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SUMMARY: Senate Bill 438 and House Bill 905 require that each institution of higher education in
Maryland develop and implement a plan for a program of cultural diversity among its students,
faculty, and staff. If an institution already has a cultural diversity program, it is to develop and
implement a plan for improving the program. Plans must include an implementation strategy and
timeline for meeting goals, a process for responding to reporting campus-based hate-crimes and
bias-motivated incidents, and a summary of any resources, including State grants, needed by the
institution to effectively recruit and retain culturally diverse student body, faculty, and staff.
Institutions are also required to enhance cultural diversity programming and sensitivity to cultural
diversity through instruction and training of the student body, faculty, and staff.

The law requires that, on or before August 1 of each year, each institution shall submit its plan to the
governing body of the institution for the governing body’s review. Further, on or before September 1
of each year, the governing body of an institution shall submit to MHEC a progress report regarding
the institution’s implementation of its plan.

“Cultural diversity” is defined in SB 438 and HB905 as the inclusion of those racial and ethnic groups
and individuals that are or have been underrepresented in higher education. The USM institutions
have taken a more inclusive approach to reflect guidance from the Attorney General’s office dated
May 15, 2008, that states, “a plan that will include race-conscious elements should not be
implemented in a manner that will limit the elements of ‘cultural diversity’ solely to racial and ethnic
considerations.” Individual campus reports may be accessed at
http://www.usmd.edu/regents/agendas/ed060612.php.

ALTERNATIVE (S): The plans are legislatively mandated and must be reviewed by the Board of
Regents each year; there is no alternative identified.

FISCAL IMPACT: Fiscal impact is a function of resource needs identified by the institution.
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Background

Effective 1 July 2008, Maryland Senate Bill 438 and House Bill 905 require institutions of higher
education to develop and implement a plan for a program of cultural diversity. If the institution already
has a program of cultural diversity, the law requires a plan for improving it. Institutional plans must
include:
e an implementation strategy;
e atimeline for meeting goals;
e adescription of the way the institution addresses cultural diversity among students, faculty, and
staff;
e a description of how the ingtitution plans to enhance cultural diversity, if improvement is
needed,;
e aprocess for responding to reporting campus-based hate crimes and bias-motivated incidents
that may occur on campus,
e a summary of needed resources, including State grants, to effectively recruit and retain a
culturally diverse student body, faculty, and staff; and
¢ instruction and training of the student body, faculty, and staff at the institution to
enhance cultural diversity programming and sensitivity.
On or before July 1 of each year each institution is required to submit its plan to the governing body for
review. On or before September 1 the governing body is required to submit a progress report regarding
the institution’ s implementation of its plan to the Maryland Higher Education Commission.

Cultural diversity is defined in SB 438 and HB905 as the inclusion of those racial and ethnic groups and
individuals that are or have been underrepresented in higher education. However, the University System
of Maryland (USM) has taken a more inclusive approach to cultural diversity based on advice from the
Attorney Genera’s Office as of May 15, 2008 that states: “a plan that will include race-conscious
elements should not be implemented in a manner that will limit the elements of ‘cultural diversity’
solely to racia and ethnic considerations.” Without exception, institutional programs of culturd
diversity are explicitly linked to institutional mission, vision, core values, strategic plan, and in many
cases accreditation standards. In implementing institutional plans, cultural diversity is viewed and
applied in its broadest possible sense across USM institutions. Thus, there is variation as to how each
institution approaches, implements, and enhances its program of cultura diversity. The implementation
strategies, timelines, and resources for meeting the institutional goals of their programs vary as well,
although there are common themes, elements, and approaches across USM institutions.
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The 2012 Progress Report

Consistent with the requirements of this legislation, each USM institution submitted its plan for a
program of cultural diversity to the Board of Regents for its initial review and approval in March 20009.
This 2012 progress report provides a brief summary for the following six areas of the more detailed
institutional progress reports that are attached:

e significance of an institutional plan for a program of cultural diversity;
way an institution addresses cultura diversity among its students, faculty, and staff;
enhancement of an existing program of cultural diversity;
process for responding to reporting campus-based hate crimes and bias-motivated incidents;
summary of any resources, including State grants, needed to effectively recruit and retain a
culturally diverse student body, faculty, and staff; and

e instruction and training of the student body, faculty, and staff to enhance cultural diversity

programming and sensitivity to cultural diversity.

As the Board of Regents requested in its initia review of institutional plans, demographic and
participation data on student, faculty, and staff are provided in each institutiona report. Although
provided in separate institutional crime reports to the Board of Regents, summary institutional data are
also provided on hate crimes and bias-motivated incidents in atable below.

For brevity, selected institutional examples are provided throughout this report solely to illustrate both
the range and nature of responses to implementing and sustaining programs of cultural diversity. While
comparisons of institutional programs of cultural diversity are inevitable, it is more important to note the
commonality and consistency of efforts to implement such programs across USM institutions. Thus,
exemplary transformative initiatives can be found in every USM institution.

The significance of an institutional plan for a program of cultural diversity

Institutional plans reveal considerable variation in the history, complexity, scope, organization, resource
commitment, and level of institutional engagement in programs of cultural diversity across the USM.
The successful development, implementation, maintenance, and as may be appropriate, modification of
programs of cultural diversity work not only to promote an appropriate campus environment and
climate, but continue to bring institutional recognition. Based on the most recently available data on the
Top 100 Graduate Degrees Conferred for academic year 2009-2010 as cited in the national magazine,
Diverse Issues in Higher Education, the University of Maryland University College, University of
Maryland, Baltimore, University of Baltimore, and University of Maryland, College Park are dll
ranked for master’s and doctoral degrees awarded to students of color. For example, the University of
Maryland University College ranked fourth and the University of Maryland, Baltimore ranked 72"
in African-American master’s degrees-all disciplines combined. Diverse Issues in Higher Education aso
found that for academic year 2009-2010, the University of Maryland College Park ranked fourth
among AAU institutions in the production of doctoral degrees for African American students, and
second among AAU institutions in undergraduate degrees. The institution placed 10" among AAU
institutions in the production of doctoral degreesin engineering for Hispanic students.

Given the Chancellor’'s initiative on closing the achievement gap among low-income and
underrepresented minorities and the institutional efforts to close this gap, it is noted that Diverse
magazine ranks the University of Maryland, College Park (20), University of Maryland University



Annual Progress Report on Institutional Programs of Cultural Diversity 4 of 8

College (24), Bowie State University (46), Towson University (89), Coppin State University (91),
and the University of Maryland Eastern Shore (91) in the Top 100 for the conferral of bachelor's
degreesto African Americans— all disciplines combined.

The way an institution addresses cultural diversity among its students, faculty, and staff.

Each ingtitution offers various initiatives to address and advance cultura diversity among its students,
faculty, and staff. Initiatives include, but are not limited to, diversity officers, diversity councils,
specific courses, degree programs, specia cultural programs, marketing, recruitment, bridge programs,
retention, special cultural events, as well as faculty/staff development and training. Every institution
addresses programs of cultural diversity through some variation of the following efforts. Full details can
be found in the attached institutional reports.

e Diversity Councils and/or Diversity Officers

Eight USM institutions have formal established mechanisms for the leadership, accountability, and
maintenance of their programs of cultural diversity by creating high-level diversity councils, offices,
and/or appointing a chief diversity officer who reports to the president. Others use existing
administrative structures or centers to provide leadership.

0 Councils, Committees, Offices, and or Diversity Officers:

Frostburg State University (FSU): President’s Advisory Council on Diversity
Salisbury University (SU): Chief Diversity Officer, Office of Diversity, Salisbury
University Governance Consortium Cultural Diversity Committee

Towson University (TU): Diversity Coordinating Council and TU Assistant to the
President for Diversity, Office of Diversity and Equal Opportunity

University of Baltimore (UB): Office of Diversity Education

University of Maryland Baltimore (UMB): Diversity Advisory Council

University of Maryland Baltimore County (UMBC): Diversity Council,

Program Coordinator for Faculty Diversity

University of Maryland College Park (UMCP): Office of University Diversity,
Office of Multi-Ethnic Student Education, the LGBT Equity Center, the Nyumburu
Cultural Center, and the Office of Diversity Education and Compliance and newly
appointed Chief Diversity Officer, and to be established a Diversity Advisory Council
University of Maryland University College (UMUC): Office of Diversity Initiatives

o0 Administrative Diversity Structures and Centers:

The Frostburg State University Center for Student Diversity comprised of severd
units offers programs and services for (a) African American Student Development, (b)
Asian Pacific Islander/Latino Student Development, (¢) Lesbian Gay Bisexua and
Transgender Student Development, (d) Women's Resources, (€) Campus Ministries,
and (f) Student Success Programs (SAGE & CEEP). The University of Baltimore
Diversity Culture Center launched the International Friendship Program to ease
transition into American culture and the university setting for new international
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students. The University of Maryland College Park Center for Minorities in Science
and Engineering offers a range of programs and activities to recruit, retain and graduate
African American, Hispanic, and Native American students. The UMBC Center for
Women in Technology identifies those areas in engineering and technology where
women are underrepresented and offers support for them.

