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Executive Summary: 2025 Report on Institutional Programs of Cultural Diversity 

Maryland Education Article §11-406 requires that all Maryland public postsecondary institutions create, 
implement, and report on a plan for cultural diversity.  Maryland statute further requires that all public 
colleges and universities submit an annual progress report, approved by the governing board and 
submitted on its behalf, detailing the implementation of the plan to the Maryland Higher Education 
Commission (MHEC). MHEC is responsible for ensuring that institutions remain compliant with the 
diversity goals of the State Plan. 

Maryland Education Article §10-211 requires that all state-aided independent institutions submit to the 
Maryland Independent Colleges and Universities Association (MICUA) an annual report detailing 
institutional programs designed to promote diversity within the institution. 

Institutional plans detailed a variety of strategies used for promoting cultural diversity among both 
students and faculty. Plans also described targeted goals and strategies to attract diverse students through 
focused recruitment and outreach, coupled with essential financial and academic support. This included 
expanding recruitment channels to reach historically underrepresented groups, implementing inclusive 
hiring practices, and requiring diversity training for search committees. To ensure a more inclusive work 
environment, most institutions also mandated staff training on topics such as implicit bias and culturally 
responsive pedagogy. Many institutions committed to continually updating plans and revising policies to 
ensure inclusivity and belonging among students and faculty. Finally, institutions described a few 
different processes for reporting campus-based hate crimes, consistent with the Jeanne Clery Disclosure 
of Campus Security Policy and Campus Crime Statistics Act and Maryland law. 

The reports show that institutions of higher education across the State remain committed to advancing 
cultural diversity on campus. As shown by the cultural diversity plans and progress reports submitted to 
MHEC in 2025, many institutions have successfully designed and implemented strategies to cultivate 
inclusive campus environments, providing essential support for students and faculty members from all 
backgrounds. 

Introduction 

Maryland Education Article §11-406 requires that all Maryland public postsecondary institutions develop 
and implement a plan for a program of cultural diversity. Cultural diversity plans must be approved by the 
governing body of each institution on or before July 1 of each year. Statute further requires that the 
governing boards of all public colleges and universities submit an annual progress report detailing the 
implementation of the plan to the Maryland Higher Education Commission (MHEC) no later than 
September 1 of each year. MHEC also requires public institutions to submit a copy of the diversity plans 
under which they operated during the reporting period.  

Maryland Education Article §10-211 requires that all state-aided independent institutions submit to the 
Maryland Independent Colleges and Universities Association (MICUA) an annual report detailing 
institutional programs designed to promote diversity within the institution.  

MHEC is responsible for ensuring that institutions remain compliant with state law, and is required to 
submit an annual report, in accordance with §2-1257 of the State Government Article, to the General 
Assembly on the extent to which institutions of higher education are in compliance with the diversity 
goals of the State Plan for Higher Education.  
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The following report summarizes cultural diversity plans and progress reports submitted to MHEC in 
2025. As is clear from institutional plans and progress reports (included in the Appendix), institutions in 
Maryland share a common commitment to promoting cultural diversity on campuses.  

Report 

Public institutions 
In 2025 all 29 public institutions in Maryland submitted materials pursuant to Education Articles §11-
4061.  

For public institutions, cultural diversity plans must include the following2:  

1. A description of the way the institution addresses cultural diversity among its student, faculty,
and staff populations;

2. A description of how the institution plans to enhance cultural diversity, if improvement is
needed;

3. A process for reporting campus–based hate crimes, as defined under Title 10, Subtitle 3 of the
Criminal Law Article and consistent with federal requirements under 20 U.S.C. 1092(f),
known as the Jeanne Clery Disclosure of Campus Security Policy and Campus Crime
Statistics Act3; and

4. A summary of any resources, including State grants, needed by the institution to effectively
recruit and retain a culturally diverse student body. Education Article §11-406 further
requires that institutions have their plans reviewed and approved by their governing boards
July 1 each year4.

State-aided Independent Institutions 
Pursuant §10-211 the 13 state-aided independent institutions are to submit a report on programs designed 
to promote and enhance cultural diversity on their campuses to the Maryland Independent College and 
University Association by July 1 of each year. The Association is then required to submit a report on 
those programs’ status to the Maryland Higher Education Commission on or before September 1. The 
report submitted to the Commission should include an analysis of the best practices used by the 
independent institutions of higher education to promote and enhance cultural diversity on their campuses. 

Summary of Cultural Diversity Plans 

1 In 2025, 14 public institutions submitted by the September 1 deadline. 15 institution submitted after the September 
1 deadline but before September 30.  
2 Of the 29 public institutions required to submit cultural diversity plans, over 50% (n=15) did not submit plans as 
required by statute. Of those that did submit plans, nearly 30% (n=4) did not get plans approved by the July 1 
deadline.  
3 Of those public institutions that did submit cultural diversity plans, around 14% (n=2) did not describe policies for 
reporting campus-based hate crimes. 

4 A review of the public institutions’ submissions shows that the majority of campuses continue to operate under 
multi-year plans and provide annual updates to their governing board.  
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The following summary includes the reports submitted by the 29 public colleges and universities as well 
as the state-aided independent institutions.  
 
Institutional plans detailed a variety of strategies used for promoting cultural diversity among both 
students and faculty. For example, many emphasized a commitment to improving college access and 
outcomes such as retention and graduation for students from underrepresented groups. Plans also detailed 
targeted goals and strategies to attract diverse students through focused recruitment and outreach, coupled 
with essential financial and academic support. As for faculty-centered diversity strategies, common 
recruitment efforts included expanding recruitment channels to reach historically underrepresented 
groups, implementing inclusive hiring practices, and requiring diversity training for search committees. 
To ensure a more inclusive work environment, most institutions also mandated staff training on topics 
such as implicit bias and culturally responsive pedagogy.  
 
Many institutions committed to continually updating plans and revising policies to ensure inclusivity and 
belonging among students and faculty. A central theme was the development of robust accountability 
systems, which include conducting climate studies and using disaggregated data by relevant identity 
factors (such as gender, ability, and socioeconomic status, in addition to demographics) to inform 
planning and measure progress. 
 
Finally, institutions described a few different processes for reporting campus-based hate crimes, 
consistent with the Jeanne Clery Disclosure of Campus Security Policy and Campus Crime Statistics Act 
and Maryland law. Most institutions direct students to report incidents to the campus police department, 
office of public safety, and/or designated security authorities (e.g., faculty, deans, advisors). A few 
colleges also provide an anonymous reporting platform.  
 

Summary of Progress Reports on the Implementation of Cultural Diversity Plans  
 
All 29 Maryland public institutions submitted progress reports on the implementation of cultural diversity 
plans. The Maryland Independent Colleges and University Association (MICUA) also submitted a 
progress report on behalf of the Maryland state-aided independent institutions. Reports generally focused 
on data-driven decision-making, holistic student support and barrier reduction, and culturally responsive 
pedagogy and workforce development.  
 
A common theme among institutions was the use of data-driven initiatives to assess and promote cultural 
diversity. Many reported administering or developing campus climate and/or belonging surveys to 
students and staff to measure the effectiveness of their efforts. Several also described using enrollment 
data and key student success metrics like retention to monitor and improve programming.   
 
Institutions also described a variety of efforts designed to support students holistically and reduce barriers 
to college access and achievement. For example, many reported providing financial and academic support 
to students in need; some of these supports included free laptops and/or textbooks, specialized financial 
aid support, and access to food pantries or food lockers. Several institutions also reported providing 
wraparound services such as intrusive advising, mental health support, and disability services.  
 
Finally, many institutions described efforts to foster more culturally responsive classrooms and work 
environments. Some common initiatives tied to this goal included training faculty in culturally responsive 
pedagogy and digital accessibility; regularly reviewing curriculum and course content to ensure it is 
inclusive and meets campus diversity standards/goals; recruiting diverse staff through strategic 
advertising at HBCUs and HSIs; and providing mandatory anti-bias training to search committees.  
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Conclusion 

Institutions of higher education across the State remain committed to advancing cultural diversity on 
campus. As shown by the cultural diversity plans and progress reports submitted to MHEC in 2025, many 
institutions have successfully designed and implemented strategies to cultivate inclusive campus 
environments, providing essential support for students and faculty members from all backgrounds. 
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Equity, Diversity and Inclusion Plan 2018 - 2027 
 

Anne Arundel Community College (AACC) is committed to fostering, cultivating and sustaining its 
culture of diversity and inclusion. Human capital is our most valuable asset. Individual differences, life 
experiences, knowledge, inventiveness, innovation, self-expression, unique capabilities and talent of 
our employees support and enhance our culture, reputation and achievements. Thus we welcome, 
accept and embrace employees and students with all their differences; it is what makes us who we are. 

 
The Equity, Diversity and Inclusion Plan (EDI Plan) targets making equity, diversity, inclusion and 
fairness visible and audible within AACC. By asking whether, how, why, and to what degree, the 
distribution of opportunities, conditions, practices, and achievement outcomes for certain groups are 
persistently and systematically different from other groups. The EDI Plan is intended to identify 
activities to help achieve the goals and objectives set forth in the college strategic plan, Engagement 
Matters: Pathways to Completion and future strategic plans, and addressing systems to produce 
equitable outcomes. 
 
This EDI Plan lays out a vision for equity, diversity and inclusion through specific strategies and desired 
outcomes for the next ten years. There is understanding that achieving equity, diversity and inclusion is 
a journey, not a race. The creation of a comprehensive ten-year plan offers a resource for the journey 
and sets AACC apart as a leader among community colleges in Maryland in designing and implementing 
equity, diversity and inclusion initiatives. 

 
Strategic Goals: 

• Making equity, diversity, inclusion and fairness visible and audible within AACC by asking 
whether, how, why, and to what degree, the distribution of opportunities, conditions, practices, 
and achievement outcomes for certain groups are persistently and systematically different from 
other groups. 

• Develop and implement a comprehensive system of responsibility and accountability to 
Increase connection and engagement of all students and employees through a college-wide 
emphasis on equity. 

 
Performance Indicators/Outcomes: 

 
o PERFORMANCE INDICATOR 1: Create and sustain a college culture and climate that 

welcome and support diversity. 
o PERFORMANCE INDICATOR 2: Create and maintain robust accountability systems for 

equity, diversity and inclusion and methods to support them. 
o PERFORMANCE INDICATOR 3: Enhance and promote a welcoming environment for 

underrepresented and diverse students through recruitment, retention and support 
programs. 

o PERFORMANCE INDICATOR 4: College wide emphasis on equity. 
o PERFORMANCE INDICATOR 5: Recruit, retain, and support the success of a diverse 

employee population. 
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PERFORMANCE INDICATOR 1: Create and sustain a college culture and climate that welcomes and 
supports equity, diversity and inclusion. 

 
Strategy 1.1: Assess campus climate. 

 
Action 1.1.1: Conduct a college climate study and identify issues of concern/gaps related to 
diversity. 

Division: President’s Office 
Facilitator: Chief Diversity Officer (CDO) 
Baseline: 2018-2019 
Target: 2019-2020. Identify key recommendations to actualize and include in 
strategic plan. 

 
Action 1.1.1a: Review findings from the focus groups about campus climate and 
forward appropriate recommendations. 
Division: President’s Office 
Facilitator: President 
Baseline: 2018-2019 
Target: 2019-2020. Identify key recommendations to inform employee 
engagement initiative. 

 
Action 1.1.2: Serve as an ombudsman for staff and students by serving as a resource, and 
repository, for campus interactions that may impede/ interfere with the commitment to equity, 
diversity and inclusion. 

Division: President’s Office 
Facilitator: Chief Diversity Officer 
Baseline: 2018 
Target: 2019. Implement IOA standards for ombuds service. 

 
Action 1.1.3: Compile an annual report on the state of diversity on campus, and distribute to 
the college leadership and the Board of Trustees. 

Division: President’s Office 
Facilitator: Chief Diversity Officer 
Baseline: 2018 
Target: 2018-2027. MHEC Annual Report submitted in September a copy of the 
report is provided to President and Vice Presidents. 

 
Action 1.1.3: Compile data on the state of diversity on campus, and create dashboard with 
appropriate KPI’s to monitor equity and diversity progress. 

Divisions: Learning 
Facilitator: PRIA, AVP 
Baseline: 2019-2020 
Target: 2020. Appropriate data points need to be identified for students, and 

6



 
 

workforce. 
 
Action 1.1.4: Provide professional development opportunities related to diversity to support 
attainment of a climate that fully embraces inclusion so that all employees recognize, value, 
and effectively manage differences and assist in the creation of a mutually respectful, inclusive, 
and equitable community. 

Division: All 
Facilitator: Chief Diversity Officer 
Baseline: 2019 
Target: 2020-2022. The IDEAL Office in collaboration with the Center for 
Faculty and Staff Development has created a training plan FY 2019-2021. The 
focus is Power and Privilege which will continue to support the equity work of 
the college. 

 
Action 1.1.5: Incorporate equity into staff and faculty performance review and expectations. 

Division: All 
Facilitator: Chief Diversity Officer and Human Resources, Executive Director 
Baseline: 2020-2021 
Target: 2021. To inculcate equity as an expectation, accountability measures 
are required. 

 
Action 1.1.6: Ensure equitable participation of diverse employees for both internal rewards 
systems and college reward and recognition programs. 

Facilitator: President 
Baseline: 2018 
Target: 2018-2020. 

Action 1.1.7: Recognize individuals and organizational units for advancing campus climate 
objectives. 

Facilitator: President 
Baseline: 2018. 
Target: 2019-2022. Equity, diversity and inclusion champion award developed 
in 2018. Awarded to six individuals: two students, two faculty and two staff 
members to date. 

 
Strategy 1.2: Develop Initiatives that create an inclusive college climate for diverse student 
populations. 

 
Action 1.2.1: Create an inclusive work and learning environment through the use of preferred 
names. 

Division: Learner Support Services 
Facilitator: Executive Director, Information Systems and CDO 
Baseline: 2018 
Target: 2019-2022. Preferred name field is active in Colleague for individuals 
who desire a name other than their legal first name on documents and systems 
that are unique to the college. 
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Action 1.2.3: Assess and ensure the accessibility of facilities at all AACC locations. 
Division: Learning Resources Management 
Facilitator: Vice President, Learning Resources Management and Vice President, 
Learner Support Services 
Baseline: 2018-2020 
Target: 2020-2022. An ADA accessibility audit is required in order for the 
campus to address what is required by law and what is available to upgrade 
with additional funding. 

A review in Spring 2018, revealed the three gender neutral/handicap 
accessible bathrooms were not easily accessible for use. At least one 
bathroom is located in the office of the Athletic Director, which 
becomes unavailable if AD is utilizing his office. One bathroom is 
located in Health Services, which requires anyone who enters the office 
to sign in and out. Transgender students find this obtrusive and 
uncomfortable to use regularly. Health Professions identified a dressing 
room in the gymnasium to be rekeyed with a lock for single use. 

 
Requests in 2018 and 2019 for automatic doors to be installed in several 
campus restrooms and widening of doorways for wheelchair 
accessibility where evaluated and supported where possible. 

 
Action 1.2.4: Determine if transportation problems present a barrier to college recruitment and 
retention and address transportation issues. 

Division: All 
Facilitator: All 
Baseline: 2007 
Target: 2020-2027. Communication continue with external transit agencies on 
transportation barriers and options. The CDO is in discussion with local 
authorities and other institutions regarding opportunities for increased access 
to public transportation. Transportation is a boondoggle in the county as the 
community is not conducive or receptive to additional route lines in their 
neighborhoods; some areas are not accessible due to structural constraints for 
public transportation. Ride sharing is unaffordable for many students and 
workers at the college. 

 
Action 1.2.5: Create and publish a Diversity Events Calendar for AACC. 

Division: Presidents Office/IDEAL 
Facilitator: Chief Diversity Officer 
Baseline: 2018 
Target: 2018-2021. The events calendar is posted on the AACC website. Events 
in support of diverse cultures and activities are incorporated into the college’s 
existing events calendars and news releases. Target social media outlets, to 
advertise events as well as sending information to the appropriate community 
groups through email list. 
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Strategy 1.3: Create a campus environment with spaces that encourage the exchange of ideas 
and collaboration between and among all members of the college community. 

 
Action 1.3.1: Create an Institutional Equity and Multicultural Center. 

Division: President’s Office 
Facilitator: Chief Diversity Officer 
Baseline: 2020 
Target: 2021-2024. With campus construction of new buildings, there may be 
space available for the Center. 

 
Action 1.3.2: Support the creation a college culture and climate that is welcoming, inclusive, 
respectful, and free from discrimination, intolerance, and harassment 

Division: All 
Facilitator: CDO and Diversity Committee 
Baseline: 2019 
Target: 2020. The Diversity Committee reconvened in 2019, after a two year 
hiatus, to focus on policy, recruitment, retention, awards and recognition, bias 
education and diversity programs. 

 
PERFORMANCE INDICATOR 2: Create and maintain robust accountability systems for equity, 
diversity and inclusion and methods to support them. 

 
Strategy 2.1: Create an administrative/organizational structure as well as assessment and reporting 
process that makes clear who is responsible for different diversity initiatives on campus. 

 
Action 2.1.1: Establish leadership roles for the president and administrators of the college in 
prioritizing a college culture and climate that welcome and support diversity. 

Division: President’s Office 
Facilitator: President 
Baseline: 2014 
Target: 2018. The second chief diversity officer was hired to fulfill this role. 

 
Action 2.1.2: Encourage collaboration between the facilitators of strategic plan action items 
and the Chief Diversity Officer. 

Division: President’s Office 
Facilitator: President 
Baseline: 2018 
Target: 2020. CDO is a member of SPC and collaborate with the President and 
executive leadership team to identify KPI’s. 

 
 

Strategy 2.2: Develop and implement a college Diversity Plan that demonstrate continuous support for 
diversity initiatives. 

 
Action 2.2.1: Develop and implement a strategic equity, diversity and Inclusion plan. 
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Division: President’s Office 
Facilitator: Chief Diversity Officer 
Baseline: 2018 
Target: 2019. 10 year plan developed. 

 
Action 2.2.2: Ensure that equity, diversity and inclusion initiatives are adequately funded. 

Division: All 
Facilitator: President and Vice Presidents 
Baseline: 2018 
Target: 2020-2027. Current funding levels are inadequate to support required 
and needed diversity initiatives and requests. 

 
Action 2.2.3: Review existing diversity initiative indicators and include new diversity initiative 
indicators among the strategic plan indicators of the Annual Institutional Assessment Report. 

Division: Learning 
Facilitator: PRIA (Planning, Research & Institutional Assessment) 
Baseline: 2018 
Target: 2018-2027. Diversity indicators are embedded in the college strategic 
plan. 

 
Action 2.2.4: Implement diversity workshop for P,VP and LRT. 

Division: President’s Office 
Facilitator: CDO 
Baseline: 2019 
Target: 2019-2027. EDI courses are available through the Center for Faculty 
and Staff Development and once a semester at meetings. 

 
 

PERFORMANCE INDICATOR 3: Enhance and promote a welcoming environment for 
underrepresented and diverse students through recruitment, retention and support programs. 

 
Strategy 3.1: Identify which populations in the community are under-represented in the student body 
and increase access opportunities. 

 
Action 3.1.1: Participate in the comprehensive retention analysis focusing on the various 
segments of the student population. 

Division: Learner Support Services 
Facilitator: VP, Learner Support Services 
Baseline: 2018 
Target: 2018-2027. Through data provided by PRIA and analysis conducted by 
SEM2, the college administration has identified a number of underrepresented 
groups and continues to identify strategies to improve retention. 
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Strategy 3.2: Identify and implement varied teaching approaches to support positive learning 
outcomes for diverse populations. 

 
Action 3.2.1: Identify measurable outcomes to assess effectiveness of initiatives/strategies 
aimed at closing the “equity gap.” 

Division: Learning 
Facilitator: Vice President, Learning 
Baseline: 2015 
Target: 2018-2027. Monitoring continues. Several high enrollment, low success 
courses have seen the gap close or shrink. Model Course continues to focus on 
creating equitable learning environments for students and supporting faculty 
to learn skills to support differentiated student learning. 

 
 

Action 3.2.2: Train faculty in pedagogical theories and practices that support the learning of 
diverse populations. 

Division: Learning 
Facilitator: Vice President, Learning 
Baseline: 2018 
Target: 2019-2022. Culturally Responsive Teaching and Learning was 
introduced in 2018 to the Model Course cohort with mixed results. CRT 
continues into the 2019 cohort using stabilizing activities and focused 
outcomes to support faculty and assistant deans developing course outcomes. 

 
Action 3.2.3: Implement equity strategies in first year experience program to support the 
success of diverse student populations, including transitional and at-risk (developmental and 
minority) students. 

Division: Learning 
Facilitator: Vice President, Learning 
Baseline: 2018 
Target: 2019. ACA 100 uses equity minded practices that includes activities and 
learning opportunities reflective of diverse populations and cultures. 

 
 

Action 3.2.4: Develop a Hispanic/Latino Outreach program 
Division: Learner Support Services 
Facilitator: Dean, Admissions 
Baseline: 2018 
Target: 2019. The College has employed an admission representative 
specifically focused on increasing our outreach to the Hispanic/Latino 
population. 

 
 

Action 3.2.5: Develop and monitor outreach programs for international students as needed. 
Division: Learner Support Services 
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Facilitator: Vice President, Learner Support Services 
Baseline: 2019 
Target: 2020. Through the LEAD Program a project was created to support 
international students through the use of Ambassadors 

 
 

PERFORMANCE INDICATOR 4: College wide emphasis on equity. 
 

Strategy 4.1: Ensure that the content of the curriculum meets the college’s goals for equity. 
 

Action 4.1.1: Review current diversity courses and programs. 
Division: Learning 
Facilitator: Associate Vice President, Learning 
Baseline: 2018-2019 
Target: 2019. Faculty continue to offer and create diversity courses that meet 
the diversity credit requirement for students. 

