* - Unconscious Bias  May 4, 2021 - Asian/Pacific Islander Identity  


December 1, 2020 – Belonging & Inclusive Community  June 1, 2020 – Intersections of Race and Sexuality  


January 5, 2021 – Journey to Allyship  July 6, 2021 – Native Social and Civil Injustice  


February 2, 2021 – Race, Ethnicity, & Culture  August 3, 2021 - OPEN  


 


 
P A R T N E R S H I P S  
 


I. Campus Partners 
a. With a mutual goal of making an impact in the diversity and inclusion space, Marche Simpson is fostering 


relations with several campus partners. These partnerships include the Office of Diversity, Equity, and 
Inclusion, School of Medicine, Belonging and Community Justice, the Office of Spiritual and Religious Life, 
and a separate cohort by way of Marche’s participation on ODEI’s Executive Leadership Council.  


b. The Office of DEI has taken on the weight of providing the Emory community with content via a 
newsletter related to national heritage, historical, pride, and awareness days and months. ODEI has 
provided this sharable content for Juneteenth, PRIDE Month, the 30th Anniversary of the Americans with 
Disabilities Act, and Hispanic Heritage Month. These newsletters have been made available to alumni and 
viewed as insightful. 
 


II. Emory Networks 
a. Emory Networks strengthen and connect the global Emory community by bringing alumni together 


around shared locations, interests, identities, or other affiliations. Identity Networks have led efforts in 
engaging marginalized alumni and students in unique ways for decades. Now, with the creation of the 
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Director of Diversity and Inclusion role, the Networks are provided with an enhanced platform to engage 
their communities. 


b. The majority of programming outlined in this plan is created for mass appeal and consumption, but 
programming created by the Emory Networks will speak to specific community priorities and interests. 


i. Example: LGBT+ monthly virtual brunch open to all LGBT+ alumni across the nation. The hope for 
this particular event is for alumni in regions where Regional Engagement does not have a physical 
staff presence to feel a sense community. The goal is to offer a program with an expected 
cadence where LGBT+ alumni know they will engage with Emory at least once a month. 
 


III. Emory Alumni Board 
a. Marche Simpson will partner with frontline officers and the Emory Alumni Board to ensure that diverse 


relationships are cultivated for board pipelines. 
b. Marche Simpson will serve as an ex officio member of the three committees outlined below. 


 
1. EAB Nominating and Governance Committee - Assess and guide the board’s efforts to be inclusive 


and attract diverse members by considering questions such as: 
a. What does diversity on EAB look like not only when it comes to race and ethnicity, but 


gender, sexuality, religion, physical ability, military/veteran status, and even geography? 
b. How is the board providing a sense of belonging and inclusiveness once diversity is met? 


i. Should JEDI (Justice, Equity, Diversity, and Inclusion) training be required for all board 
members? 


 
2. Alumni Leadership Task Force – Chaired by EAB President Steve Greenfield, this task force will include 


representation (ideally President-elects) from the school/unit boards.  
a. Goals include: 


i.  Increased diversity (race and ethnicity, gender, sexuality, religion, physical ability, 
military/veteran status, and even geography) to reflect the alumni body represented 
by the boards. 


ii. Elevation of inclusivity in planning and programming. 
iii. Develop the standards and measurement to be used to bring the goals into fruition. 


b. JEDI training/workshops offered to deepen task force’s understanding of what justice, equity, 
diversity, and inclusion means and its importance. 


 
3. University-wide DEI Alumni Committee – Chaired by EAB President Elect Munir Meghjani, this 


committee will serve as one of the seven sub-communities that make up the DEI Strategic Planning 
Committee led by Chief Diversity Officer Dr. Carol E. Henderson.  


a. When the work of this committee is complete, committee members will be engaged as an 
advisory group to Marche Simpson for insight on our ongoing DEI work. 


b. Guiding Questions for the work: 
i. How do we define diversity, equity, and inclusion? What is our common language? 


Our common ground? 
ii. How does DEI tie to the institution’s mission and principles? i.e. what is Emory’s 


citizenship model? What are those values that help us build global citizens who are 
interculturally fluent and engaged for impact? Staff? Faculty? Leadership?  


iii. What does One Emory: Engaged for Impact look like when DEI are at the center? i.e. 
how do we make Eminence Inclusive? 
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c. Areas of focus for work: 
i. Climate and Culture 
ii. Professional Development and Education Awareness 
iii. Accountability 


 


M A R K E T I N G  &  C O M M U N I C A T I O N S  
 


I. Emory Community Conversations 
i. Marche Simpson and Advancement Communications are exploring the use of the brand 


“Community Conversations” to package all events, stories, groups, and partnerships that work to 
engage alumni on topics related to Diversity and Inclusion. This name aligns with the overall 
initiative goals to: 


1. Promote community well-being 
2. Welcome everyone to the conversation and learning 
3. Share content that will elicit a response and require ongoing dialogue  
4. Provide spaces for Emory experts and members of the alumni community to educate 


each other. 
 


II. Website  
I. Currently, Diversity and Inclusion activities are curated on a page within Emory Collective. 
II. Marche Simpson will work with Advancement Communications on designing a space in the updated 


Emory website to promote Diversity and Inclusion activities. 
 


III. Facebook, Instagram, LinkedIn 
I. Marche Simpson is partnering with Advancement Communications on a social media plan to promote 


Diversity and Inclusion stories and activities on the Emory Alumni social accounts. 
II. A hashtag will be created to ensure that alumni can easily follow along with Diversity & Inclusion activities 


and stories, and share their own reactions to the programming. 
 