e Cultural Diversity through Academic Programs

All institutions offer a variety of required and/or elective courses across multiple disciplines in general
education and majors that promote and support cultural diversity, including study abroad. Likewise,
there are many examples of degree programs that promote and advance cultural understanding and
competence. Coppin State University recently received approval to offer its first bachelor’s degree
program entirely online. A central focus will be on providing educational access to Coppin’s partnersin
Egypt at the Akbar Elyom Academy, its extended university community in Barbados, and newest course
exchange partners in Korea at Chonnam University. Frostburg State University enhances curricular
cultural diversity through the Women's Studies program, the International Studies program, and the
Undergraduate Education Initiative. Towson University provides an academic approach to cultural
diversity training both by including diversity within the core curriculum requirements and offering
specific academic programs and majors related to cultural diversity. The University Maryland College
Park is continuing its movement towards Fall 2012 implementation of a new genera education
curriculum. A key component of this new curriculum is an emphasis on diversity as measured in the
concepts of (1) understanding plural societies and (2) cultura competence. The University of Maryland
Baltimore Schools of Dentistry, Law, Medicine, Pharmacy, Nursing, and Social Work all have
programs and selected courses for ensuring that students develop cultural competence. The University
of Maryland University College offers an 18 credit hour certificate in diversity awareness in addition
to three courses in the Undergraduate School curriculum.

e Cultural Diversity through Special Programs, Initiatives, Experiences,
and Opportunities

All USM institutions provide for cultura diversity through tailored special programs, initiatives,
exposures, and opportunities for students, faculty, and staff. The University of Maryland Baltimore
County’s Minority Access to Research Careers Undergraduate Student Training in Academic Research
(MARC U*STAR) Program, renewed through May 2015, will continue to provide financial support,
academic advising, and professional development to an anticipated 34 undergraduate junior and senior
underrepresented minorities each year. The Towson University Speak Up! Program supports and
sustains university-wide transformation and provides members of the campus community with the tools
necessary to challenge everyday bigotry. The University of Maryland Eastern Shore’s plan for student
access and opportunity emphasizes the matriculation of non-African-American students and includes
retention and graduation goals for these students. The Salisbury University STEM Initiatives and
Diversity enables the Henson School faculty to sponsor activities for minority students interested in
careers in STEM and health profession fields. The University of Maryland Baltimore County is
piloting a Postdoctoral Fellows Program for Faculty Diversity.
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Institutional enhancement an existing program of cultural diversity.

Expanding cultural diversity beyond the narrow consideration of race and ethnicity has enabled
institutions to strengthen their programs of cultural diversity. Articulation as core values or themes in
ingtitutional strategic plans, has led to the development and implementation of a specific institutional
diversity strategic plan such as at the University of Maryland College Park, a first in its history.
Another important element in improving existing programs is the integration of programs of cultura
diversity with initiatives to close the achievement gap and to increase unrepresented minority student
participation in STEM fields. Through on-going school or college, and department level strategic
planning, assessment and evauation of efforts, as well as the creation of ingtitution-wide teams,
institutions have linked their programs of cultural diversity with their efforts to close the achievement
gap and be more inclusive in STEM disciplines. Ingtitutions that have explicitly linked diversity and
achievement gap initiatives include, Frostburg State University, Salisbury University, Towson
University, University of Baltimore, University of Maryland Baltimore County, University
Maryland College Park, University of Maryland Eastern Shore, and University of Maryland
University College.

Through such linkages institutions have fostered alevel of inclusiveness essentia to serving all citizens
of the state of Maryland. One example of institution-wide enhancement activities is Phase Il of the
Towson University Reflective Process of Diversity a university-wide institutional diversity
transformation initiative. Phase 1l involves the identification of diversity goals by university
departments. Bowie State University implemented an Affirmative Action Plan that articulates the
University’s continued commitment to providing equal access, equity and fairness to its employees,
applicants for employment and applicants for admission. The EEO Compliance Office at Frostburg
State University has implemented a Minority Recruitment Plan and Retention Strategies, including the
assignment of an Equity Officer to each college or division to help monitor and coordinate diversity
initiatives.

Process for responding to reporting campus-based hate crimes and bias-motivated incidents

All ingtitutions have a forma process for reporting campus-based hate crimes and bias-motivated
incidents under the federa requirements of the Jeanne Clery Disclosure of Campus Security Policy and
Campus Crime Statistics Act, as amended. However, institution-wide response to such incidents
involves offices outside of the criminal justice function to systematically address and calm potentially
disharmonizing reactionsin the overall campus environment.

Table 1 summarizes the campus-based hate crimes and bias-motivated incidents reported by institutions.

BSU | CSU | FSU |sU TU |UB | UMB UMBC | UMCP UMES UumMucC
Students 0 DNR 1 DNR | 17 0 0 0 6 0 0
Faculty 0 DNR 0 DNR 1 0 0 0 2 0 0
Staff 0 DNR 0 DNR 0 0 0 0 0 0 0
TOTAL 0 DNR 1 DNR | 18 0 0 1 8 0 0
DNR = Unless differentiated, the TOTAL in each column reflects hate crimes not identified in an institutional report
Did Not as affecting students, faculty, or staff.
Report
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Summary of any resources, including State grants, needed to effectively recruit and retain a
culturally diverse student body, faculty, and staff.

Although institutions have been resourceful in reallocating, finding, and securing additional resources to
support their programs of cultural diversity, there are severe budgetary challenges to their efforts. The
adequacy and sustainability of resources severely inhibits their aggressive pursuit of institutional cultural
diversity goals. The following examples illustrate the range of these challenges and the limits imposed
oningtitutions. The attached institutional reports provide the details of their particular resource needs.

Coppin State University estimates that the addition of two new faculty within the School of
Management Science & Economics could run as much as $190,000. Frostburg State University, in
2009, estimated that its Cultura Diversity Program required an additional $214,000 in funding. Over
the last two years, FSU has been unable to provide these additional funds. University of Maryland
College Park was recently awarded a 5-year, $3.2 million NSF grant (and augmented it with a magjor
contribution of in-kind funding from the University) to fund the ADVANCE Program for Inclusive
Excellence that aims to improve rates of retention and advancement of women faculty by fostering
changes in ingtitutional culture. However, the University needs additional resources to support the
recruitment of diverse faculty and provide special faculty development and retention programs ($3 M);
develop specia initiatives to close the student achievement gap ($940 K); and enhance its student
recruitment activities at the undergraduate and graduate levels, especialy in the form of need-based
scholarships and fellowships ($5 M), a total of $8,940,000. University of Maryland Eastern Shore
indicates that it does not have funds dedicated to recruit and retain a culturally diverse student body,
faculty, and staff.

Instruction and training of the student body, faculty, and staff to enhance cultural diversity
programming and sensitivity.

Enhancing cultural diversity programs and sensitivity through instruction and training is an ongoing
process and series of activities carried out in myriad ways across USM institutions. As indicated above
there are courses and degree programs that focus on and promote cultural sensitivity for students.
Clearly, these courses and programs could not have evolved without a cadre of cultural sensitive faculty
and staff. There is an assortment of cultural sensitivity instruction and training in the professional
development activities for faculty and staff across

ingtitutions addressing, for example, recruitment, selection, and hiring of a diverse faculty and staff.
Salisbury University offers sessions on such topics as sexua harassment prevention, prevention of
discrimination and other forms of harassment, and teaching in a diverse classroom. Frostburg State
University has a mentoring program to help new faculty and staff feel welcomed and a part of the
campus community. University of Baltimore is working with an external consultant to develop an
online tutorial to be implemented fall 2012 for faculty, staff, and graduate student assistants to acquaint
them with the basics of ADA and its relationship to teaching. The Office of Equal Employment
Opportunity Programs at Bowie State University has conducted training sessions to increase awareness
of such issues as sexua harassment, reasonable accommodations for individuals with disabilities,
structured interviewing techniques, Title IX of the Education Amendment Act of 1972, and
discrimination.
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Conclusions

In this third progress report on institutional programs of cultural diversity, particularly noteworthy isthe
evolution of a natural and important connection that institutions are making between cultural diversity
and closing the achievement gap, complemented by initiatives to address broader minority
representation in STEM fields. While still evolving, these connections revea a heightened commitment
to the effective deployment of severely constrained resources to achieve ingtitutional cultural diversity
goals and meet access, retention, and graduation goals.

Finaly, the USM, Maryland Higher Education Commission (MHEC), Maryland Independent College
and University Association (MICUA), and the Community College System have been working
collaboratively to develop a template that allows for the collection of information and data in ways that
do not impose unnecessary burden on institutions to comply with the requirements of the statutes. It is
possible that the next progress report on programs of cultural diversity to the Board of Regents will be
based on a different and mutually agreed upon template than the one used for this report.
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Bowie State University
Progress Report on Institutional Cultural Diversity
FY 2011 Report to the University System of Maryland

I: Institutional Progress Report

Introduction

Established in 1865, Bowie State University isthe oldest Historically Black Institution (HBI) in
Maryland and one of the oldest in the nation. Bowie State University’s commitment to diversity
has been inextricably linked to our history and mission, and we have carried that commitment
forward from our founding to the present. Today, our commitment to diversity is evidenced
through our academic programs and curriculum, our student support programs, activities, and our
Human Resources functions.

