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from the President

The University of Maryland has long promoted diversity as a 
core value . We recognize a diverse educational community as 
one of our greatest strengths .

I am proud to be continuing in the tradition of 
recent University of Maryland presidents who led 
us to outstanding accomplishments in this area, 
including Robert Gluckstern, John Slaughter, 
William Kirwan and C . D . Mote, Jr . Under their 
leadership, the university embraced a vigorous 
commitment to becoming a multiethnic, 
multiracial, and multicultural institution .

The diversity plan presented here, 
Transforming Maryland: Expectations for 
Excellence in Diversity and Inclusion, is aligned 
with the university’s strategic plan, which 
represents the aspirations of our community and 
calls for the University of Maryland to renew its 
efforts in diversity . The strategic plan articulates 
three principles for which we must strive as 
a preeminent research university: impact, 
leadership, and excellence . The diversity of our 
faculty, staff, and students is a fundamental 
component of each of those principles .

Our 10-year diversity plan is visionary, 
inspirational, and inclusive, and calls on our 

university to serve as a leader for the next 
generation of scholars . It clearly sets forth our 
aspiration and our determination to become a 
model diverse community of learning, exploration, 
and self-examination whose impact will be felt 
across the state of Maryland and the nation .    

I embrace the vision outlined in this 
document and ask that you read, review, and 
commit to implementing its strategies and goals .

Wallace D . Loh
President
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preface

from the Chair, Diversity Plan Steering Committee

The strategic plan for diversity 
at the University of Maryland, 
Transforming Maryland: Expectations 
for Excellence in Diversity and 

Inclusion, is a document that represents the 
remarkable journey of the University of 
Maryland, College Park . 

The first 100 years in the history of the 
university reflect the challenges of our state and 
the nation . Many were excluded from obtaining 
an education and working here, and the 
curriculum made invisible the contributions of 
many in our society . 

However, the past 50 years at Maryland 
have been extraordinary, first as we integrated 
all populations into the student body, faculty, 
and staff, and then as we eagerly embraced the 
idea of diversity, transforming the institution 
into a national leader in this area . Today we are 
well on the path toward realizing our vision of 
being a “model multiracial, multicultural, and 
multigenerational academic community .” 

I am tremendously grateful to the members 
of the Diversity Plan Steering Committee for 
their hard work, diligence, and dedication to 
developing this plan over an 18-month period . 
I would also like to thank the hundreds of 
University of Maryland community members 
who attended town hall meetings and listening 
sessions and submitted comments on the plan . 

The suggestions offered improved the document 
and expanded ownership of the notion of 
diversity beyond any single community . I 
would also like to thank the University Senate 
and university leadership for endorsing and 
embracing the document .

Those of us who worked together to develop 
the plan believe that Maryland is poised to 
become the university model for diversity and 
inclusive excellence in the nation . We have 
developed a 10-year document that lays a 
comprehensive roadmap for meeting this goal 
and calls on the University of Maryland to serve 
in a preeminent leadership role for the next 
generation of scholars . 

Robert Waters
Associate Vice President for Academic Affairs 

and Assistant to the President
Chair, Diversity Plan Steering Committee
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i. The University of Maryland’s  
 Commitment to Diversity »
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The University of Maryland, the flagship of 
the University System of Maryland and one of 
the nation’s top research universities, has long 
embraced diversity as a core value and counts a 
diverse educational community among its great 
strengths . Our commitment to diversity rests on 
three tenets:  
1 . We believe that living and working in a 

community that accepts and celebrates 
diversity is a joy and a privilege that 
contributes to the vitality and excellence of 
the educational experience . 

2 . We believe that as a state university, we 
have a responsibility to assure all citizens 
access to the transformative experience of 
an outstanding higher education and the 
opportunity for success in this experience . 

3 . We believe it is essential that our students 
have exposure to different perspectives, that 
they interact with people from different 
backgrounds, and that they explore ideas 
with those from different cultures in order to 
succeed in an increasingly diverse workplace 
and global community .  
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In short, creating an educational and work environment 
that is rich in diversity, inclusive, and supportive of all students, 
faculty, and staff is morally right and educationally sound . We 
commit ourselves fully to implementing the strategies set forth 
in this plan to achieve an optimal environment for all members 
of the university community . 

The university strategic plan of 2008, Transforming Maryland: 
Higher Expectations, clearly states the results we strive for as a 
preeminent university: impact, leadership, and excellence . We 
know without doubt that the diversity of our university faculty, 
staff, and students is a cornerstone of that excellence . This 
diversity plan is aligned with the goals of the university strategic 
plan . It calls for the university to energetically renew its efforts 
in diversity . The results will be transformative . 

The strategic plan states the mission of the university with 
eloquence: “As the flagship, its task is to look over the horizon, 
attract the most brilliant minds, advance the frontiers of 
knowledge, stimulate innovation and creativity, and educate 
those who will be leaders in business, public service, education, 
the arts, and many other fields .” To succeed in this task we must 
have a community that acknowledges and celebrates diversity in 
all its dimensions . 

Through the goals and strategies outlined in this plan, 
we intend to secure and maintain a working and learning 
environment in which all members of our community are 

welcomed and can flourish regardless of race, color, creed, sex, 
sexual orientation, gender identity, marital status, personal 
appearance, age, national origin, political affiliation, or hidden 
or visible disabilities . 

We are confident that we can meet the goals outlined in 
this document because the university has special strengths on 
which it can build: 1) a history of national leadership in diversity 
initiatives during the past three decades; 2) a substantial record 
of scholarship on diversity issues across the disciplines; 3) a 
location that offers opportunities to engage with a wealth 
of diverse communities, including large African American, 
Hispanic American/Latino/a, and Asian American populations, 
and thanks to the proximity of the federal government agencies 
and offices, a substantial international population; and 4) a 
conviction that a university community energized by diverse 
perspectives and experiences provides an enriching educational 
experience and strong competitive edge for our students, our 
faculty, and our state . 

