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Process 

Three meetings were held with working group members to learn about restorative practices and 

model best practices during meetings.  Most of the discussion centered around how to build on 

momentum already established by campus leaders in residential life, and student conduct and 

community standards. 

 

Restorative practices at UMBC 

✓ we are a recognized leader in a statewide, multidisciplinary network called the Circle of 

Restorative Initiatives-Maryland or CRI (www.crimaryland.org). Davonya Hall in 

Student Conduct and Community Standards is the co-President and has chaired the most 

recent statewide conference (at UMBC in 2018). 

✓ we utilize the framework of the International Institute of Restorative Practices 

(www.iirp.org) an accredited graduate school, and are part of their Higher Education 

Collaborative.  

✓ prior to COVID, we were in the final phases of requesting a new full-time position in 

Student Conduct and Community Standards that would have focused exclusively on 

restorative practices, however this has been put on hold (and in fact, our office lost a 

position due to COVID budget cuts). 

✓ Restorative practices is one of the key components in Residential Life's Curriculum 

Model. 

http://www.crimaryland.org/
http://www.iirp.org/


✓  
 

 

Recommendations:  

 

1) A commitment to Restorative Practices (RP) from campus leadership. A statement 

explicitly stating such should come after leadership meets with faculty, staff and students 

about its intention to make that commitment and why.  At such meetings, it’s important 

for leadership to listen to what faculty, staff and students think of that commitment. This 

commitment statement from leadership would include what RP is, a plan to conduct an 

assessment to determine where conflicts are happening on campus and what situations are 

best handled by RP 

 

2) Identify and list where on campus Restorative Practices is being used, and who is trained 

 

3) An assessment is needed to determine where conflicts are happening on campus and what 

situations could be best handled by Restorative Practices (RP). It’s important to do this 

kind of inventory work.  Not only will it yield data, but the process of collecting the data 



will automatically draw attention to the need for RP on the parts of students, staff and 

faculty being asked to respond to these two questions. 

 

4) Add 2 campus-wide dedicated RP coordinators (one for students, one for staff and 

faculty) who can organize practices and implementation across our diverse groups on 

campus would be a great expansion and a necessary resource to scale up.  

 

• Adding full-time RP coordinators before trainings so they can help secure the 

appropriate trainers, aid in the development of the assessment, and assist in 

coordinating the trainings 

 

5) Follow the IIRP recommendation which includes a few levels of training and groups, 

including the development program for key staff, trainings, a conference, supervisor 

training, and ultimately an open professional group. If we start from the left and work our 

way to the right of this diagram, we have a good picture of how to progress over the next 

1-3 years. Starting with key staff/faculty to get buy-in in the first year is the first step. 

Ultimately opening up to supervisors, then all employees also seems like a logical flow. 

 

 

 
 

• Year 1: RP organizational development for key faculty and staff (first box) 

o it is important that leadership and supervisors go through the training first; this 

will strengthen the perception that leadership and supervisors are committed to 

implementing RP; and then, training open to all faculty and staff.  This seems to 

be the logical order given that the supervisors need to know what they will be 

asked to monitor.  

https://www.iirp.edu/news/restorative-practices-in-business-building-a-community-for-learning-and-change-within-organizations


 

• Year 2: Trainings & Conference (2nd & 3rd column) 

• Year 3: Restorative faculty and staff supervision training & professional learning groups 

open to all staff (4th & 5th column 

• Evaluations will need to be done to see if employees can afford two or three consecutive 

days away from their job.  Maybe 1 day a week for two or  three consecutive weeks 

would be an acceptable alternative.  

 

6) Include a regular working group (such as this) to stay in place to not only help with hiring 

a RP coordinator but also to consult on new initiatives and opportunities to expand. 

 

7) Make training mandatory yearly, not only for all staff and faculty, but also, for all 

leadership and supervisors. 

 

8) Add RP to PMP goals/objectives.  

 