A. Status of Implementation Efforts/Progress toward Goals

Bowie State University has arich history of engaging in many activities which promote diversity.
The University’s cultural diversity programs and activities span across academic and non-
academic divisions and focus on increasing cultural diversity awareness and appreciation. Bowie
State University’s cultural diversity activities are directly linked to the University’s core value of
diversity. New programs and initiatives are added as funding becomes available. Assessment of
cultural diversity effortsis part of the University’sinstitutional effectiveness strategy.

Diversity as an Institutional Core Value

In 2006, University President, Dr. Mickey Burnim, charged the University’ s Strategic Planning
Committee with identifying and defining core values for the University. Specifically the
committee was charged with: Identifying and articulating the core values and ensuring that they
serve as the foundation for fostering a collegiate community spirit, ethical behawvior, strong
standards, and academic excellence. After receiving input from the campus community, our
Strategic Planning Committee recommended the university adopt five core values:

Excellence
Civility
Integrity
Diversity
Accountability

Subsequently, the Strategic Planning Committee defined our core value of Diversity as“ an
awareness of and sensitivity to differences, including race, gender, ethnicity, national origin,
political persuasion, culture, sexual orientation, religion, age, and disability.” Asan HBI, the
University community believed it was important to adopt a definition that went beyond race and
ethnicity to include the numerous other characteristics that bring richness to our campus.
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B. How We Have Addressed Cultural Diversity

Aswas mentioned earlier, we have used our University’s core value of Diversity asthe
foundation for many of our ongoing initiatives on campus. Below we have highlighted severa of
our ongoing initiatives. A comprehensive list of ongoing activities was presented previously in
the 2009 report.

Initiative 1: Diversity as a part of the Curriculum

Bowie State University currently delivers many courses that support cultural diversity. A sample
of these courses, along with general enrollment and FY 2011 course evaluation data, when
available, are listed below. The course evaluation information reports the percent of students
indicating that the course information always furthered the student’ s knowledge in the area.

e PSYC 311 CROSS-CULTURAL PSYCHOLOGY - This course examines various
cultures and their impact on the social and psychological development of individuals.
Cultural similarities and differences are explored to determine their influence on today’ s
society. Guest lecturers from various ethnic groups are invited to participate. During the
fall semester the focus was on Native Americans (49 students 94% satisfaction).

e The core coursesin the Social Work program require students to participate in group
projects and present research findings on issues related to diversity. The following are
just afew examples of exploring cultural diversity in the Socia Work program. In
SOWK 300 - Stages of Development, students investigate culturally diverse agenciesin
the community (118 students). In SOWK 303 — Poverty: Myths and Realities,
students, attend homeless sheltersto service all cultures (12 students). In SOWK 306 —
Social Work with Black Families, students toured the Great Blacks in Wax Museum in
Baltimore, Maryland. They discuss diversity within the student population and its impact
on relationships among students from different cultural and racial backgrounds
(64students). In SOWK 307 — Social Work in the Health Field al students are required
to write a paper examining cultural diversity with an emphasis on health disparities.
Students review and discuss the National Association for Social Work Standard for
Cultural Competence (30 students). (Number of Social Work Mgors—177)

e Programsin the College of Education have developed diversity plansrelated to NCATE
standards. The Department of Teaching, Learning and Professional Devel opment
Diversity Plan includes a required course for undergraduate Elementary Education majors
EDUC 311 - Managing the Diverse Classroom. Diversity embedded in other
coursework, the placement of teacher interns in diverse classroom experiencesin the
Professional Development Schools (PDSs), and provision of support for professional
development of faculty to attend conferences (i.e. HBCU Summit on Retention) to learn
of other effortsto facilitate student success.



Bowie State University
Progress Report on Institutional Cultural Diversity
FY 2011 Report to the University System of Maryland

e Thenursing curricula at the undergraduate and graduate level were developed and
implemented based on the belief that cultural competent careis essential to providing
excellent nursing care. The nursing curricula prepares professional nurses who
demonstrate excellence in understanding and valuing diversity. The Department of
Nursing is committed to increasing the number of underrepresented minoritiesin the
nursing profession. Thisis accomplished through departmental and campus initiatives.
The IDIS 460 - Transcultural Health and Wellness course continues to be offered each
semester. Thisis an interdisciplinary course that focuses on transcultural health and
wellness at the baccalaureate level. Culturally competent care is threaded throughout the
curriculum and each course integrates appropriate concepts. Students are evaluated in
each course on their ability to provide satisfactory cultural careto clients. Culturally
competent careis reviewed for both acute and community care.

Initiative 2: Diversity in Student Services and Activities

Below are highlighted programs offered during FY 2011. These activates are in addition to those
previously included in previous Bowie State University Cultural Diversity reports.

Study Abroad - The Department of Behavioral Science and Human Servicesis preparing
students for a study abroad experience in Indiathrough a special seminar course in the Criminal
Justice (CRJU) mgjor Thisis acomponent of the activities stemming from a grant acquired as
part of a consortium — The Mid-Atlantic Consortium — Centers of Academic Excellence- a
partnership that includes Morgan State, Elizabeth City State, Virginia State, and Norfolk State,
along with Bowie State University — preparing students for careersin the intelligence
community.

International Awareness - The Office of International Programs sponsors events on campus
that reflect interest in diversity, including: hosting of visiting Cuban medical students, hosting of
a Fulbright scholar who presented a lecture to the campus community, and hosting of a
symposium on international alternative structuring of healthcare systems

Community Support - The Chi Eta Phi Sorority, Inc. participated in the BSU health fair and
Race for the Cure. The organization assisted in the skills 1ab by mentoring high school students
interested in nursing.

Mental Health and Disability Awareness Day — Since 2008, the Department of Psychology
and the Disabled Student Services Office have co-sponsored Mental Health and Disability
Awareness Day. This program is designed to provide information to the campus community
about physical and psychological disabilities, and also make the community aware of resources
and support services available. Thisevent isheld during the spring semester. To date, over 400
students, faculty, and staff have participated in this event.
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The Spanish Club - La Familia Espanola, sponsored a specia cultural diversity program,
titled, “Bridging the Gap between Afro-Latinos and African Americans. The African Presence
in Latin America,” in the Wiseman Center. There was alively panel discussion and guest
speaker, Mr. Omari Musa of the Socialist Workers Party. The panelistsincluded Professor Kala
Richardson and Dr. James Maur of the Department of English and Modern Languages, a partner
with the Department of Social Work in the development and operationalization of the Spanish
Language Program for social work majors and the Club, La Familia Espanola. There were
refreshments, music, and a pifiata to be enjoyed by al. Bowie students read poetry in Spanish.
The program was taped by the Bowie Television, and was planned and executed entirely by
students under the guidance of the club’s president, Ms. Kelly-Ann James, and faculty advisor,
Velva Taylor Spriggs. There were approximately 84 people in attendance.

The Social Work Club and Phi Alpha Honor Society have been engaged in a number of
outreach initiatives that provide serviceto culturally diverse communities. The clubs have
visited the Ronald McDonald house on numerous occasions, providing food and other in-kind
support to children and families from varied backgrounds who are seeking medical attention.
Additionally, the clubs have sponsored and/or co-sponsored numerous awareness campaigns,
including breast cancer awareness and domestic violence awareness. Ribbon Campaigns were
held on campus so that students who comprise the university’ s diverse population could be
exposed to information on the topics. Additionally, the clubs continued to provide support via
on-campus mentoring and tutoring initiatives. These initiatives were established to support
socia work students who may have difficulty in classes due to avariety of barriersincluding
cultural, language and learning. Finally, members of the social work club and phi alpha have
continued the tradition of providing food and clothes for those in need. One family received
food during the Thanksgiving timeframe, and approximately 30 children and families received
coats, gloves, books and toys during the Christmas holiday timeframe. Finally, members of the
socia work club and phi alpha have continued the tradition of providing food and clothes for
those in need. Two families received food during the Thanksgiving timeframe, and
approximately 20 children and families received coats, gloves and books during the Christmas
holiday timeframe. These families were from underrepresented and underserved populations,
and many were in shelter care during the time that the donations were made. Over the course of 4
years, approximately 200 members of the community have received tangible or in-kind services
from the Social Work Club and Phi Alpha Honor Society.

Student Organizations - Bowie State University currently recognizes 35 student organizations
designed to support diverse student populations on campus:

Cultural Organizations (4): African Student Association, United Caribbean Association, La
Familia Espagnola, and Muslim Student Association

LGBTQ Organizations (1) Eyes Wide Shut (Lesbian, Gay, Bisexual, Transgender, Queer
Questioning Allied Support Organization)
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Religious Organizations (6): Advent Fellowship, Alpha Nu Omega Sorority, Inc., Apostolic
Fellowship, Bethel Campus Fellowship, Christ Side Ministries, and Lighthouse Campus
Ministries

Women'’s Organizations (14): Alpha Kappa Alpha Sorority, Inc., Alpha Nu Omega Sorority,
Inc., Chi EtaPhi Sorority (Nursing), Delta Sigma Theta Sorority, Inc., Golden Girls
Cheerleading, Mom Phi Mom, National Council of Negro Women, Sigma Gamma Rho Sorority,
Inc., Sisters of Nia, Society of Sophisticated Ladies, Swing Phi Swing Socia Fellowship, Tau
Beta Sigma National Band Sorority, Virtuous Women, and Zeta Phi Beta Sorority, Inc.