We are uniquely positioned to influence the world outside 
the university based on the contributions and research of our 
faculty, students, and staff . Our vision for the next decade is to 
become a model diverse community of learning, exploration, 
and self-examination whose impact is felt across the state and 
the region and throughout the nation and world . 
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University of Maryland Leaders Embrace Diversity
The university undertakes this new diversity plan after three 
decades of successful initiatives that focus on diversity issues . 
We are confident in the university’s ability to meet new 
challenges in creating the community of the future . After an 
early history in which the university engaged in deplorable 
practices of discrimination and held destructive prejudices 
against women, we now have a keen appreciation of the moral 
imperative of equity and diversity . We know that at the time of 
its founding in 1856, 16 of the first 24 trustees of the Maryland 
Agricultural College were slave owners and that slaves labored, 
if not on campus, certainly throughout Prince George’s County, 
in which it was built . White women were first admitted in 
1916, and African Americans in 1951 . Though slower than we 
would wish in including all citizens and creating an appropriate 
climate for their success, in the past decades the university 
eagerly adopted the ideal of diversity and has worked diligently 
to transform the campus to become a national leader in this 
area . The University of Maryland’s strategies were among those 
highlighted in the Diversity Blueprint: A Planning Manual 
for Colleges and Universities, published with the American 
Association for Colleges and Universities (aac&u) in 1995 .  
Today we are on the path toward realizing our vision of being 
a “model multiracial, multicultural, and multigenerational 
academic community .”  

We have been guided by many dedicated members of the 
campus community in this transformation, especially three 
exceptional leaders: Dr . John Slaughter, chancellor, 1982–88; Dr . 
William E . Kirwan, president, 1988–98; and Dr . C . D . Mote, 
Jr ., president, 1998-2010 . Under their leadership, the university 
embraced a commitment to diversity with unwavering vigor . The 
journey toward a diverse and inclusive institution began with 
race and gender, but the imperative to address other identities 
became apparent as we undertook various initiatives . Indeed our 
terminology that today favors the word “diversity” evolved from 
a growing understanding of the complexity of this work . 

During his tenure as chancellor of the University of 
Maryland, Dr . Slaughter, one of the first African American 
chancellors of a major state university, challenged the 
campus to become a “model multiracial, multicultural, and 
multigenerational academic community .” Under Dr . Slaughter’s 

leadership, the university moved from being an institution 
focused merely on compliance with equity mandates, to an 
academic community that addressed diversity pro actively . 

Under the leadership of his successor, President Kirwan, 
the university made giant strides in its commitment to equity 
and inclusion for minorities . His administration supported 
major initiatives designed to involve every campus unit and 
department in activities that supported minority faculty, 
staff, and students . University leaders raised expectations for 
recruitment of faculty, undergraduates, and graduate students 
from under represented groups; developed major initiatives 
to support and mentor minority members on our campus; 
and provided significant financial support for activities likely 
to increase the success of minority members of the university 
community . From 1990 through 1995, President Kirwan led 
the university’s defense of a legal challenge to the university’s 
Banneker scholarship, a program designed to enroll academically 
talented African American students . While the court eventually 
ruled against the race-exclusive nature of the scholarship, the 
university’s defense of the case was a first step in developing 
the now-widespread use of the diversity rationale to advance 
affirmative action goals in higher education . 

President Mote built on these efforts, deepened our 
understanding of the complexities of diverse backgrounds and 
identities, and expanded the focus of our commitment . He 
sponsored innovative and successful programs that reached into 
Maryland communities with large numbers of disadvantaged 
students, and created pipelines for students who had overcome 
adverse circumstances to obtain an affordable college education . 
In the past decade, the university significantly increased the 
graduation rates of undergraduates from all racial/ethnic 
backgrounds, and made substantial progress in closing the 
achievement gap . In recognition of the university’s growing 
global impact, President Mote also vigorously supported 
programs that offer students life-changing international 
experiences . 

Led by the former president, the administration pushed 
aggressively to promote the rights of gays, lesbians, and women 
and fought to obtain benefits for domestic partners of university 
employees . The state began providing same-sex domestic partner 
health benefits to Maryland state employees and retirees in July 
2009 . Under President Mote’s leadership, the university also 
introduced new family-friendly policies and programs to help 
faculty, staff, and students balance their academic, work, and 
family responsibilities .  
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Diversity and inclusiveness have, over time, become integral and 
ongoing components of the university’s institutional identity . 
A quantitative sketch of our successes indicates how far the 
University of Maryland has progressed in recent decades . 

The diversity of our students:

•	 Students	of	color	comprise	34%	of	the	undergraduate	
student body .

•	 African	American	students	constitute	12%	of	our	
undergraduates . 

•	 Asian	American	students	comprise	15%	of	Maryland’s	
undergraduates .

•	 The	Hispanic	American/Latino/a	student	population	
increased	29%	at	the	undergraduate	level	and	58%	at	the	
graduate level from 2001 to 2009 . 

•	 The	percentage	of	new	minority	graduate	students	increased	
from	16%	in	2001	to	21%	in	2009.

The success of our students: 

•	 The	University	of	Maryland	is	one	of	the	top	degree-
granting institutions for African American and other 
minority students in the United States . In 2009, our campus 
was rated No . 1 among aau institutions for the number of 
African American Ph .D .s .

•	 In	a	2010	study	by	the	Education	Trust,	the	university	had	
the fourth-highest ranking for 2007 graduation rates of 
minorities among public research universities .

•	 In	the	same	study,	the	university	was	ranked	14th	in	
improved graduation rates for minority students (2002-07) .

•	 Six-year	graduation	rates	for	African	American	students	have	
increased	from	46.3%	to	70.4%	in	the	past	10	years	(Classes	
of Fall 1993 and Fall 2003) . Graduation rates for Hispanic 
American/Latino/a	students	rose	from	49.3%	to	72.0%	in	the	
same time period .

•	 The	university	has	achieved	parity	between	male	and	female	
bachelor’s and master’s degree recipients since 2001 . In 
fact, between 2001 and 2008 more women than men were 
awarded Bachelor’s degrees . 

•	 The	gap	between	male	and	female	doctorates	is	also	
narrowing,	with	women	earning	48%	of	all	doctoral	degrees	
in 2009 . 

The diversity of our faculty and staff: 

•	 Between	2000	and	2009,	the	percentage	of	women	in	the	
tenured/tenure	track	faculty	increased	from	26%	to	31%	and	
the percentage of faculty of color in this group increased 
from	16%	to	20%.	