 
Action 4.1.2: Review and strengthen equity requirements in course approval policy and 
process. 

Division: Learning 
Facilitator: Associate Vice President, Learning 
Baseline: 2019 
Target: 2019-2022. The college’s Educational Policies and Curriculum 
Committee completed work on adjusting the current criteria to include equity 
outcomes or initiatives in new courses. EPC requires all new courses to assess 
for equity in curriculum and outcomes. 

 
Action 4.1.3: Identify departments or programs that lack workforce diversity. 

Division: All 
Facilitator: Federal Compliance Officer, Human Resources and CDO 
Baseline: 2018-2019 
Target: 2018-2027. The Affirmative Action Plan details the workforce 

demographic and any deficiencies in hiring or termination. AAP is distributed and 
reviewed yearly with President and Vice Presidents. 

 
 

Strategy 4.2: Assist faculty in addressing issues of diversity, equity and inclusion. 
 

Action 4.2.1: Provide seminars, workshops, and other forms of development to help integrate 
equity in courses, job functions and programs. 

Division: Learning 
Facilitator: CDO, Curriculum Transformation Project and Center for Faculty and 
Staff Development, Director 
Baseline: 2018 
Target: 2018-2027. Equity resource team was created to support and assist 
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faculty in using an equity lens when creating new courses and outcomes. 
Support CTP to continue conducting workshops during orientation for full- and 
part-time faculty and intensive summer seminars for full- and part-time 
faculty. The Center schedules and communicates all sessions to workforce. To 
address support professional development support seminars, speakers and 
activities for faculty, staff and students. 

 
Action 4.2.2: Present at educational events, programs, and activities that reinforces the College 
as a leader in equity, diversity and inclusion in Maryland and nationwide. 

Division: President Office 
Facilitator: President and Chief Diversity Officer 
Baseline: 2018 
Target: 2018-2026. Presentations at local and national events. 

 
Action 4.2.3: Develop internal and external collaborations and partnerships to extend diversity 
to the broader community. 

Division: President and Continuing Education and Workforce Development 
Facilitator: CDO and CEWD, Dean 
Baseline: 2018 
Target: 2018-2027. Implement a diversity, equity and inclusion (EDI) 
certification program for external community partners. Implement EDI micro 
credentialing for faculty, staff and students. 

 
 

PERFORMANCE INDICATOR 5: Recruit, retain, and support the success of a diverse employee 
population. 

 
Strategy 5.1: Provide/enhance workforce diversity through targeted recruitment and retention efforts. 

 
Action 5.1.1: Review applicant pools using HR systems for diversity, which includes veteran and 
disability applicants. Collaborate with Human Resources to increase job announcements and 
recruitment opportunities to access this population. 

Division: Learning Resources Management and CDO 
Facilitator: Executive Director HR and CDO 
Baseline: 2018 
Target: 2019-2020. Job descriptions are reviewed by the CDO prior to posting. 
All positions are reviewed by the CDO during the recruitment and hiring 
process. A new hiring manual, which includes using an equity lens and reducing 
bias, was created. Pilot implementation began in 2018, with full rollout in 
2019. 

 
 

Action 5.1.2: Identify and address barriers to recruitment, hiring, retention, and promotion of 
diverse faculty, staff, and administrators. 

Division: All 
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Facilitator: President and Vice Presidents 
Baseline: 2018 
Target: 2019-2023. The Human Resources office and the CDO identified 
policies practices that made the hiring process cumbersome and unwelcoming. 
Search committee training was updated to reflect a streamlined hiring process, 
resources and ending the practice of courtesy interviews for underqualified 
internal applicants. 

 
Action 5.1.3: Utilize Affirmative Action Plan (AAP) data to identify hiring goals for all job groups. 

Division: All 
Facilitator: President and Vice Presidents 
Baseline: 2018-2021 
Target: 2018-2027. AAP completed yearly, and hiring goals are shared with 
college leadership. Targets for hiring veterans and disabled workers are 
established by the federal government. 

 
Action 5.1.4: Develop and document procedures for collaborating with hiring managers in the 
recruitment of minority faculty and staff. 

Division: Learning and Learning Resources Management 
Facilitator: Executive Director, Human Resources, Associate Vice President, 
Learning 
Baseline: 2018-2019 
Target: 2020. Recruitment and hiring manual full implementation.. 

 
Action 5.1.5: Identify content of diversity training for new hires. 

Division: President 
Facilitator: Chief Diversity Officer 
Baseline: 2019 
Target: 2019-2022. A college-wide diversity training module was identified as 
an opportunity for the Diversity Committee. 

 
Action 5.1.6: Hire a coordinator skilled in creating and facilitating workshops on equity, 
diversity and inclusion. 

Division: President 
Facilitator: Chief Diversity Officer 
Baseline: 2018 
Target: 2018. November 2018, an Inclusive Excellence Coordinator was hired in 
the IDEAL Office. A baseline training schedule was created and implemented in 
2019. Workshops are delivered monthly that cover a variety of EDI topics. 
Additionally, two books, Blind Spot and White Fragility were read by leadership 
and select departments. Facilitated book discussions are facilitated by the 
Inclusive Excellence Coordinator and a faculty subject matter expert 
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ADDENDUM 1: Reporting of Campus-based Hate Crimes  
 

In 2018, the Maryland Higher Education Commission required every college to report on bias/hate 
crimes in the annual diversity report due in September. With respect to bias/hate crimes, the college 
must report offenses, and any other crime involving bodily injury reported to local police agencies or to 
a campus security authority, that manifests evidence that the victim was intentionally selected because 
of the victim’s actual or perceived race, gender, religion, sexual orientation, ethnicity/national origin, 
or disability. 

 
The college encourages anyone who is a victim or witness to any crime to promptly report the incident 
to the Department of Public Safety or to utilize one of the “code blue” emergency phones located 
throughout campus. Victims and witnesses to a crime at an off-campus location are asked to call 911 
for county police response. The county police monitor crimes occurring at all off-campus class 
locations and forward monthly reports to the college’s Department of Public Safety. Victims and 
witnesses who do not wish to pursue action within the college system or criminal justice system are 
encouraged to make a confidential report to enhance the safety of the community-at-large and to 
provide a more accurate picture of actual campus crime. 

 
An Annual Security Report is prepared by the Department of Public Safety to comply with the Jeanne 
Clery Act. The full text of the annual report can be found here. This site may be accessed via the 
college home page at www.aacc.edu. The report is prepared in cooperation with the Anne Arundel 
County Police Department. Campus crime, arrest, and referral statistics include those reported to the 
Department of Public Safety, designated campus security authorities, and local law enforcement 
agencies. Each year, an email notification is sent to all enrolled students, faculty, and staff providing 
the website to access this report. Copies of the report also are available at the Department of Public 
Safety office. 
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Addendum 2: Chief Diversity Officer Responsibilities and Duties 
 

The Chief Diversity Officer is responsible for coordinating and guiding plans, programs and initiatives 
that promote an inclusive environment for all students, staff, and faculty. This includes providing 
direction on matters affecting recruitment, selection and education of the college community for the 
purpose of creating an inclusive climate. 

 
Duties: 
Executive Level Leadership: 
• Executive lead for planning, directing, implementing, evaluating and updating college diversity and 
inclusion efforts for the purpose of creating and nurturing a diverse and inclusive college culture. 
• Collaborate with all divisions to address equity gaps in student success. 
• Serve as a member of the executive team. 
• Serve as the College spokesperson for issues related to diversity, equity, inclusion and social justice. 
• Identify, propose and implement best practices that achieve meaningful access, equity, diversity and 
compliance outcomes and results. This includes identifying and addressing barriers to the development 
of strategies, implementation, outcomes and results. 
• Create and propose college wide policies and procedures that promote equity and inclusivity. 
• Advise the President of potential problem areas related to diversity, equity, inclusion and social 
justice that includes best practices, hiring trends, promotional opportunities, training, salary, 
attrition/retention, employee attitudes, campus climate, counseling and community relations. Provide 
strategies that can be implemented to address concerns related to this area of responsibility. 
• Create a comprehensive and cross divisional approach for AACC’s diversity programs, initiatives and 
activities. 
• Maintain and foster our reputation as a national leader in equity and inclusion. 

 
Planning: 
• Plan, provide and coordinate communication outreach efforts to campus and external communities. 
• Lead, manage, supervise and facilitate completion of diversity initiatives consistent with our strategic 
and diversity plans. 
• Create an annual CDO office plan consistent and in alignment with institutional goals. This should be 
a proactive plan that addresses processes, programs and personnel required to respond to internal and 
external variables that impact our students and employees. 
• Work collaboratively with the Human Resources Department to develop strategies to attract diverse 
pools, review and sign off on all job descriptions, provide equity training for all hiring committees, and 
ensure a fair and transparent hiring process. 
• Leverage staff and resources to develop an institutional research framework to assess equity and 
inclusion. This includes the development of an implementation plan to support the work of the 
Engagement Matters Pathways to Completion team. Provide leadership for the implementation of 
measurable interventions with the ultimate goal of improving the colleges’ climate for employees, 
students and the communities we educate. 
• Develop proposals and recommendations for institutional policy and procedures. 
• Evaluate and refine the equity oriented programs and initiatives, and provide leadership, counsel, 
information and advocacy for all divisions to achieve defined goals and then measure success in 
increasing inclusive excellence to ensure educational and employment equity. 
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• Prepare an annual report and annual plan addressing current and future diversity and inclusion 
initiatives for the president and Board of Trustees. Complete other required annual external College 
reports. 

 
Campus Involvement/ Campus Climate: 
• Co-chair the Diversity Committee and ensure the goals align with the College’s strategic plan. 
• Working with the Federal Compliance Officer, analyze and share trends as related to EEO, affirmative 
action and diversity. 
• Serve as an ombudsman for staff and students by serving as a resource, and repository, for campus 
interactions that may impede/ interfere with our commitment to inclusivity. 
• Coordinate the development, implementation and regular revision of a campus climate survey. 
• Develop a plan, administer, analyze and share research results. Recommend action steps and 

strategies. 
• Conduct research to ensure alignment and effective advocacy for all underrepresented groups 
including but not limited to, students of color, disabled students, LGBTQ, immigrant and faith based 
student groups to ensure alignment with our strategic plan “Engagement Matters- Pathways to 
Completion”. 
• Work with the Division of Learning, and the Curriculum Committee, and provide pedagogical 
strategies infusing equity and diversity throughout our curriculum. 
• Collaborate with the Division of Learner Support Services and student organizations to ensure 
comprehensive diversity and inclusion programming. 
• Develop a proactive crisis response plan that can be immediately implemented in response to 
threatening internal and external variables. 
• Enhance the visibility, and increase services offered, by partnering with four year and graduate 
programs to create an internship program. In addition, by working with the student government 
leadership team, provide guidance and support for the creation of non-paid positions. 
• Oversee the development and execution of inclusive excellence training programs to assist managers 
in understanding the differences among people and provide direction that maximize the contributions 
of all employees. 
• Collaborate with Human Resources Department, Federal Compliance Manager and Office of 
Institutional Professional Development to develop and coordinate a robust professional development 
program for the college community. 
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Maryland Higher Educa on Commission 
Cultural Diversity Report 2025 

 
Mission:  With learning as its central mission, Anne Arundel Community College (AACC) responds to the needs of 
our diverse community by o ering high quality, a ordable, accessible, and innova ve lifelong learning 
opportuni es. 
 
Vision:  Anne Arundel Community College is a premier learning community that transforms lives to create an 
engaged and inclusive society. 
 
Values:  Community and Rela onships; Opportunity; Posi vity; Innova on and Crea vity; Equity and Inclusion 
 
The Anne Arundel Community College Board of Trustees embraces and promotes an racism, diversity, equity, 
inclusion, and accessibility and fosters, cul vates, and sustains an racism, diversity, equity, inclusion, and 
accessibility (DEIAA) in its ac vi es, admissions, community involvement, curriculum, employment, policies, and 
programs. This AACC board of trustees’ DEIAA policy applies to all students, faculty, and sta , including 
temporary employees, contractual employees, and student employees.  
 
Progress Report on Implementa on of Cultural Diversity Plan 

 
PERFORMANCE INDICATOR 1: Create and sustain a college culture and climate that welcomes and supports 
diversity.  
During FY25, AACC’s Office of Inclusion, Diversity, Equity, Access, and Leadership (IDEAL Office) completed the 
vendor identification for a sense of belonging survey that will be implemented in the fall 2025 semester.  The 
survey will be administered to faculty, staff, and students in the campus community.  The IDEAL Office offered 
baseline professional development opportunities for faculty and staff to learn about diversity, equity, and 
inclusion, unconscious bias, and strategies to create a culture of belonging at the institution.  Additional 
professional development opportunities were offered by faculty and staff with expertise in academic affairs, 
accessibility, student support services, and equitable practice.  
 
AACC is utilizing a cross-divisional team comprised of faculty, administrators, technologists, and staff to meet 
the Web Content Accessibility Guidelines 2.1 standards for web and mobile content, recognizing that digital 
accessibility is essential to ensuring equity and inclusion.   
 
PERFORMANCE INDICATOR 2: Create and maintain robust accountability systems for equity, diversity and 
inclusion and methods to support them.  
The college developed a new strategic plan (AACC Forward 2030) during FY25.  The plan was approved by the 
Board of Trustees in June 2025 and centers Achieving the Dream Foundation’s Community Vibrancy Framework 
to promote accountability for intentional outreach, affordable access, momentum toward academic and career 
goals, upward mobility, and supporting the vibrancy of Anne Arundel County and its surrounding communities. 
 
PERFORMANCE INDICATOR 3: Enhance and promote a welcoming environment for underrepresented and 
diverse students through recruitment, retention, and support programs.  
The college continues to utilize strategies that support recruitment, retention, completion, and social and 
economic mobility for a broadly diverse student body.  In FY25, Admissions staff offered information sessions 
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throughout Anne Arundel County; several sessions were intentionally designed to support the needs of 
multilingual populations by offering live language translation.  A cross-divisional team of employees persisted in 
its work toward developing a language access plan for the institution.  The Division of Learning continues to 
facilitate inclusive andragogical practice through its Model Course faculty learning community and curriculum 
review processes.  Staff in the Division of Learner Support Services delivered culturally relevant advising services 
and student development programming to enhance recruitment and retention, including Futuro Latinx (in 
coordination with Anne Arundel County Public Schools) and the Black Male Institute. 
 
AACC’s Office of Planning, Research, and Institutional Assessment (PRIA) continuously monitors 
opportunity/equity gaps and monitors data for first-generation, international, and other minoritized segments 
of the student population.  Faculty in the Division of Learning initiated the next wave of course and section-level 
data analysis and action planning for continuous performance improvement.  
  
PERFORMANCE INDICATOR 4: College wide emphasis on equity.  
In addition to the previously noted activities, the college’s Educational Policies and Curriculum (EPC) committee 
designed a framework for the review of diversity courses and programs and will begin reviewing current 
diversity courses and approving new courses in the fall 2025 semester.  EPC also reviews narratives documenting 
inclusive content and andragogical practice in all current and newly proposed courses, certificates, and academic 
programs.  The Office of Transfer, Articulation, and Career Alignment focuses its work on minimizing credit loss 
in transfer and increasing the number of approved transfer and articulation pathways for AACC students and 
graduates.   
 
The IDEAL O ce is commi ed to expanding external community partnerships by sponsoring events and 
enhancing opportuni es for students.  In early 2025, the CDEIO forged a rela onship with the Anne Arundel 
County O ce of Equity and Human Rights’ $1.3 million Shepard Byrd Hate Crimes/Bias Preven on Grant that 
resulted in the implementa on of a two-day community forum in March 2025 that provided training to state and 
local law enforcement o cers and Anne Arundel County residents.  This rela onship also resulted in 
opportuni es for new student internship and service learning placements and professional learning with the 
Maryland Commission on Civil Rights and the Anne Arundel County O ce of Equity and Human Rights.   
 
PERFORMANCE INDICATOR 5: Recruit, retain, and support the success of a diverse employee population. 
AACC’s CDEIO and Chief Compliance and Fair Practices Officer (CCFPO) work cooperatively with Human 
Resources staff to address barriers to recruitment and retention and to support equitable and inclusive 
recruitment strategies.  The college’s Human Resources staff is strategic in its efforts to advertise employment 
opportunities to a wide variety of outlets (e.g., Historically Black Colleges and Universities, Hispanic Serving 
Institutions, and diverse professional associations) to attract a richly diverse talent pool.  Search committees for 
all positions in the institution receive training focused on understanding factors associated with inclusive 
recruitment strategies, bias in recruitment processes, and tips for mitigating bias in the review of applicant 
materials and in the interview process.  The CCFPO completes an annual Affirmative Action Plan (AAP) whose 
data are used to identify goals for all job groups.  The IDEAL Office sustains its commitment to offering 
workshops for the college community about equity and inclusion to support the success of a richly diverse 
college community. 
 
The college also ensures that its benefits packages are inclusive, covering domestic partners and gender-
affirming care.  AACC also offers competitive salaries and transparent pay scales to attract diverse talent to the 
institution.

19



Board of Trustees: 
Kim Leonard, Chair 
Jane Belt, Vice Chair 
Mirjhana Buck 

Linda W. Buckel 
Eugene T. Frazier 
James R. Pyles 
Michele Martz 

President,  
Mr. David Jones

Allegany College of Maryland does not discriminate on the basis of federally protected classes of
race, color, national origin, religion, sex, age, disability, and veteran/military status  in matters
affecting employment or in providing access to programs and activities. Allegany College of
Maryland recognizes and complies with additional protections for employees and/or pursuant to
state law.

20



all
operational

assessment, learning college, technology, 
and work-life balance) 

mandatory

21



 
 

 
 

2024 Performance Accountability Report for Baltimore 
City Community College). 

22



 
 

 
 

23



 
 

 
 

 

24



 
 

 
 

25



 
 

 
 

“The Lion King” Broadway Performance – Baltimore, MD 
The Lion King

Cultural Excursion to New York City 

Hell’s Kitchen

26



 
 

 
 

 

School of Arts and Social Sciences (SASS)

Stitched in Favor
Maryland 

History and Culture News Magazine

Stitched in Favor

School of Business, Science, Technology, Engineering, and Mathematics (BSTEM)

27



 
 

 
 

28



 
 

 
 

29



 
 

 
 

30



 
 

 
 

31



 
 

 
 

32



 
 

 
 

Bomba

Clotilda Majesty

33



 
 

 
 

34



 
 

 
 

35



 
 

 
 

 

36



 
 

 
 

 
 

 
 

37



 
 

 
 

 

38



 
 

 
 

39



 
 

 
 

 
 
 
 

40



 
 

 
 

 

41



42



DIVERSITY, EQUITY & 
INCLUSION PROGRAM
ASSESSMENT REPORT

CARROLL COMMUNITY COLLEGE

JANUARY 2023
43



2 BDO | Carroll Community College DEI Program Assessment

Contents

Executive Summary 3

Maturity Assessment 7

Approach and Methodology 9

Elements of an Effective 
DEI Program 14

Observations and 
Recommendations 16

Path Forward 40

Appendix 46

Update to match 
report

44



3 BDO | Carroll Community College DEI Program Assessment

Executive Summary

Carroll has been on a journey to create and improve their Diversity, Equity, and Inclusion 
(DEI) program. To that end, they have created a strategic goal for diversity within the College’s 
strategic plan and have continued to work on key programs and events to further awareness and 
understanding of diversity.

In 2017 Carroll reconstituted its Diversity & Inclusion Committee and in 2021 the College hired an 
Executive Director of DEI and launched an assessment of its DEI program. The purpose of the 
assessment was to identify ways in which the program could continue to improve the activities and 
the results of their efforts and to assist in creating a road map to help ensure success.

CONCLUSION 

Increasing the maturity of the processes underlying Carroll’s DEI program is a way of thinking 
and constructing your DEI program to most effectively achieve the DEI program’s strategic 
goals, the outcomes you desire for the program and the College as a whole. We recommend 
the College consider an institution-wide strategy for building competencies around process 
improvement and apply the process improvement and maturity assessment to your DEI 
program. This strategy will create a common language and culture around process maturity, 
institute discrete measurements of actions and results, and propel DEI program goals.
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SCOPE
Understand the current state environment and 
goals, through discussions with the Carroll DEI 
Executive Director and Committee, stakeholders, 
and applicable staff.

Review related policies, procedures, regulatory 
guidelines, and reported performance against 
benchmarks for diversity and equity to identify gaps 
and recommendations.

Align survey strategy, approach and specific 
questions to current and future state envisioned for 
the College by the Carroll DEI Executive Director, 
Committee and Board.

Execute wide-reaching survey strategy and use the 
information to further identify gaps in performance 
and/or perception and to refine strategy, questions 
and group breakdowns for campus conversations 
with interest groups.

Interview staff, faculty, and students regarding DEI 
initiatives.

Review summary of findings, observations and 
recommendations and validate with the Carroll 
DEI Executive Director for presenting to the Board.

Evaluate activities and progress to date, identifying 
both successful and unsuccessful practices.

ACTIVITIES PERFORMED
Planning, Information Gathering and Project 
Management

Data Analysis, Interviewee Selection/Scheduling, 
Interview and Survey Development

Execution and Analysis

• Policy and Procedures Review

• Strategic Plans and Initiatives Evaluation

• Workshops, Discussions, Interviews, and Survey 
Completion

• Results Analysis

Observations Vetting and Recommendation 
Development

Summary Reporting

RESULTS
After conducting our assessments, observations were 
added to the Summary of Results on the following 
page and included in the supporting details included 
in the Observations and Recommendations and Path 
Forward sections.

Executive Summary

We are pleased to present our report for the Services performed for Carroll Community College 
("Carroll" or "the College"). After reviewing the information that you provided to us, and conducting 
procedures, we are providing key observations and recommendations to enhance the DEI program 
efforts at Carroll.