Men's Organizations (9): Alpha Phi Alpha Fraternity, Inc., Black Mae Agenda, Groove Phi
Groove Socia Fellowship, lota Phi Theta Fraternity, Inc., Kappa Alpha Psi Fraternity, Inc.,
Kappa Kappa Psi National Band Fraternity, League of Extraordinary Gentlemen, Omega Psi Phi
Fraternity, Inc., and Phi Beta Sigma Fraternity, Inc.

A number of student focused events were held on campusin FY 2011 to promote cultural
diversity including: Latin Afro Cuban Dominican Awareness/Dialogue, Around the World
Culture, Diversity and Stereotypes, Gospel Extravaganza, Bible Studies, Caribbean Week, Pants
Up Hats Off, End of Y ear Praise Party Sister Fellowship, Christian Variety Show, Greek House,
Lollipop and Scripture, LGBTQIA Awareness Program, Wake Up Black People, 12 Hour Prayer
Room, Documentary on Cultural Issues, Religious Groups Forum, Caribbean Food Fair, Salsa
Dancing, Holiday Bazaar, Winter Concert, Morning Prayer, Week of Prayer, Thanksgiving Food
Drive, Gospel Explosion, The Black Church, National Coming Out Day Event, Spanish
Education Mini Game Night, Christmas Cards for St. Jude’s Children, Greek Step Show, My
Skin Is In-- Panel Discussion, Native American Heritage, Single Mom Empowerment Program,
African Student Association — Let’s Go Back to the Motherland, Men of Color Leadership
Institute, and Bulldog Worship Service.

C. Status of Institutional Enhancement of Programs of Cultural Diversity

In the past year, the University has started a new student organization and devel oped an
Affirmative Action Plan, in part, to promote diversity in our community. A brief description of
each follows.

The Department of Counseling added a student organi zation called the African Psychology
Student Association. This student association strives to help students understand the impact of
African heritage has on psychological and emotional issues for African American youth and
adults. Thisisaccomplished through workshops, seminars and guest speakers presented
throughout the year and by having students attend conferences such as Association of Black
Psychologists National Conference.

Bowie State University implemented an Affirmative Action Plan in 2011 which articul ates the
University’s continued commitment to providing equal access, equity and fairnessto its
employees, applicants for employment and applicants for admission.
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The University has increased its efforts to hire and retain individuals with disabilities and
veterans by posting job vacancy announcements on the following websites: Maryland Workforce
Exchange and the Maryland Department of Rehabilitation Services. The University has made
contact with other State agencies to begin recruitment efforts of individuals with disabilities and
veterans.

The University’s Office of Equal Employment Opportunity Programs has conducted training
sessions to increase awareness of such issues as sexual harassment, reasonable accommodations
for individuals with disabilities, structured interviewing techniques, Title I X of the Education
Amendment Act of 1972, and discrimination.

The University’s Office of Equal Employment Opportunity Programs devel oped a Reasonable
Accommodations Procedures and Plan for University employees and employment applicants, to
assist in fulfilling reasonable accommodation requests. This document is available on the
University’s Equal Employment Opportunity website.

D. Status Report on Hate Crimes

Since 2007, Bowie State University reported zero (0) hate crimes and zero (0) bias rel ated
incidents on campus. A copy of our Crime Statistics Datais available at
http://www.bowiestate.edu/CampusL ife/police/ .

E. Summary of Resources Used and Needed to Effectively Recruit and Retain a Culturally
Diverse Student Body, Faculty and Staff

Recruitment

The objective of the Bowie State University Office of Human Resources (OHR) isto attract a
qualified pool of diverse candidates to staff positions at the University. Over the past year, the
Office of Human Resources advertised job announcements through diverse media outlets such
as The Chronicle of Higher Education, The Washington Post, The Nursing Spectrum, The
Association of Fundraising Professionals (AFP), The National Collegiate Athletic Association
(NCAA), National Athletic Trainers Association, Maryland Workforce Exchange, AIGA (the
Professional Association for Design), the Society for Human Resource Management (SHRM),
the National Association of College Auxiliary Services (NACAS), the Chronicle of
Philanthropy, HigherEdjobs, The Baltimore Sun, and the Division of Rehabilitation Services
(DORS). In the past year, the University hired 27 employees who are ethnically diverse. The
composition of the diverse hiresis asfollows: 16 Caucasians; 2 Hispanics and 2 Asians; 2 hires
identified themselves as having veteran status.


http://www.bowiestate.edu/CampusLife/police/�
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Visa Sponsorship of Diverse Faculty and Staff

The Office of Human Resources has coordinated the University’ s sponsorship of 4 faculty
members and 2 staff membersfor H-1B Visas. In addition, we are sponsoring 3 faculty members
and 1 staff member for Permanent Residency. The sponsored employees are from China, India,
Japan, Singapore, Trinidad and Nigeria.

Training

The Office of Human Resources conducted Diversity Training for faculty and staff members.
The workshop provided areview of definitions, discussion of terms and history of diversity,
description and discussion of stereotypes and biases, and a discussion of strategies for removing
barriers to enhance diversity in the workplace.

Department of Nursing

The MHEC Nursing Accelerated BSN grant focuses on recruitment of second degree and transfer
student from culturally diverse backgrounds. The Who Will Care grant, funded by the Maryland
Hospital Association, isalso focused on recruitment and retention of minority nursing students.
The Minority Nurse Pipeline Grant promotes interest in nursing to Prince George's County
Public Schools (PGCPS) minority students. The Department of Nursing provided outreach to
several PGCPS middle schools and implemented nursing clubs at those sites. Students from
Bladensburg and Crossland High Schools visited the BSU campus to tour the DON simulation
lab.

E. Status of Instruction and Training Efforts

During this past year many of the University’s faculty, staff and students have participated in
instruction, training, and professional development which raised awareness about issues related
to diversity. In addition to the academic courses mentioned elsewhere in this document, faculty
and staff have participated in the following professional development and training:

e Kaeith Plowden presented “ Increasing the pipeline of minority nurses’ at the Maryland
Department of Health and Mental Hygiene conference .

e Kaeith Plowden participated in a summit by the Human Resource and Service Agency
(HRSA) on increase funding for HBCU students.

e Kaeith Plowden presented in a panel discussion at Morgan State University entitled “Bridging
the Gap: Empowering Minority and nontraditional nurses.”

e Sabita Persaud- presented at the Prince George’'s County School Nurse meeting on cultural
diversity.
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e AndreP. Stevenson (June 2011) Collaboration among Social Work Educatorsin an
Emerging Profession in Rwanda. (In Kigali, Rwanda) The training was sponsored by the
Tulane University Payson Center for International Development. Sixteen faculty members
were in attendance from three universities: Catholic University of Rwanda, National
University of Rwanda, and Kigali Independent University.

e The Department of Social Work implemented a Lyceum Speaker's seriesin August 2011.
Three speakers will be invited per academic year. The purpose of this seriesisto introduce
students to researchers from diverse backgrounds, both professional and ethnic. Social work
draws from various educational backgrounds. Students have the opportunity to listen to
lectures and engage professionalsin an effort to make linkages across diverse disciplines.

e Kessyn Brade Stennis presented at a number of conferences that embrace cultural diversity.
In the summer of 2010, she presented at one local conference sponsored by The Pennsylvania
Avenue Baptist Church, and two regional summits sponsored by the Religion Coalition for
Reproductive Choice. All three presentations addressed the issues of domestic violence that
impact communities of color.

e Kesslyn Brade Stennis presented at the National American Association of Christiansin
Social Work's Convention on the experiences of African American clergy surrounding
domestic violence. Summer 2010

e Kesslyn Brade Stennis presented at the National Council for Black Studies Annual
Conference in March 2011 on the issue of Domestic Violence in Faith Communities

e Kesslyn Brade Stennis presented at the National Council for Black Studies Annual
Conference in March 2011 on the issue of Domestic Violence in Faith Communities of
Color.

e Kesslyn Brade Stennis sponsored three forums for PhD students and candidates from cross-
disciplines who have an interest in conducting research in culturally diverse communities.
Mentoring of 10 emerging scholars continues.

e Emory Perkins presented at The Twenty Third National Conference on Social Work and
HIV/AIDSHIV/AIDS 2011: Best Practicesin HIV/AIDS Social Work, Atlanta, GA. The
presentation title was “Best Practices in working with HIV Positive African-American
Women and their Risk-Taking Behaviors,” May 2011.

e Joy Banks submitted arefereed journals manuscripts: " A Critical Approach to Multicultura
Development in an Evidence-Based Reading Course *

1. Demographic Data

The University’ s student, faculty and staff demographic data are on the following page.
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Students
Baseline: 2008-2009 2009-2010 2010-2011 2011-2012