IV. Emory Oral History Project 
I. Marche Simpson is exploring a partnership with the Emory Libraries to use their oral history project as an 


outlet for spotlighting the valuable stories from people of color within the Emory alumni community. 
 


V. National Heritage, Historical, Pride, and Awareness Celebrations 
I. The Office of Diversity, Equity, and Inclusion has taken on the responsibility of curating newsletters with 


content relevant to Heritage, Pride, and Awareness Celebrations. Marche Simpson is partnering with 
Advancement Communications on how we share this package content with alumni. The celebrations to 
be elevated include:   


i. National Hispanic Heritage (September/October), National Disability Awareness (October), LGBT 
History (October), National Native American Heritage (November), Black History (February), 
Women’s History (March), National Arab American Heritage (April), AAPI Heritage (May), Jewish 
Heritage Month (May), and LGBT PRIDE (June). 


 
VI. Interest Tagging 



https://emorycollective.com/sections/19
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I. In FY21, ECM will determine a method for tagging alumni interests in the Advance Web Access database. 
Diversity and Inclusion will be among them, and Marche Simpson will oversee the process for sending 
relevant content to alumni who have demonstrated an interest in diversity and inclusion initiatives, as 
well as continuously populating this list. 


 


 
Key Contributors: 


• Lane Conville-Canney – partner on co-creating program content  


• Lindsay Miles – marketing and communications plan 


• Nicole Ingram (Office of DEI) – thought partner  


• Zachary Cole (Office of Spiritual and Religious Life) – thought partner 


• Dejanae Banks – student engagement access thought partner 


• Michele Obester – event protocol and best practices 


• Belonging and Community Justice Working Group – campus thought partner 
 
These teams within Advancement and Alumni Engagement play a critical role in implementing this plan: 
 


• Advancement and Alumni Engagement Communications  


• Office of Diversity, Equity and Inclusion 


• Advancement and Alumni Engagement Events 
 


*** 
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Advancement and Alumni Engagement Professional Development Program  


Commitment to Professional Development 
 
The Office of Advancement and Alumni Engagement (AAE) of Emory University seeks to establish a program of professional development that 
enriches the professional lives of employees at every level of the organization. A robust program is a critically important element for recruiting, 
growth, retention, and overall professional satisfaction. We recognize that people are our most important resource. AAE is fully committed to 
ensuring that our staff and academic leaders are supported in their work as we, collectively, advance the mission of the university and its schools, 
units, and departments.   
 


Program Objective 
 
AAE’s goal for professional development is to advance the skills, abilities, and knowledge of employees through access to education and training 
opportunities via internal programs, external associations and organizations, and media platforms.  This will enable participants to provide the 
maximum contribution to their schools, units, and departments while having opportunities to develop their talents, acquire and use new skills, and 
achieve greater effectiveness and professional fulfilment.  Employees should continuously seek ways to enhance their performance with support 
from their manager and the organization.  
 
Advancing Skills & Knowledge (ASK) is the comprehensive professional development program within AAE. All professional development 
offerings within the division are to be promoted under the ASK umbrella. 
 
The ASK professional development program will: 
 


• Connect learning opportunities with the work of AAE and its impact on the mission of the division and Emory; 
• Enhance employee competencies and improve performance while effectively linking the employee’s goals with the organization’s goals; 
• Provide learning opportunities for all job levels and functions within the organization to develop employee’s talents while allowing them 


to acquire new skills to achieve greater effectiveness and fulfilment; 
• Elevate academic leader’s expertise in the areas of fundraising and donor/alumni engagement; and 
• Be a forum for best practices to be shared amongst colleagues. 
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Requirements 
• Employees should participate in one form of professional development per quarter totaling four per fiscal year. Of the four trainings per 


fiscal year, one training should be focused on Cultural Development.  
• Employees are responsible for seeking professional development opportunities with advisement from their manager.  
• To receive credit, the professional development opportunity must have been offered within the fiscal year and not be an archived training. 
• Some professional development opportunities will require Emory Learning Management System (ELMS) registration. Employees must 


complete the registration process through the system to receive credit. 
• Professional development completed outside of Emory or that does not have an ELMS registration should be entered into the ELMS 


system as Supplemental Learning to be recorded on an employee’s transcript. 
 
How to Register for Courses: 
Please log into the Emory Learning Management System (ELMS) with your Emory username and password. From the home page, follow the 
path below to access the courses: 


1. Under "Self-Service," click "Find Learning". 
2. Type the course name in the title field 
3. Click "Search" 
4. Click "Enroll" 
5. Click "Submit Enrollment" 
6. For trainings that live in the ELMS library, click "launch" when you are ready to watch.  For trainings that will be “live”, you will receive 


log-in information from the training host. 
7. Once you finish the course, the system may provide a certificate of completion. 


 
Entering Supplemental Learning: 
Please log into the Emory Learning Management System (ELMS) with your Emory username and password. From the home page, follow the 
path below: 


1. Under "Self-Service," click "My Learning" 
2. Click “Supplemental Learning” on the left tab and follow the outlined steps. 


 



https://elmprod9.emory.edu/psp/elmprod9/?cmd=logout

https://elmprod9.emory.edu/psp/elmprod9/?cmd=logout
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Professional Development Programs & 
Learning Tracks 


 
 
 
 
 


Employees can participate in professional development programs via several learning tracks. 
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Competency Based Professional Development 


The competency based professional development model links development opportunities with the university competencies for performance 
management and career progression. An outline of the university competencies is available in Appendix A in addition to career progression 
competency charts. 
 