Please note that this analysis reflects a snapshot of the program at a point in time – April 2022 
to October 2022. During that time, the DEI program continued to evolve and improve.
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Summary of Results

To assess Carroll’s DEI program, we started by assessing program maturity - its activities and the extent to 
which they are documented, communicated, measured, evaluated, and continuously improving. We thought 
about how these priorities or activities are aligned with one another and with the College’s other strategies, 
priorities, and actions. Are the DEI program aspirations, goals, ultimate outcomes – are they embedded in the 
College’s culture and in the way the College plans, sets priorities, budgets, and evaluates success? Are DEI 
goals infused in the academic program, in the design and execution of teaching? Are DEI goals integrated into 
people management, hiring, job descriptions, personnel evaluations? Refer to pages 7-9 for more on the 
maturity model.

Upon performing our in-scope procedures over the College’s DEI program, observations were made with 
regards to its current state (refer to pages 16-39). Below are some of the highlighted observations that were 
captured and are discussed in further detail throughout this report. In addition, key recommendations were 
made to improve the maturity of the DEI program’s internal processes and specific strategies and tactics were 
also suggested as elements of an effective DEI program (noted on page 15). Recommendations for a path 
forward begin on page 40, the SWOT analysis is on page 49, and benchmarking details start on page 50.

ASSESSMENT
Carroll’s DEI program maturity was assessed between INFORMAL and FORMAL after reviewing the extent to which 
program strategies, plans, and activities were documented, communicated, measured, evaluated, and continuously 
improving. 

DEI is a strategic priority for Carroll College. DEI-related activities and initiatives have occurred over the years for 
student, staff, and administration under several departments. In 2022, programs such as Political Violence, Critical 
Race Theory: Cure or Poisoned Pill, and  Immigration were featured through the college’s Democracy Lab Events 
2022. Student programs in 2022 included Discovering Racism in the Teaching and Learning of History and Why Do 
Pronouns Matter?

Ongoing institutional initiatives designed to address issues related to cultural diversity included benchmarking and 
data collection in 2017-18, faculty development in 2020-21, intercultural learning opportunities in 2021-22 and a DEI 
program assessment in 2022.

Increased community outreach to underserved communities has increased non-white student representation. The 
college reports over the last 5 years, Carroll’s non-white student population grew from 13 percent to 19.1 percent in 
Spring 2021 and increased by 17.9 percent year-over-year.

The Strengths, Weaknesses, Opportunities and Threats (SWOT) analysis in the Appendix of this report revealed 
weaknesses and threats including lack of a fully formal program, questions on the sufficiency of resources, lack of 
student preparedness to display cross-cultural competency, as well as changing economic and political landscapes.

Surveys and interviews revealed that faculty and staff have experienced bias and perhaps perceived bias resulting 
from their age, sex, political beliefs, weight, economic status, disability, race/color/ethnicity, religion, gender 
identity and expression, class, marital status, and height.

Benchmarking Carroll against other community colleges has identified ways in which Carroll can quickly improve the 
visibility and services provided by its DEI program.
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RECOMMENDATIONS 
STRATEGY & GOVERNANCE

• Consider an institution-wide strategy around building competencies across process improvement. This strategy will 
create a common language and culture around process maturity that will also propel DEI program goals. Align DEI 
priorities and activities with one another and with the College’s other strategies, priorities, and actions. Embed 
DEI program aspirations, goals, ultimate outcomes in the College’s culture and in the way the College plans, sets 
priorities, budgets, and evaluates success. Infuse DEI goals in the academic program, and in the design and 
execution of teaching.

• Develop a DEI multi-year strategic plan to grow the influence and impact of the program at Carroll over time. 
Create an Office of DEI to house the program. Implement strategies, measurable objectives, and tasks that will 
advance the influence, impact, and goals of DEI.

• Implement formal performance indicators and measurement processes around program activities and results.

PEOPLE

• Integrate DEI goals into people management including hiring, job descriptions, personnel evaluations. Continue to 
increase DEI education and awareness-building into the development of faculty, staff, and students.

• Continue to promote DEI student leadership through programs that acknowledge and drive DEI awareness, 
connection, and sense of belonging.

ENGAGEMENT

• There is transparency in performance and alignment across functional areas and academic disciplines regarding 
goals, measurable objectives, and tasks.

• Integrate DEI goals into faculty, staff, and student activities and engagement. Integrate DEI goals into community 
outreach, development, and marketing. 

• Evaluate and strengthen the various means for students, faculty and staff to report concerns related to safety, 
security, misconduct, harassment, discrimination, and other matters. The Carroll Board should be presented with 
anonymized information regarding the number of complaints/concerns, the types of complaints/concerns, the 
length of time to investigate, the conclusions, and corrective actions to address the complaint and prevent a 
future occurrence of a similar complaint.

• Create a vendor outreach program to encourage participation of local, small and diverse/underrepresented 
vendors. 

• Increase the use of social media and updates to the website to promote awareness of DEI and related events. 
Improve ways in which diverse groups can be represented. Implement, track and report measures for assessing and 
improving engagement through social media.

Summary of Results
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Program Capability Maturity

M
A

TU
RI

TY

To assess the maturity of Carrol’s DEI program, we adapted the Capability Maturity Model originally developed by 
Carnegie Mellon University in the late 1980s to understand process improvement in the software development 
industry. Since then, the model has been applied to examine process improvement in risk management, internal 
controls, program quality, construction, manufacturing, education, and many other business processes 
across industries.

As part of our work in organization development and culture, BDO has used the maturity model to assess 
organizational processes and recommend ways in which organizations can move up the maturity scale to increase 
the effectiveness of their programs and achieve their goals.

The College's investment, effort, and commitment to DEI is apparent. Starting about six years ago as an informal 
group of faculty and staff that sought to build awareness of marginalized communities and increase Carroll’s 
attention to underserved people, the program has grown in breadth and depth. 

The table below depicts the five stages of maturity in which the organization’s maturity increases from INITIAL to 
SUSTAINABLE AND CONTINUOUSLY IMPROVING as its processes, controls, goals, plans, execution, measurements, 
and outcomes become documented, formal, and embedded in the organization and its people. Depending on 
resources and an organization’s change readiness and commitment, this could take considerable time. In the case 
of DEI, this could take many years, because its not just an organizational chart or policy change or adding internal 
controls – its culture change, its people change. Increasing the impact and effectiveness of DEI efforts is an 
ongoing challenge for all organizations on this journey. Decreasing enrollment and increasing costs intensify the 
challenge.

Fundamentally, process improvement, increasing the maturity of Carroll’s DEI program, is a way of thinking and 
constructing your DEI program to most effectively achieve the DEI program’s strategic goals, the outcomes you 
desire for the program and the College as a whole. 

Characteristics of Capability Maturity

1 2 3 4 5

Initial Informal Formal Managed, Measured
Sustainable, 
Continuously 

Improving
• Start-up
• Non-standard, 

undocumented 
processes, 
plans

• Processes are 
operating, and 
may be 
standardized

• There is lack of 
documented 
plans, 
processes, 
policies, and 
procedures

• Program and 
strategic plans are 
documented; 
supported by formal 
policies, procedures, 
timelines, 
deliverables, 
staffing, budget, 
accountability 
measures

• There is some 
integration of goals 
across the 
organization

• There is formal 
communication and 
reporting

• Plans, processes and 
controls are 
documented, 
communicated, 
operating, and tested

• There is greater 
integration of goals 
across and within the 
organization

• There are key 
performance indicators 
(KPIs) aligned with goals 
and objectives

• Operating effectiveness 
is tested/evaluated

• There is specificity and 
reporting against KPIs 
and attention paid to 
measured results 
against goals

• Program goals are 
integrated across 
and infused within 
the organization; 
institutionalized; 
sustainable

• Processes are 
optimized; measures 
are designed to 
optimize the impact 
on the goals from 
objectives, 
strategies and 
tactics
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Current State of DEI Maturity at Carroll

M
A

TU
RI

TY

Level Elements of Maturity Levels

1. Initial • DEI activities are starting up, there is no formal program with plans, budgets, policies, procedures, 
timelines, deliverables, and staff.

2. Informal

• DEI activities are loosely tied to DEI goals and strategies, DEI program activities are supported by a 
DEI Committee, and by DEI as a Strategic Priority in Carroll’s overall strategic plan. There are 
repeatable processes (implicit bias training, DEI events, outreach and participation with inside and 
outside groups), but there is not a formally documented and aligned strategic plan with all its 
elements. 

• There may not be a formal budget or staffing for the program.

3. Formal

• The DEI program is led by a DEI Executive Director who is a member of the leadership council and 
reports directly to the President. DEI is a regular agenda item in leadership and board meetings.

• DEI is one of five Strategic Priorities in the Carroll College strategic plan. 
• DEI Office has a formal DEI program, strategic plan (vision, mission, goals, measures, actions), DEI 

committee charter, measurable objectives, strategies to meet objectives, and tactics to execute 
objectives related to promoting success and a sense of belongingness for students, staff, and 
faculty and specifically for those who feel marginalized.

• The DEI Office has a voice in EEOC, hotline, Title IX and other DEI-related compliance 
responsibilities. The DEI Committee has a formal charter that defines its roles, responsibilities and 
authorities. There is understanding, commitment, and specific measurable activities that 
demonstrate that DEI values and goals are integrated across the organization, in all departments, 
all disciplines.

• The DEI plan is communicated, and progress is reported and transparent. DEI activities are 
specifically tied to the plan. The program is visible on internal and external websites, recruitment 
materials, and in planning, reporting and marketing.

4. Managed, 
Measured

• The DEI Office, program, and plan have measurable key performance indicators, process metrics. 
Progress is monitored and reported regularly; there is transparency.

• DEI is integrated into both internal and external efforts and is a key lens when assessing the 
impact of an initiative on the College’s objectives and whether it should be budgeted or pursued.

• There is transparency in performance and alignment across functional areas and academic 
disciplines regarding goals, measurable objectives, and tasks.

• DEI program activities are monitored and both activities and outcome measures are tested to 
ensure movement toward the goals.

5. Sustainable, 
Continuously 
Improving

• DEI program goals, objectives, and tasks are infused and integrated within the overall 
organization. Creating a welcoming place where all students, staff, and faculty can belong, and 
flourish is embraced as everyone’s responsibility.

• DEI program goals, objectives, and tasks are well defined and measurable. There is congruence 
between actions and outcomes. There is alignment across functions and disciplines. All activities / 
tasks are specifically tied to DEI objectives and outcomes. 

• There is annual assessment to improve the impact of objectives and tasks on the ultimate goals. 
DEI objectives are integrated into outreach, hiring practices, personnel evaluations, job 
descriptions. DEI awareness and understanding is infused throughout the academic curriculum, top 
to bottom and across.

• There is a commitment, a passion for measurement, continuous inquiry and improvement. 
Questions may include: Are we checking the boxes or are our actions making a difference; is there 
something better, different that should be done instead? Are the measurements we are using 
effective and appropriate? Are we monitoring innovations and accomplishments of other programs 
and continuously refreshing our own approaches.

Today, Carroll is creating a structured environment for diversity and inclusion efforts to thrive. Many initiatives have 
been put forth to promote events and achieve objectives. An assessment of plans, strategies, policies, procedures, 
reports, and established program metrics have placed Carroll Community College’s DEI program at a maturity level 
between INFORMAL and FORMAL (       ). Formalizing program goals, strategies, plans, measures; integrating goals 
across the college departments and academic disciplines; designing impact measures; and implementing formal 
program evaluation and process improvement discipline will move Carroll’s DEI program up the maturity scale.
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Surveys of students, 
faculty and staff

Individual interviews 
and workshops 

Website, published 
materials, reports, 
demographic data, 
documents provided 
by Carroll 

Data analytics

Social media scraping

Benchmarking against 
other community 
colleges

BDO’s Project Approach and DE&I 
Assessment Methodology

OUTPUTASSESSMENTINPUT

Identify program 
strategies, 
performance 
measures and 
activities, and assess 
DEI maturity

Analyze the current 
state associated with 
DEI program actual 
activities and 
participation 
compared with plans 
and performance 
measures

Determine target 
state and actions 
needed to get there

Final report that 
includes the following:

Current state analysis 
of DEI

• Strengths
• Weaknesses
Roadmap with 
prioritized actions/ 
remediation to take 
in order to achieve 
target state

53



12 BDO | Carroll Community College DEI Program Assessment

Survey questions for faculty, staff, and students 
were developed using BDO’s database of questions 
and then adjusted by members of Carroll’s DEI 
committee to align with DEI Committee objectives 
and with the Carroll culture and environment.

The survey was distributed to all faculty and staff 
via email from the Director of DEI from May 19 to 
June 30, 2022.

The student survey was distributed by email 
notification from the Director of DEI from May 18 
and remained live on the Carroll home page until 
October 14, 2022. Minors, continuing education, and 
training students were not included in this survey.

Carroll reports 287 full time staff and faculty. The 
staff survey was distributed to a population of 202 
staff provided by Carroll.

Faculty, Staff and Student Surveys 

Estimated 
Population

#
Responses

%
Responses

Returning 
Students* 1,312 441 34%

Faculty 
(FT)** 86 86 100%

Staff** 202 126 62%

Carrol Community College – Diversity, Equity & Inclusion Assessment

*from Carroll website Apr 2022 
**from Carroll administration
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Interviews

The interviewees were identified by Carroll and their 
feedback and insights were considered additional 
inputs to the audit process. Interviews were not 
expected to be statistically representative. The small 
number was an adjustment made to the approach to 
meet Carroll's budget constraints and was approved by 
Carroll.

Although sample size of interviews is not statistically 
significant, interviews were used to clarify and/or 
corroborate survey responses and allowed interviewers 
to solicit further insight from the respondent group. 
Interviewees were selected based on involvement and 
interest in current student leadership and other 
programs.

FACULTY AND STAFF
20 interviews of faculty and staff were conducted 
during the months of May – August 2022.

Two group interview sessions were held between 
June – August 2022.

Input from interviews was summarized and 
categorized into key themes.

STUDENTS
10 interviews of students between Spring 2022 and 
Fall 2022 sessions were performed. 

Input from interviews was summarized and 
categorized into key themes.

FINAL DRAFT 2
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Elements of an Effective DEI Program

STRATEGY & GOVERNANCE PEOPLE ENGAGEMENT

Compelling 
Vision, Strategy, 
and Goals

Leadership and 
Commitment

Surrounding 
Community

Monitoring, 
Auditing 
and Reporting

Culture, 
Transparency
and 
Communication

Market 
Place

Accountability 
and DEI Success 
Measures

Awards, 
Recognition,
and Compensation

Student 
Community

Program 
Management

Performance 
Management
& Training

Faculty 
Community

Recruitment, 
Selection 
and Retention

Staff 
Community

Access, Success 
and Safety

Through our experience in assessing culture and DEI across a number of
organizations, we have customized a list of 15 elements of an effective DEI program 
specifically for Carroll. The College was examined against each element shown below 
and recommendations were grouped by the three major categories (Strategy & 
Governance, People and Engagement). 
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Definition of 
Diversity

KEY TAKEAWAYS
Diversity takes many forms. Carroll’s DEI 
program considers how it will address the many 
areas in which students, faculty, and staff 
have experienced discrimination in their lives.

Students, faculty and staff have experienced at 
least bias and perhaps perceived discrimination 
resulting from their age, sex, political beliefs, 
weight, economic status, disability, 
race/color/ethnicity, religion, gender identity and 
expression, class, marital status, and height.

Faculty and staff with a disability reported lacking a 
feeling of belonging at higher rates than faculty and 
staff without a disability.

Carroll Community College’s Equity 
Statement defines diversity*

The definition of diversity is continually 
evolving as our knowledge and/or 
understanding of people and their needs 
change. We currently understand diversity to 
include ability/disability, age, class, 
economic status, race, ethnicity, color, 
national origin, language, visa status, gender 
identity and expression, sex, sexual 
orientation, marital status, religion, political 
beliefs, height, weight, and veteran status. 
We also embrace differing and well-reasoned 
ideas, theories, approaches, individual 
beliefs, values, and perspectives as essential 
components of an inclusive community that 
are welcomed as long as they are respectful 
of others.

* Source: 2022 Carroll Community College MHEC Report, 
Appendix, unpublished.
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I Have Personally 
Experienced 
Discriminatory 
Events at Carroll

18% of students, 23% of faculty, 
and 16% of staff replied that they 
personally experienced some sort 
of discrimination at Carroll. 

These are perceptions. We don’t 
know whether the events or 
feelings were reported or whether 
a common definition of 
“discrimination” was used. 

These large numbers are 
consistent across students, faculty 
and staff and suggest that further 
investigation should be conducted 
to understand and address these 
perceptions.

18%

82%

18% of students have felt some 
sort of discrimination at Carroll

Experienced Did not experience/Did not answer

23%

77%

23% of faculty have felt some 
sort of discrimination at Carroll

Experienced Did not experience/Did not answer

16%

84%

16% of staff felt some 
sort of discrimination at Carroll

Experienced Did not experience/Did not answer
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Student Survey Summary

18%

82%

18% of students have felt some sort of 
discrimination at Carroll

Experienced Did not experience/Did not answer

39%

34%

7%

1%

19%

39% of students strongly agreed they felt valued
Strongly Agree Somewhat Agree Somewhat Disagree

Strongly Disagree Did not answer

I FEEL VALUED BY OTHER STUDENTS IN MY CLASSROOM / 
LEARNING ENVIRONMENTS AT CARROLL.

I HAVE PERSONALLY EXPERIENCED DISCRIMINATORY EVENTS 
AT CARROLL
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Student Survey Summary

3%

7%
3%

1%

4% 1%

75%

6%

75% of students identify as straight or heterosexual
Asexual Bisexual
Gay / Lesbian Other
Queer Questioning
Straight / Heterosexual Did not answer

18%

21%

29%

22%

10%

39% somewhat or strongly agree and 51% 
somewhat or strongly disagree  

Strongly Agree Somewhat Agree Somewhat Disagree

Strongly Disagree Did not answer

I THINK THERE IS TOO MUCH EMPHASIS PUT ON ISSUES OF 
DIVERSITY AT CARROLL

DEMOGRAPHICS: SEXUAL ORIENTATION
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Student Survey Summary

8%
7%

6% 1%
2% 1%

1%

70%

4%

70% of students identify as white
African American/Black Asian American/Asian Hispanic/Latino

Middle Eastern Multicultural Native American

Other White Did not answer

48%

11%
4%

13%

5%
4%

1%
1%

13%

48% of students are of the ages 18 - 21
18-21 22-25 26-29 30-39 40-49 50-69 71-79 80+ Did not answer

DEMOGRAPHICS: RACIAL OR ETHNIC GROUPS STUDENTS 
IDENTIFY AS

DEMOGRAPHICS: CURRENT AGE RANGE OF STUDENTS
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Faculty Survey Summary

5%

21%

30%

38%

6%

26% somewhat or strongly agree and 68% somewhat 
or strongly disagree

Strongly Agree Somewhat Agree Somewhat Disagree

Strongly Disagree Did not answer

47%

28%

10%

7%
8%

47% of faculty strongly agree they have similar 
opportunities to their colleagues

Strongly Agree Somewhat Agree Somewhat Disagree

Strongly Disagree Did not answer

I THINK THERE IS TOO MUCH EMPHASIS PUT ON ISSUES OF 
DIVERSITY AT CARROLL

I HAVE OPPORTUNITIES AT CARROLL THAT ARE SIMILAR TO 
THOSE OF MY COLLEAGUES.
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Faculty Survey Summary

23%

77%

23% of faculty have felt some sort of discrimination 
at Carroll

Experienced Did not experience/Did not answer

1%

4% 7%
1%
2%

80%

5%

80% of faculty identify as straight/heterosexual
Asexual Bisexual Gay / Lesbian

Other Queer Straight / Heterosexual

Did not answer

I HAVE PERSONALLY EXPERIENCED DISCRIMINATORY EVENTS 
AT CARROLL

DEMOGRAPHICS: SEXUAL ORIENTATION
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Faculty Survey Summary

6%

1%

4%

2%

1%
2%

82%

2%

82% of faculty identify as white
African American / Black African American / Black

Multiracial
Asian American / Asian

Hispanic / Latino/a/e Multiracial Other

White Did not answer

1%

5%
13%

20%

42%

10%

1%

8%

42% of faculty are between the ages of 50 - 65
22 - 25 26 - 29 30 - 39 40 - 49 50 - 65 66 - 69 70 - 70 71 - 79

DEMOGRAPHICS: RACIAL OR ETHNIC GROUPS FACULTY 
IDENTIFY AS

DEMOGRAPHICS: CURRENT AGE RANGE OF FACULTY
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Staff Survey Summary

2%

19%

29%

47%

3%

21% somewhat or strongly agree and 76% 
somewhat or strongly disagree  

Strongly Agree Somewhat Agree Somewhat Disagree

Strongly Disagree Did not answer

50%

38%

8%

2% 2%

50% of staff strongly agree they have similar 
opportunities to their colleagues

Strongly Agree Somewhat Agree Somewhat Disagree

Strongly Disagree Did not answer

I THINK THERE IS TOO MUCH EMPHASIS PUT ON ISSUES OF 
DIVERSITY AT CARROLL

I HAVE OPPORTUNITIES AT CARROLL THAT ARE SIMILAR TO
THOSE OF MY COLLEAGUES.
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Staff Survey Summary

16%

84%

16% of staff felt some sort of discrimination at 
Carroll

Experienced Did not experience/Did not answer

2% 1%

3%

2%
1%

86%

5%

86% of staff identify as straight/heterosexual
Asexual Bisexual Gay/Lesbian

Other Queer Straight/Heterosexual

Did not answer

I HAVE PERSONALLY EXPERIENCED DISCRIMINATORY EVENTS 
AT CARROLL

DEMOGRAPHICS: SEXUAL ORIENTATION
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Staff Survey Summary

2% 2%
1%

1%

90%

4%

90% of staff identify as white

African American / Black Asian American / Asian Hispanic / Latino/a/e

Multiracial White Did not answer

2%

3%

21%

20%
46%

2%
1%

5%

46% of staff are between the ages of 50 - 65
22 - 25 26 - 29 30 - 39 40 - 49 50 - 65 66 - 69 70 - 70 Did not answer

DEMOGRAPHICS: RACIAL OR ETHNIC GROUPS STAFF 
IDENTIFY AS

DEMOGRAPHICS: CURRENT AGE RANGE OF STAFF
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OBSERVATIONS
1. Students expressed a positive overall experience 

while at Carroll Community College.