# % Made | Female # % Male | Femae # % Male | Femae # % Male | Femae
African American/Black 4835 | 88% | 1696 | 3139 | 4968 | 88% | 1734 | 3234 | 4951 | 89% | 1774 | 3177 | 4955 | 88% | 1834 | 3121
American Indian or Alaska
Native 17 | 0% | 4 13 24 | 0% | 5 19 20 | 0% 6 14 18 | 0% 7 11
Asian 91 | 2% | 26 65 92 | 2% | 24 68 80 | 1% | 31 49 79 | 1% | 34 45
Hispanic/Latino 95 | 2% | 34 | 61 | 99 | 2% | 34 | 65 | 103 | 29% | 36 | 67 | 131 | 2% | 48 | 83
White 266 | 5% | 80 | 186 | 234 | 4% | 73 | 161 | 227 | 4% | 68 | 159 | 214 | 4% | 65 | 149
Native American or other
Pecific Islander 0 | 0% | 0 0 0 | 0% | 0 0 2 0% | 0 2 2 0% | 0 2
Two or more races 0 0% | 0 0 0 0% | 0 0 5 0% 4 48 | 1% | 13 35
Did not seif identify/Foreign | 4179 | 305 | 70 | 109 | 200 | 4% | 74 | 126 | 190 | 3% | 64 | 126 | 161 | 3% | 66 95
Totd 5483 | 100% | 1910 | 3573 | 5617 | 100% | 1944 | 3673 | 5578 | 100% | 1980 | 3598 | 5608 | 100% | 2067 | 3541
Source: EIS
Full-time Instructional Faculty

Baseline: 2008-2009 2009-2010 2010-2011 2011-2012

# % Made | Female # % Made | Female # % Made | Female # % Made | Female
African American/Black 147 | 67% | 69 | 78 | 158 | 69% | 75 | 83 | 158 | 69% | 74 | 84 | 164 | 73% | 72 | 92
American Indian or Alaska
Native 0 0% 0 0 0 0% 0 0 0 0% 0 0 0 0% 0 0
Aden 8 4% | 4 4 9 4% | 4 5 10 | 4% 6 4 11 | 5% 7 4
Hispanic/Latino 12 | 5% 14 | 6% | 9 5 10 | 4% | 5 10 | 4% | s
White 45 | 21% | 29 15 40 | 17% | 26 14 37 | 16% | 23 14 36 | 16% | 22 14
Native American or other
Pecific Islander 0 | 0% 0 0 | 0% | 0 0 0% 0 0% 0
Two or more races 0 0% 0 0 0% 0 0 0% 0 0% 0
Did ot self identify/Foreign | ;| 39 | 6 9 | 4% | 3 6 | 14 | 6% | 8 6 5 | 2% | 5 0
Total 219 | 100% | 112 | 106 | 230 | 100% | 117 | 113 | 229 | 100% | 116 | 113 | 226 | 100% | 111 | 115

Source: EDS
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Baseline: 2008-2009 2009-2010 2010-2011 2011-2012

# % Mae | Femae # % Mae | Femae # % Mae | Femae # % Mae | Femae
African American/Black 268 | 80% | 111 | 157 | 270 | 79% | 110 | 160 | 269 | 80% | 104 | 165 | 277 | 78% | 110 | 167
American Indian or Alaska
Native 1 | 0w | o 1 1 | 0w | o 1 1 | 0% | o 1 0 | 0% | o 0
Asian 9 | 3% | 8 1 8 | 2% | 7 6 | 2% | 3 3 6 | 2% | 3 3
Hispanic/Latino 7 | 2% | 2 5 7 | 2% | 3 4 | 10 | 3% | 7 3 8 | 2% | s 3
White 28 | 8% | 11 | 17 | 27 | 8w | 9 18 | 25 | 7% | 8 17 | 31 | 9% | 10 | 21
Native American or other
Pacific Islander 0 | 0w | o 0 0 | 0w | o 0 0 | 0% | o 0 0 | 0% | o 0
Two or more races 0 | 0% | o 0 0 | 0% | o 0 0 | 0% | o 0 0 | 0% | o 0
Did not salf identify/Foreign | 55 | 794 | 7 16 29 | 8% | 10 19 27 | 8% | 9 18 33 | 9% | 10 23
Total 336 | 100% | 139 | 197 | 342 | 100% | 139 | 203 | 338 | 100% | 131 | 207 | 355 | 100% | 138 | 217

Source: EDS
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Summary

In July of 2008, the Maryland General Assembly passed Senate Bill 438 and House Bill 905 into
law. The Bills required each higher education institution to submit a plan for its programs of
cultural diversity on or before May 1, 2009. In response to State’s request that Universities
within the University System of Maryland (USM) develop plans on cultural diversity, Coppin
State University designed a plan that outlines key initiatives and activities related to diversity.
For the purposes of this report summary, cultural diversity refers to programming related to the
inclusion of those racial and ethnic groups and individuals that are or have been
underrepresented in higher education. As required by the USM and the Maryland Higher
Education Commission (MHEC), Coppin State University will regularly report on the progress of
the Plan and its related initiatives.

Cultural Diversity at Coppin

The University embraces cultural diversity on a broader scale than the definition by the State
suggests; going beyond its mission as a Historically Black College and University (HBCU). The
University hosts a set of strategies, activities and programs that include students, faculty, staff,
and administrators of all racial and ethnic groups traditionally underrepresented in public
higher education. Unique to its mission, Coppin has also had the opportunity to serve residents
in its immediate community of Baltimore City, Baltimore County, and beyond by serving in the
community through volunteerism and health-related workshops and clinics.

Our Mission

Coppin State University, an urban, comprehensive, historically Black institution located in
Baltimore, Maryland, offers quality undergraduate and graduate programs in teacher
education, the liberal arts, mathematics, sciences, technology, and professional disciplines. The
University provides educational access and diverse opportunities for students through
excellence in teaching, research, and community engagement thus preparing analytical, socially
responsible, lifelong learners. Coppin State University builds on a rich legacy of empowering
students, promoting community revitalization, and strengthening relationships with local,
national, and global partners.
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Selected Initiatives and Institutional Progress

Faculty Recruitment

Faculty members find the campus to be a welcoming environment. The geographic location of
the University within the Baltimore City limits makes it an attractive environment for faculty to
have careers and make commitments to instructional duties at Coppin State. The University
makes every effort to advertise in diverse publications to ensure that individuals in the country
and worldwide would have access to job opportunities with the University. These publications
include, but are not limited to the Chronicle of Higher Education, Diverse Issues in Education,
Higher Ed Jobs.com, Academic Keys, and a variety of discipline-specific online and print
journals.

Progress to Date:

The University maintains subscriptions to diverse publications in an effort to ensure that
when searches are conducted for new faculty, candidates will derive from diverse
locations. While the limitations of dollars for advertising continue, the University is able
to post positions in print and online journals, many of which may be discipline-specific.

The recession has contributed to the University’s inability to be aggressive in its
recruitment and hiring of an appropriate number of faculty across all of its disciplines.
Most positions that will be filled for faculty slots are replacement rather than new
positions.

Costs & Expenditures:

Costs for recruiting and hiring faculty vary by discipline (i.e. the addition of two new
faculty within the School of Management Science & Economics could run as much as
$190,000.

Demographic Information ( 2008/09 — 2011/12)

The following tables show that while overall recruitment of all faculty is slow, the
University has had increases in a few areas related to race and ethnicity. The
percentage of African American faculty has been sustained at 80% in AY 2008 to 80% in
AY 2011. The number of Asian faculty increased from 4% in AY 2008 to 5% in AY 2011.

Overall, the number of faculty decreased from 301 in AY 2008, the baseline year to 293
in AY 2011.
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The following table reflects our findings:

Comparison Table: All Faculty
Baseline: 2008-2009 2009-2010 2010-2011 2011-2012

# % Male Female | # % Male Female | # % Male Female | # % Male Female

African 241 80 91 150 275 83 110 165 258 83 112 146 235 80 100 135

American
[Black

American 0 0 0 0 1 0 0 1 0 0 0 0 1 0 0 1

Indian or
Alaska Native

Asian 13 4 10 3 16 5 11 5 16 5 11 5 14 5 10 4
Hispanic/Latino 1 0 0 1 1 0 0 1 0 0 0 0 1 0 0 1
White 37 12 27 10 34 10 27 7 37 12 25 12 41 14 28 13
Native 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
American or

other Pacific

Islander

Two or more 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
races

Did not self 9 3 4 5 5 2 2 3 1 0 1 0 1 0 1 0
identify

Total 301 100 132 169 332 100 150 182 312 100 149 163 293 100 139 154

Source: OIR/VPAA, February 2012

Diversifying the Student Body

Academic Program Offerings

The University has submitted a proposal to offer the College of Health Profession’s (School of
Nursing) baccalaureate program in Health Information Management at the University System
of Maryland Hagerstown campus. A team visited the Hagerstown campus last year to establish
the program. The degree will be offered pending final approval from the Maryland Higher
Education Commission and will extend access to an underserved population of non-black
students.

Additionally, the University just received acknowledgement from the Maryland Higher
Education Commission to offer its first bachelor’s degree program entirely online. This
program will be housed within the School of Management Science and Economics. Initial
students will be those currently enrolled at the institution and those who are in the
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surrounding region. However, a central focus will be on providing educational access to our
partners in Egypt at the Akbar Elyom Academy, our extended university community in
Barbados, and our newest course exchange partners in Korea at Chonnam University.