Cultural Development 


Advancement and Alumni Engagement (AAE) has a strong commitment to Cultural Development programs. Our goal is to create an environment 
of respect that values the many talents, perspectives and experiences of our employees; to deliver the strongest possible results by incorporating 
diverse perspectives into our daily work; and to make AAE a great place to work for everyone. Expanding our knowledge through Cultural 
Development will help us engage those we lead and those we serve. AAE supports staff participating in the University’s numerous Diversity, 
Equity, and Inclusion-focused programs, DCCD offerings, and other trainings offered by external associations and organizations. Employees can 
visit the AAE DCCD SharePoint site for additional information on Cultural Development programs.  
 


Leadership Development 


Leadership development encompasses formal and informal training and professional development programs designed to assist employees in 
developing leadership skills.  The leadership development programs will provide competency-based learning experiences. In addition to 
competency-based development, it is important for leaders to continuously develop inclusive leadership skills. The overall goal is to assist with 
facilitating awareness of leadership strengths and areas that need development.   
 


University Leadership Engagement & Professional Development  


University Leadership Engagement and Professional development will focus on development for academic leaders and senior level development 
officers.  Trainings will provide opportunities for deans and senior level development officers to elevate their expertise in the areas of fundraising 
and donor/alumni engagement. 
 



http://advancement.emory.edu/projects/CommunityDiversity/Pages/Home.aspx
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Professional Development  
 
 
 
 


Professional development will range from single workshops, semester-long academic courses, to 
programs offered by industry professionals. Trainings will vary widely with respect to the 


philosophy, content, and format of the learning experiences. 
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Associations and Organizations 


Employees are encouraged to engage with organizations that align with their career path or professional goals. A comprehensive list of 
professional organizations and conferences is available on SharePoint and in Appendix B. AAE’s communication of professional development 
opportunities will include but not be limited to the following organizations: 


Academic Impressions 
Trainings aim to cover relevant topics within higher ed across a wide range of critical areas. While focusing on building skills, reviewing 
pertinent case studies, or adopting the latest best practices, trainings are offered via virtual platforms, webcasts, online bootcamps, in-person 
conferences, articles and reports, and on-demand learning.  


African American Development Officers (AADO) Network 
The African American Development Officers (AADO) Network mission is to provide professional development, education, employment support, 
mentorship, and networking opportunities for fundraisers of color.  AADO’s sights are set even higher with plans to leverage its leadership 
position, industry credibility, and network to truly facilitate industry-wide change. 


Annual Giving Network (AGN) 


Annual Giving Network (AGN) is dedicated to helping educational institutions build exceptional advancement teams. Through their training and 
tools, they provide guidance and insight that empowers staff and volunteers to improve their constituent engagement programs and achieve better 
fundraising results. 


Designed to help school advancement professionals be more strategic, collaborative, and productive, their resources include webinars, 
workshops, articles, reports, samples, templates, and more.  


Association of American Medical Colleges (AAMC) 


The Association of American Medical Colleges is a not-for-profit association dedicated to transforming health care through medical education, 
patient care, medical research, and community collaborations.  The AAMC collaborates with its members and their multisector community 
partners to make progress towards health equity, address public health crises, and ensure that all people can get the care they need from a diverse, 
inclusive, and culturally responsive physician workforce. 



http://advancement.emory.edu/projects/AdvancingSkills/Pages/Home.aspx
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Association of Fundraising Professionals (AFP) 


The Association of Fundraising Professionals empowers individuals and organizations to practice ethical fundraising through professional 
education, networking, research and advocacy. They embrace continuing education and credentialing as pathways to advance in all stages of a 
professional’s career. By using knowledge and skills to strengthen organizations and communities, AFP understands, promotes, and shares best 
practices to use and grow the fundraising body of knowledge. 


Association of Healthcare Philanthropy (AHP) 
The Association of Fundraising Professionals empowers individuals and organizations to practice ethical fundraising through professional 
education, networking, research and advocacy. AHP is the source for education, networking, information and research in healthcare philanthropy.  
AHP is the source for standards, knowledge and leadership for the healthcare development professional whether a seasoned professional, new to 
the field, or providing support to the fundraising effort. 


Council for Advancement and Support of Education (CASE) 
The Council for Advancement and Support of Education (CASE) is the global non-profit association dedicated to educational advancement—
alumni relations, communications, development, marketing, and advancement services—who share the goal of championing education to 
transform lives and society. 
Education Advisory Board (EAB) 
Provides deep, ongoing research and data-driven marketing services to retain top fundraising talent, engage alumni, and ultimately increase 
philanthropic revenue to support our day-to-day operations as well as new initiatives on campus. 


Young Nonprofit Professionals Network (YNPN) 


The Young Nonprofit Professionals Network (YNPN) activates emerging leaders by connecting them with resources, people, and ideas. YNPN 
activates emerging leaders and helps them acquire the skills and awareness they need to be effective changemakers. With these leaders, we're 
building a diverse and powerful social sector that can support and strengthen our communities. 
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Emory University Diversity, Equity, and Inclusion 


General Courses (Required for all AAE Staff) 
Creating an Environment of Courtesy & Respect 
The course is designed to teach skills that foster professionalism and diversity at all levels. In this training, participants learn their roles and 
responsibilities for building a professional workplace environment. During the program, participants are challenged to: 


• Analyze and address workplace scenarios through interactive exercises 
• Learn first-hand how their conduct can either cause or prevent liability and other workplace problems, and 
• Analyze a realistic business scenario and suggest ways that managers/employees can create a productive work environment and make fair 


business decisions 
 


Unconscious Bias Training 
Unconscious Bias Training is designed to inform and bring about awareness regarding preconceived biases that we unconsciously bring into the 
workplace. As we educate ourselves on unconscious biases, we will gain best practices that aid in recruiting top talent, creating a more 
collaborative work environment and encouraging a culture of inclusion. Training sessions about unconscious bias are open to all staff and are 
particularly recommended for those serving on search and appointments committees. 