2. While many students felt that the amount of 
attention on DEI at Carroll was about right, the 
students who identified as diverse felt that the 
amount of attention on DEI was not enough.

3. More DEI integration into school curriculum would be 
welcomed.

4. DEI initiatives can sometimes feel issue-based, 
instead of proactive or institutionalized as part of 
the Carroll Community College experience.

5. Some students noted that they were unaware that 
some school initiatives would be considered DEI. This 
may be due to lack of branding/awareness of the 
program and a lack of a comprehensive DEI strategy 
and plan (ex. club activities or library events)

6. DEI events/initiatives delivered through clubs went 
unnoticed by several interviewees.

7. Interviewees noted that they often did not see 
planned events with enough time to attend or plan 
around.

8. Some students stated that diversity is broader than 
ethnicity or gender and that the focus on diversity at 
Carroll should be broadened.

1. Student Interviews

9. As a whole, students did not feel 
discriminated against, nor did they observe 
discrimination on campus. However, one interviewee 
noted that “people stare” when we are a group 
together on campus, another noted observing 
discrimination within the greater community (Carroll 
County) and noted that Carroll Community College 
may not go far enough into the community with its 
DEI initiative.

10. One student mentioned the “Raise Your 
Hand” program that allows students to raise issues, 
ask questions, reporting an emergency – this program 
is promoted during orientation and in classes 
during the first week and is available on the 
student internal website.

11. Some students explained that they had been hesitant 
to enroll at Carroll, because the area was not known 
for diversity.

12. One student felt that a reported concern about a
faculty member was not welcome, and another felt 
too fearful to make a formal complaint.

13. Some students noted that there are only two 
single use restrooms on the campus and this needs to 
be increased.

14. Some religions, such as Judaism and Christianity have 
announced holidays through school emails 
and notifications while other major religious 
holidays, such as Islam or Lunar New Year go 
unannounced.
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1. Student Interviews

RECOMMENDATIONS 
Strategy 1. Students - Reinforce the DEI mission, vision, and goals, as well as DEI 

programming, on the Carroll website and its social media.

People 2. Leadership - Continue to promote DEI student leadership through programs that 
acknowledge and drive DEI awareness and opportunity for student leadership.

3. Culture - Increase the breadth and depth of DEI education programs for 
students.

4. Culture - Provide additional training with faculty on how to encourage student 
discussion about DEI issues to avoid feelings of prejudging or “outing”. Topics 
could include respect, unconscious bias, cultural competency, civility, and 
sensitivity.

5. Awards – Create reward programs to recognize student leadership in DEI 
initiatives.

6. Access - Consider student assistants in DEI-approved courses for graduation or 
involvement in federally supported work study programs to support DEI.

Engagement 7. Community – Grow integration of community outreach into DEI efforts. Some 
examples may include:

• Additional group volunteer events
• Increase outreach, collaboration and networking events with public 

institutions
• Opening more campus events to the community
• Major religious holidays

8. Students – Consider how “Adult Learner Orientation” could be improved for 
students that may feel disadvantaged due to age or technological know-how. 
Consider an adult learner help desk to encourage engagement, retention, and 
success. Note: this program was offered in the past with no participants and is 
being considered for redesign.

9. Students – Consider adding a physical student space for diversity learning, 
engagement, and collaboration when implementing additions or improvements 
to campus facilities if no room is currently available. In the meantime, 
designate specific space on campus at certain times.

10. Students - Create an alumni network of Carroll graduates attending 4-year 
colleges to provide guidance and support to Carroll DEI students who are 
applying. Connect this network to Carroll DEI affinity groups.

11. Students - Create an alumni network of working Carroll graduates to provide 
guidance and support to Carroll DEI students who are seeking employment. 
Connect this network to Carroll DEI affinity groups.

12. Students – Ensure the online calendar of DEI events and DEI curriculum are 
current and distinguishes DEI happenings as well as club-related activities.

13. Students – Work with the county to increase the number and proximity of single 
use restrooms.

14. Faculty - Work with other institutions and third-parties to understand and 
incorporate best practices in diversity training to develop, refresh, or 
supplement materials.71



30 BDO | Carroll Community College DEI Program Assessment

1. The college has a faculty-staff DEI Committee that 
advises the DEI Executive Director and executive 
team and many programs and events have been 
sponsored for several years before COVID. Committee 
members are anxious to see a DEI plan and to see 
tangible progress in executing that plan.

2. To get the DEI program started, faculty and staff 
devoted time to program development and training, 
including providing DEI/unconscious bias training; 
they were given compensatory time in return.

3. DEI was the topic of a Professional Development 
day in which faculty discussed how they could 
include personal, cultural and civic awareness into 
the regular curriculum.

4. Some faculty and staff interviewed believed that to 
be effective, the DEI position should be at the Vice 
President level and a member of the executive 
team.

5. One faculty member expressed frustration with the 
lack of tried-and-true DEI teaching materials that 
could be integrated into regular course materials.

6. Faculty and staff were comfortable sharing issues 
and strategies with the DEI Executive Director.

2. Faculty Interviews

OBSERVATIONS

RECOMMENDATIONS 

Strategy 1. Produce a charter the guide the work of the DEI Committee that includes 
committee roles and responsibilities for executing the DEI plan. Align roles and 
responsibilities of DEI committee members with discrete elements of Carroll’s 
DEI plan.

2. Create instructional goals and objectives to increase cultural competency and 
diversity awareness of faculty and associated instructional materials; 
incorporate into job descriptions and annual performance plans.

People 3. Compensation - Ensure program staff are appropriately compensated. Provide 
compensation, whenever possible, for faculty and staff who participate in DEI 
programs.

4. Awards - Recognize faculty and staff leadership in DEI initiatives.

5. Performance – Broaden mandatory and strongly encourage supplementary DEI-
related training for faculty and staff; include topics such as respect, 
unconscious bias, cultural competency, civility, and sensitivity.

6. Performance - Provide follow-up on DEI trainings throughout the year and 
incorporate individual progression for faculty and staff; incorporate cultural 
competency into job descriptions and personnel evaluations.

7. Recruitment – Continue to improve diversity training requirements for 
supervisors and above and in order to hire or sit on faculty or administrative 
selection committees.

Engagement 8. Faculty - Increase the requirements to include diverse topics into the 
curriculum, beyond general education courses.

9. Performance – Invest in appropriate tools to introduce diversity concepts into 
traditional classroom materials.

10. Work with other institutions and third-parties to understand best practices in 
diversity training to develop, refresh, or supplement materials.72
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1. The college has a faculty-staff DEI Committee that 
advises the DEI Executive Director and executive 
team and many programs and events have been 
sponsored for several years before COVID. 
Committee members are anxious to see a DEI plan 
and to see tangible progress in executing that plan.

2. To get the DEI program started, faculty and staff 
devoted time to program development and 
training, including providing DEI/unconscious bias 
training; they were given compensatory time in 
return.

3. Staff did not identify special vendor outreach 
programs to diverse, underrepresented, or 
marginalized communities.

4. Both staff and faculty interview respondents noted 
the need to consider male representation in 
diversity considerations.

3. Staff Interviews

OBSERVATIONS
5. Staff expressed the need to increase outreach to 

local community and high schools in 
underrepresented communities.

6. Staff felt that their ability to move up in their 
organization was unclear and they desired a more 
formal process such as what exists for faculty.

7. Some faculty and staff interviewed believed that to 
be effective, the DEI position should be at the Vice 
President level and a member of the executive 
team.
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3. Staff Interviews

RECOMMENDATIONS 
Strategy 1. Produce a charter over the DEI Committee that includes committee roles and 

responsibilities for executing the DEI plan.

People 2. Compensation - Ensure DEI staff who perform DEI functions for the college are 
compensated. Provide compensation, whenever possible, for faculty and staff 
who participate in DEI programs.

3. Awards – Create programs to recognize faculty and staff leadership in DEI 
initiatives.

4. Performance - Increase transparency on the promotion process for 
staff, because the pathway to progress is not as clear for staff as for faculty.

5. Performance - Broaden mandatory and strongly encourage supplementary DEI-
related training for faculty and staff; include topics such as respect, 
unconscious bias, cultural competency, civility, and sensitivity.

6. Performance - Provide follow-up on DEI trainings throughout the year and 
incorporate individual progression for faculty and staff.

7. Performance - Strengthen the career development program and 
reemphasize/define promotion pathway for staff as thoroughly as possible, 
noting that it is not as clear as that for faculty and associate mentors and 
sponsors who can help faculty progress.

8. Recruitment – While the College assigns DEI training for all new hires through 
Safe Colleges (Vector) and all employees who sit on search committees must 
complete Implicit Bias Training, opportunities exist to establish or improve 
diversity training requirements for supervisors and above.

9. Access - Create career development and progression goals and objectives to 
increase cultural competency and diversity awareness of staff. Incorporate into 
job descriptions and annual performance plans.

10. Access – Continue and strengthen outreach for students and staff among 
underrepresented communities.

Engagement 11. Marketplace - Create a vendor outreach program to encourage participation of 
local, small, and other diverse or underrepresented vendors.

12. Staff - Explore interest in a staff-focused DEI program to promote DEI values 
and solicit input for improvements across the staff.

74



33 BDO | Carroll Community College DEI Program Assessment

1. Student response rate was 29% (379/1312 
participants).

2. 6% of respondents were parents.

3. 2% of respondents did not feel physically safe 
(assumed on campus but did not clarify).

4. 1% of respondents reported being sexually 
harassed.

5. 3 respondents reported sexual violence.

6. 6 respondents reported homelessness.

7. 1% of respondents did not feel valued by faculty to 
a certain degree.

8. 2% of respondents did not feel valued by their 
fellow students to a certain degree.

9. 1% of respondents did not feel heard by faculty to a 
certain degree.

10. 2% of respondents did not feel heard by their 
fellow students to a certain degree.

4. Student Survey Responses

OBSERVATIONS
11. 6% of respondents felt pre-judgement by faculty to 

a certain degree.

12. 11 respondents are veterans and 3 currently are 
active duty.

13. A minority of students were offended by the 
survey, pointing to their political or value 
differences as the reason.

14. Older students felt unease adopting to their new 
environment.

15. Opportunities exist to integrate with the 
surrounding community.

16. Student reporting process failed for students who 
tried to report professors, concerns, or infractions.

17. Inappropriate activities experienced by or observed 
by respondents require follow up. Details of these 
inappropriate activities will be reported separately 
to the President and Director of DEI.
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4. Student Survey Responses

RECOMMENDATIONS 
Strategy 1. Integrate students into the implementation and assessment of the DEI program. 

Establish student liaisons to promote the tenets of the DEI program to the 
greater student community.

People 2. Culture - Provide additional training with faculty on how to encourage student 
discussion about DEI issues to avoid feelings of prejudging or “outing”. Topics 
could include respect, unconscious bias, cultural competency, civility, and 
sensitivity.

Engagement 3. Access/Safety - Consider reviewing student-centered materials related to DEI, 
harassment, violence, and physical safety on campus (hard copy, intranet, 
website, etc.) to continuously improve messaging, access, impact, and reach. 
Consider obtaining student input.

4. Access/Safety – Evaluate and strengthen the various means for students, faculty 
and staff to report concerns related to safety, security, misconduct, 
harassment, discrimination, or other matters. The quantity and type of 
incident, time to research and close, conclusion, and corrective actions should 
be captured and reported to Carroll leadership and the Board. The board should 
be presented with anonymized information about the number of 
complaints/concerns, the types of complaints/concerns, the length of time to 
investigate, the conclusions, and corrective actions to address the complaint 
and prevent a future occurrence of a similar complaint.

5. Students - Consider how “Adult Learner Orientation” could be improved for 
students that may feel disadvantaged due to age or technological know-how. 
Consider an adult learner help desk to encourage engagement, retention, and 
success. Note: this program was offered in the past with no participants and is 
being considered for redesign.

6. Integrate collaborations with community organizations (e.g., historical society, 
municipal law enforcement, astronomical society, local rescues) into the 
program.

7. Overall - Implement a Carroll “listening post” under the Office of DEI to obtain 
both positive and negative feedback about student, staff and faculty 
satisfaction, concerns, and issues. See benchmark section for more details.
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1. Faculty response rate was 100% (86/86 
participants).

2. 84% of faculty conveyed a sense of belonging.

3. 58% of faculty have attended DEI training.

4. 26% of faculty believe that there is too much 
emphasis placed on issues of diversity at Carroll 
Community College.

5. Faculty and staff have responded to the survey 
noting at least having experienced bias resulting 
from their age, sex, political beliefs, weight, 
economic status, disability, race/color/ethnicity, 
religion, gender identity and expression, class, 
marital status, and height. It should also be noted 
that definitions for "discrimination" and "bias" are 
often conflated. Although some respondents may 
perceive discrimination responses are unclear 
based on the questioning put forth, anonymity 
provided and inability to research every situation.

6. Promotion path for staff was unclear to 
respondents.

5. Faculty and Staff Survey Responses

OBSERVATIONS

RECOMMENDATIONS 

Strategy 1. Infuse DEI goals in the academic program, in the design and execution of 
teaching. Extend professional development opportunities to increase faculty’s 
cultural competency and culturally responsive teaching practices.

People 2. Compensation - Ensure faculty and staff who perform DEI functions for the 
college are appropriately compensated. Provide compensation, whenever 
possible, for faculty and staff who participate in DEI programs.

3. Awards - Recognize faculty and staff leadership in DEI initiatives.

4. Performance - Strengthen the career development program for staff with 
mentors and sponsors who can help them progress.

5. Increase transparency about the promotion process for staff, noting that it is 
not as clear as that for faculty and align/build awareness of the education, 
skills, and experience needed to progress.

Engagement 6. Safety - Evaluate and strengthen the various means for students, faculty and 
staff to report concerns related to safety, security, misconduct, harassment, 
discrimination, or other matters. The quantity and type of incident, time to 
research and close, conclusion, and corrective actions should be captured and 
reported to Carroll leadership and the Board. The board should be presented 
with anonymized information about the number of complaints/concerns, the 
types of complaints/concerns, the length of time to investigate, the 
conclusions, and corrective actions to address the complaint or to prevent a 
future occurrence of a similar complaint.
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1. Carroll’s student population was 81% white. 
Carroll’s non-white student population was slightly 
higher than the non-white population of its 
surrounding community.

2. Six of 12 DEI characteristics identified in this study 
were easily accessible on Carroll’s website.

3. DEI, affinity groups, and other activities were not 
present on the 2021-2022 school year master 
calendar at Carroll, although 2022-2023 master 
calendar recently upgraded branding and added DEI 
selection criteria and events. As of December 2022, 
the most recent event highlighted on the Diversity 
events page was dated March 2022. Also, some DEI 
focused student groups are highlighted in the Clubs 
& Organizations Webpage; however, the Black 
Student Union and Muslim Student Association were 
not yet included.

4. Career development opportunities for faculty and 
staff in the area of DEI were not observed in the 
external website.

5. A DEI Executive Director was appointed in 2021 to 
organize and focus DEI activities throughout the 
college for students, faculty, and staff. A 
prominent Office of DEI, Chief Equity or Chief DEI 
Officer were not present, additional staff and DEI 
courses were not obvious and easy to locate on the 
Carroll website.

6. While a high-level DEI report and plan for diversity 
were approved by the Board and submitted to the 
Maryland Higher Education Commission in 2019-20
and 2020-21, a comprehensive DEI program strategy 
and plan are being developed and are not yet 
complete with strategies, tasks, measurements, 
and resources/staffing.

7. DEI was not a specifically-noted element of 
Carroll’s vision, mission, and goals, although DEI 
was a visible strategic priority for the College.

8. Carroll website did not identify a place for 
diversity groups to co-locate and provide 
opportunities for education and collaboration.

9. Carroll notes their website notices meet the 
regulatory requirements of Title IX for reporting of 
sexual harassment and violence. The website links 
to detailed policies and procedures, depending on 
the type of incident, refers the student to 
government or law enforcement sites. There are 
numerous ways in which students may voice their 
concerns. The student-oriented “Raise Your Hand” 
program for reporting concerns or raising questions 
was not referenced on the external website but 
was noted by students in interviews. Students are 
informed in orientation and through email, posters, 
flyers, and other means.

10. Carroll procurement portal did not include 
outreach or opportunities for small business or DEI-
type vendors.

11. The State of Maryland states that "public 
institution(s) may require students to take courses 
outside of key content areas as part of its General 
Education curriculum. In addition to the five 
required areas in §A(1) of this regulation, a public 
institution may include up to 8 credit hours in 
coursework outside the five areas. These courses 
may be integrated into other general education 
courses or may be presented as separate courses. 
Examples include, but are not limited to, Health, 
Diversity, and Computer Literacy." As of Fall 2019, 
Carroll requires 1-2 diversity courses as part of its 
General Education curriculum. Carroll’s list of 
approved DEI courses included sociology, 
anthropology, foreign language classes. There were 
few courses designed to specifically address the 
American diversity-equity-inclusion condition.

12. Forms of diversity considered in programs at Carroll 
and across the colleges benchmarked primarily 
dealt with race, ethnicity and gender. Although 
included in Carroll’s definition of diversity, gender 
identity, sexual orientation, socio-economic status, 
language, culture, national origin, religious 
commitments, age, (dis)ability status, veteran 
status, and political perspective were rarely 
mentioned.

6. Benchmarking and Website Review

OBSERVATIONS
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6. Benchmarking and Website Review

RECOMMENDATIONS 
Strategy 1. Expand Carroll’s DEI plan and program to include a vision, mission, strategies, 

goals, and implementation steps.

2. Increase communication about Carroll’s DEI plan and program across the 
College.

3. Establish clear metrics for monitoring progress with the DEI plan and program 
and report on that progress routinely to the Board of Trustees.

4. Provide a prominent location on the website for the Office of DEI, associated 
initiatives, and ways to get involved. Ensure resources are available to update 
key webpages that highlight DEI initiatives, student groups, events, training and 
curriculum to help demonstrate the importance to the College.

5. Ensure sufficient staffing and funding is available for Carroll to carry out its DEI 
mission, plan, and program.

6. Expand the systematic assessment and analysis of the progress and impact of 
DEI efforts.

7. Incorporate DEI metrics into the College’s routine data analysis and internal 
reporting.

8. Include assessment of the DEI program in the College’s ongoing assessment 
activities.

9. Report DEI plans, accomplishments, and trends at least annually to governing 
bodies, administration, faculty, and students. Post DEI results on the college 
website.
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6. Benchmarking and Website Review

RECOMMENDATIONS 
Engagement 1. Access/Safety: Evaluate and strengthen the various means for students, faculty 

and staff to report concerns related to safety, security, misconduct, 
harassment, discrimination, or other matters. The quantity and type of 
incident, time to research and close, conclusion, and corrective actions should 
be captured and reported to Carroll leadership and the Board.

2. Marketplace - Implement a program to encourage procurement from local, 
small business, and DEI vendors.

3. Internal/External Community - Create one-click access to DEI program 
information, events, and ways to get connected on Carroll’s web home page

4. Overall - Implement a Carroll “listening post” under the Office of DEI to obtain 
both positive and negative feedback about student, staff and faculty 
satisfaction, concerns, and issues.

5. Community, Faculty, Staff - Design and offer a DEI certificate from Continuing 
Education; subsidize faculty and staff participation.

6. Students - Improve the DEI courses that meet the state’s DEI graduation 
requirements to directly address topics such as respect, unconscious bias, 
cultural competency, civility, and sensitivity.

7. Students – Consider adding a physical student space for diversity 
learning, engagement, and collaboration when implementing additions or 
improvements to campus facilities if no room is currently available. In the 
meantime, designate specific space on campus at certain times.

8. Students - Strengthen resources for students in areas such as immigration 
guidance and resources.

9. Students - Formalize resources for student job interviewing such as an 
“interview clothing closet” and aligning with alumni.

10. Overall – Keep DEI events and activities on the college’s master calendar 
current.
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1. Social media postings are overwhelmingly positive 
from 2014-2022.

2. Most interactions are through Instagram.

3. Posts focus on promotion of the school and its 
activities/events (sports and art events were 
extremely positive).

4. Efforts began in 2020 to share 
DEI initiatives; however, more robust promotion 
can be performed through various social media 
platforms.

5. Scraping of content on Instagram could 
not be performed over stories and reels 
where additional content may be located.

6. Where an event is promoted through social media, 
most of the posting takes place prior and not 
during or after the event.

7. Carroll highlights key dates (i.e., Veterans Day, 
World Mental Health Day). However, DEI related 
events and celebrations, program initiatives, and 
messages from the President and others could be 
better promoted.

7. Social Media Scraping

OBSERVATIONS

RECOMMENDATIONS 
Strategy 1. Measure the amount of traffic that social media drives to the Carroll website and 

optimize the impact of spend, specific to DEI; ensure that DEI program staff receive 
regular information on social media performance re DEI.

People 2. Increase the use of social media for student, faculty, and staff DEI outreach and 
recruitment.

Engagement 3. The DEI program should determine key DEI messages to be promoted and implement 
using the college’s website and social media.

4. Improve the ways in which diverse or underrepresented communities can be included in 
social media and on websites.

5. Increase the use of social media to promote awareness of DEI and its related events.

6. Consider increasing the use of Instagram for student directed DEI initiatives as well as 
increasing the number of posts during and after events.