Recruitment and Enrollment

The student body continues to be diverse. The University recruits from all major countries and
counties within the region. Every semester, an enrollment management team from the
Admissions Office along with faculty representatives visit area high schools where large
numbers of prospective white students and students of other ethnicities are present. The
majority of Coppin’s students (over 70%) are from Baltimore City and Baltimore County.
However, the student body is comprised of students from all major ethnic groups.

Progress to Date:

The University continues to recruit and advertise using diverse forms of media.
However, the lack of financial resources prevent large scale advertising. However, the
University was able to participate in the following activities and events:

Demographic Information:

=  Montgomery County Public Schools/CSU Partnership — 35 attendees; 18 students
admits; 13 were offered scholarships;

= Male Targeted Initiatives — Freshmen Male Initiative (FMI) program established;

= STEM Academy Day established at CSU for 9" and 10" graders;

= |naugural Latino & Af. Am. Leadership Summit — 21 males; 29 females from Anne
Arundel and Howard Counties and private career schools;

= |nternational Exchange Programming — Chonnam University — processed 1
student from the University who attended CSU. In the Fall of 2010, 40 students
attended from the Akbar Elyom Academy in Egypt;

= Latino College Fair — Yielded 20 admits from 40 admissions applications; and

= Virgin Islands Outreach — Out of 82 applicants — 35 were admitted.

Costs:

Costs have been varied. Admissions materials alone for trips and exchanges have
totaled approximately $45,000 annually. Travel has been in excess of $20,000. Funds for
print publications remain low.
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SASA Program

The University’s Summer Academic Success Academy (SASA) is relatively new program for
Coppin State University. The program is comprised of a comprehensive six-week summer
residential program designed for first-time, full-time students designed to help incoming
freshmen successfully make the transition from high school to college.

Demographic Information:

During the summer of 2011, 243 students completed the SASA program and enrolled in
the fall as first-year students. Out of the students who completed the summer 2011
SASA program, 215 (91 %) matriculated into the fall semester and remained enrolled at
the end of the spring 2011 semester.

Community College Transfers and New Student Recruitment

Each year, the University visits over 15 Community Colleges, hosts transfer days, a transfer
week and program receptions, and open houses. The Office of Admissions houses a designated
transfer coordinator that deals directly with transfer students and their concerns regarding
course offerings, counseling referrals and academic advisement. The University will begin to
focus additional efforts on the recruitment and graduation of transfer students.

Costs & Expenditures:

Costs vary by trip or activity. The costs of travel for faculty and admissions
representatives for a week may run in excess of $5,000. Activities per year run in excess
of $13,000 - $15,000.

Division of Student Affairs (DOSA) — International Student Services

The Division of Student Affairs-International Student Services Program provides international
students with the resources necessary to successfully navigate through both Coppin State
University and the United States. Individual Counseling, support groups, and consultations are
specifically geared toward adjusting and acculturating to Coppin as well as the United States
and its customs. The International Student Services DSO maintains relationships with federal
agencies, providing a support toward attainment of educational goals, assisting with obtaining
employment, fostering healthy transitions from their country of origin, and assisting with
acculturation and adjustment needs.
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Demographic Information:

Currently, the campus has 48 students with active F-1 student visas on campus.

Approximately 52% of them are female and 48% are male.

The students are

represented from 25 countries including the British Virgin Islands, Caribbean Islands,

Serbia, Lithuania, Colombia, Germany, South Korea, Spain, South Africa, Nepal and

Latvia.

Progress to Date:

1. The International Student Services Program provided orientation sessions at the

beginning of the Fall and Spring semesters.

2. The International Student newsletter is posted quarterly to the International Student

Services website to provide monthly news, information, updates and resources.

3. Each year the International Student Services Program works collaboratively with the

International Student Association in hosting the International Day Festival that

exhibits artistic performances and encourages students to share their cultural

traditions and learn about others.

Baseline: 2008-2009

# % Male Female
African 3473 86 722 2751
American
[Black
American 4 0 2 2
Indian or
Alaska Native
Asian 10 0 0 10
Hispanic/Latino 17 0 8 9
White 90 2 25 65
Native Am./ 0 0 0 0
Pacific Islander
Two or more 0 0 0 0
races
Did not self 457 11 139 318
identify
Total 4051 100 896 3155

Comparison Table: All Students

2009-2010
# % Male
3353 88 766
2 0 1
9 0 3
16 0 6
51 1 19
0 0 0
0 0 0
370 10 109
3801 100 904

Female
2587

10
32

261

2897

3326

26
61

373

3801

2010-2011
%  Male
88 764
0 2
0 4

1 7
2 24
0 0
0 0
10 101
100 902

Female
2562

19
37

272

2898

3529

38
25
63

150

3813

2011-2012

% Male Female
93 860 2669

0 1 5

1 18 20

1 6 19

2 24 39

0 0 2

0 0 0

4 38 112
100 947 2866

Source: OIR/VPAA, February 2012
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Diversifying the Staff

The Office of Human Resources offers a variety of workshops that include cultural diversity.
These workshops are offered on a regular basis and are available to all members of the campus
community at least two times per year. Workshops include such topics as sensitivity training
and interacting with persons from other cultural backgrounds and experiences. These
workshops are essential since the University has staff from all types of diverse backgrounds.

The following table provides a demographic profile of staff over a four-year period.

Comparison Table: All Staff

Baseline: 2008-2009 2009-2010 2010-2011 2011-2012

# % Male | Female # % Male Female # % Male | Female # % Male | Female
African 410 92 148 262 409 90 155 254 457 89 178 279 463 87 187 276
American
/Black
American 0 0 0 0 1 0 0 1 3 1 1 2 3 1 2 1
Indian or
Alaska
Native
Asian 13 3 9 4 14 3 10 4 18 4 14 4 14 3 10 4
Hispanic/Lat 2 0 1 1 2 0 1 1 0 0 0 0 5 1 2 3
ino
White 20 4 12 8 27 6 17 10 32 6 21 11 35 7 24 11
Native 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
American or
other Pacific
Islander
Two or more 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
races
Did not self 2 0 0 2 3 1 3 0 4 1 4 0 10 2 5 5
identify
Total 447 | 100 [ 170 277 456 | 100 186 270 514 | 100 | 218 296 530 | 100 | 230 300

Source: OIR/VPAA, February 2012

Other Significant Diversity Initiatives

In general, 100% of Coppin’s curriculum provides students with broad exposure to racial and
ethnic diversity. The offerings include courses in foreign languages, international studies,
humanities, and race relations. Each department through its General Education courses and
major core courses offers topics on diversity and race in specific disciplines and professions and
diversity is central. As a selected example, the Department of Social Sciences teaches a political
science course that deals with special topics in race relations. While the course is limited to
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students, discussions and brief lectures that result from the course are open to the entire
campus community. Each month, a brown-bag series is held where students, faculty, staff and
administrators contribute to conversation and information sharing during this event.

Advisory Council for Office of International Programs

The University has an Advisory Council for the Office of International Programs that manages
affairs related to global academic programming and relationships with international partners
such as Chonnam National University. The Advisory Council also facilitates study abroad
experiences for students, hosts several international education forums for students, and
develops policies and guidelines.

Demographic Information:

The council is comprised of four (4) females and three (3) males; five (5) are African
Americans/Black, one (1) is Asian, and one (1) is White.

Progress to Date:

Four short-term study abroad programs and a partnership with a South Korean
university were forged over the past year. Forums were held on Fulbright, Boren and
Rangel programs, study abroad, security in Asia, US Foreign Policy, and an exhibition of
international art. A handbook of policies, forms and procedures for study abroad was
created to guide international faculty and students and the university’s crisis
management plans were updated with plans to deal with overseas catastrophic
emergencies.

Costs & Expenditures:

AY 10-11. $60,000

African American History Celebrations

Each year, the University hosts a series of on-campus events in celebration of African American
History. One such event was in held in recognition of the Reverend Dr. Martin Luther King, Jr.
The Coppin Community paid tribute to selected individuals who had made major contributions
to the University and surrounding community through teaching, research and service.
Invitations to these events are sent to the campus community as well as the surrounding
community within the Baltimore region.
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Demographic Information:

University family attendees = 450 one week cumulative; community member 110
members. Exact demographics are not usually counted at this event. However,
attendance is diverse.

Progress to Date:

The celebrations occur throughout the Month of February. Information on attendance
and evaluations of programs are still being collected and reviewed.

Costs & Expenditures:

$15,000 in programming costs; food, speakers, publications.

Diversity Day

Each year, the campus hosts a Diversity Day celebration where not only are underrepresented
populations recognized, but other racial and ethnic groups are celebrated. Attire unique to a
particular racial, ethnic and cultural group is worn by campus participants. Also, volunteers
prepare special dishes of food and share them on this special day. This is a day that recipes are
shared as well as history of select cultures on campus. This event is usually sponsored by our
Information Technology Division.

Demographic Information:

Staff from the Information Technology Division and Faculty representing all of the
university schools participate in arranging the event. Typically, the composition of the
group contains 10 faculty — 4 males and 6 females; students - 80, 62 females and 18
males; of which 52 African American, 7 Hispanic, 1 Caucasian, and 2 were Other. The
event is open to the entire campus.