•	 In	2009,	one-third	of	new	tenured/tenure	track	faculty			
hires	were	women	and	43%	were	members	of	ethnic	
minority groups .

•	 The	number	of	women	department	chairs	grew	from	six	in	
2004	to	15	in	2009,	a	150%	increase.	

•	 The	university’s	diverse	staff	is	16%	African	American,	7%	
Asian	American,	5%	Hispanic	American/Latino/a,	17%	from	
other	nations,	and	52%	women.	

a lead
er in d

iversity

Where We Are TodAy: diversiTy AccomplishmenTs



10

th
e u

n
iversity of m

arylan
d

 

III. Taking Stock: 
    Diversity Initiatives at Maryland »
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University Offices that Promote Equity and Diversity
Several campus programs have been established that address 
diversity issues, and the dates of their inception reflect the 
growing understanding of the complexity of diversity and the 
variety of groups that need to be served .

The Office of Human Relations Programs (1971), now known 
as the Office of Diversity and Inclusion (odi), is responsible 
for compliance with the Human Relations Code that contains 
our official nondiscrimination policy (1976; amended in 1992 
to include sexual orientation) . The office also provides a variety 
of multicultural and diversity education programs, including 
intergroup dialogues . 

 Many other offices, centers, and programs address specific 
issues . These include the: 

•	 Nyumburu	Cultural	Center	(1971)

•	 Office	of	Multi-Ethnic	Student	Education	(1971)

•	 Disability	Support	Services	(1977)

•	 Office	of	Lesbian,	Gay,	Bisexual,	and	Transgender	(lgbt) 
Equity (1998)

•	 Maryland	Incentive	Awards	Program	(2000)				

•	 Office	of	Multicultural	Involvement	and	Community	
Advocacy (2006), formerly Student Involvement and 
Minority Programs (1987)
       
Special presidential commissions focus on eliminating 

inequity and fostering community for specific groups on campus . 
The four President’s Commissions focus on: Women’s Issues 
(1973), Ethnic Minority Issues (1973), Disability Issues (1986), 
and Lesbian, Gay, Bisexual, and Transgender Issues (1997) . 

The Provost’s Conversations on Diversity, Democracy, and 
Higher Education, established in 2003, promote university-
wide awareness and dialogue about nationally important 
diversity issues . 

Diversity in the Curriculum
The university has been a leader in interdisciplinary programs, 
with its American Studies program (1945) one of the earliest 
in the nation . This history was a stepping-stone for academic 
programs and concentrations that focus on educational 
issues surrounding specific areas of diversity . First introduced 
in the 1960s, these programs have helped to broaden our 
understanding of diversity, cultivate community, and build 
support for various social identity groups . 

Many programs that began as concentrations in traditional 
departments led to the establishment of formal academic 
programs:

•	 African	American	Studies	(1968)	

•	 Women’s	Studies	(1977)	

•	 Jewish	Studies	(1980)

•	 Latin	American	Studies	(1989)	

•	 Asian	American	Studies	(2000)	

•	 Lesbian,	Gay,	Bisexual,	and	Transgender	Studies	(2002)

•	 Persian	Studies	(2004)

•	 u.s. Latino Studies (2007)

The university has also been a national leader in fostering 
diversity as a serious topic for research and academic 
exploration . One of the most important and successful 
initiatives has been the Consortium on Race, Gender, and 
Ethnicity (1998) . Faculty members working through the 
Consortium have published groundbreaking studies on the 
complexity of issues surrounding self-identity and diversity . 

In 2008, the u.s. Department of Education granted the 
university status as a minority-serving institution for Asian 
Americans and Pacific Islanders, a gateway to targeted support 
for the growth of academic programs and support for student 
scholarships .

The David C . Driskell Center for the Study of the Visual 
Arts and Culture of African Americans and the African 
Diaspora, established at umd in 2001, preserves the heritage of 
African American visual arts and culture .

Existing and new courses within established disciplines 
have been infused with elements and principles of diversity 
with the assistance of the Curriculum Transformation Project 
(1989) . Since 1990, undergraduate students have had a core 
diversity requirement, and they currently have co-curricular 
opportunities that address diversity such as Words of 
Engagement: Intergroup Dialogue Program (2000) and the 
Common Ground Multicultural Dialogue Program (2000) .

There are far more activities, campus-wide, and locally, than 
we can include in this overview, but the programs listed above 
represent the breadth of our commitment to building a diverse 
and inclusive campus community .
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The University of Maryland has laid a strong and broad 
foundation for diversity and equity over the past three decades . 
The recommendations in the diversity strategic plan aim to 
ensure that the university will build on this foundation and 
continue as one of the nation’s higher education leaders in 
diversity, equity, and inclusion . 

Clearly, the university has made great progress . However, 
building a community in which support for diversity permeates 
all levels is an ongoing process . The university still has much 
to do to create the optimal and inclusive learning and work 
environment to which it aspires . Vigorous efforts should be 
made to further diversify the senior leadership, faculty, and 
student body; to create a more vibrant and inclusive campus 
community; to support diversity-related research; and to 
implement a curriculum that prepares our students to succeed 
in a multicultural, globally interconnected world . This plan sets 
forth strategies to take us to the next level . 

Our plan seeks to accomplish three goals: 

1 . To ensure policies and structures are in place at all levels 
of the university to support transformational leadership, 
recruitment, and inclusion efforts, and to institutionalize 
campus diversity goals;

2 . To foster a positive climate that promotes student success 
and encourages faculty and staff members to flourish; and

3 . To promote a vision across the university that fully 
appreciates diversity as a core value and educational benefit 
to be studied, cultivated, and embraced as a vital component 
of personal development and growth .

The plan includes many exciting, bold initiatives to help the 
university meet its goal of excellence in diversity . Highlights 
include: the appointment of a chief diversity officer and creation 
of an Office of University Diversity; the establishment of a 

representative Diversity Advisory Council that will give a central 
voice to the needs and visions of diverse groups at all levels of 
the campus community; the introduction of new initiatives to 
assist with recruitment and retention, such as cluster faculty 
hires and work-family initiatives; the creation of a “building 
community” fund to support innovative approaches for 
enhancing the campus climate; and the emphasis on challenging 
new general education diversity requirements that will engage 
students in learning about plural societies and prepare them to 
be culturally competent leaders . 