7. Increase the frequency and rotate the content surrounding the use of the Carroll 
Community Colleges most popular hashtags for DEI awareness building:

• #CarrollCC
• #CarrollCommunityCollege
• #CarrollCCGoLynx
• #CarrollLynx
• #CarrollCCMD
• “Carroll Community College

8. Increase discoverability using additional creative hashtags that can be promoted during 
DEI events and on campus through posters, flyers, wall hangings, etc.

9. Encourage social media traffic by providing prizes and giveaways and invite 
interaction through frequent online polls and contests as well as “Ask Me Anything” 
opportunities with university personnel. Use automation to recognize timely DEI 
content.

10. Work with local businesses and other "influencers" (i.e., local officials, institutions or 
community members) to generate relevant DEI content (such as coupons, discounts or 
promotion of free local events or local businesses).
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Path Forward: Strategy & Governance

RECOMMENDATIONS FOR IMPROVEMENT PRIORITY YEAR

1 Consider an institution-wide strategy around building competency across 
process improvement. This strategy will create a common language and 
culture around process maturity that will also propel DEI program goals.

H 2023

2 Develop a DEI multi-year strategic plan to grow the influence and impact of 
the program at Carroll over time.

• Expand Carroll’s DEI plan and program to include a vision, mission, 
strategies, measurable objectives, and tasks that will advance the 
influence, impact, and goals of DEI

• Increase communication about Carroll’s DEI plan and program across the 
College.

• Establish clear metrics for monitoring progress with the DEI plan and 
program.

• Align DEI priorities and activities with one another and with the College’s 
other strategies, priorities, and actions.

• Infuse DEI goals and values throughout the College’s strategic plan. Embed 
DEI program aspirations, goals, ultimate outcomes in the College’s culture 
and in the way the College plans, sets priorities, budgets, and evaluates 
success.

• Report on that progress routinely to the Board of Trustees

H 2023

3 Produce a charter to guide the work of the DEI Committee that includes 
committee roles and responsibilities for executing the DEI plan.

• Align roles and responsibilities of DEI committee members with discrete 
elements of Carroll’s DEI plan.

H 2023

4 The DEI Executive Director reports to the President; consider creating a 
formal Office of DEI, including a voice in EEOC, hotline, discrimination and 
Title IX functions. Ensure program staff are compensated.

• Ensure sufficient staffing and funding is available for Carroll to carry out its 
DEI mission, plan, and program.

• Confirm the College’s organization structure and institutional processes 
support the execution of the DEI program and the Executive Director of DEI 
role.

H 2023

This section provides a road map toward improving the Carroll DEI program. It is organized in 
three sections: Strategy & Governance, People-Related, and Engagement.  The priority high (H) 
and medium (M) and potential target for implementation are suggested. There were no low 
priority recommendations included. 

This is a starting point for Carroll to implement a well-designed and documented DEI strategic 
plan and program and to increase competency around process improvement in order to propel 
DEI goals.
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Path Forward: Strategy & Governance

RECOMMENDATIONS FOR IMPROVEMENT PRIORITY YEAR

5 Expand the systematic assessment and analysis of the progress and impact of 
DEI efforts.

• Incorporate DEI metrics into the College’s routine data analysis and 
internal reporting.

• Integrate DEI goals across Carroll departments and through academic 
disciplines and curriculum.

• Include assessment of the DEI program in the College’s ongoing assessment 
activities

• Include a continuous program to monitor, audit, and report on DEI 
progress, impacts, and trends.

H 2024

6 Continue to report DEI plans, accomplishments, and trends at least annually 
to governing bodies, administration, faculty, and students. Post DEI results on 
the college website. 

M 2023

7 Students – Reinforce the DEI mission, vision, and goals, as well as DEI 
programming, on the Carroll website and through its social media. M 2023

8 Students - Integrate students into the implementation and assessment of the 
DEI program. Establish student liaisons to promote the tenets of the DEI 
program to the greater student community.

M 2023

9 Faculty - Infuse DEI goals in the academic program, in the design and 
execution of teaching. Extend professional development opportunities to 
increase faculty’s cultural competency and culturally responsive teaching 
practices.

M 2024

10 Provide a prominent location on the website for the Office of DEI, associated 
initiatives, and ways to get involved. Ensure resources are available to update 
key webpages that highlight DEI initiatives, student groups, events, training 
and curriculum to help demonstrate the importance to the College. Measure 
the amount of traffic that social media drives to the Carroll website and 
optimize the impact of spend related to DEI.

M 2023

Continued
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Path Forward: People-Related

RECOMMENDATIONS FOR IMPROVEMENT PRIORITY YEAR

1 Integrate DEI goals into people management, hiring, job descriptions, 
personnel evaluations. H 2023

2 Continue to promote leadership opportunities for students through 
programs that acknowledge and drive DEI identity-development, connection, 
and sense of belonging.

M 2023

3 Increase the breadth and depth of DEI education programs for students.
M 2024

4 Provide additional training with faculty on how to encourage student 
discussion about DEI issues and avoid feelings of prejudging or “outing”. 
Topics could include respect, unconscious bias, cultural competency, civility, 
and sensitivity.

H 2023

5 Create programs to recognize student, faculty, staff, funder, and community 
leadership in DEI initiatives. H 2024

6 Ensure faculty and staff who perform DEI functions for the college are 
appropriately compensated. Provide compensation, whenever possible, for 
faculty and staff who participate in DEI programs.

H 2023

7 Increase transparency about the promotion process for staff, because the 
pathway to progress is not as clear for staff as for faculty. M 2024

8 Broaden mandatory and strongly encourage supplementary DEI-related 
training for faculty and staff; include topics such as respect, unconscious bias, 
cultural competency, civility, and sensitivity.

H 2024

9 Incorporate individual progression for faculty and staff; incorporate cultural 
competency into job descriptions and personnel evaluations. M 2024

10 While the College assigns DEI training for all new hires through Safe Colleges 
(Vector) and all employees who sit on search committees must complete 
Implicit Bias Training, opportunities exist to establish or improve diversity 
training requirements for supervisors and above.

M 2024

11 Consider student assistants in DEI-approved courses for graduation and work 
study for student support within the DEI Office. M 2024

12 Create career development and progression goals and objectives to increase 
cultural competency and diversity awareness of staff. Incorporate into job 
descriptions and annual performance plans.

M 2024

13 Continue to increase the use of social media for student, faculty, and staff 
outreach and recruitment. H 2023

This is a starting point for Carroll to implement a well-designed and documented DEI strategic 
plan and program and to increase competency around process improvement in order to propel 
DEI goals.
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Path Forward: Engagement

RECOMMENDATIONS FOR IMPROVEMENT PRIORITY YEAR

1 Leading Practice - Integrate community outreach into DEI efforts. Some 
examples may include:

- Group volunteer events
- Outreach and networking events with public institutions
- Opening more campus events to the community
- Major religious holidays

H 2023

2 Leading Practice - Design and offer a DEI certificate from Continuing 
Education; subsidize faculty and staff participation. M 2025

3 Leading Practice - Implement a Carroll “listening post” under the Office of DEI 
to obtain both positive and negative feedback about student, staff and faculty 
satisfaction, concerns, and issues.

H 2023

4 Consider reviewing student-centered materials related to DEI, harassment, 
violence, and physical safety on campus (hard copy, intranet, website, etc.) 
to continuously improve messaging, access, impact, and reach. Consider 
obtaining student input.

H 2023

5 Evaluate and strengthen the various means for students, faculty and staff to 
report concerns related to safety, security, misconduct, harassment, 
discrimination, or other matters. The quantity and type of incident, time to 
research and close, conclusion, and corrective actions should be captured and 
reported to Carroll leadership and the Board. The board should be presented 
with anonymized information about the number of complaints/concerns, the 
types of complaints/concerns, the length of time to investigate, the 
conclusions, and corrective actions to address the complaint or to prevent a 
future occurrence of a similar complaint.

H 2023

6 Create one-click access from the website front page to DEI program 
information, events, and ways to get connected. H 2023

7 Integrate collaborations with community organizations (e.g., historical 
society, municipal law enforcement, astronomical society, local rescues) into 
the program.

M 2024

8 Leading Practice - Create a vendor outreach program to encourage 
participation of local, small, and other diverse or underrepresented vendors. M 2024

9 Leading Practice - Implement a program to encourage procurement from 
local, small business, and DEI vendors. M 2024

10 Consider how “Adult Learner Orientation” could be improved for students that 
may feel disadvantaged due to age or technological know-how. Consider an 
adult learner help desk to encourage engagement, retention, and success. 
Note: this program was offered in the past with no participants and is being 
considered for redesign.

M 2024

11 Students – Consider adding a physical student space for diversity 
learning, engagement, and collaboration when implementing additions or 
improvements to campus facilities if no room is currently available. In the 
meantime, designate specific space on campus at certain times.

M 2025

This is a starting point for Carroll to implement a well-designed and documented DEI strategic 
plan and program and to increase competency around process improvement in order to propel 
DEI goals.
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Path Forward: Engagement (Continued)

RECOMMENDATIONS FOR IMPROVEMENT PRIORITY YEAR

12 Leading Practice - Create an alumni network of Carroll graduates attending 4-
year colleges to provide guidance and support to Carroll DEI students who are 
applying. Connect this network to Carroll DEI affinity groups.

M 2025

13 Leading Practice- Create an alumni network of working Carroll graduates to 
provide guidance and support to Carroll DEI students who are seeking 
employment. Connect this network to Carroll DEI affinity groups.

M 2025
14 Leading Practice - Formalize resources for student job interviewing such as an 

“interview clothing closet” and alumni network connections. M 2024

15 Leading Practice - Improve the DEI courses that meet the state’s DEI 
graduation requirements to directly address topics such as respect, 
unconscious bias, cultural competency, civility, and sensitivity.

M 2025

16 Students - Ensure the online calendar of DEI events and DEI curriculum are 
current and distinguishes DEI happenings as well as club-related activities. H 2023

17 Students - Strengthen resources for students in areas such as immigration 
guidance and resources beyond state college application and financial aid 
processes.

M 2024

18 Students, Faculty, Staff – Work with the county to increase the number and 
proximity of single use restrooms. M 2025

19 Students, Faculty - Increase the requirements to include cultural competency 
and diversity-related topics into the curriculum beyond general education 
courses

M 2024

20 Faculty - Work with other institutions and third-parties to understand and 
incorporate best practices in diversity training to develop, refresh, or 
supplement materials.

M 2024

21 Staff - Explore interest in a staff-focused DEI program to promote DEI values 
and solicit input for improvements across the staff. M 2024

22 Website and Social Media - The DEI program should determine key messages to 
be promoted and implement using the college’s website and social media and 
prominently display on key pages.

H 2023

23 Website and Social Media - Improve the ways in which diverse or 
underrepresented communities can be included in social media and on 
websites.

H 2023

24 Website and Social Media - Increase the use of social media and website to 
promote awareness of DEI and its related events. H 2023

25 Social Media - Consider increasing the use of Instagram for student directed 
initiatives. H 2023

26 Social Media - Increase the frequency and rotate the content surrounding the 
use of the Carroll Community Colleges most popular hashtags:

#CarrollCC
#CarrollCommunityCollege
#CarrollCCGoLynx
#CarrollLynx
#CarrollCCMD
“Carroll Community College

H 2023
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Carroll College Reports Their DEI Journey
Collegewide DEI-related Activities

FY 2017 Diversity Committee was re-constituted and a professional development workshop on the difference 
between sex, gender, gender identity, and sexual orientation was offered. 

FY 2018 A .2 FTE Faculty Coordinator of Diversity Initiatives position was created to provide more 
structure/planning to prior ad-hoc efforts. The Committee began meeting regularly and created a 
Diversity, Inclusion and Equity Action Plan; this was endorsed by College's Board of Trustees and reported 
to MHEC as required by law.

The Accelerated Learning Program model for transition English coursework was implemented. General 
Education goals and requirements were revised and approved by the college's Academic Council in June 
2018; this included a goal related to global awareness and citizenship, as well as a graduation 
requirement that all students take at least one diversity-designated course.

Student activities were rooted in monthly history/heritage celebrations and were more intentionally 
advertised to the greater campus community.

To formalize and sustain professional development efforts, the Intercultural Teaching and Learning 
Fellows Program was developed, and the first class of Fellows was named in May 2018.

FY 2019 The D&I Committee continued as an advisory group, a working committee, and a learning community.

The College restructured its sequencing of mathematics courses to provide students with appropriate 
accelerated pathways for transitional and credit-bearing mathematics coursework. Placement based on 
GPA began in Spring 2019. Outreach via expanded dual enrollment and the One Step Away Program for 
adult near-completers were implemented, as was the Starfish student support system.

FY 2020 The Diversity and Inclusion Steering Team is formed to support requests from College leadership. Steering 
Team members also have authority within their areas to implement policy and other changes, 
decentralizing DEI work and further embedding it into the regular work of the College. The group 
evaluated options for completing an audit.

The First in My Family Program launched. Implicit Bias Training was designed for and offered to Executive 
Committee and senior administrators; expanded to be offered campus wide. As part of Black History 
Month, a Black Lives Matter display and Teach In was held for students, faculty, and staff.

As COVID hit, laptops, hotspots, science lab kits and other student supplies were distributed to students 
and employees. Continuing Education and Training increased language support for Adult Education English 
learners to facilitate their transition to remote learning. Temporary full-fund scholarships for small 
business trainings were offered to support new businesses.

FY 2021 A .2 FTE Faculty Coordinator of Diversity Training and Development was created.

DEI programs, workshops, and trainings increased significantly, often to both educate and respond to the 
concerns and social issues of the moment. A robust set of experiences, trainings, opportunities for 
students, faculty, staff and in some cases, community members, have continued until present day. 
Asynchronous Heritage Month Learning challenges for faculty and staff were piloted.

FY 2022 Implicit Bias Training is mandatory for anyone chairing a search committee. Our librarians created 
LibGuides – web-based information sites - to house the Heritage Month information.

An online, asynchronous implicit bias training is purchased by the college. Implicit bias training, either 
web-based or facilitated, must be completed by anyone on a search committee. Intentional efforts made 
to publicize and integrate existing programming with DEI themes and relevance into the professional 
development DEI calendar

FY 2023 Additional DEI LibGuides were added, accessible through a drop-down menu on the Library webpage, and 
are no longer labeled for heritage months, but are resources for the campus to explore a diversity of 
people and experiences any time of the year.89
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Carroll College Reports Their DEI Journey
Carroll College Work in the Community

Spring 
2021 -
present

Carroll College participated in the following community initiatives from Spring 2021 to present
• Special committee for the Carroll County Lynching Memorial Project 
• Townsend Cook Memorial May 2021 
• Co-created Juneteenth Celebration for Carroll County June 2022
• Juneteenth planning for 2023 – event moved to Carroll Community College
• Native and Indigenous People Land Acknowledgement Initiative with State of Maryland
• Boys and Girls Club Teen Night Initiatives
• Boys and Girls Club Leadership Initiatives 
• Representative on Carroll Citizens for Racial Equity (CCRE)
• CCRE Annual Conference 2023 planning
• Partnership with Carroll Arts Council

Co-sponsor of the Black Film Festival
Native American History Month
Juneteenth 2023
12 Angry People

Carroll Human Resources

2021 -
present

• Hired an Executive Director of DEI Jan 2021, reports directly to the President, serves on Senior 
Leadership Council, Planning Advisory Council (PAC), Senate, and reports to the Board of Trustees 
monthly. 

• Revised recruitment procedures to ensure diversity on search committees.
• Transitioned to Safe Colleges online training platform. All new hires are assigned mandatory 

Diversity Awareness training; current employees may also take complete the training. 
• All search committee members must complete implicit bias training before serving.
• Implemented NeoEd applicant tracking system to minimize bias in hiring.
• Added Onboarding module in NeoEd.
• Reviewed language in job descriptions, employee handbook and polices to make gender neutral, 

and implemented an ongoing process of review. 
• For HR department, added a performance goal for each person in HR/Payroll to attend at least one 

DEI related training/program/panel.
• Executive Director DEI sits on all Faculty search committees and for all positions Grade 106 

(manager and above) and up.

Carroll Student Engagement

2020 -
present

• Intentional, well researched programming offered each month for students
• Events creating community partnerships
• Opening events to both credit and non-credit students
• Designated budget for events through Student Engagement
• Increase in clubs focusing on a marginalized group
• Pride Prom
• Black Lives Matter discussions in 2020
• Mental Health newsletter through SGO (Student Government)
• Safe Zone training for students
• BSU (Black Student Union) and MSA (Muslim Student Association) formalized as student groups in 

2021
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SWOT Analysis

STRENGTHS WEAKNESSES
Carroll leadership and the Board are committed to an effective 
and enduring DEI program to equip all students with the necessary 
competencies to successfully navigate their education at Carroll 
and beyond.

Carroll personnel created a DEI committee and executed DEI 
program activities for several years without formal staff or 
funding. Leadership supported these efforts as possible.

DEI committee members are engaged and committed to a robust 
and effective DEI program.

Carroll was able to identify a position and the Executive Director 
of DEI was hired in 2021, charged to develop a formal program 
while continuing internal and external initiatives.

The Intercultural Teaching and Learning Fellows Cohort program 
provides support and structure to apply new knowledge to their 
work context.

Office of Student Care and Integrity Office offers resources to 
students in support of academic success including mental health, 
crisis situations, financial support, food, housing and 
transportation, legal, relationships, personal growth and safety 
and behavioral areas.

Implicit bias training has been required for all employees who sit 
on a search committee for both faculty and staff positions.

While DEI is a strategic priority in the College’s 
strategic plan, a comprehensive DEI program 
strategy and plan are being developed and are 
not yet complete with strategies, tasks, 
measurements, and resources/staffing.

A DEI committee charter and specific roles and 
responsibilities of committee members have not 
been defined.

Budget and staffing for the program may not be 
sufficient to cover the DEI program’s needs and 
the expectations of stakeholders.

Carroll County has had a reputation among 
underrepresented communities of not 
welcoming people with diverse backgrounds. 
This perspective can also influence how the 
College is perceived requiring additional focus 
for these efforts to attract a more students 
from underserved population.

OPPORTUNITIES THREATS
Create a formal DEI Office to increase visibility and authority for 
the program.

Gain trust across communities for developing an inclusive program 
that demonstrates the stated values of the College.

Continue to support students across various groups to improve 
success outcomes.

Improve communications of program offerings to promote student 
recruitment and participation from underrepresented 
communities.

Enhance course offerings to promote knowledge and deeper 
understanding of DEI.

Update the "Contact" webpage to include the Office of Student 
Care and Integrity Office, DEI Office and "Report Now" for Title IX 
Concerns.

Continue to increase outreach to underrepresented and high 
school communities to strengthen the image of Carroll as a place 
that welcomes diversity.

Strengthen outreach and recruitment strategies to offset 
enrollment declines with students from underserved communities.

Continue to develop cross-cultural competence and the ability to 
successfully traverse diverse communities among faculty, staff, 
and student body, to address growing imperatives.

There is controversy and conflict across the 
surrounding K-12 public schools regarding 
critical race theory.

Carroll County is a homogeneous community, 
resistant to change.

There are members of student, faculty and staff 
who feel the DEI program is doing too much.

Community college enrollment across the 
country and at Carroll has been and is projected 
to continue to decline.

The political and regulatory landscapes continue 
to change and impact support for DEI 
objectives.

Potential economic recession may lead to 
reduced funding for DEI initiatives in the future.

A SWOT analysis examines an institution’s strengths, weaknesses, opportunities and threats. For the 
purposes of this engagement, a SWOT analysis was performed in relation to the DEI program at 
Carroll Community College.
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Benchmarking Overview

APPROACH
A total of 21 community colleges were selected for comparison, 16 in Maryland. Five additional community colleges 
of similar size were added – four in states proximate to Maryland and one in California. 

We compared diversity of colleges using student population ethnic breakdowns as presented by Community Colleges 
review. 

Websites of the 21 colleges were scanned for 12 characteristics in community colleges with active diversity, equity, 
and inclusion programs. 

MAJOR TAKEAWAYS
Carroll’s student population was 81% white. Carroll’s non-white student population was slightly higher than the non-
white population of its surrounding community.

Carroll was performing six of the 12 DEI characteristics identified in this study. 

The colleges with the highest number of DEI characteristics were College of Southern Maryland (10 characteristics), 
Frederick Community College and Community College of Philadelphia (9 characteristics), and Montgomery and Cecil 
Community Colleges (8 characteristics).

DEI information on websites and in DEI reports across the colleges benchmarked was focused on color and gender; 
there was minor focus on ability and veterans; and very little on other areas of diversity such as gender identity and 
expression. 

OPPORTUNITY
The key opportunities for improvement are detailed on the Observations and Recommendations section of this 
report and in the Path Forward. 

As noted in other sections of this report, diversity takes many forms. Carroll’s DEI program should consider how it 
will address the many areas in which students, faculty and staff have experienced discrimination in their lives.
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Student Diversity and Surrounding 
Community
The percentage of non-white students exceeded the non-white population of the respective 
college’s surrounding community for sixteen of 21 community colleges. On the prior page, Carroll’s 
student population was 81% white. Carroll is serving a non-white student population slightly 
higher than the non-white population of its surrounding community. 

Source: Community Colleges Review.com and US Census Bureau for surrounding community population.
A sample of community colleges outside the state and 16 community colleges in Maryland, including Carroll, were judgmentally selected for 
benchmarking.