• Explore best practices for recruiting the best faculty to Emory 
• Hear the latest research on how implicit associations can impact decision making 
• Get nuts-and-bolts advice about how to serve effectively on search committees 


 
Social Justice Education Courses (All AAE staff are required to attend at least one of the “expand” offerings) 
 


 
 
Social Justice Education engages the Emory community in the creation, execution, and evaluation of efforts to develop the capacity of its 
members to effectively advocate for changes in society that dismantle systems of oppression and increase equity and access. The Social Justice 
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Education training framework provides participants with an introduction to content, through information sharing, storytelling, and interactive 
activities. 
 
Diversity & Inclusion 
 
After completing this course, participants will be able to: 
 


• Describe related terminology: diversity, inclusion, multiplicity, intersectionality, microaggressions, social justice 
• Recognize the benefits of inclusive practices 
• Identify personal experiences related to microaggressions 
• Identify strategies for being more inclusive 
• Describe the concept of intersectionality 


 
Bias 
 
After completing this course, participants will be able to: 
 


• Define related terminology: bias, socialization 
• Describe the connection of values and bias 
• Identify areas of personal bias 
• Identify strategies to prepare for engaging with people who may hold different values 


 
 
Privilege & Oppression 
 
After completing this course, participants will be able to: 
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• Describe related terminology: stereotype, prejudice, discrimination, oppression, bias, power, access, privilege, systemic, norms, 
socialization, social group membership, salience, internalized oppression, internalized dominance, multiplicity, intersectionality 


• Identify personal experiences of privilege & oppression 
• Describe strategies to engage in continued education and reflection regarding privilege & oppression 


 
Humble (Introduction) 
 
After completing this course, participants will be able to: 
 


• Describe related terminology: cultural humility, social justice 
• Describe how humility improves efforts to advocate for socially just change 
• Describe how conflict can benefit communities 
• Differentiate comfort & safety 
• Identify at least two challenges to acting with cultural humility 
• Identify at least two strategies for demonstrating humility during interpersonal interactions 


 
Advanced Social Justice Education Courses 


 
 
Humble (Ally)  
 
Participants are required to complete all four of the Social Justice Education sessions above before they are eligible to enroll. After completing 
this course, participants will be able to: 
 


• Describe related terminology: actor, ally, & accomplice 
• Identify five actions included in being an ally 
• Describe factors that contribute to ally development 
• Identify barriers to taking action 
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• Identify three strategies for intervening as a bystander 
 


Humble (Skill-Building)  
 
To be eligible to enroll, participants must have successfully completed the “Humble (Ally)” course. After completing this course, participants will 
be able to: 
 


• Describe the role emotions have in social change 
• Demonstrate effective basic helping skills: active listening, paraphrasing, reflecting, affirming, & questioning 
• Demonstrate active bystander skills: direct, delegate, distract 
• Describe the value of dialectical thinking in community building & advocacy 
• Identify at least two coping skills to respond to potential challenges when advocating for social change 


 


Social Justice Education Medallion Program 


 
 
The Social Justice Education Medallion Program is a recognition and tracking program for participation in the Social Justice Education 
Framework. While inclusion is identified as a priority of Emory University, this program recognizes members of the community who have 
voluntarily engaged in content that goes beyond baseline knowledge and demonstrated successful achievement of the established learning 
outcomes. This engagement includes exploration of theories and concepts in addition to personal reflections that are designed to increase 
awareness of self and others as well as develop skills for effectively advocating for inclusive changes in communities and institutions. 
 
The medallion program has two tiers: BLUE & GOLD. Each medallion tier has a set of requirements that include participation in particular 
sessions and meeting or surpassing the accuracy threshold for the sessions’ assessments. Successful completion of the Blue Medallion is required 
prior to starting progress on the Gold Medallion. Generally, all requirements for a single medallion should be completed within a consecutive 
24-month period and may be completed in any order. 
 



http://socialjustice.emory.edu/framework/index.html

http://socialjustice.emory.edu/framework/index.html
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Blue Medallion 


The requirements consist of participation in four sessions 
totaling 360 minutes and a score of 80% or higher 


accuracy on each session’s assessment. 
 90 minutes • Expand | Diversity & Inclusion 
 90 minutes • Expand | Bias 
 90 minutes • Expand | Privilege & Oppression 
 90 minutes • Humble | Introduction 


Gold Medallion 
The requirements consist of successful completion of the Blue 
Medallion, participation in two sessions totaling 240 minutes, 
and a score of 85% or higher accuracy on each session’s 
assessment. 


 120 minutes • Humble | Ally 
 120 minutes • Humble | Skill Building 


 
Additional Course (Available In-Person/Virtual; Strongly Encouraged for All AAE Staff) 
Safe Space Training 
The Emory Safe Space program is a 3.5-hour training designed to help all faculty, staff, and students provide support for the LGBT community at 
Emory. The program focuses on three goals so that participants who complete the training will be better equipped to help our undergraduate and 
graduate students achieve success.  
 


• The primary goal is to provide awareness for participants about the lives and experiences of LGBTQ people.  
• The second goal is to provide knowledge about LGBTQ issues. A large portion of this knowledge focuses on the resources that are 


available to students within the Emory community and in the Atlanta area.  
• Lastly, the program hopes to combine awareness and knowledge to encourage action from our participants to create equity on and off 


campus.  
 


Online Courses: (Strongly Encouraged for All AAE Staff) 
The Department of Equity and Inclusion provides online training to community members through the Emory Learning Management System 
(ELMS) in PeopleSoft. 
 