Following are the major goals and strategies of the diversity 
strategic plan, organized in six core areas: Leadership, Climate, 
Recruitment and Retention, Education, Research and 
Scholarship, and Community Engagement . 

A. leAdership
Leadership is essential to building a more diverse, inclusive, 
and equitable institution . This plan proposes to strengthen 
the diversity leadership throughout the campus . The goals and 
strategies listed below recognize that leadership in diversity must 
come from senior leaders as well as from the ranks of students, 
faculty, and staff . 

First, the plan calls for leadership from the top . When the 
university’s senior administrators endorse diversity programs 
and initiatives, they affirm that diversity is a core value 
and set the tone for action throughout the university . The 
appointment of a chief diversity officer and establishment 
of a campus-wide Diversity Advisory Council to replace 
the current Equity Council will be a visible signal of this 
commitment . With wide representation from campus groups, 
the new council will focus on major diversity initiatives that 
can help move the campus forward . 

IV. Recommendations » »
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Second, leadership in diversity requires a commitment to 
increasing the presence of individuals from diverse populations 
among those in charge at all levels . This plan proposes an 
energetic effort to increase their numbers through robust 
recruitment strategies . In addition, the university should expand 
and strengthen programs of professional development that 
prepare individuals from underrepresented groups already on 
campus to move into positions of leadership . Students, faculty, 
and staff all benefit from a community in which those in charge 
reflect diversity among their ranks .  

Finally, the university should support a vigorous effort to 
inculcate the principles of diversity, equity, and inclusion in 
all faculty, staff, and students so that leadership in diversity 
is something every member of the university community 
understands and for which each one feels responsible . 

GOAL A.1  The university will provide strong leadership 
for diversity and inclusion at all campus levels. 

Strategies

A . The president will appoint a chief diversity officer (preferably 
a vice president with faculty rank) who reports directly to 
the president and is a member of the President’s Cabinet . 

B . The university will create an Office of University Diversity 
led by the chief diversity officer . The officer and his or her 
staff will advocate for diversity and equity issues; provide 
active oversight, coordination, and evaluation of work in 
these areas; track university progress in meeting the goals of 
the diversity strategic plan; and encourage and support the 
efforts of units to achieve their diversity goals . 
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•	 The office will serve as a resource providing regular and 
accurate information on existing university equity and 
diversity programs, centers, academic units, and identity-
based organizations .

•	 The	office	will	develop	a	comprehensive	communication	
plan and strong campus Web presence to: provide diversity 
and equity information; disseminate examples of best 
practices for promoting diversity and inclusion; and 
highlight the university’s leadership in diversity research, 
academic, and co-curricular programming, minority 
graduation rates, and other accomplishments .

•	 The	office	will	establish	a	resource	center	to	share	diversity	
materials (e .g ., curricula/syllabi, co-curricular programs, 
fellowships, funding opportunities) and provide a site for 
consultation and collaboration on diversity, equity, and 
climate issues . 

C . The university will create a campus-wide diversity advisory 
council with representatives from all divisions, schools/
colleges, graduate and undergraduate student bodies, and 
other appropriate units, to play a key role in advising the 
chief diversity officer regarding diversity decision-making, 
planning, and training .

•	 Units	represented	on	the	diversity	advisory	council	will	
appoint diversity officers who will be responsible for 
providing diversity education and training, overseeing 
climate assessments, and supporting diversity-related 
recruitment/retention, programming, and evaluation efforts 
within the unit . Diversity officers will also collaborate 
on campus-wide diversity initiatives . Responsibilities, 
expectations, and accountability for diversity officers will be 
clearly defined and consistent across units . 

•	 Although	the	diversity	advisory	council	will	replace	the	
Equity Council as the major diversity leadership body, units 
may continue to appoint equity administrators to oversee 
all aspects of search and selection procedures, including data 
collection . 

D . The president, vice presidents, and deans will take steps to 
increase the diversity of leadership ranks across all divisions, 
colleges/schools, and departments/units to support a diverse 
and inclusive institution . 

E . The university leadership will help each unit establish 
measurable goals for diversity and inclusion at the division, 

college or school, and department/unit levels and help 
units meet their goals . Accountability mechanisms will be 
used to assess outcomes . Support for diversity and inclusion 
will be a uniform qualification for all leadership positions 
and a performance criterion in the annual reviews of all 
campus leaders . 

GOAL A.2: The university will increase opportunities for 
leadership training, mentoring, professional growth, and 
advancement of diverse faculty and staff in all divisions. 

Strategies

A . The Provost’s Office will: 

•	 Provide	an	annual	leadership	orientation	for	all	new	vice	
presidents, deans, and department chairs that includes 
a significant focus on fostering diversity and inclusion . 
This orientation should address such topics as supporting 
diversity research/scholarship and teaching, creating an 
inclusive climate, dealing with sexual harassment, and 
recruiting and retaining diverse faculty, staff, and students .  

•	 Offer	leadership	training	and	mentoring	programs,	such	as	
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the university’s Leadership Education and Administrative 
Development (lead) program, which prepare tenured 
faculty to assume campus and professional leadership 
positions . Women, minorities, and faculty from diverse 
backgrounds will be actively encouraged to apply for these 
programs .

B . The university will establish leadership education and 
mentoring programs for talented staff from diverse groups 
that provide avenues for professional growth, network 
development, and career advancement . 

C . The chief diversity officer will offer periodic training that 
prepares faculty and staff from all groups to be influential 
leaders, advocates, and spokespeople for diversity initiatives 
across the campus . 

B. climATe
All individuals in a community need to feel that their individual 
worth is recognized, their work is respected, and they work 
in an environment in which they can flourish . If students 
feel marginalized because they are different from those in 
the mainstream, if faculty or staff members feel that their 
contributions are not valued, or if any individual feels isolated 
and excluded by a climate that is unfriendly or uninterested, the 

university community is diminished . A welcoming, supportive 
climate is essential in our academic community . 

The university has in place clearly defined policies and 
legal guidelines to deal with egregious problems such as sexual 
harassment, hate speech, or threats . The initiatives addressed in 
this plan aim to ensure that we go beyond a neutral climate to 
one that is completely supportive and inclusive . This diversity 
plan focuses on ways to enhance day-to-day learning and 
working conditions . The creation of a climate that nurtures 
and supports all of its members requires proactive acts of 
self-examination .  