Progress to Date:

This event continues to attract widespread participation across the campus.
Participants wear attire and bring original food dishes.
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Costs & Expenditures:

$2,000 in programming costs; food, speakers, publications.

Student Union Marketplace

Annually, vendors from all backgrounds are invited to share their culture through food,
clothing, live entertainment and other venues with the campus community. Vendors are
comprised of faculty, staff and students from the campus body as well as members of the
immediate and surrounding community. The Marketplace is where the campus community
celebrates the uniqueness of various cultures and supports one another

Demographic Information:

Invitations are sent out to the Coppin Campus and Community and to surrounding
Baltimore businesses. No counts are taken. However, Over 50 vendors from all
races/ethnicities participate annually in a cultural marketplace.

Progress to Date:

This is an ongoing event.

Costs & Expenditures:

$3,000 in public relations; e-mail invitations.

Enhanced Marketing

The Office of Enrollment Management in conjunction with the Division of Academic Affairs
enhanced its marketing efforts and strategies in order to recruit and enroll a more diverse
student body. New brochures for Admissions, Records and Registration, Financial Aid,
Academic Resource Center, and the Center for Counseling and Student Development were also
designed and published.

Costs & Expenditures:

Costs for admissions materials, recruitment, applications, brochures and other pamphlets
run approximately $300,000 annually.
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This project was concluded last year with the final delivery of brochures, viewbooks, academic
department brochures, first step and other related marketing material.

Additionally, between 2010-2011, Enrollment Management in conjunction with Time Printers
(Maryland based) Company developed flyers and posters to promote retention and persistence
to graduation. The materials were disseminated campus wide and various departments
(academic and non-academic) presently request the materials.
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Executive Summary

This report presents a progress update of the Frostburg State University (FSU) Cultural Diversity Program
for the time period of February 2011 to February 2012.

The University continues to commit resources toward recruiting and enrolling a growing number of
undergraduate minority and first-generation students (Goal 1). The total number of undergraduate minority
students increased each fall semester between 2008 and 2010; however, overall minority enrollment has
declined dlightly for undergraduates for the most recent reporting period (a 1.9% decrease from fall 2010 to fall
2011). In contrat, the overall percentage of minorities within the total undergraduate student population has
increased dlightly (from 28.9% for fall 2010 to 29.1% in fall 2011). Additionally, the number of African-
American students grew over the reporting period, from 23.2% of the total undergraduate student populationin
fall 2010 to 24.4% infall 2011. On-going strategiesto increase minority enrollment include sending electronic
and paper communications to underrepresented students, sponsoring University bus trips to the FSU campus,
arranging off-campus admitted student receptions, increasing minority student transfers, and enhancing and
promoting college-readiness and bridge programs.

Increasing the retention and graduation rates of undergraduate minority and first-generation students (Goal
2) isapriority of the University and a central goal of its Cultura Diversity Program. The University’s second-
year retention rates for undergraduate first-generation students and all minority students decreased over the
reporting period. The retention rate for first generation students decreased from 76.0% (cohort fall 2009) in
2010 to 70.0% (cohort fall 2010) in 2011, while the rate of all minorities decreased from 72.0% (cohort fall
2009) in 2010 to 70.0% (cohort fall 2010) in 2011. For the reporting period, the University experienced adight
decrease in the graduation rate of all minorities: from 41.0% (cohort fall 2004) in 2010 to 40.0% (cohort fall
2005) in 2011.

During the reporting period, the University dedicated significant resources to both new and ongoing
initiatives designed to improve student retention and graduation rates. These initiatives included adding a new
Assistant Provost to guide the University’ s student retention work, connecting freshmen to campus life through
learning communities, and expanding campus-wide programs and services that enhance student academic skills
and performance.

The Assistant Provost for Student Success and Retention will provide leadership and coordination for
university-wide programs and efforts that will improve FSU student persistence and reduce time to degree. Open
to all freshmen, the Learning Community program includes three fall-semester student support communities that
help low-income and first-generation college students make a successful transition from high school to college
life. The University’s Closing the Achievement Gap program incorporates important student retention efforts.
These efforts include actively pursuing several course redesign projects; expanding MAP-Works, an early
warning system that allows faculty, staff, and coaches to record contacts and issue alerts about students who
may be experiencing difficulty in adjusting to the academic and socia life of college; and increasing
ingtitutional need-based financial aid. The University’ s Programs for Academic Support and Studies (PASS)
provide group tutoring and personal instruction to assist studentsin developing the skills necessary for academic
success and ultimately for obtaining a degree.

The University continues to support initiatives that enhance the cultural diversity of its faculty and staff
(Goal 3). As of November 2011, the University’ s workforce consisted of 939 full and part-time employees (369
faculty and 570 staff members). Over the reporting period, the percentage of tenured/tenure-track minority
faculty members decreased by 1.1% (from 12.0% in 2010 to 10.9% in 2011.) Also for 2011, non-tenure/tenure-
track minority faculty members were employed at arate of 5.1% and minority staff members at a rate of 4.7%
for 2011 (a 1.2% decrease from 2010.)

As part of its Cultural Diversity Program, the University has progressively implemented the EEO
Compliance Office’ s Minority Recruitment Plan and Retention Strategies, including the assignment of an Equity
1



Officer to each college or division to help monitor and coordinate diversity initiatives. Additionally, all search
committees appoint a member to oversee minority recruitment efforts. Job announcements are sent to
historically black institutions and a contact list is used within Office of Human Resources to target the most
diverse applicant pool.

Frostburg State University’s Cultural Diversity Program works to create a welcoming and safe environment
that promotes the understanding of cultural diversity (Goal 4). Various programs are offered on the FSU campus
by a cross-section of academic departments, administrative offices, and student organizations that enhance the
development of students’ multicultural competency skills.

The President’s Advisory Council on Diversity (PACD) plays an important role in fostering a respect for
diversity at the University. It meets regularly to set goals and launch initiatives to improve the campus climate
with respect to diversity, form workgroups to conduct research on selected issues and analyze results, and make
recommendations to the president. The University’s Diversity Center also works specifically to foster a sense of
community among students of all races, genders, and national origins. This goal isaccomplished through
activities, workshops, retreats, and programs that help students develop an understanding of cultural differences.
In addition, FSU enhances the multiculturalism of its curriculum through the Women’ s Studies program, the
International Studies program, and the Undergraduate Education Initiative.

The University’s Center for International Education (CIE) has worked to promote the understanding of
international cultures on campus (Goal 5) by revitalizing international student recruitment and enrollment.
International student enrollment at FSU grew 41.2% during the past year, from 51 students from 20 countriesin
fall 2010 to 72 students from 17 countriesin fall 2011. The University has re-intensified its efforts to increase
international opportunities for students and faculty. The total number of student participants enrolled in study
abroad programs administered by the FSU Center for International Education increased from 42 studentsto 15
countriesin AY 2010-2011 to 83 students to 26 countriesin AY 2011-2012.

In 2011, University continued to provide services and programs to FSU’ sinternational students and to
American students, faculty, and staff to promote intercultural understanding on campus. In addition to monthly
social and cultural activities offered by the CIE and designed to aid international studentsin the acculturation
process, student clubs and campus organi zations have become actively involved in this process. Two important
organizationsin this regard are the Chinese Culture Club and the recently formed Muslim Students Association.

Frostburg State University has made significant progress toward implementing the initiatives outlined in its
Cultura Diversity Program. However, additional resources are needed for full implementation. In 2009, the
University estimated that its Cultural Diversity Program required an additional $214,000 in funding. Over the
last two years, FSU has been unable to provide these additional funds. As suggested in previous reports, an
approach to helping Frostburg State University and other University System of Maryland (USM) institutions
acquire additional resources for diversity and cultural programs isto make competitive grants available through
the USM or the Maryland Higher Education Commission (MHEC).



Introduction

This report presents a progress update of the Frostburg State University (FSU) Cultural Diversity Program
for the time period of February 2011 to February 2012. Appendix A presents comparison datain separate tables
for faculty, staff, and students from 2008 to 2011. Through implementation of the strategies identified in this
report, the University diligently pursues the five overarching goal s of the program:

Recruit and Enroll a Growing Number of Undergraduate Minority and First-Generation Students
Increase the Retention and Graduation Rates of Undergraduate Minority and First-Generation Students
Enhance the Cultural Diversity of Faculty and Staff

Create a Campus Environment that Promotes the Valuing of Cultural Diversity

Promote the Understanding of International Culture

Goal 1: Recruit and Enroll a Growing Number of Undergraduate Minority and First-Generation
Students

Thetotal number of undergraduate minority students increased each fall semester between 2008 and 2010;
however, overall minority enrollment has declined dightly for undergraduates for the most recent reporting
period (a1.9% decrease from fall 2010 to fall 2011). In contrast, the overall percentage of minorities within the
total undergraduate student population has increased dightly (from 28.9% for fall 2010 to 29.1% in fall 2011-
seeTable 1 in Appendix A). Additionally, the number of African-American students grew over the reporting
period, from 23.2% of the total undergraduate student population in fall 2010 to 24.4% in fall 2011.