Selected Community 
Colleges

Surrounding 
Community Population

Student 
Population

Student Non-White 
Population More Diverse 
Than Surrounding Non-

White Community?
% White % Non-White % Non-White (Based on %)

Selected Community Colleges Outside Maryland
Community College of 
Philadelphia, PA 68% 32% 78% Yes

Hudson County Community 
College, NJ 23% 77% 88% Yes

J Sargeant Reynolds 
Community College, VA 41% 59% 53% No

Santa Barbara Community 
College, CA 76% 24% 58% Yes

Wayne Community College, 
NC 40% 61% 42% No

Maryland Community Colleges

Similar, Rural, Agricultural-Based Community Colleges

Allegany College of MD 72% 28% 17% No
Carroll Community College, 
MD 87% 13% 19% Yes

Cecil College, MD 88% 13% 23% Yes

Chesapeake, MD 83% 17% 32% Yes

Garrett College, Maryland 97% 3% 21% Yes
Hagerstown Community 
College, MD 69% 32% 30% No

Wor-Wic CC 50% 50% 39% No

Other Maryland Community Colleges
Anne Arundel Community 
College, MD 72% 28% 44% Yes

Baltimore City Community 
College, MD 30% 70% 94% Yes

College of Southern 
Maryland, MD 63% 37% 46% Yes

Community College of 
Baltimore County, MD 59% 41% 62% Yes

Frederick Community 
College, MD 65% 35% 37% Yes

Harford Community College, 
MD 87% 13% 32% Yes

Howard CC 50% 50% 68% Yes

Montgomery College MD 56% 44% 78% Yes

Prince George's CC 6% 94% 96% Yes
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DEI Characteristics Across Selected 
Community Colleges

Websites of the selected 21 community colleges were scanned for 12 characteristics in community 
colleges with active diversity, equity, and inclusion programs between May and June 2022. The 
colleges with the highest number of DEI characteristics were College of Southern Maryland (10 
characteristics), Frederick Community College and Community College of Philadelphia (9 
characteristics), and Montgomery, and Cecil Community Colleges (8 characteristics). Carroll’s 
website met half of the characteristics.

Number of DEI program characteristics identified on respective college’s 
public website

The characteristics evaluated were: (1) Was DEI or diversity on the college website? (2) Was DEI or diversity in the 
college’s vision, mission, or values? (3) Did they have a formal DEI Office? (4) Did they have a DEI Officer? (5) Were DEI 
activities on the college’s master calendar? (6) Were there DEI campus clubs or affinity groups? (7) Was there an annual 
DEI report on the website?  (7) Were there diversity course requirements for graduation? (8) Did the website feature a 
food pantry or equivalent? (9) Did the website provide immigration resources or links? (10) Did the website feature a 
career closet for interviews? (11) Does the college offer a DEI certificate?
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Carroll Community College, MD

Allegany College of MD
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Garrett College, Maryland

Harford Community College, MD

Prince George's Community College, MD

Baltimore City Community College, MD

Wor-Wic Community College, MD

Commuity College of Baltimore County, MD

Community College of Philadelphia, PA

Hudson County Community College, NJ
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J Sargeant Reynolds Community College, VA

Wayne Community College, NC
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The table below provides details on the characteristics found on each college’s website, collected May thru 
June 2022.

Examining how a college presents its DEI program to the public is one way of examining how each college has 
integrated diversity and inclusion into the culture and life of the college – how well the college has embedded 
DEI into its character and identity. The 12 attributes examined below should be reconsidered annually and then 
updated – are these the best attributes to consider for the college’s DEI program? Are there other attributes 
that would provide better insight? Other ways to collect the data should be considered as well.

DEI Characteristics Across Selected 
Community Colleges

1 2 3 4 5 6 7 8 9 10 11 12

Selected Community 
Colleges

DEI on 
Web

DEI in 
Vision, 
Mission, 
Values

Office 
of DEI

DEI 
Officer

DEI on 
Master 
Events 

Calendar

DEI 
Affinity 
Groups

DEI 
Annual 

Report on 
Web

Grad DEI  
Req’mts

Food 
Pantry

Immi-
gration 

Resources
Career 
Closet

Offer DEI 
Certificate

Selected Community Colleges Outside Maryland

Community College of 
Philadelphia, PA Yes Yes Yes Yes Yes Yes No No Yes Yes No Yes

Hudson County Community 
College, NJ Yes Yes Yes No No No No No Yes Yes Yes No

J Sargeant Reynolds 
Community College, VA Yes Yes No No No No Yes No Yes Yes No No

Santa Barbara Community 
College, CA Yes No Yes Yes No No No No Yes Yes No Yes

Wayne Community College, 
NC Yes Yes No No No No No No No No No No

Maryland Community Colleges

Similar, Rural, Agricultural-Based Community Colleges

Allegany College of MD Yes No No No No Yes Yes Yes Yes Yes No No

Carroll Community College Yes No No No Yes Yes No Yes Yes Yes No No

Cecil College Yes Yes Yes Yes Yes Yes No No Yes Yes No No

Chesapeake Yes Yes No Yes Yes Yes No No No No No No

Garrett College, Maryland No Yes No No No Yes No Yes Yes Yes No No

Hagerstown Community 
College Yes Yes No No Yes Yes No Yes Yes Yes No No

Wor-Wic CC No Yes No No No No No No Yes No No No

Other Maryland Community Colleges

Anne Arundel Community Yes Yes Yes No Yes Yes No Yes Yes No No No

Baltimore City Community 
College No Yes No No Yes No No No Yes Yes No No

College of Southern Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes No No

Community College of 
Baltimore County No No No No No No No No No No No No

Frederick Community 
College Yes Yes Yes Yes Yes Yes Yes No Yes Yes No No

Harford Community College No Yes No No No No Yes Yes Yes Yes No No

Howard CC Yes Yes No No Yes Yes Yes No Yes Yes No No

Montgomery College MD Yes Yes Yes Yes No Yes Yes No Yes Yes No No

Prince George's CC Yes Yes No No No Yes No No Yes Yes No No95
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Comparison Demographics

Source:  Community Colleges Review.com
A sample of community colleges outside the state and 16 community colleges in Maryland, including Carroll, were judgmentally 
selected for benchmarking.  Note that total American Indian, Asian, Hispanic and Black will not total to %Non-white because 
percentages for two or more races are not included.

For the colleges selected below, we used the ethnicity breakdowns from Community Colleges 
Review to provide a general comparison of the ethnicity make-up of the colleges.  

Colleges # Full Time 
Students % White % Non-

White
% Am Indian/ 

Alaskan 
% Asian % Hispanic/ 

Latinx % Black  

Selected Community Colleges Outside Maryland
Community College of 
Philadelphia, PA 4,760     22% 78% N/A 9% 16% 43%

Hudson County Community 
College, NJ 3,822     12% 88% N/A 8% 56% 14%

J Sargeant Reynolds Community 
College, VA 2,606     47% 53% N/A 6% 8% 31%

Santa Barbara Community 
College, CA 6,555     42% 58% N/A 6% 40% 3%

Wayne Community College, 
NC 1,345     58% 42% N/A 2% 16% 19%

Maryland Community Colleges

Similar, Rural, Agricultural-Based Community Colleges

Allegany College of MD 1,032     83% 17% N/A 1% 2% 9%

Carroll Community College, MD 1,009     81% 19% N/A 3% 6% 5%

Cecil College, MD 762       77% 23% N/A 1% 6% 8%

Chesapeake, MD 563       68% 32% 1% 2% 6% 14%

Garrett College, Maryland 342       79% 21% N/A 1% 2% 15%
Hagerstown Community College, 
MD 1,061     70% 30% N/A 2% 8% 12%

Wor-Wic CC 712       61% 39% N/A 2% 6% 23%

Other Maryland Community Colleges
Anne Arundel Community 
College, MD 3,604     56% 44% N/A 4% 9% 17%

Baltimore City Community 
College, MD 1,579     6% 94% N/A 2% 5% 75%

College of Southern Maryland, 
MD 2,257     54% 46% N/A 4% 7% 26%

Community College of Baltimore 
County, MD 5,053     38% 62% N/A 6% 6% 38%

Frederick Community College, 
MD 1,843     63% 37% N/A 5% 13% 13%

Harford Community College, 
MD 1,932     68% 32% N/A 4% 6% 16%

Howard Community College,
MD 2,683     32% 68% N/A 15% 12% 29%

Montgomery College, 
MD 7,305     22% 78% N/A 12% 26% 27%

Prince George's Community 
College, MD 3,508     4% 96% N/A 4% 14% 69%
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RACE

A Microsoft PowerBI dashboard has been shared with Carroll Community College in 
conjunction with their DEI program. This dashboard allows for data visualization of
Carroll demographics over time.

White
Asian
Black or African America
Hispanic

Data Analytics Tool

2021 DATA

Cumulative GPA for Graduates 3.339

Avg Age Upon Graduation 25.33

MILITARY STATUS

Not In The Military

Spouse or Child

Other

AGE

15 to 29 years

30 to 44 years

Other
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Campus Organizations 
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Special Services for Diverse or Unique Student Populations 

Curricular and Extracurricular Initiatives Promoting Cultural Diversity 

Cultural Diversity and Campus Life Programs at CCBC

Training Programs 
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Goal 1. Provide holistic student support to increase retention, progress on momentum metrics, 
and completion among all students. 
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Goal 2. Reduce outcome gaps between racial/ethnic groups (e.g., course success, retention, 
completion). 

Goal 3. Enhance outcomes for males of color. 

Goal 4. Increase employee diversity to more closely match student diversity.
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Goal 5. Provide cultural programming and training to increase knowledge about diverse groups 
and promote positive interactions. 

o
o
o
o
o
o
o
o
o
o
o

o
o
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Progress on Goals 

Degree Works
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Progress on Goals  
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Progress on Goals  
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Progress on Goals  
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40% 28% -13% -9% -12%
6% 5% -1% -2% -1%

0.3% 0.2% -0.2% -0.1% -0.1%
8% 3% -4% -4% -5%

0.1% 0.04% -0.1% -0.1% -0.1%

3% 2% -1% -1% -1%
42% 60% 22% 21% 18%

Traditionally Underrepresented 58% 39% -19% -19% -19%

28% -4%
5% -2%

0.2% 0%
 3% -5%

0.04% 0%
2% -1%

 60% 8%
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-10% -9%

Progress on Goals  

o
o
o

o

o
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Jeanne Clery Disclosure of Campus 
Security Policy and Campus Crime Statistics Act Higher 
Education Opportunity Act
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oal  Create a campus culture t at is respectful of differences and civil to ard all people   

oal  ecruit  retain  and graduate a diverse student population   

% Change -1.2% 0.2% 3.2% -1.0% 0.0% 

oal  ecruit  employ  and retain a diverse or force
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oal  Incorporate diversity and inclusion in significant ays in teac ing and learning

 Election 2024: 
Searching for Truth in a Partisan Digital Landscape The American Economy.
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Cecil College – 2024 Cultural Diversity Report 
 

Section 1 
Promoting cultural diversity is a key element in the Cecil College mission statement and the 2021-2025 Strategic Plan.  
The College’s mission statement guides our work: “Cecil College provides a supportive learning environment that 
focuses on innovation, student success, academic progress, and workforce development. We are committed to 
promoting opportunities that enrich the quality of life for the diverse communities we serve.”  The College has identified 
eight core values that guide us as we strive to achieve our mission.  One core value is Inclusion stating that “We promote 
respect, inclusivity, and equity, recognizing differences as strengths.”  The strategic plan contains four strategic priorities 
that identify significant focus areas that the institution aims to achieve: 1) Advance Student Access, Equity and Success, 
2) Enhance Academic Excellence, 3) Optimize Workforce Development, and 4) Expand Community Partnerships and 
Engagement.  Each of these priorities have objectives that support diversity and inclusivity.  Progress on these objectives 
is evaluated, reported, and shared annually with the College community using key performance indicators. 
 
Cecil College has four goals in the cultural diversity plan.  The College’s Diversity, Equity, and Inclusion Committee 
provided guidance on the goals and they are also reviewed by the College’s governing groups including the College 
Management Team, Classified Staff Organization, Administrative Professionals’ Organization, Faculty Senate, and 
President’s staff.  The following goals are in effect for FY24 to FY27: 
 
Goal 1: Create a campus culture that is respectful of differences and civil toward all people. 
Goal 2: Recruit, retain, and graduate a diverse student population. 
Goal 3: Recruit, employ, and retain a diverse workforce. 
Goal 4: Incorporate diversity and inclusion in significant ways in teaching and learning.  
 
The Diversity, Equity and Inclusion (DEI) Committee monitors progress toward goals.  The committee, which meets 
regularly, is comprised of faculty and staff and allows Cecil College to continue, and further deepen commitment to 
diversity, equity and inclusion for students, employees and community members. The committee, along with already 
established groups across campus, is integral in continuing to promote a culture where diversity, equity, inclusion and 
belonging are ingrained in the College culture.  
 
The DEI Committee administers the Campus Climate Survey every other year to provide insight into the experiences and 
perceptions of our employees.   The survey was administered in FY23 and results were included in last year’s Cultural 
Diversity report.   Results from the next administration will be included in the FY25 Report. 
 
 Section 2  
The College continues to focus on increasing the numerical representation of traditionally underrepresented groups.  
Table 1 shows the College’s fall semester enrollment at census for all students and underrepresented students.  Total 
enrollment has increased since Fall 2021 with a 3-year increase of 2.05% for all students and 23.6% increase for students 
of color.  
 

Table 1 – Enrollment        

Student Enrollment  Fall 
2021  

Fall 
2022 

Fall 
2023 

3-year 
change  

   

  

All  1,808 1,824 1,845 2.05% 
  
  

Students of Color  399 441 493 23.6% 
  
  

% of cohort  22.1% 24.2% 26.7% 4.6% 
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Table 2 shows the fall-to-fall, full-time and part-time student retention rates for students of color by year.  Table 3 
shows the same information for all students.  While the retention rates have improved slightly for all students, the 
retention rates for students of color are declining.   The College will reconvene the Retention Committee to examine and 
address this trend.  

         
Table 2 – Retention - Underrepresented Students      
Fall-to-Fall Retention - 
Students of Color* 

Fall 
2017 

Fall 
2018 

Fall 
2019 

Fall 
2020 

Fall 
2021 

Fall 
2022 

3-year 
change 

5-year 
change 

# Cohort 544 520 519 456 399 441 

-3.44% -5.36% 

# Returning 241 221 218 189 180 170 
# Graduates excluded 46 47 50 35 38 46 

Retention Rate 48.4% 46.7% 46.5% 44.9% 49.9% 43.0% 

% Change  -1.70% -0.20% -1.60% 5.00% -6.82% 
       

 
Table 3 – Retention – All Students 

Fall-to-Fall 
Retention  Fall 

2017 
Fall 
2018 

Fall 
2019 

Fall 
2020 

Fall 
2021 Fall 2022 3-year 

change 
5-year 
change 

All 
# Cohort 2,467 2,397 2,376 2,100 1,808 1,824 

2.38% 0.82% 

# Returning 1,138 1,111 1,056 951 828 837 
# Graduates 
excluded 285 253 289 228 274 244 

Retention Rate 52.2% 51.8% 50.6% 50.8% 54.0% 53.0% 
% Change 2.40% -0.30% -1.20% 0.20% 3.20% -1.00% 

 
The College strives to increase the numerical representation of traditionally underrepresented groups among faculty and 
staff.  To provide comparison data, Table 4 shows race and ethnicity data for residents of Cecil County.  These data are 
important for context because this is the community from which we primarily recruit students and employees. 
 
Table 4 - Race and Hispanic Origin of Cecil County, Maryland (July 2023) 

White alone, percent 81.1% 

Black or African American alone, percent 8.9% 

American Indian and Alaska Native alone, percent 0.5% 

Asian alone, percent 1.6% 

Native Hawaiian and Other Pacific Islander alone, percent 0.1% 

Two or More Races, percent 2.8% 

Hispanic or Latino, percent 5.7% 
Source:  https://www.census.gov/quickfacts/fact/table/cecilcountymaryland,US/PST045223 
 
Table 5 shows the race/ethnicity of faculty over the past three years. The number of Hispanic/Latino faculty has 
remained flat while the number of Black/African American faculty has increased.  The 2023 number of “unreported” was 
identified as problematic in last year’s report and processes were improved to better track these numbers.   
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Table 5 – Faculty Race/Ethnicity 

Race/Ethnicity 
Full-Time Part-Time Total 

2022 2023 2024 2022 2023 2024 
2022 2023 2024 

# % # % # % 
Non US Citizen 0 0 1 1 1 2 1 0.30% 1 0.30% 3 1% 
Hispanic/Latino 4 4 4 7 9 6 11 3.00% 13 3.60% 10 3% 
White 45 44 43 235 219 258 280 77.60% 263 73.10% 301 84% 
Black/African 
American 4 5 6 23 20 25 27 7.50% 25 6.90% 31 9% 

Asian 0 0 0 3 3 5 3 0.80% 3 0.80% 5 1% 
American 
Indian/Alaska 
Native 

0 0 0 0 0 1 0 0.00% 0 0.00% 1 0% 

Native 
Hawaiian/Pacific 
Islander 

0 0 0 0 0 0 0 0.00% 0 0.00% 0 0% 

Multi-Race 0 0 0 3 3 5 3 0.80% 3 0.80% 5 1% 
Unreported 0 0 0 36 52 4 36 10.00% 52 14.40% 4 1% 

Total 53 53 54 308 307 306 361 100% 360 100% 360 100% 
 
Table 6 shows the race/ethnicity of full-time and part-time staff over the past three years.  Similar to trends we see with 
faculty, the number of Hispanic/Latino faculty has remained flat while the number of Black/African American staff has 
increased.   

Table 6 - Staff Race/Ethnicity  

Race/Ethnicity 

 

Full-Time Part-Time Total 

2022 2023 2024 2022 2023 2024 
2022 2023 2024 

# % # % # % 
Non US Citizen 0 0 0 0 3 4 0 0.00% 3 0.80% 4 1.22% 
Hispanic/Latino 5 6 7 14 22 13 19 5.50% 28 7.50% 20 6.12% 
White 136 140 127 149 148 126 285 81.90% 288 77.60% 253 77.37% 
Black/African 
American 14 14 13 13 13 20 27 7.80% 27 7.30% 33 10.09% 

Asian 1 1 1 0 1 1 1 0.30% 2 0.50% 2 0.61% 
American 
Indian/Alaska 
Native 

0 0 0 0 0 0 0 0.00% 0 0.00% 0 0.00% 

Native 
Hawaiian/Pacific 
Islander 

0 0 0 0 0 0 0 0.00% 0 0.00% 0 0.00% 

Multi-Race 2 2 1 11 13 11 13 3.70% 15 4.00% 12 3.67% 
Unreported 2 3 1 1 5 2 3 0.90% 8 2.20% 3 0.92% 
Total 160 166 150 188 205 177 348 100.00% 371 100.00% 327 100.00% 
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The College strives to recruit underrepresented students and employees through many avenues including attending 
cultural events in the community, hosting admission events for targeted groups, and ensuring diversity in employee 
search teams.  The College’s ads, event promos, commercials, social media content, billboards, and all brand 
representations utilize photos/videos of our actual credit and non-credit students and convey the diversity of age, 
gender, and ethnicity of our enrolled students. The main marketing/recruiting website, cecil.edu, contains many images 
and video of our diverse student population and contains a microsite called www.cecil.edu/united which illustrates the 
various DEI initiatives, events and trainings that take place at Cecil College.  
 
Section 3 
The College has made a continued effort to create positive interactions and cultural awareness among students, faculty, 
and staff. There have been numerous cultural employee training programs, curricular initiatives that promote cultural 
diversity in the classroom, and co-curricular programming for students.  
 
Cultural Training Program for Employees: 
Offered as part of “All College Day” in August, Mark Bell, Chief Diversity and Inclusion Officer at the University of 
Baltimore facilitated a training on Cultural Competence. Additionally, employees are required to complete online 
trainings through Safe Colleges, many of which support an inclusive work environment. Employees must review and 
acknowledge the following policies on a regular basis: Non-Discrimination and Equal Employment Opportunity Policy; 
Conflict of Interest and Ethical Disclosure; Reporting of Wrongful Conduct and Whistleblower Protection; Sexual 
Discrimination and Harassment Policy; and Affirmative Action. Employees must also complete the following Safe College 
webinars: General Ethics in the Workplace; Diversity Awareness Staff-to-Staff; Discrimination Awareness in the 
Workplace; Workplace Bullying: Awareness and Prevention; Sexual Harassment Staff-to-Staff; Making Campus Safe for 
LGBTQ+ Students; Making Schools Safe and Inclusive for Transgender Students; Sexual Violence Awareness. 
 
Curricular initiatives that promote cultural diversity in the classroom: 
Cecil College faculty identified 41 courses from across the curriculum that address the general education learning 
outcome of “Graduates will illustrate knowledge of the diversity of Human Cultures.”  In these courses, students identify 
cultural norms and biases and how they shape experience; identify and engage with other cultural perspectives; explain 
the similarities and differences among various cultures; or describe and evaluate theories regarding human culture and 
social organizations. Every associate degree program includes at least one of these courses.  Faculty have been collecting 
data for the first campus-wide assessment of the diversity learning outcome.   
 
Catalyst: The Center for Teaching and Learning, has undertaken a variety of initiatives and programs to promote 
diversity, inclusion, and effective teaching practices. Efforts include workshops covering topics such as "Empowering 
Inclusive Teaching: Principles of Universal Design in Higher Education," "Addressing Varied Student Needs in Your 
Classroom," and targeted accessibility training sessions tailored to different academic departments. The virtual 
"Transitions Symposium," event hosted by faculty, featured keynote sessions and panel discussions on Open Educational 
Resources (OER) and accessibility, highlighting Catalyst's commitment to incorporating diversity and inclusion into 
teaching and learning. Additionally, the integration of innovative technologies and strategies, such as AI in the classroom 
and social annotation software, underscores Catalyst's dedication to enhancing instructional practices and supporting a 
diverse student body. 
 
The Inclusivity Collaborative (IC) remained active this year.   The IC is a voluntary group of staff and faculty who share an 
interest in fostering a supportive campus environment. Open to all College faculty and staff, this group advances 
initiatives that address the heightened divisions among different communities in the United States in a way that 
positively encourages growth on campus.  
 