Many useful tools are available for self-assessment of the 
workplace and classroom climate . Exit surveys, for example, are 
accepted and valuable ways to measure experiences . The plan 
proposes surveys and other formal assessments as initial steps, 
but units will also find it helpful to gauge climate issues through 
informal group discussions, spontaneous interviews with 
individuals in the unit, and other activities . 

GOAL B.1: The university will ensure a welcoming and 
inclusive learning community, workplace, and campus 
environment. 

Strategies

A . Units will actively support and demonstrate adherence to the 
university’s policies on equity, non-discrimination, compliance, 
and equal employment opportunity/affirmative action . 
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B . The chief diversity officer, in collaboration with the Diversity 
Advisory Council, will:

•	 Create	an	online	climate	assessment	survey	that	will	be	
administered by all units to establish a baseline so they can 
assess their needs in creating a climate conducive to success . 
The results will be submitted to appropriate unit heads (e .g ., 
deans, vice presidents) for review and feedback . The climate 
assessment survey will be repeated periodically, maybe even 
annually, as dictated by the results .  

•	 Create	the	framework	for	a	climate	enhancement	plan	and	
help units use the plan to identify strategies for responding 
to climate concerns and to create an inclusive, welcoming 
environment . Climate enhancement plans will be submitted 
to and discussed with appropriate unit heads and unit 
diversity officers . 

•	 Develop	a	schedule	for	unit	heads	and	the	Diversity	
Advisory Council to reach out, work with units, and offer 
them support and advice as indicated by the results of their 
climate assessment surveys and the outcomes of their climate 
enhancement plan activities . 

C . The university will survey graduating students on an annual 
basis concerning the impact of their diversity-related 

educational and co-curricular experiences, as well as their 
perceptions of the campus climate . 

GOAL B.2: The university will develop and implement 
innovative, cross-cutting programs to improve and 
enhance the campus climate for diverse students, faculty, 
staff, and visitors.

Strategies

A . The chief diversity officer, in consultation with the Diversity 
Advisory Council, will identify common themes that 
arise from climate assessments and develop campus-wide 
programs to foster an inclusive, civil environment and to 
remedy climate-related problems . 

B . The university will create a “building community” fund 
administered by the chief diversity officer to support 
innovative initiatives for enhancing the climate within 
and/or across units, and between social identity groups on 
campus .

C . Across the university, in campus-wide social activities and 
campus offices designed to address issues of different cultural 
and identity groups, the university will celebrate and 
promote a community based on inclusiveness and respect for 
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differences, encouraging close interaction among individuals 
on campus with varying backgrounds, experiences, interests, 
and perspectives . 

D . The President’s Office will continue to support the 
Commissions on Women’s Issues, Ethnic and Minority 
Issues; Disability Issues; and Lesbian, Gay, Bisexual, and 
Transgender Issues in their work to identify campus diversity 
concerns, educate university constituencies, advocate for 
programmatic and policy improvements, and celebrate 
the achievements of diverse members of the campus 
community . With oversight from the chief diversity officer, 
the commissions may hold annual (or periodic) town 
meetings of their constituencies to identify issues that 
require university attention, evaluate progress in achieving 
equity and diversity goals, and make recommendations to 
the President . 

c. recruiTmenT And reTenTion
Excellence at the university depends on the recruitment and 
retention of outstanding faculty and staff . Talented individuals 
with great potential are found among every group . To build 
an academic community that is preeminent, the university 
will actively seek and aggressively recruit these outstanding 
and diverse individuals to our faculty, staff, administrative 
ranks, and student body . The university has taken action in 
recent years to remove impediments to effective recruiting and 
retention of faculty . For example, new policies recognize the 
needs of faculty involved in child-rearing, a concern that has 

disproportionately affected the careers of academic women . A 
newly established Family Care Resource and Referral Service 
will provide a variety of child and elder care services to facilitate 
greater work-life balance for faculty, staff, and students . In 
2009-10, the university also instituted a policy for part-time 
status of tenured/tenure-track faculty due to childrearing 
responsibilities, enabling faculty with young children to work 
part-time . 

Research and experience have shown that achieving a 
critical mass of colleagues is especially important in recruiting 
individuals from groups who are not in the mainstream . If 
many individuals from a particular group find support and 
success in a department or unit, others from that group will be 
more eager to join them . It will be our goal, at every level, to 
build the critical mass that signals the University of Maryland 
is a welcoming home for every individual who aspires to reach 
his or her highest potential . The promotion of cluster hires 
and a renewed emphasis on mentoring of junior faculty will 
help ensure success in building the corps of minority and 
women faculty across the university . Likewise, the university 
will support efforts to recruit, retain, and promote diverse staff 
members, and to overcome unfair barriers to their advancement .    

The university’s recruitment strategies over the past two 
decades at the undergraduate level have reaped rewards and 
successes . We are proud of the steady enrollment of African 
Americans and Asian Americans, of the increasing numbers of 
Hispanic American/Latino/a students attending the university, 
and of the numbers of women in our programs . Innovative 
recruitment efforts at the undergraduate level will continue . 
The university’s strategic plan set forth goals for supporting 
graduate students, casting a wide net in their recruitment that 
should greatly help to attract minority students and women, 
and offer them the highest level of mentoring and guidance . We 
expect steady increases in the enrollment and success of diverse 
graduate students as a result of these new measures .  

GOAL C.1: The university will continue to recruit, promote, 
and work to retain a diverse faculty and staff.

Strategies

A . The Office of the Provost and college/schools will implement 
faculty recruitment strategies, such as cluster hiring, faculty 
exchanges with minority-serving institutions, and programs 
that build the pipeline of future faculty, to increase faculty 
diversity and create an inclusive community that facilitates 
retention . A faculty recruitment fund will provide support 
to enhance the diversity of the university’s faculty . 
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B . The university will join the Higher Education Recruitment 
Consortium (herc) to increase its competitive advantage 
in recruiting talented and diverse faculty and staff, and to 
identify potential positions for their family members . 