Enhancing Marketing and Recruitment Efforts that Target Underrepresented Students

Electronic and paper communications to underrepresented students who meet FSU admission criteria
continue to be a key recruitment initiative at the University (Strategy 1.1). For the fall 2011 entering class, the
total number of names purchased through the Student Search Service decreased; however, there was a slight
increase in the percentage of minority names purchased. Minorities represented 28.0% of the total names
purchased for the fall 2010 class compared to 28.5% for the fall 2011 class (see Table 1).

Additionally, admissions counsel ors continue to travel to urban high schoolsin Baltimore, Montgomery and
Prince George' s counties as well as Batimore City in Maryland, and in Washington, D.C. In these targeted
areas, an increasing number of college fair programs are geared toward Hispanic students, and FSU Admissions
staff members attend many of these programs, including the Alcanzafair in Northern Virginia and the Latino
College Fair in College Park. When possible, the Admissions office has a current FSU student of Hispanic
origin attend these fairs.

Table 1
Student Search Service Comparisons
Fall 2008 to Fall 2011

Fall 2008 Fall 2009 Fall 2010 Fall 2011

Race/ Ethnicity Entering Class Entering Class Entering Class Entering Class
N % N % N % N %

Unknown 1420 38% 1559 39% 1546 38% 1,381 3.8%

African American/Black 5,150 13.7% 5292 132% 5709 139% 4886 13.6%
Amer Ind or Alaska Nat 159 0.4% 167 0.4% 189 0.5% 165 0.5%

Asian 2901 7.7% 3423 86% 3608 88% 3384 94%
Hispanic/Latino 1551 41% 1843 46% 2003 49% 1812 5.0%
White 26,317 70.2% 27,671 693% 28,041 682% 24348 67.7%
All 37,498 100.0% 39,955 100.0% 41,096 100.0% 35,976 100.0%

Data Source: PeopleSoft Queries FO8, F09;orig SSSfile F10, F11
3



Familiarizing Select High School Students, Teachers, and Administrators with FSU Programs and Services

University-sponsored bus trips to the FSU campus and off-campus admitted student receptions are also
important ongoing components of the University’ s efforts to create a culturally diverse campus (Strategy 1.2).
For the fall 2011 entering class, the Office of Admissions hosted approximately 330 students on campus during
13 different bus trips from primarily minority high schools or programs. Admitted student receptions were held
in Frederick, Towson, and Annapolis to encourage students from those areas to enroll at Frostburg. For the fall
2011 class, of the 105 students who attended a reception, 39 were minority.

Increasing the Number of Underrepresented Students Transferring from Community Colleges

Office of Admissions staff members continue to be represented at USM-sponsored transfer days at
community colleges throughout Maryland. In addition, admissions and advising center staff continue to offer
personalized visits at the four community collegesin Western Maryland. The percentage of minority students
entering as new transfer students rose over the last four years, from 13.5% in fall 2008 to 22.1% for the fall 2011
class (see Table 2).

Table 2
Transfer Students by Race/Ethnicity
Fall 2008 to Fall 2011

Race/Ethnicity Fall 2008 Fall 2009 Fall 2010 Fall 2011
% N % N % N %
Unknown 5 1.3% 7 1.7% 6 1.5% 3 0.6%
African American/Black 39 1050 56  135% 60  145% 85  18.1%
Amer Ind or Alaska Nat 1 0.3% 3 0.7% ) ) 1 )
Asian 4 1.1% 2 0.5% 2 0.5% 4 0.9%
Hisp/Latino 6 1.6% 7 17% 14 3.4% 15 3.2%
White 208  80.3% 311 748% 304  73.6% 318 67.7%
Other 18 4.9% 30 72% 27 6.5% 31 6.6%
Two or More Races _ _ _ _ _ _ 13 2.8%
All 371 100.0% 416 100.0% 413  100.0% 470  100.0%

Data Source: Enrollment Information System File (EIS)

Enhancing and Promoting College-Readiness Programs

The University continues to sponsor a number of college-readiness and bridge programs designed to prepare
and encourage underrepresented students to continue their education beyond secondary school (Strategy 1.4).
The Upward Bound grant program is geared toward students from Allegany County to help increase their self-
esteem, leadership skills, and preparation for postsecondary education. Over the last three years, the program
has served 117 total students, with 17.1% of these participants being minorities.

The Upward Bound Regional Math/Science Center provides academic enhancement in mathematics and
science to underrepresented secondary school students from the four Western Maryland counties as well as
Baltimore City (Strategy 1.5). Over the last three years, the percentage of minority students served by this
program has ranged from 63% to 68%. The program’s success is measured in the number of students who
participate and ultimately graduate from college. Of the 156 studentsin the program who graduated from high
school in 2006 or earlier, 145 (93%) have attended college. Of those who went to college, 97 (67%) completed
their post-secondary degrees and 62 (64%) of the graduates completed degrees in mathematics or science.



Goal 2: Increase the Retention and Graduation Rates of Undergraduate Minority and
First-Generation Students

During the reporting period, the University dedicated significant resources to both new and ongoing
initiatives designed to improve student retention and graduation rates’. These initiativesincluded adding a new
Assistant Provost to guide the University’ s student retention work, connecting freshmen to campus life through
its successful Learning Community program, and continuing or expanding campus-wide programs and services
that enhance student academic skills and performance.

The second-year retention rate of FSU undergraduates decreased from 74.0% (cohort fall 2009) in fall 2010
to 71.0% (cohort fall 2010) in fall 2011. The retention rate for first generation students decreased from 76.0%
(cohort fall 2009) in 2010 to 70.0% (cohort fall 2010) in 2011, while the rate of al minorities decreased from
72.0% (cohort fall 2009) in 2010 to 70.0% (cohort fall 2010) in 2011.

Assistant Provost for Student Success and Retention

After the conclusion of a national search, the University hired an Assistant Provost for Student Success and
Retention in January 2012. The Assistant Provost will provide leadership and coordination for university-wide
programs and efforts that will improve FSU student persistence and reduce time to degree. Thisroleiscritica
component of the University’s strategic plan and the allocation of resources that will support the priorities
identified in that plan.

Expanding and Strengthening First-Y ear Programs that Enhance Academic Performance and Retention

An important initiative designed to increase the retention and graduation rates of undergraduate minority
and first-generation studentsis the University’ s Learning Community program. Open to all freshmen, the
Learning Community program (Strategy 2.1) includes three fall-semester student support communitiesthat are
sponsored by FSU's TRIO Student Support Services program. This program works specifically to help low-
income and first-generation college students make a successful transition from high school to college life.
Through the collaborative efforts of the Tutoring Center, Student Support Services (SSS), and the Department of
Foreign Languages and Literature, the University has also increased services to those students whose first
language is not English. Of the 39 first-time student enrolling in the SSS communities for fall 2010, 31 (79.5%)
returned for fall 2011.

Following an extensive review, the Academic Standards Subcommittee recommended that the Phoenix
Program be discontinued as not effective enough to justify the resources allocated to it. Probation and dismissal
policies were changed to immediately dismiss students who earn a 0.00 grade point average (GPA) their first
semester, and to require that an individualized academic recovery plan be developed by all first semester
students who earn a GPA above 0.00 and below 1.4 in collaboration with their academic advisors. The plans are
based on the individual circumstances of each student, the advising load is distributed among more faculty and
staff, and students who are more likely to be successful are provided support.

Closing the Achievement Gap

In an effort to enhance student persistence, the University continues to focus upon its current retention
strategies through the work of its Closing the Achievement Gap Task Force (Strategy 2.2). These strategies are
briefly discussed below.

e Continuing to support the University’ s Learning Community program, which provides the opportunity
for al firgt-time, full-time freshmen to explore a potential major, career, or particular interest in a

! For the reporting period, the six-year graduation rate of undergraduates decreased from 48.0% (cohort fall 2004) in 2010
to 45.0% (cohort fall 2005) in 2011. Over the same time period, the University experienced a dight decrease in the
graduation rate of all minorities: from 41.0% (cohort fall 2004) in 2010 to 40.0% (cohort fall 2005) in 2011.
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supportive environment. Learning communities enroll studentsin thematicaly linked courses and help
to establish support networks with peers, faculty, and University staff.

o Actively pursuing several course redesign projects, including a pilot of its algebra-based devel opmental
math course (DVMT 100) in the spring of 2011 (see below).

e Utilizing Supplemental Instruction (SI) in the General Psychology course redesign and in Frostburg’'s
Probability and Statistics (MATH 209) course. The latter is one of several mathematics courses that
fulfills Genera Education Program requirements and is required for several mgjors.

e Expanding upon MAP-Works, an early warning system that allows faculty, staff, and coachesto record
contacts and issue al erts about students who may be experiencing difficulty in adjusting to the academic
and socid life of college. Fall 2011 marks the beginning of the University’ s second year using this
retention initiative. Previously only freshmen were included in MAP-Works, but this year the program
was expanded to al students. The initiative'saim is to help students address i ssues before academic and
social problems become serious and threaten their ability to persist at the University.

e Increasing institutional need-based financial aid. Frostburg continues to review its processes for
defining and distributing institutional need-based categories of aid in an effort to ident