The IC hosted two speaker events in FY24. The first event encouraged dialogue on the “American Dream.”  Speakers 
addressed issues of race, class, and immigration status and who has access to the American Dream. The second speaker 
event was on the environment and climate change and examined individuals’ cultural and physical relationships with the 
environment, and how individuals can positively impact the environment in a meaningful way.   
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Diversity Events in the Library 
The online Library Guide (LibGuide) contain links to the theme-related eBooks, websites, organizations, and online 
resources.  
  
August, 2023  
Women's Equality Day online Library Guide (LibGuide). 
  
September, 2023  
Hispanic Heritage Library Display of physical books, DVDs, and resources for checkout; and an online Library Guide 
(LibGuide). 
  
October, 2023  
National Coming Out Day Library Display of physical books, DVDs, and resources for checkout; and an online Library 
Guide (LibGuide);  
National Disability Employment Awareness Month Library Display of physical books, DVDs, and resources for checkout; 
and an online Library Guide (LibGuide). 
  
November, 2023 
American Indian and Alaska Native Heritage Month Library Display of physical books, DVDs, and resources for 
checkout; and an online Library Guide (LibGuide);  
Veterans Day online Library Guide (LibGuide). 
  
December, 2023 
Holidays Around the World Library Display of physical books, DVDs, and resources for checkout. 
  
January, 2024   
Martin Luther King Jr. Day Display of physical books, DVDs, and resources for checkout; and an online Library Guide 
(LibGuide);  
Holocaust Memorial Day online Library Guide (LibGuide). 
  
February, 2024   
Black History Month Library Display of physical books, DVDs, and resources for checkout; and an online Library Guide 
(LibGuide). 
  
March, 2024  
National Women's History Month Library Display of physical books, DVDs, and resources for checkout; and an online 
Library Guide (LibGuide);  
Irish American Heritage Month Library Display of physical books, DVDs, and resources for checkout; and an online 
Library Guide (LibGuide). 
  
April, 2024 
World Autism Month Library Display of physical books, DVDs, and resources for checkout; and an online Library Guide 
(LibGuide). 
  
May, 2024   
Asian Pacific American Heritage Library Display of physical books, DVDs, and resources for checkout; and an online 
Library Guide (LibGuide). 
Military Appreciation Month online Library Guide (LibGuide) 
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June, 2024  
Pride Month Display of physical books, DVDs, and resources for checkout; and an online Library Guide (LibGuide). 
Juneteenth online Library Guide (LibGuide) 
  
Full Fiscal Year 
Black Lives Matter online Library Guide (LibGuide). 
 
Office of Student Life DEI Programs and Events 
Cecil College continued to support four student DEI organizations that met bi-weekly throughout the year: 1) Cecil 
International Affinity Organization (CIAO) dedicated to promoting global awareness and organizing programs 
emphasizing cross-cultural understanding and appreciation; 2) Multicultural Student Union (MSU) sponsors monthly 
cultural and educational events, 3) Seahawk Pride, a social, supportive, and solidarity group for LGBTQ+ students; and 4) 
the Black Student Union (BSU).  In addition to working with student clubs and organizations, the Student Life staff also 
hosted numerous DEI programs: 
 
September, 2023 
Go to High School, Go to College 
The “Go to High School, Go to College” program was a daylong college success program for underrepresented male high 
school students.  The event was held at the College in partnership with Cecil County public schools and Alpha Phi Alpha 
Fraternity, Inc.  and enabled 130 young men to attend workshops and network with community and college leaders. 
 
October, 2023 
Upper Chesapeake Bay Pride Festival 
Students and staff attended the Upper Chesapeake Bay Pride Festival, an annual event that focuses on advocacy and 
support for LGBTQIA+ people, communities, and their families in Cecil and Harford Counties. 
 
“Addressing Varied Student Needs in Your Classroom” Workshop  
The Coordinator of Accessibility Services and an Instructional Technologist facilitated this workshop to provide faculty 
with effective strategies for teaching diverse learners. 
 
November, 2023 
NAACP Annual Freedom Banquet 
Students attended this event with the College’s president which gave them the opportunity to engage with Cecil County 
NAACP leaders and members and learn about advocacy and support in Cecil County. 
 
December, 2023 
Holidays Around the World  
Students, faculty, and staff learned about holidays celebrated by various countries, religions, and cultures by playing 
interactive games and activities.  
 
Campus Unity Project in Honor of MLK, Jr. 
Student clubs and organizations collected donations of gloves, hats, socks, hygiene products, and toiletries which were 
donated to a local Women’s shelter on Martin Luther King, Jr. Day. 
 
February, 2024 
Student Advocacy Day 
Students engaged with representatives from all Maryland community colleges and state legislators and delegates from 
Cecil County to learn about legislation and the importance of advocacy for affordable community college education.  
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Black History Month Poster Contest and Walk of Fame 
Members of the campus community participated in the College’s first Black History Poster Contest and Walk of Fame. 
Faculty, staff, and students created and displayed posters to commemorate black history milestones and African-
American heroes who made a tremendous impact on Black American Pride.  
 
March, 2024 
Irish American Heritage Month Celebration 
Students, faculty, and staff enjoyed Irish food, music, and educational activities.   
 
Donald J. Walden Scholarship Banquet 
Scholarship was awarded to a Cecil College African American student who attended the fraternity’s celebration banquet 
with family, staff, and the College’s president.   
 
April, 2024 
Neurodiversity Poster Contest  
Students, faculty and staff were provided an inclusive and creative platform for education and expression around autism 
and neurodiversity.  
 
Seahawk Fun Run, Walk, & Roll for Autism Acceptance 
Students, faculty and staff stopped at interactive stations along a run/walk route to expand their knowledge of 
neurodiversity topics and celebrate differences.  
 
May, 2024 
Transitions Symposium Presentation  
“Empowering Inclusive Teaching: Principles of Universal Design in Higher Education” was a daylong professional 
development symposium for faculty and staff.  It was facilitated by the Coordinator of Accessibility Services and the 
Catalyst team. 
 
Section 4 
Impact of 2023 Supreme Court Decision: 
Cecil College has an open admissions policy.  The Supreme Court’s decision to strike down race-conscious admissions 
practices may have impacted our student population.  As is indicated in Table 1 – Enrollment, the percentage of students 
of color enrolled at the College has increased 23.6% since Fall 2021.  The inability of competitive four-year universities to 
make race-conscious admissions decisions, may have contributed to this increase.  
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The Diversity Plan includes a subset of the larger Strategic Plan encompassing the Goals, 
Objectives, Initiatives, KPIs and measure that help to support diversity, equity and 
inclusion at the institution.  It also includes the annual initiatives of the campus Diversity, 
Equity and Inclusion Advisory Committee, which may or may not be part of the larger 
Strategic Plan.

Below are the components that from the Strategic Plan that comprise the college’s 
Diversity Plan. The tables show that specific units (in parenthesis) are designated to carry 
out strategic plan initiatives, with overall objectives assessed through KPIs. These KPIs 
are derived from the data outcomes of measures used to evaluate these initiatives. 
Chesapeake's diversity plan, which embeds assessment within its strategy, includes a 
continuous improvement process based on scheduled KPI evaluations and the application 
of data-driven insights.

STRATEGIC PLAN GOAL 1. EDUCATIONAL LEADERSHIP

Strategic Plan Objectives Related Initiative(s) & 
Offices Responsible

1.1 Increase enrollment 
and completion in 
general and technical 
education programs

Improve class scheduling for student 
ease, efficiency, and accessibility through 
timeline steps (WFAP)

1.2 Elevate the quality of 
general and technical 
education programs 
through the assessment 
of student success, 
satisfaction, and learning 
outcomes.

Use course and program assessment data 
to evaluate the student experience and to 
ensure robust course quality (WFAP)

1.4 Improve student 
completion outcomes as 
measured by wages, job 
placement, graduation 
and transfer rates, and 
satisfaction with their 
educational experiences 

Create and implement milestones for 
students enrolled in general and technical 
education programs (SEMP)
Explore, implement, and evaluate best 
practices for improving developmental 
Math course completion rates (WFAP, 
SEMP, ASC)

Key Performance Indicators

1.2.01 Course Success Rate, Disaggregated
1.2.02 Satisfaction with Support Services
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1.4.00 Developmental Math Success rate (unit-specific measure)
1.5.00 Dual Enrollment Rate 

STRATEGIC PLAN GOAL 2. EMPOWERED STUDENTS 

Strategic Plan 
Objectives

Related Initiative(s) & Offices 
Responsible

2.1 Explore diverse 
models and funding 
sources to progress 
towards a more holistic 
advising approach to 
address students’ 
academic, interpersonal, 
and personal 
development needs 

Partner with SSEM to identify, develop, 
and receive funding in support of a 
holistic advising system through public 
or private grants (SSEM, Development 
and CC Foundation)

2.2 Expand engagement 
in co-curricular activities

Support TPAC integration with 
students' curricular and co-curricular 
activities (WFAP, SSEM)

2.3 Reduce barriers for 
prospective and current 
students to enhance 
enrollment, retention, 
persistence, and 
completion rates

Enhance student access to tutors, 
librarians, and testing (ILE)

Advocate and secure resources in 
support of recruitment, enrollment and 
retention activities in the context of 
assessment reports and summary 
statements, and grant funding (SSEM)

2.4   Refine the 
evidence-based 
strategic enrollment 
strategy to improve 
credit and noncredit 
recruitment and 
enrollment

Simplify the background technical 
processes used by functional areas to 
recruit, enroll, and track students in 
their academic and workforce 
preparedness initiatives (SSEM, SEMP)

Implement personalized 
communication plans to tailor 
messaging to prospective credit and 
noncredit students based on their 
interests, enrollment status, and 
engagement history (SSEM, SEMP) 
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Examine various models of course 
delivery to promote student access, 
including expanding accelerated terms, 
and monitor subsequent offerings 
(WFAP, SEMP)

Key Performance Indicators

2.1.00 Holistic Advising Student Count/Holistic Advising Budget (unit-specific 
measures)
2.1.01 Course Success for disaggregated groups
2.3.02 Fall to Spring Retention, disaggregated
2.3.01 Percent of students receiving financial aid
2.3.03 Fall-to-Fall Retention rates, disaggregated
2.4.01 Fall Credit Enrollment, disaggregated
2.4.02 Noncredit FY Enrollment, disaggregated

STRATEGIC PLAN GOAL 5. INCLUSIVE EXCELLENCE

Strategic Plan Objectives Related Initiative(s) & Offices Responsible

5.1 Increase the recruitment of 
historically underrepresented 
groups for faculty and staff 
positions

Develop a diversity hiring plan that outlines 
actions for hiring committees to consider for 
reducing bias and increasing inclusivity in 
the hiring process (SSEM)

Expand employee recruitment channels to 
include new platforms, networks and 
community-based organizations to reach a 
wider audience, with an emphasis on 
historically underrepresented groups (HR).

Provide annual diversity, equity, and 
inclusion (DEI) and cultural competence 
training for all employees (HR, DEI 
Committee)

Collaborate with HR and DEI Committee to 
offer relevant professional development 
opportunities focused on supervisors and 
search committees (HR, WFAP, DEI 
Committee).
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5.2 Boost enrollment of 
students from 
underrepresented groups 

Enhance and establish partnerships with 
H.S. and community-based organizations 
focusing on underrepresented students 
(SSEM, SEMP).

Increase the number of students completing 
GED and ESL programs transitioning to 
credit courses (WFAP, ASC, DSC)

5.3 Advocate for equity in 
student success outcomes 
through curricular and co-
curricular support initiatives 

Disaggregate academic support services 
data to aid identification of the diverse 
needs of students (IRPA)

Disaggregate Student Satisfaction Survey 
data to measure equity across responses/ 
Disaggregation of Student Opinion Survey 
(IRPA)

Facilitate training on use of DEI (Diversity, 
Equity, and Inclusion) measures (IRPA)

Create an environment of belonging through 
student success and enrollment 
management programming and initiatives 
(SSEM, SEMP)

Expand coordinated efforts for student 
leadership opportunities through culturally 
diverse student programming (including 
trips, lectures, and activities.) – (SSEM, 
SEMP)

Offer retention programming targeting 
under-represented populations including the 
FOCUS program designed to increase 
student success for first-generation, 
minority males (SSEM, SEMP, ASC)

Offer professional development opportunities 
to directors, faculty, and staff to prepare 
them for demographic changes in the 
student body (WFAP, Instructional Systems)

5.4 Develop and implement a 
culturally responsive teaching 
and learning curriculum across 
all disciplines

Develop, in concert with Dual Enrollment 
school districts, innovative solutions to best 
serve the needs of our students and bridge 
the digital divide (SSEM, IT)

127



5

Explore possibility of methods for 
disaggregation of academic assessment data 
by DEI populations (IRPA).

Develop and implement Professional 
Development for faculty on culturally 
sensitive teaching and assessment (DEI,
Equity assessment, etc.) - (IRPA)

Provide professional development for 
program and co-curricular assessment 
liaisons on equity-based assessment (IRPA)

Explore the expansion of disaggregation of 
student success metrics by demographics 
(and credit vs. non-credit) – (IRPA)

Key Performance Indicators

5.1.00 Completed DEI/Equity Training for Faculty and Staff (unit-specific measures)
5.1.01 Underrepresented Faculty 
5.1.02 Underrepresented Administration and Professional Staff 
5.1.03 Employee DEI Index
5.2.01 Fall Credit Enrollment Disaggregated
5.2.02 Fall Noncredit Enrollment Disaggregated
5.2.04 Fall Applicant Yield Disaggregated
5.3.01 Developmental Education (first-time credit students)
5.3.02 Disaggregated Course Success Rates
5.3.03 Fall-to-Spring Retention
5.3.04 Fall-to-Fall Retention 
5.3.05 Successful Persister Rate Disaggregated by Race
5.3.06 Student Satisfaction Composite Index
5.4.01 General Education SLOs met for Cultural Diversity in FY
5.4.02 Credit Diversity Course Enrollments
5.4.03 Noncredit Diversity Course Enrollments 

The process for reporting campus hate crimes is the same for other incidents on campus.  
Incident reporting is available through the campus website.  The Public Safety office 
releases an annual report of progress and posts the campus crime statistics on the 
website in accordance with the Jeanne Clery Disclosure of Campus Security Policy and 
Campus Crimes Statistics Act. 

This report is in compliance with 11-406 of the Education Article which mandates that 
“each Maryland public college and university is required to develop and implement a plan 
for a program of cultural diversity.”
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Statement 2021 2024 Difference
College leadership commitment toward diversity 70% 69% -1%
Knowledge or experience to support students from diverse 
backgrounds

78% 77% -1%

Knowledge or experience to teach students from diverse 
backgrounds

77% 77% 0%

Cultural Diversity is important 76% 77% 1%
Institutional policies promote the recruitment of a diverse 
workforce

61% 67% 6%

Institutional practices sensitive to diverse student population 60% 69% 9%
Institutional policies support the retention of diverse workforce 55% 65% 10%
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2024 – 2025
Diversity, Equity, Inclusion and Belonging Plan

Introduction

Frederick Community College (FCC) is committed to fostering an inclusive and equitable
environment that celebrates cultural diversity. As an institution dedicated to the success
and well-being of our students, faculty, and staff, FCC recognizes that embracing
cultural diversity is essential to achieving the College’s mission. FCC’s strategic
approach integrates cultural diversity into student support, employee recruitment and
retention, and professional development, including learning for faculty and staff on
equity, inclusion, and culturally responsive teaching and assessment.

Serving over 9,500 credit students and more than 6,100 continuing education and 
workforce development students annually, FCC is a mid-sized institution with a rich and
diverse student body representing 50 countries. Of these students, 25% are first-
generation credit-seeking students and 45% are students of color, exceeding the racial
and ethnic diversity of Frederick County (35%).

The College is focused on ensuring that every student thrives academically, personally,
and professionally, while also supporting faculty and staff. The College’s commitment to
fostering a diverse and inclusive environment that supports student success across 
difference is central to the development of the 2024-2025 Diversity, Equity, Inclusion, 
and Belonging (DEIB) Plan. 

Fostering Cultural Diversity at FCC

As FCC reaches the end of its current DEIB plan and anticipates identifying a new leader
for DEIB, the National Assessment of Collegiate Campus Climates (NACCC) survey (a
survey that assesses racial climate on campus) was conducted and provided the College 
with useful insights about strategies to advance a more inclusive campus environment.
Additionally, an external consultant was engaged to lead an assessment of current 
attitudes, mindset, and progress on DE B initiatives to support a transition in leadership. 
The consultant facilitated focus groups with students, faculty, staff, and administration,
alongside other data collection methods, to gather critical insights. This assessment
sought to understand the strategic efforts required to maintain and enhance momentum
around DEIB, with a particular focus on racial equity and justice during a pivotal period of 
transition for the institution. 

Faculty, staff, and students alike embraced the potential to contribute to a more
equitable campus culture, ensuring that DEIB principles permeated every facet of 
academic and administrative life at FCC, signaling a commitment to enhance DEIB
across the College’s infrastructure. As themes emerged from the consultant's
assessment, a diagram was developed to support the next phase of the College’s DEIB
efforts (see figure 1).
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Figure 1. Emergent Themes for Future DEIB Planning

Future Focus 

The 2024-2025 DEIB Plan was guided by the assessment, builds upon the achievements 
of the 2019-2024 DEIB Strategic Plan, acknowledges the evolving needs of the institution, 
and focuses on continuing to improve DEIB initiatives at FCC.  

This next year, the College will engage in a “year of discovery” with the aim being the 
development of a more data-informed culture that helps FCC better assess and 
strengthen its efforts to achieve equitable outcomes for all students. FCC understands
that addressing racial equity is crucial to advancing this work. In keeping with a
“discovery” mindset, the College developed a one-year plan to bridge the gap between 
the conclusion of the prior DEIB plan and the development of a new college-wide plan. 

While initiatives included in the 2019-2024 DEIB Strategic Plan are ongoing (including the 
prior work of the Racial Equity Strategic Advisory Team), the 2024-2025 Frederick 
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Community College Cultural Diversity Plan (see table below) focuses more intently on
evaluation to determine measurable impact on student success. By increasing our 
capacity to systematically assess DEIB efforts, the College will be poised to identify and 
retain the most impactful initiatives and integrate and align them with the future direction 
and strategies of the College. 

Table 1: 2024-2025 Frederick Community College Diversity, Equity, Inclusion, and Belonging Plan

Goals* Actions Desired Outcome
GOAL 1: Increase 
access and success 
for traditionally 
underrepresented 
students.

A. Share, discuss, and analyze
disaggregated student outcome
data with campus teams to identify
equity gaps, explore root causes,
and inform student success work.

A. Identify student populations with
greatest opportunity for advancing
access and success and create an
equity dashboard to monitor
outcomes of these population .

B. Create an inventory of all student
access and success initiatives,
align them with student populations
and evaluate each for consistency
with student success priorities.

B. Identify student success initiatives
with the most and least impact
and/or that are duplicative and
develop a plan to scale, continue, or
stop initiatives based on impact and
efficient use of resources.

GOAL 2: Increase 
recruitment and 
retention of a diverse 
workforce.

A. Launch a DEIB professional
development series for mid-level
leaders.

A. Enhance awareness of and provide
tools and skills to mid-level
managers to create more equitable
and inclusive work environments.

B. Launch a search advocacy program
to ensure inclusive and equitable
recruitment processes.

B. Train 30 employees as search
advocates for service on search
committees.

GOAL 3: Prepare 
students for an 
increasingly diverse 
community, 
workforce, and world.

A. Review courses with “Cultural
Competency” designation against
newly revised General Education
criteria.

A. All courses with “Cultural
Competency” designation will align
with newly revised General
Education criteria.

GOAL 4: Ensure a 
more welcoming and 
inclusive learning and 
workplace 
environment for 
students, faculty, 
staff, and visitors.

A. Evaluate College communications
for compliance with federal
accessibility standards.

A. All College communications
(including FCC website and via
email) will meet federal
accessibility standards.

B. Provide training to all faculty on
creating and maintaining
accessible instructional materials.

B. All course materials in learning
management system will meet
accessibility standards.

*All goals align with the 2019-2024 FCC DEIB Strategic Plan
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Note: While not part of the 2024-2025 Diversity, Equity, Inclusion, and Belonging Plan 
described above, MHEC requires inclusion of the following information per these 
instructions: 

Identify process for reporting campus–based hate crimes, as defined under Title 10,  
Subtitle 3 of the Criminal Law Article and consistent with federal requirements under 20 
U.S.C. 1092(f), known as the Jeanne Clery Disclosure of Campus Security Policy and
Campus Crime Statistics Act.

The process for reporting campus-based hate crimes is outlined in the College’s Hate-
Bias Incident Response Protocol. 
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Annual Progress Report on the 2024-2025 Cultural Diversity Plan
As required by §11-406 of the Education Article, this document is Frederick Community College 
(FCC) annual progress report on the goals in the FCC’s 2024-2025 Equity, Inclusion, and Belonging
(DEIB) Plan. Following Maryland Higher Education Commission (MHEC) guidance, the FCC’s annual 
progress report responds to the following question.

A progress report regarding the institution’s implementation of its plan to improve as 
required by Education Article §11-406 (page limit 2 pages). 

Introduction 
Frederick Community College (FCC), located in Frederick, Maryland, is dedicated to preparing an 
increasingly diverse student body for workforce preparation, transfer education, career 
development, and personal enrichment. FCC prides itself on its core values of learning, innovation, 
diversity, excellence, community, and integrity. The College’s vision statement encapsulates its 
mission: “Focused on teaching and learning, Frederick Community College provides affordable, 
flexible access to lifelong education that responds to the needs of diverse learners and the 
community.”

Progress on Implementation of Goals
Progress on the four strategic institutional goals in FCC’s 2024-2025 Diversity, Equity, Inclusion, and 
Belonging Plan represent a comprehensive approach to creating an inclusive and supportive 
environment for students, faculty, and staff. 

GOAL 1: Increase access and success for traditionally underrepresented 
students.  