C . The chief diversity officer will work with deans and 
department chairs to determine the availability of women 
and minorities in targeted fields, and to ensure that 
departments are making efforts to hire diverse faculty and 
staff in proportion to their availability in relevant job pools .  

D . The Office of the Provost, deans, and chairs will develop 
mentoring, professional growth, and other retention 
initiatives, such as collaboration cafés, to reduce disparities 
in the retention rates of tenure-track and tenured faculty 
from diverse groups . Administrators should replicate best 
practice models from departments that have been successful 
in retaining and promoting faculty of color, and should 
provide mentorship training to faculty who choose to 
become mentors .

E . The chief diversity officer will monitor faculty retention 
and promotion/tenure rates, identify impediments to 
retention and advancement, and make recommendations for 
remedying identified disparities .

F . Deans and department chairs will carefully evaluate campus 
service assignments and mentoring activities of junior 
faculty, with a particular focus on women and minority 
faculty, and will ensure that they have time to successfully 

complete their teaching and research responsibilities 
required for promotion and tenure . 

G . The chief diversity officer will monitor staff retention, 
promotion, and turnover rates, identify barriers to career 
advancement, and make recommendations for remedying 
identified obstacles .  

H . The university will implement family-friendly policies and 
provide services to facilitate work-life balance as retention 
incentives .

GOAL C.2: The university will recruit, retain, and graduate 
a diverse student body. 

Strategies/Undergraduate Students

 A .  The Division of Academic Affairs will adopt innovative, 
high-contact recruitment models, including those that 
employ alumni of color and international alumni, to attract 
a diverse student body from all areas of the state, the nation, 
and the world . The university will set appropriate goals for 
increasing enrollments .

•	 The	university	will	increase	the	percentage	of	undergraduate	
students from underrepresented groups (African American, 
Asian American, Hispanic American/Latino/a, Native 
American,	and	multiracial)	to	a	target	of	at	least	38%	of	the	
total enrollment by 2018 . 
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•	 The	university	will	increase	the	percentage	of	international	
undergraduate	students	to	a	target	of	at	least	8%	of	the	total	
enrollment by 2018 .  

B . The university will continue to create scholarship and 
financial aid programs to ensure that higher education 
is accessible to diverse undergraduates, particularly low-
income, first-generation students . 

C .  The Division of Academic Affairs will support initiatives 
that enhance the academic preparation of low-income, first-
generation students during their pre-college years, and that 
encourage their college attendance . 

D . The university will regularly review its 27 admission factors, 
including academic achievement, standardized test scores, 
and other criteria, to ensure that admissions procedures 
do not negatively impact women, minority, and low-
income students . Members of the university community 
should make every effort to share information about the 
individualized, holistic evaluation of student applicants to 
the university . 

E . The university will work to close the academic achievement 
gap by bringing the graduation rates of African American, 
Hispanic American/Latino/a, and Native American students 
in line with those of the general student body . Specifically, 
the university will reduce the discrepancy between the six-
year graduation rate of students from the above groups and 
that	of	all	students	to	5%	or	lower	by	2018.

F . The university will continue to support offices and programs 
that facilitate undergraduate student success, progress to 
degree, and timely graduation, including those that provide 
smooth transitions to campus life, mentoring advising, and 
positive academic and co-curricular experiences .  

Strategies/Graduate Students

A . The Graduate School and deans will develop innovative 
programs to recruit, enroll, and retain diverse graduate 
students, and increase their degree completion rate . 

•	 The	Graduate	School	and	colleges	and	schools	will	educate	
graduate directors and other interested faculty on best 
practices for recruiting, retaining, and graduating diverse 
students . 

•	 Colleges	and	schools	will	periodically	review	and	provide	
feedback on department plans for recruiting a diverse 
student body . 

B . The provost and Graduate School will consider the 
success of its programs in recruiting and graduating a 
diverse population of graduate students when allocating 
institutional financial support to programs, departments, 
and colleges and schools .
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d. educATion 
Consistent with the goals of the strategic plan, the university 
strives to provide every student with an education that 
incorporates the values of diversity and inclusion and prepares 
its graduates for an increasingly diverse United States and 
evolving global society . Curricula should ensure that graduates 
have had significant engagement with different cultures and 
global issues . 

The new general education plan spells out clearly the courses 
and curricula that will be required to broaden the vision of all 
undergraduates . Innovative new diversity courses will increase 
students’ understanding of cultural pluralism, develop their 
cultural competencies, and provide exceptional opportunities to 
study abroad . In addition, the university has many outstanding 
scholars whose work has focused on diversity issues within their 
disciplines . To name just a few, our School of Public Health has 
a major research focus on the reduction of health disparities 
in Maryland’s minority populations, our history faculty and 
students have traced historic connections between African 
American slavery and the Maryland Agricultural College (which 
grew into the University of Maryland), and our education 
scholars regularly conduct studies with urban schools in Prince 
George’s County and Baltimore that have large minority 
populations . University faculty from many disciplines have 
made important contributions to the scholarship on diversity 
and self-identity . These and many other programs can be given 
campus-wide publicity and tapped to provide educational 
experiences for undergraduates . 

Through a collaborative process, the university will consider 
how best to incorporate the study of diversity and different 
cultural perspectives in its academic programs, courses, and 
co-curricular programs . Students will gain knowledge of 
intellectual approaches and dimensions of diversity, develop an 
understanding of diverse people and perspectives, and recognize 
the benefits of working and problem-solving in diverse 
teams . Programs and activities that promote cross-cultural 
understanding will help to prepare students for careers in a 
global economic environment and life in a multicultural society .  

GOAL D.1: The university will ensure that undergraduate 
students acquire the knowledge, experience, and cultural 
competencies necessary to succeed in a multicultural, 
globally interconnected world.

Strategies

A . The university will implement the new general 
education plan with Diversity requirements that increase 
undergraduates’ knowledge of diversity issues, understanding 
of pluralistic societies, engagement with peers from diverse 
backgrounds, and multicultural competencies . The Division 
of Academic Affairs and colleges and schools will support 
the development of new courses and modification of 
existing courses to fulfill requirements of the Understanding 
Plural Societies and Cultural Competence courses in the 
university’s general education program . 

B . The divisions of Academic Affairs and Student Affairs will 
integrate diversity and social justice education into academic 
courses, living and learning programs, residence hall 
programs, and other co-curricular activities . 