 
 



https://elmprod9.emory.edu/psp/elmprod9/?cmd=logout
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Bullying in the Workplace (255028) 
 
This course trains managers and employees in recognizing and preventing workplace bullying. In this training, workplace bullying is defined, its 
effect on the workplace is outlined, and the types of bullies and reasons for bullying are examined. The course also provides practical tips for 
dealing with bullying and for maintaining a bully-free environment. 
 
Bridges: Building a Supportive Community (Title IX) (255031) 
 
This course trains faculty and staff on how to recognize, report, and prevent sexual misconduct against students, covering sexual and 
interpersonal violence awareness and prevention subjects required under Title IX guidance, the Campus SaVE Act, and the final VAWA 
regulations.  
 
Bridges: Taking Action (Title IX Refresher) (255073) 
 
This course provides a review to faculty and staff on core concepts to further support awareness and readiness when it comes to recognizing 
sexual misconduct, responding appropriately, and reporting accordingly. 
 
Diversity: Inclusion in the Modern Workplace (EDU) (255029) 
 
This course uses the unique experiences of real people to explore key concepts such as identity, power, privilege, and communication. By gaining 
a better appreciation for our shared experiences of difference, expectations of respect, and need to belong and feel appreciated, faculty and staff 
are encouraged to identify how they can create a more inclusive and accepting campus. 
 
Harassment & Discrimination Prevention (Supervisor) (255027) 
 
This course is designed to help supervisors address inappropriate behavior before it creates a "hostile work environment." It gives supervisors the 
skills necessary to reduce potential legal risks by recognizing and addressing abusive behavior and other misconduct, including microaggressions 
and unconscious bias, that may lead to workplace bullying or hostility, reducing productivity and creativity. The training invites supervisors to 
consider the nature of harassment and discrimination, and provides practical tips on creating a safe, inclusive environment for work, including 
safe and positive options for bystander intervention. 
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Harassment & Discrimination Prevention (Employee) (255026) 
 
This course engages employees and raises their awareness about harassment and discrimination by explaining the law, as well as how to 
recognize harassment and discrimination and to report misconduct to the appropriate person. The training provides employees with practical tips 
on helping maintain a safe, inclusive environment for work, including safe and positive options for bystander intervention, advice on using 
inclusive language in the workplace, and information on microaggressions. 
 
Managing Bias (255036) 
 
This course trains faculty and staff that understanding bias in the workplace is the first step to managing it.  Biases can affect our actions, which 
can have real impacts on people.  If left unchecked biases can create unhealthy work environments that reinforce unjust practices.  Recognition, 
however, creates a foundation to evaluate how these attitudes shape our workplace.  
 
LinkedIn Learning Courses focused on Diversity, Equity, and Inclusion: (Strongly Encouraged for All AAE Staff) 
 


• Emory University’s Office of Diversity, Equity, and Inclusion: Learning Path 
o A curated e-learning resource page that provides learning opportunities to address the current climate while fostering a sense of 


belonging and community at Emory University. This transformative learning path reviews current thinking and best practices on 
essential topics such as bias in all its forms, cultural competence, communication, allyship, and accountability. 


• Other LinkedIn Learning Courses  
o Diversity, Inclusion, and Belonging for All 
o Diversity, Inclusion, and Belonging for Leaders and Managers 
o Become an Inclusive Leader 
o Cultivating Cultural Competence and Inclusion 


 
 



https://www.linkedin.com/learning/paths/emory-university-office-of-diversity-equity-and-inclusion

https://www.linkedin.com/learning/paths/emory-university-office-of-diversity-equity-and-inclusion

https://www.linkedin.com/learning/paths/diversity-inclusion-and-belonging-for-all?u=2149178

https://www.linkedin.com/learning/paths/diversity-inclusion-and-belonging-for-leaders-and-managers?u=2149178

https://www.linkedin.com/learning/paths/become-an-inclusive-leader?u=2149178

https://www.linkedin.com/learning/cultivating-cultural-competence-and-inclusion/understanding-cultural-competence?u=2149178
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Emory University Learning and Development 


 


With a strong focus on the learning, development and professional growth for faculty and staff, Emory has numerous opportunities for continued 
learning. Trainings are focused on university competencies, leadership development, and advancing existing skills.  A complete listing of 
available courses can be reviewed at learningservices.emory.edu. Key courses include: 


General Courses 
Crucial Accountability 
This course teaches a straightforward, step-by-step process for identifying and resolving performance gaps, strengthening accountability, 
eliminating inconsistency and reducing resentment. It uses video, group discussions, skill practice and real-life applications to make the course 
both entertaining and engaging. 


Crucial Conversations 
When people find themselves stuck, there are crucial conversations keeping them there – conversations they are not holding or not holding well. 
Participants will learn how to spot the conversations that are keeping them stuck, understand their role in the problem, learning how to establish 
safety when a conversation turns crucial, and obtain tools that will help them to be able to hold the right conversations at the right time. 


Communicating with Impact 
This foundational course provides individuals with a powerful set of interaction skills that enables them to communicate more effectively with 
colleagues and customers. 
 
 
 
 
 



https://elmprod.emory.edu/
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Developing Yourself and Others 
 
Development is critical to attracting and retaining talent, driving employee engagement, preparing future leaders, and ultimately ensuring the 
success of the organization. In this course, learners are introduced to a practical process to guide their own and their direct reports development-
planning efforts. The outcome is a meaningful development plan that supports the organizations current and future business needs. 


Presentation Skills 
Participants will discover the process of planning, designing and writing effective presentations. By the end of the workshop, participants will be 
able to:  


• Design presentations that inform, instruct, persuade or inspire an audience.  
• Adapt presentations to accommodate the needs of different audiences.  
• Study presentation methods that keep audiences engaged. 


Project Management 
Participants will learn how to work through the project management life cycle, including defining the project, developing a project charter, 
planning and implementation. By the end of the workshop, participants will be able to:  
 


• Identify the key activities in the project life cycle.  
• Recognize the components of a project charter and how to appropriately scale them based on the size of a project.  
• Understand the role of the “Triple Constraint” in project management and apply it in determining project scope.  
• Keep projects on track by managing project risks and effectively using a communication plan.  
• Capture valuable project lessons and use them to define and improve project management practices within your organization.  
• Develop an action plan for continuing to expand your project management knowledge 


 


Strategies for Influencing Others 
Participants learn strategies for effectively capturing people’s attention, transforming their perspectives, and gaining their commitment to taking 
action. By the end of the workshop, participants will be able to:  


• Capture stakeholder’s attention, gain their commitment, and make things happen. 
• Leverage their personal power to gain others commitment to take action on promising ideas and alternatives that achieve business results.  







18 | P a g e  
 


Learning and Organizational Development 
Administrative Professional Program 


Participants must apply and be selected to attend several engaging, interactive sessions that include the following themes: 


• Organizational Knowledge: To gain knowledge about university policies and systems. 
• Competency Building and Strengthening: To develop and refine skills that are key to their ability to perform their current jobs. 
• Promote Self-Awareness: To promote awareness of one’s own personality, values, work styles and strengths. 
• Professional Development: To provide skills that will enhance job performance and personal growth. 


Target Audience: 


• Any full-time employee of Emory University in an administrative role 
• Administrative Assistant, Program Coordinator, Secretary, etc. 


Aspiring Leaders at Emory 


Participants must be nominated and selected to attend engaging, interactive sessions and explore 3 key themes including: 


• Transitioning into Leadership - Explore expectations of leadership at Emory and how to transition into a leadership role successfully. 
• Self-Awareness and Communication/Interpersonal Skills - Gain a deeper understanding of one's own personal styles, understand how to 


manage conflict, provide feedback, influence, and collaborate with others. 
• Change Management - Understand change at work and how to adjust to change in a positive way. 


Target Audience: Individual contributors who have the potential to lead/supervise others. 


Emerging Leaders at Emory 


The Emerging Leaders at Emory program provides development for Emory's mid-level leaders to help them prepare for more strategic roles 
within the University. Utilizing a combination of internal and external facilitators, the Emerging Leaders curriculum is specifically targeted to 
include mid-level leaders from all segments of the University with the goals of strengthening leadership performance across the University, 
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developing a broader skill set and developing a broader mindset.  Participants must be nominated by their vice president, dean, or higher-level 
leader and selected to participate. 


Target Audience: 


• Hold a mid-level leadership position. 
• Have at least one year of full-time service with Emory University. 
• Demonstrate high performance in professional experience. 
• Regarded as a "high potential" applicant for future advancement. 


Essentials of Leadership at Emory 


Participants apply and be selected to attend engaging, interactive sessions and explore 4 key themes including: 


• Leadership Development - Explore leadership styles, ethics, and managing people and resources. 
• Building and Managing Relationships - Develop relationships with direct reports, peers, and senior leadership.  Additional topics include 


building and leading diverse teams and managing conflicts. 
• HR & Legal Policies - Understand the current HR laws and po1icies that enhance effective leadership. 
• Strategic Planning - Lead and manage change within your department and negotiate for resources. 


Target Audience: 


• Individuals in a people management role would gain the most benefit from this program, regardless of being new to the role or 
experienced. 


• Supervisors, managers, assistant/associate directors, and directors. 


Excellence Through Leadership (ETL) 


The Excellence Through Leadership (ETL) Program provides development for Emory's leaders. Through collaboration with Human Resources 
and the Goizueta School of Business, the ETL curriculum is specifically targeted to include senior leaders from all segments of the University 
with the goals of strengthening leadership performance across the university and establishing a leadership pipeline for succession planning.  
Participants must be nominated by their vice president, dean, or higher-level leader and selected to participate. 
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Target Audience: 


• Hold the position of Director (or equivalent) or higher  
• Have at least one year of full-time service with Emory University. 
• Demonstrate high performance in professional experience. 
• Regarded as a "high potential" applicant for future advancement. 


 


External Consultants 


AAE Human Resources in conjunction with the leadership team will select external consultants to provide trainings, solutions, and forms of 
professional development for our division.   


Advantage Performance Group (APG) 
Advantage Performance Group is a professional services firm dedicated to providing a continuous stream of creative learning and consulting 
solutions that equip individuals, teams, and organizations to be the best at what they do.  


Segal 
Segal is a consulting firm working across market sectors and businesses to help organizations and their people prosper and create opportunities 
specific to them. AAE is currently working with Segal to design responsive, innovative, people solutions that will help drive engagement and 
business results. 
 
 


LinkedIn Learning 


 


LinkedIn Learning is an online training library that contains thousands of video courses on technology, business, and professional skills. Each 
course is split into short videos that cover specific topics within a skillset.  Users can develop proficiency in technologies like Adobe products, 
WordPress, and Microsoft Office, as well as professional skills like giving presentations, effective communication, and leadership.  
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Emory Libraries is pleased to provide an institutional license for LinkedIn Learning, now available to Emory University faculty, students and 
staff! Get unlimited access to 4,000+ classes from any Internet-connected computer or mobile device. 


Power Hours 


 
Spend an hour with AAE and Emory subject matter experts. Power hours will offer topical presentations and discussions by colleagues allowing 
participants to learn new information or refresh existing knowledge.  