C . The university will expand opportunities for all students 
to participate in global learning and leadership experiences, 
including education abroad, alternative breaks, service 
learning, and internships . The university will actively 
encourage and provide incentives for first-generation 
undergraduates, students from minority groups, students 
with disabilities, and other students from diverse 
backgrounds to take advantage of these opportunities . 
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D . The university will continue to support intergroup dialogue 
programs that expose students to the identities, backgrounds, 
cultural values, and perspectives of diverse students, and that 
enhance their communication, intergroup relations, and 
conflict resolution skills . 

GOAL D.2: Departments and programs will equip gradu-
ate students with diversity-related expertise. 

Strategies

A . The Center for Teaching Excellence; Office of Diversity 
and Inclusion; Consortium for Research on Race, Gender 
and Ethnicity; and Graduate School will collaborate 
with academic departments to provide graduate teaching 
assistants with training in how to teach effectively in diverse, 
multicultural classrooms/settings and incorporate diversity 
topics in their courses .

B . Working with the Division of Research and Graduate 
School, departments will ensure that graduate students are 
educated in the responsible conduct of research, including 
research involving vulnerable populations . 

GOAL D.3: The university will increase faculty capacity to 
educate students about diversity issues and to develop 
inclusive learning environments. 

Strategies

A . The Division of Academic Affairs will work with department 
and program chairs to establish curriculum transformation 
programs that prepare faculty to teach students from diverse 
backgrounds, employ pedagogies that recognize multiple 
ways of learning, and integrate diversity issues in their 
courses and laboratory/research environments, including the 
new general education courses . 
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B . Faculty will work with colleagues from Student Affairs to 
develop innovative co-curricular experiences, such as service-
learning, common ground dialogue programs, internships, 
and international experiences that equip students to work 
and live in diverse communities . 

e. reseArch And scholArship 
The university’s record is filled with instances of ground-
breaking scholarship that illuminate the experiences of 
women, minorities, and other diverse groups in America . In 
departments such as Women’s Studies, African American 
Studies, Government and Politics, and Family Science, as 
well as Journalism, Theatre, and Music (which recently 
commissioned Shadowboxer, an opera on the life of Joe Louis), 
research has investigated issues of ethnicity, culture, sexuality, 
religion, gender, age, disability, and a wide range of other 
identities . Other research focuses on application of theory to 
practical situations . In the College of Education and College 
of Computer, Mathematical and Natural Sciences, as well 
as the A . James Clark School of Engineering, researchers are 
identifying the tools for mentoring and teaching specialists in 
the Science, Technology, Engineering, and Mathematics (stem) 
fields, including methods for use in urban communities with 
large minority and first-generation college populations . Robert 
H . Smith School of Business scholars study how diversity in 
management teams contributes to innovation . Such research 
is making a difference on campus and in the larger society . 
Communicating the outcomes of our diversity scholarship in 
lectures, programs, and events has the potential to energize the 
campus discussion of diversity issues and inspire research by 
other faculty and students .

This plan calls for multiple strategies that will strengthen, 
augment, and enhance opportunities for research and 
scholarship in diversity fields . In addition, every academic and 
co-curricular unit will be encouraged to incorporate diversity-
related topics, themes, and concerns into their curricula . Such 
efforts will greatly enrich the educational experience of faculty 
and students, as well as other members of the university 
community . 

GOAL E.1: The university will commit itself to developing 
and supporting the production of nationally recognized 
research and scholarship on race, ethnicity, class, gender, 
and other dimensions of diversity.

Strategies

A . The chief diversity officer will engage the faculty in 
opportunities to participate in diversity-themed, 
interdisciplinary research centers and programs on the 
campus . 

B . The university will support the recruitment of distinguished 
senior faculty who can establish world-class, externally 
funded research/scholarship programs that address race/
ethnicity, class, gender, sexual orientation, disability, and 
other dimensions of diversity .

C . The provost will provide seed funding, Research and 
Scholarship Awards, and/or Creative and Performing 
Arts Awards for faculty members engaged in cutting-edge 
diversity research, scholarship, and creative and performing 
arts projects, including interdisciplinary collaborations .

D . The provost will sponsor conferences, symposia, and 
seminars that address diversity research and scholarship, 
including ways to apply research findings in instructional, 
co-curricular, and institutional improvement activities . 
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E . The Office of the Provost will work to ensure that diversity 
research and scholarship is appropriately valued and 
evaluated in promotion and tenure decisions . 

F . Colleges and schools will increase opportunities for graduate 
students to participate in professional development and 
career preparation activities that support scholarship on 
diversity issues, such as national/international conference 
presentations and fellowships for international study . 
Women, minorities, and other students from diverse 
backgrounds will be actively encouraged to apply for these 
opportunities . 

G . The university will create a President’s Postdoctoral 
Fellowship Program, available in all academic fields, for 
scholars whose research and presence will contribute to the 
diversity of the academic community . 

GOAL E.2: The university will provide a clearinghouse 
of opportunities for funded research, scholarship, and 
creative activities addressing diversity issues. 

Strategies

A . The Division of Research will maintain and disseminate 
information about funded opportunities for regional, 
national, and international research, scholarship, and 
creative activities that focus on diversity and equity issues . 

B . The Graduate School will maintain and publicize an up-to-
date list of fellowships and outside sources of support from 
funding agencies and foundations that are specifically for 
minority and female graduate students . 
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F. communiTy engAgemenT 
Community engagement has been an underlying theme in 
several of the goals listed above . The vision that animates this 
plan is of a university characterized by intellectual vitality and 
excitement, where individuals from different backgrounds, 
ethnic groups, national cultures, socioeconomic groups, and 
life experiences can share ideas and concerns . This would 
be a university in which students actively engage with other 
students, faculty, and staff in both formal and informal settings . 
The Diversity Advisory Council will promote community 
engagement by sharing examples of other successful campus 
models . For example, students on the university’s Sustainability 
Council and its student subcommittee share environmental 
concerns and tackle sustainability issues with faculty and staff 
from the divisions of Academic Affairs, Administrative Affairs, 
Student Affairs, Research, and University Relations, and the 
Office of Information Technology . Such engagement enriches 
the educational experience and leads to personal growth . It 
builds trust among participants, supports creativity, enlivens 
intellectual life, and creates an ambiance that is characteristic of 
the great universities .