 


Webinars 


 
Webinars will be available to view from professional associations and organizations affiliated with fundraising, alumni engagement, 
organizational development, and other relative topics.  
 
Workshops 


 
Workshops will focus on techniques, skills, and processes within our field and division.  Sessions will offer hands-on trainings, perhaps task- or 
productivity-oriented, and process updates. 
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Appendix A: Competency Based Professional Development 


Staff Competency Definitions 


Building Trust 
HONEST: Behaves and expresses oneself in an open and honest manner. Is consistent in word and actions. Tells the truth even when it is 
difficult. Shares information accurately, completely and appropriately.  
 
COMMITTED: Follows through on assignments and commitments. Supports Emory goals and initiatives. Adheres to all policies and procedures. 
 


Collaboration 
RESPECT: Treats all people with dignity, respect and fairness. Resolves interpersonal conflicts constructively. Shares time, energy and 
knowledge with others to ensure they can succeed.  
 
INCLUSIVENESS: Demonstrates awareness and respect of cultural and individual values. Appreciates and leverages the strengths of others to 
accomplish goals, regardless of background. Listens to ideas from others, even when different from own. Is careful to ensure all sides are heard 
before reaching a conclusion. 
 


Communication 
LISTENS AND SHARES: Provides regular, consistent, and meaningful information. Listens carefully to others and ensures message is 
understood. Ensures important matters are shared with all appropriate parties. 
 
CLARITY: Communicates in a clear and concise manner. Uses appropriate grammar, pronunciation and tone to enhance understanding. 
Demonstrates professionalism through body language, including eye-contact and posture. Tailors communication style to needs of the recipient. 
 


Delivering Results 
PRODUCTIVITY: Strives to consistently achieve excellence in all tasks and goals. Maintains focus and perseveres in the face of obstacles. Uses 
time efficiently and responds quickly and constructively when confronted with challenges. Prioritizes tasks based on importance.  







23 | P a g e  
 


PERSONAL GROWTH: Ensures job knowledge and skills are current and valuable. Receptive to feedback. 
 


Functional Knowledge and Skills 
Demonstrates skills and knowledge relevant to one’s own function or work group. Applies current best practices in discipline or specialty area. 
Stays aware of major developments in discipline or specialty area. Recognized by customers and team members for functional knowledge and 
skills. 
 


Problem Solving 
DECISION MAKING AND REASONING: Considers multiple sides of an issue. Weighs consequences before making final decision. Makes 
informed decisions based on available information. Recognizes issues, and determines actions needed to advance the decision-making process. 
Follows up as necessary.  
 
ADAPTABILITY: Not discouraged by ambiguous situations. Is open to new ideas and processes. Adjusts approach to achieve results. 
 


Service to Others/Customer Focus 
Listens to customers (internal and external) and addresses needs and concerns. Keeps customers informed by providing status reports and 
progress updates. Delivers on service commitments. Meets established or agreed upon deadlines. Maintains supportive relationships with 
customers. Uses initiative to improve outcomes, processes, or measurements. 
 


Taking Initiative 
Responds appropriately on own to improve outcomes, processes or measurements. Assumes responsibility and leadership when asked. 
Accomplishes goals independently, with little need for supervision. Takes ownership and accountability for own performance. Seeks out and/or 
accepts additional responsibilities in the context of the job. 
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Leader Competency Definitions 


Strategically Focused 
Plans for both the short and the long-term success of school/division. Aligns Emory goals with own school/division. Considers trends (internal 
and external), best practices, existing and potential needs, and current strengths of organization. Creates and communicates an inspiring vision for 
the future.  Develops both short and long-term strategies to achieve organizational goals. Demonstrates focus on strategic objectives of University 
in daily behavior (e.g., ideas, decisions, etc.) 
 


Coaches/Develops Others 
Develops the skills and abilities of others by exposing them to formal training and impactful on-the-job assignments/experiences. Provides 
ongoing, constructive feedback and coaching to help people realize their full potential. Utilizes university tools and processes (e.g., PM system, 
development plans, LOD/HR resources) to develop team. Recognizes and reinforces people's developmental efforts and improvements. Helps 
people develop plans to achieve career goals and grow in their career. 
 


Institutional Minded 
Works across boundaries for the good of the entire University, not just own team or department. Instills “one Emory” attitude throughout own 
school/division and the University as a whole.  Actively seeks to understand the work occurring beyond own department. Takes steps to actively 
associate with people both within own work unit and across the University; leverages these connections to complete tasks. Is a responsible 
steward of institutional resources. Represents Emory well in public settings. 
 


Empowers/Delegates to Others 
Allocates decision-making authority and/or task responsibility to others. Evaluates each employee’s ability to perform new, challenging work and 
potential training needed to be successful. Shares information on department goals/strategies to enhance employee interest, understanding and 
engagement. Empowers employees to take risks, supports them when things go wrong and encourages them to learn from setbacks and failures.  
Invites team to assist in making important decisions; solicits their input. 
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Leads Change 
Brings about and manages change to minimize resistance, both within and outside the organization, to meet organizational goals. Recognizes the 
needs of others, including emotional needs, and how to address their needs to help them get through the change. Adequately prepares for change 
by assembling a strong team of trusted advisors. Creates detailed plans for driving change that consider tasks and communication. Inspires and 
motivates others to want to change. Monitors implementation of change and makes adjustments as needed. 
 


Influences and Impacts Others 
Captures people's attention as an influential, experienced and/or knowledgeable figure. Is viewed as persuasive by mannerisms and 
communication style. Is influential and a sought-after resource across a variety of situations and audiences. Shares thinking and opinions tactfully 
and with confidence. Demonstrates awareness of personal image and style. 
 


Strives for Operational Excellence 
Displays dedication to achieving exceptional results. Persists to complete all tasks / responsibilities, even in the face of difficulties. Operates with 
personal ownership and looks for ways and means to improve performance. Displays a strong commitment to making service performance 
improvements and a determination to achieve positive service outcomes. 
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Competency Proficiency Scale 
Defining the level of proficiency necessary to succeed in each position level allows you to know what proficiency needs to be demonstrated 
before moving into the next role. These descriptions reference the level of expertise, skill application, complexity, impact, and responsibility 
needed within each level. 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 


 
 
 
 
 
 
 
  


Foundation 


• Working understanding of the skill 
• Requires occasional guidance from 


others to apply the skill effectively 
• Demonstrates skill on occasion and 


achieves varied results through the 
application of the skill 


Proficient 


• Developing understanding of the skill  
• Is mostly self-sufficient and able to 


apply the skill, successfully, in most 
situations 


• Demonstrates consistent and positive 
results when applying the skill or 
knowledge 


Advanced 


Mastery 


• Deep expertise and extensive 
experience in the skill  


• Viewed as a subject matter expert 
and thought leader; leads/coaches 
others in skill development 


• Demonstrates skill at an expert 
level; results have a demonstrable 
impact on AAE or Emory • Advanced understanding of the 


skill 
• Capable of coaching others in 


applying the skill; go-to person 
within the organization 


• Demonstrates skill at a high level; 
results have a demonstrable 
impact on project or unit 
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Core Competency Model  
 


Competencies 


Specialist/ Sr. 
Administrative 


Assistant/ 
Coordinator 


Analyst/Assistant 
Director/ Associate 


Director 


Manager/ Senior 
Associate Director/ 


Director 


*Director/ Senior 
Director/ Executive 


Director 
AVP / SAVP 


Building Trust Proficient Proficient Advanced Advanced Mastery 


Collaboration Foundation Proficient Proficient Advanced Mastery 


Communication  Proficient Proficient Advanced Mastery Mastery 


Delivering Results Proficient Proficient Mastery Mastery Mastery 


Functional Knowledge and Skills  Foundation Proficient Advanced Mastery Mastery 


Problem Solving Foundation Proficient Advanced Mastery Mastery 


Service to Others/ Customer Focus Proficient Advanced Mastery Mastery Mastery 


Taking Initiative  Foundation Proficient Mastery Mastery Mastery 


* Director denotes a director level  
   position that leads a department 
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Leader Competency Model 
 


Competencies *Director/ Senior Director/ 
Executive Director AVP SAVP 


Strategically Focused Mastery Mastery Mastery 


Coaches/Develops Others Advanced Advanced Advanced 


Institutional Minded Advanced Mastery Mastery 


Empowers/Delegates to Others Advanced Mastery Mastery 


Leads Change Proficient Advanced Mastery 


Influences and Impacts Others Proficient Advanced Mastery 


Strives for Operational Excellence Mastery Mastery Mastery 


* Director denotes a director level  
   position that leads a department 
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Appendix B: Additional Associations and Organizations 


Advancement and Alumni Engagement will maintain institutional memberships for all employees with the following organizations:  
o Advisory Board/Philanthropy Leadership Council 
o Council for Advancement and Support of Education (CASE) 
o Education Advisory Board (EAB) 


 
Association/Organization Website 


Advisory Board/Philanthropy Leadership Council www.advisory.com 
African American Development Officers Network (AADO) www.aadonetwork.com 
Association for Talent Development www.td.org 
Association of Advancement Services Professionals (AASP) https://www.advserv.org/ 
Association of American Medical Colleges (AAMC) www.aamc.org 
Association of Business School Alumni Professionals www.bpa.org/get-involved/alumni 
Association of Donor Relations Professionals (ADRP) www.adrp.net 
Association of Fundraising Professionals (AFP) www.afpglobal.org 
Association of Healthcare Philanthropy (AHP) www.ahp.org 
Association of Professional Researchers for Advancement (APRA) www.aprahome.org 
Association of Private College & Universities Alumni Directors (PCAUD) www.pcuad.org 
Association of University Technology Managers www.autm.net 
Council for Advancement and Support of Education (CASE) www.case.org 
National Association of Asian American Professionals (NAAAP) www.naaap.org 
National Association of Cancer Center Development Officers (NACDO) www.naccdo.org 
National Association of Charitable Gift Planning www.charitablegiftplanners.org 
National Association of College and University Business Officers www.nacubo.org 
National Organization of Research Development Professionals (NORDP) www.nordp.org 
National Academic Corporate Relations Officers (NACRO) www.nacrocon.org 
National Black MBA Association (NBMBAA) www.nbmbaa.org 
Society for Human Resource Management (SHRM) www.shrm.org 
Women in Higher Education  www.wihe.com 
Young Nonprofit Professional Network (YNPN) www.ynpnatlanta.org 



http://www.advisory.com/

http://www.aadonetwork.com/

http://www.td.org/

https://www.advserv.org/

http://www.aamc.org/

http://www.bpa.org/get-involved/alumni

http://www.adrp.net/

http://www.afpglobal.org/

http://www.ahp.org/

http://www.aprahome.org/

http://www.pcuad.org/

http://www.autm.net/

http://www.case.org/

http://www.naaap.org/

http://www.naccdo.org/

http://www.charitablegiftplanners.org/

http://www.nacubo.org/

http://www.nordp.org/

http://www.nacrocon.org/

http://www.nbmbaa.org/

http://www.shrm.org/

http://www.wihe.com/

http://www.ynpnatlanta.org/
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