The university’s reach and involvement extend beyond 
the physical boundaries of the campus . The neighboring 
communities and regions provide valuable resources for learning 
and personal growth . For example, the Department of Public 
and Community Health has maintained a 10-year partnership 
with the City of Seat Pleasant, with faculty, staff, and students 
providing health education services to residents and residents 
offering feedback on the department’s health education 
curriculum . College Park Scholars partners with the City of 
College Park to provide weekly tutoring for children through 
the Lakeland Stars program serving Paint Branch Elementary 
School . Other community-based activities are described in the 
plan, but much, much more interaction takes place between 
the university and communities throughout the state . Learning 
experiences include departmental internships, alternative break 
programs, service-learning, and field experiences for credit or 
for learning, such as Engineers Without Borders, which takes 
our students to other countries . Engagement in educational, 
research, and service activities in communities beyond the 
campus is an important vehicle that broadens perspectives and 
increases understanding of the value of diversity . This plan 
supports university efforts to promote such engagement . 

GOAL F.1: The university will promote academic and co-
curricular activities that facilitate positive interactions 
among students, faculty, staff, and alumni.

Strategies

A . The university will create and support opportunities that 
facilitate dialogue and engagement among diverse students, 
faculty, staff, and alumni, and that contribute to the 
professional, social, economic, and spiritual development of 
all participants .

B . The university will create initiatives that support and expand 
collaboration on diversity issues between departments/
units in Student Affairs, Academic Affairs, Research, 
Administrative Affairs, University Relations, and the 
Office of Information Technology . Initiatives will reflect 
the university’s values of diversity, equity, inclusion, and 
citizenship with the goal of developing the “whole student .”  
The university will showcase innovative and effective 
initiatives as models for replication . 

GOAL F.2: The university will increase the number of part-
nerships and the quality of engagement with the diverse 
external community.

Strategies

A . The colleges and schools, Institute for Internal Programs, 
and Division of Student Affairs will provide increased 
opportunities for students to participate in community-
based internships, service learning, international 
exchange programs, and related activities that enhance 
their knowledge of diverse populations and their cultural 
competency .

B . The university will create new community-based research, 
continuing education, and extension partnerships, as 
well as leverage existing partnerships, that benefit diverse 
populations in the state and surrounding areas . 



26

th
e u

n
iversity of m

arylan
d

 



27

im
plem

en
tatio

n

V. Implementation »

This diversity plan proposes a leap forward at the 
University of Maryland over the next 10 years . 
Like the university’s 2008 strategic plan, it sets 
high expectations and offers a framework and 
guide for the university as it fulfills aspirations for 
future excellence in becoming a model of diversity 
and inclusion . Its vision and initiatives represent  
a bold and ambitious agenda for the university . 

The goals and strategies recommended in this plan must be 
thoughtfully and carefully implemented . The role of the chief 
diversity officer and the Diversity Advisory Council will be 
crucial to the success of the implementation . They will need 
to prioritize the proposed goals and strategies, develop a 
realistic timetable, and assign the plan’s specific tasks to offices 
or individuals responsible for executing them . Their success 
will depend, in part, on their ability to seek the advice and 
counsel of expert and engaged faculty, staff, and students from 
across campus as they pursue these goals; their willingness to 
support bold initiatives; and their acceptance of patience and 
flexibility in finding ways to achieve their goals . Future, not yet 
anticipated opportunities or challenges may create a need to 
modify individual goals and strategies, or create new ones . Yet 
the vision of a university community that thrives on diversity, 
that uses diversity as an educational instrument for personal 
growth and enrichment, and that cultivates future leaders who 
embrace diversity will not change . It remains our fixed star .    

GOAL 1: There will be guiding principles developed for the 
implementation component of the diversity strategic plan. 
These principles will be developed by the chief diversity 
officer in consultation with the Diversity Advisory Council.

A . The president, provost, vice presidents, deans, department 
chairs, directors, and the chief diversity officer should use 
the diversity strategic plan for planning and decision making 
related to campus diversity issues . 

B . The chief diversity officer should work with the university’s 
senior leadership to develop incentives for implementing 
strategies presented in the plan .

C . The chief diversity officer, in consultation with the Diversity 
Advisory Council, should develop measures to monitor and 
evaluate the success of plan goals and strategies . 

GOAL 2: The university will prioritize and set a time line 
for the goals and objectives of the diversity strategic plan.

The chief diversity officer, president, and provost will:

A . Annually identify high-priority strategic plan goals and 
strategies for implementation . 

B . Identify the individuals/units responsible for implementing 
and evaluating the progress of prioritized goals and strategies . 

C . Establish realistic time lines and outcome measures for 
implementing high-priority goals and strategies . 

D . Work with the vice president for University Relations and 
appropriate development officers to seek financial sources to 
fund the goals and strategies of the plan . 
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GOAL 3:  The chief diversity officer will monitor imple-
mentation of the diversity strategic plan and will report 
annually on plan progress. 

A . The chief diversity officer will annually report on the 
progress of the diversity strategic plan to the president and 
the president’s Cabinet .

B . After presentations to the president and Cabinet, the annual 
progress report of the diversity strategic plan will be posted 
on the university website and released to the university 
community, including the Student Government Association, 
the Graduate Student Government, the University Senate, 
and The Diamondback . 

GOAL 4: The university will develop processes for modify-
ing the diversity strategic plan and updating it at least 
once every 10 years. 

A . Members of the university community will have 
an opportunity to petition for major and/or minor 
amendments to the diversity strategic plan . 

•	 Major amendments will require revisiting the goals and 
strategies of the plan or the basic assumptions that have 
provided direction for the plan . A major amendment would 
have an impact on many areas of the plan .

•	 Minor amendments might include a change in the wording 
of a goal or strategy, or changes in responsible leadership .

B . The president will appoint a diversity strategic plan steering 
committee to complete a major review and update of the 
diversity strategic plan no less than once every 10 years . 

C . The chief diversity officer will chair the diversity strategic 
plan steering committee . 

D . The diversity strategic plan steering committee will include 
representation from the faculty, staff, senior leadership, and 
undergraduate and graduate students . 
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