To implement Goal 1A, which centers on analyzing disaggregated student outcome data to identify 
equity gaps and inform student success efforts, the College established two dedicated workgroups: 
the RISE Core Team and the RISE Data Team (RISE is a college-wide acronym for Rethinking and 
Redesigning Institutional Systems and Structures to Enhance the Employee and student 
Experience). These groups led efforts throughout 2024-2025 academic year to determine which 
student populations were not meeting established performance benchmarks. Through a 
comprehensive analysis, the teams identified new-to-college, non-dual enrolled, degree-seeking 
students as a population with significant potential for improved support, thus driving the 
development of institutional goals to improve retention. 

To support Goal 1B, which focuses on evaluating previously or recently implemented student 
success initiatives for their impact and potential sustainability, the College established an internal 
project team and partnered with Social Justice Works, an external consultancy. The project team
completed an in-depth evaluation of the student success initiatives, categorized each initiative 
based on impact and sustainability, and provided recommendations regarding whether each should 
be scaled, maintained, or concluded. Initiatives with the most impact on student success included 
embedded tutoring and project-based learning in math courses and culturally responsive practices 
in English and Humanities courses. Other areas where an impact on sense of belonging resulted 
were MOSAIC programs and the Health Science Orientation. 
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GOAL 2: Increase recruitment and retention of a diverse workforce. 

To advance this goal, the Office of Diversity, Equity, Inclusion, and Belonging launched a targeted 
professional development initiative designed for mid-level leaders. This initiative took form through 
the Empathy Allies pilot program, structured around a four-module series. The program was 
designed to provide foundational knowledge and practical skills for navigating and leading within 
diverse institutional contexts. The learning objectives emphasized critical reflection and 
interpersonal communication as core elements of inclusive leadership development. The College 
opted to delay implementation of Goal 2B, the development of a search advocate program, given 
various legislative changes that occurred during the reporting year. 

GOAL 3: Prepare students for an increasingly diverse community, workforce, 
and world. 
To support Goal 3A, the College conducted a comprehensive review of all courses with the “Cultural 
Competency” designation. Throughout the 2024–2025 academic year, the General Education 
Committee evaluated nearly 50 submitted courses using five revised criteria to ensure alignment 
with institutional learning outcomes. This process reinforced the relevance and integrity of the 
“Cultural Competency” designation. Most courses met the updated standards, while a few were 
returned for revision and resubmission—reflecting a thoughtful and intentional approach to course 
design. 

GOAL 4: Ensure a more welcoming and inclusive learning and workplace 
environment for students, faculty, staff, and visitors. 
To implement Goal 4A and B, and to respond to the 2024 ruling from the United States Department 
of Justice requiring compliance with federal digital accessibility standards, the College launched a 
campus-wide training initiative for all faculty in January 2025 and for all administrators and staff in 
April 2025. Faculty progress completing the Digital Accessibility for Teaching and Learning course 
and administrator and staff completion of training is being monitored to ensure compliance prior to 
the April 2026 federal deadline.  

Focus on the Future 
In July 2025, FCC’s Board of Trustees approved a new annual DEIB plan for 2025-2026 that provides 
for a continuation of goals from the 2024-2025 plan still in progress and additional ones that 
leverage learning from the completion of this plan.  

Looking ahead, the College is well positioned to deepen and expand its work across all four 
strategic goals, building on the strong foundation established through recent planning and 
collaborative engagement. The ongoing efforts of the RISE Team and the strategic planning process 
will continue to inform a thoughtful and integrated approach to advancing equity and student 
success.  

By fostering a shared commitment to inquiry, transparency, and thoughtful innovation, the College 
reaffirms its identity as a student-centered, equity-minded institution. Through strategic alignment, 
evidence-informed decision-making, and sustained investment in people and programs, the College 
will continue to support all members of its community in learning, teaching, and leading with 
purpose. 
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I.   INTRODUCTION: The role and importance of diversity in higher education has been widely recognized.  
In 2008, the Maryland General Assembly affirmed the importance of diversity as an educational goal by 
enacting legislation requiring that every public college and university develop and implement a cultural 
diversity plan.  The 2008 legislation defines “cultural diversity” to mean “the inclusion of those racial and 
ethnic groups and individuals that are or have been under-represented in higher education.”  The 2013-
2017 Maryland State Plan for Postsecondary Education subsequently broadened the definition of diversity 
to also include age, cultural identity, disability, family educational history, gender identity and expression, 
nationality, sexual orientation, religious affiliation, sex, and socio-economic status.  The 2017-2021 
Maryland State Plan for Postsecondary Education:  Student Success with Less Debt focused on three primary 
goals: “access, success, and innovation”, while the 2022 Plan update highlights those goals with a focus on 
the importance of equity.  Garrett College is committed to achieving a culturally diverse student body, 
faculty, and staff, and a campus environment that values and actively supports equity, diversity, and 
inclusion.  The College also strives to ensure that its graduating students are adequately prepared to live and 
work in a global society comprised of diverse cultures and beliefs.  This commitment to equity, diversity, and 
inclusion is evidenced in a variety of ways, including the College’s Mission Statement and Institutional Goals, 
its Strategic Plan, its recruitment practices, and its goals for general education, student development, and 
the campus environment.   

   
II. CULTURAL DIVERSITY IMPROVEMENT PLAN:  As this report will show, Garrett College continues to 

make progress toward achieving equity, diversity, and inclusion among its student body, infusing diversity 
into the curriculum, and creating a campus climate that respects differences and values diversity. The 
College values its role in the community and beyond, and serves as an environment where individuals can 
feel valued and safe, whether its in achieving a higher education, obtaining workforce skills, or as resident 
in the county. 
 
Key personnel developed a consensus regarding priorities, as well as suggested strategies to implement 
priorities identified through on-site assessments. Most recently it has been decided to shift from “diversity, 
equity, and inclusion” to “equity, diversity, and inclusion”. The reasoning behind this is that an emphasis on 
equity illustrates the importance of prioritizing and providing just and fair access to opportunities and 
resources, and take meaningful actions for sustainable change, and aligns the College with the State’s 2022 
Plan for Higher Education. Addressing the needs and experiences of a diverse student population remains a 
driving force behind the Strategic Plan, and the College’s Diversity plan will continue to support more 
efficient and effective practices toward equity, diversity, and inclusion at Garrett College. The College’s 
Equity, Diversity, and Inclusion Committee, comprised of key stakeholders within the College, and 
responsible for the identified EDI goals and strategies, continues to meet on a regular basis and regularly 
tracks steps that have been taken. Most recently, the Committee has decided to update its goals and 
strategies for the 2024-2025 school year to eliminate any redundancies, and better serve our students. 
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Goals and Strategies for Improving Cultural Diversity: 

Goal 1:  To coordinate initiatives for equity, diversity, and inclusion.   
Strategy 1: Create a Council for Equity, Diversity, and Inclusion (EDI) to ensure active engagement.  

1. Responsibility: President; Dean of Academic Affairs; Director of Institutional Compliance 
2. Timeline: Summer 2019- Research best practices for recruiting student participants and council 

guidance; Fall 2019- Advertise and recruit; Fall 2019-ongoing- Develop council goals, plan 
activities/events, assess plan outcomes. Closed out; strategy revised for 2024-2025. 

3. Desired Outcome: Create a Council for Equity, Diversity, and Inclusion (EDI) that includes students, 
along with faculty and staff, to help guide efforts for active student engagement around the 
initiatives developed from the College’s EDI plan. 

4. Measures: Student surveys; post-activity/event feedback; membership numbers 
5. FY24 Objective: Utilize a representative from each student club, including athletics and residence 

halls, to form the council. 
6. Status Update: 2023-2024: Efficacy of this strategy was assessed and it was determined that the 

College would ask for representatives from a variety of existing student groups such as Athletics, Res 
Hall, AAUW, GSA, and Dungeons & Dragons; however, there weren’t as many student clubs active 
this school year and for those students who were active in clubs, their time was limited. The 
Committee has decided to close out this proposed strategy and revise it for 2024-2025. 

 
Strategy 2:  Collaborate with community partners to assess community issues and concerns related to 
equity, diversity, and inclusion. 

1. Responsibility: Senior Leadership; Director of Institutional Compliance 
2. Timeline: Fall 2021-ongoing 
3. Desired Outcome: Create partnerships with government and non-profit organizations that expand 

equity, diversity, and inclusion efforts beyond the college and connect the students and communities 
in Garrett County. 

4. Measures: Student surveys; post-activity/event feedback  
5. FY24 Objective: Hold 1-2 additional listening sessions in partnership with the County’s Diversity & 

Inclusion Advisory Committee. 
6. Status: 2023-2024: The College served as the meeting place for the County’s Diversity & Inclusion 

Advisory Committee. In April, the College hosted the Maryland Commission on Civil Rights (MCCR) to 
hold a training on the “Dimensions of Diversity”. The College, MCCR, and the GCNAACP also held a 
public listening session for the county. 2024-2025:  FY25 Objective is that the College will continue its 
collaboration with county partners and organizations to host and/or participate in EDI activities, 
including participation in the county’s first PRIDE festival in June. 
 

Goal 2:  To increase opportunities for campus engagement around the topics of equity, diversity, 
and inclusion.    
Strategy 1: Develop/acquire/deliver continued workplace cultural competency and humility education. 

1. Responsibility: Director of Institutional Compliance 
2. Timeline: July 2020-ongoing 
3. Desired Outcome: Faculty and staff will be able to demonstrate intercultural communication skills by 

articulating a respect for cultural differences and similarities and demonstrate the ability to respond 
appropriately in dealing with problem situations. 

4. Measures: Employee completion numbers, quiz statistics 
5. FY24 Objectives: Implement a training for all employees on microaggressions (NCBI training) with all 

full-time employees trained by June 30, 2024. 
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6. Status: 2023-2024: The Director of Institutional Compliance worked with the Director of Human 
Resources to explore training modules that exist. A few options are available; however, the budget 
implications have not been determined.  The College’s discussions with Frostburg State University to 
see if Garrett can be part of their National Coalition Building Institute (NCBI) activities did not occur 
with the resignation of former Dean of Academic Affairs, Ryan Harrod. 2024-2025: The Committee 
will continue to explore training module options and potentially implement the training for all full-
time employees to complete by June 30, 2025. 

 
Strategy 2: Bring faculty, staff, students, and guest lecturers together for cultural diversity discussions, 
employing local and regional resources. 

1. Responsibility: Dean of Academic Affairs, Dean of Student Affairs, Library/Learning Commons, 
Student Activities 

2. Timeline: Develop as part of the activities calendar; will be ongoing as these types of events should be 
held (or attended if held at another institution) on a regular basis. 

3. Desired Outcome: Two events and/or discussions held on an annual basis. 
4. Measures: Number of events and/ or discussions held; attendance numbers and feedback. 
5. FY24 Objective: Utilize the Joan Crawford Lecture Series (JCLS) to host a minimum of two (2) events 

that have an EDI component/focus. 
6. Status:  2023-2024:  The JCLS schedule consisted of diverse speakers and subject matter, including 

topics such as “3 Seconds that Changed History”, presented by College President, Dr. Midcap, “NASA 
Earth-Observing Missions”, “Bioarcheology in Alaska”, and “A Collaborative Approach to Building Our 
Region’s Outdoor Recreation Economy”. 2024-2025: FY25 Objective is to continue to utilize the Joan 
Crawford Lecture Series to host a minimum of two (2) events that have an EDI component or focus. 
The fall 2024 series will be finalized and publicized soon. The staff that oversees the JCLS is working 
to collaborate a JCLS event with a fall International Student event. 

 
Goal 3: To identify obstacles to student success and establish a network of support services that 
will help students to overcome them.  
Strategy 1: Create and sustain a “safe space” program to create places for individuals who feel 
marginalized to come together. 

1. Responsibility: Dean of Academic Affairs; Director of Institutional Compliance; certified employee 
trainers 

2. Timeline:  Summer 2019- Plan development. Spring 2020-ongoing- hold at least one training, if 
possible, annually. 

3. Desired Outcome: Identify and train five to ten college employees and advertise the “safe spaces” 
across campus.  

4. Measures: Biannual Student Opinion Survey; collect statistics on designated "safe spaces" and if they 
are utilized. 

5. FY24 Objective: Utilize identified free, open source training to host at least one college-wide training 
per semester. 

6. Status:  2023-2024: The certified employee trainer’s previous certification has expired; however, they 
have identified a free, open-source training to help assist in establishing a base of “trained” 
employees. The Learning Commons secured Foundation funding to establish an “Embracing 
Diversity” special collection room, which has been populated with relevant materials, and the 
procurement of additional books and materials is planned. An application for a Gamma Mu 
Foundation grant has been submitted to help procure those additional items, as well as support Safe 
Zone training for campus employees. Grant decisions are made mid-August. 2024-2025: FY25 
Objective is to utilize identified, free open source training to host at least one college-wide training 
per semester. 
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Strategy 2: Clearly articulated processes and procedures with respect to mental health support. 

1. Responsibility: Dean of Student Affairs, Director of Student Development 
2. Timeline: 2018-2019 school year and ongoing 
3. Desired Outcome: Employ a mental health counselor to provide support to students in need. 
4. Measures: Student survey, demographics/statistics provided by counselor (meeting hours, students 

served, etc.) 
5. FY24 Objective: Hire a part-time mental health counselor starting Fall 2023, to maintain a consistent 

service available to students. 
6. Status:  2023-2024: A Special Budget Request was submitted and approved for FY24 to hire a part-

time counselor to have regular support for students available. Temporary coverage was secured for 
the Fall 2023 semester; however, the part-time position was not filled. The College has had 
conversations with individuals who have expressed interest and will be posting an advertisement if 
those conversations don’t pan out. A representative from Maryland Wellness, which provides 
outpatient mental health services and referrals, now holds office hours once a week on campus to 
help fill in any gaps. 2024-2025: FY25 Objective is to fill the part-time counselor position by August.  

 
Strategy 3: Explore additional opportunities to increase physical and mental health services on campus. 

1. Responsibility: Dean of Student Affairs; Director of Institutional Compliance; Director of Student 
Development 

2. Timeline: Long-term; continuous 
3. Desired Outcome: One-to-two new physical/mental health service partnerships formed or 1-2 existing 

partnerships expanded for the Spring 2020 semester or later. 
4. Measures: Student surveys, medical transport data, statistics from the Health Department and 

Mountain Laurel 
5. FY24 Objective: In collaboration with the Health Department, investigate opportunities to resume 

reproductive health/family planning services. 
6. Status:  2023-2024: The College conducted a Student Health Needs survey in the fall to determine 

what services/needs students are seeking. One of those identified services was reproductive 
health/family planning services, which was offered by the Health Department in years past. A 
Foundation Board member is very interested in this support service and is working with the Director 
of Institutional Compliance and Health Department to investigate options to resume those services. 
Additionally, with SB527, regarding access to emergency contraception, the College must look for 
options to meet compliance. A meeting was held with Health Department representatives in January 
to develop a plan to resume services in Fall 2024. The College was awarded a COVID Health Disparity 
grant to purchase a vending machine to place on campus. The machine will be stocked with a variety 
of health-related items at affordable rates for our students to access. 2024-2025: The FY25 Objective 
is to resume offering reproductive health/family planning services at some level for our students. 

 
Strategy 4: Identify general ways to reduce costs and increase services to meet the needs of students in 
poverty. 

1. Responsibility: Dean of Academic Affairs; Dean of Student Affairs; Coordinator of Distance Learning; 
Director of Institutional Compliance 

2. Timeline: Long-term; continuous 
3. Desired Outcome: This particular strategy incorporates several actions in an effort to reduce barriers 

to success and address financial concerns of students in poverty. These actions include reduced 
textbook costs or increased OER use, establishing a “one stop shop” on campus, and food insecurity.  

4. Measures:  Reduction in course material costs, increased access to offices, SING Food Pantry use, 
Student Opinion survey 

149



5  

  

5. FY24 Objective: Continue to increase Open Educational Resources (OER) opportunities with a focus 
on dual enrollment.  

6. Status: 2023-2024: Faculty continues to convert more courses to OER, including a focus on the highly 
enrolled high school dual enrolled courses.  The College is working on expanding its dual enrollment 
program, working with two new schools who have expressed interest. Turning Point Energy has 
provided an additional $7,000 in funding for the SING Food Pantry. 2024-2025: The FY25 Objective is 
to explore opportunities to increase funding for the variety of services that SING makes available to 
our students. 

 
Strategy 5: Identify ways to support non-traditional students. 

1. Responsibility: Dean of Academic Affairs; Dean of Student Affairs; Dean of Continuing Education and 
Workforce Development 

2. Timeline: Start the 2021-2022 school year; long-term 
3. Desired Outcome: Increased partnerships with local resources, such as Community Action and Social 

Services, to better serve our non-traditional student population. 
4. Measures: Increased access to offices/services; Student Opinion Survey 
5. FY24 Objective: Increase access and education regarding Disability Support Services for workforce 

students. 
6. Status: 2023-2024: Karen Linton took on additional responsibilities to support DSS students, focusing 

exclusively on the workforce development population. Linton received Postsecondary Disability 
Institute training in addition to in-house training from existing DSS members. In the 2023-2024 school 
year, services have been provided to three Veterinary Assistant program students and one Diesel 
Mechanic program student. 2024-2025: FY25 Objective is to continue to improve our access and 
education regarding DSS for workforce students. 
 

Strategy 6: Improve access and accommodations for students with disabilities. 
1. Responsibility: Dean of Academic Affairs; Dean of Student Affairs; Director of Institutional Compliance; 

Disability Support Services (DSS) 
2. Timeline:  Starting 2018; continuous 
3. Desired Outcome: Reduce barriers to success and increase access to education of students with 

disabilities. 
4. Measures:  Student surveys, reported grievances, listening session feedback, Disability Support 

Service contacts 
5. FY24 Objective: Assess digital accessibility and establish plan to address areas of improvement.  
6. Status:  2023-2024: Much of this school year was spent educating CEWD staff and students on 

available Disability Support Services. As a result of this outreach, DSS staff helped instructors with 
lesson planning and preparations, assisted with certification testing, and helped facilitate 
accommodations for those students who qualified. 2024-2025: FY25 Objective is to assess digital 
accessibility and establish a plan to address areas of improvement. The Department of Education 
Office for Civil Rights released a “Dear Colleague” Letter in May 2023 highlighting the importance of 
digital access and compliance. 
 

Strategy 7: Implement a “Campus Name” (not legal name) Policy to support the LGBTQ+ community. 
1. Responsibility: Records & Registration; Director of Institutional Compliance; Academics; IT 
2. Timeline: Draft and approve a policy by June 2024 
3. Desired Outcome: Establish the ability for a person to identify in non-legal settings using their 

“preferred” name. 
4. Measures:  Number of requests; Student Satisfaction Survey responses 
5. FY24 Objective: Draft policy through governance and approved by June 2024. 

150



6  

  

6. Status:  2023-2024: We have encountered several roadblocks in effectively implementing the 
practice. We continue to utilize and improve upon temporary resolutions until a permanent solution 
is found. 2024-2025: FY25 Objective is to have an approved policy in place by June 2025. 

 
Goal 4: To provide an actively engaged and relevant college experience for our diverse student 
population to include credit and non-credit students.  
Strategy 1: Development of a broader range of coursework, as needed.  

1. Responsibility: Dean of Academic Affairs 
2. Timeline: Fall 2019 and ongoing 
3. Desired Outcome: 70% of students meet objectives of the Global and Cultural Competency 

Assessment 
4. Measures: Student course assessments 
5. FY24 Objective: Implement plan developed regarding Competency VI; expand the Study Abroad 

program. 
6. Status:  2023-2024:  Review of the Global and Cultural Competency was completed and it still has not 

been determined if it was the most effective way to assess student outcomes in this regard. The 
College has expanded program offerings to provide a Health Science Certificate, with the first 
graduates in December. Additionally, a Health and Exercise Science AS Degree has been approved and 
will accept its first students in fall 2024. The NRWT program completed another trip to Costa Rica in 
January, and the Study Abroad program has a scheduled trip to Scotland, London, and Paris in May 
2024. 2024-2025: FY25 Objective is to continue to expand the Study Abroad program. 

 
Strategy 2: Build relationships between commuter and residential students. 

1. Responsibility: Dean of Student Affairs; Student Activities Manager 
2. Timeline: Ongoing 
3. Desired Outcome: Increase the sense of community and understanding between the commuter and 

residential student populations. 
4. Measures: Attendance data, student surveys 
5. FY24 Objective: Continued activities involving all students with a potential event held to highlight the 

new Turf Field when it comes online. 
6. Status: 2023-2024: The Fall New Student Orientation returned to all in-person, which served as the 

initial opportunity to start the relationship building. Events organized by many departments across 
campus, such as the Welcome Fair, Exam Jam, Souper Bowl, Consent Revolution, An Evening Abroad, 
and others, provided the opportunity for all students to interact with each other, as well as 
employees and community members. Student Affairs activities such as tubing at the Wisp and t-shirt 
tie-dyeing activity attracted significant student participation (23 and 50 students, respectively). The 
College is exploring opening visitation in the residence halls during week days without registration 
due to the increase in commuter student visitation. 2024-2025: FY25 Objective is to hold three events 
per semester specifically designed and aimed to increased engagement between both populations of 
students.    
 

Strategy 3: Increase student engagement activities with regard to equity, diversity, and inclusion that 
would involve engagement with employees and the external community. 

1. Responsibility: Student Affairs; Academic Affairs; Institutional Compliance, & Safety 
2. Timeline: Ongoing, long-term 
3. Desired Outcome: Two events/activities per school year 
4. Measures: Number of events held; post-event feedback 
5. FY24 Objective: Plan a heritage festival and/or event for the campus and local community. 
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6. Status:  2023-2024: Several internal offices worked together with the international students to hold 
“An Evening Abroad”, to showcase students from five countries. The event was held March 28 and 75 
were in attendance, made up of students, employees, community members and public-school 
students and their families. The GCNAACP partnered with Student Activities to hold a pizza and trivia 
event in recognition of Black History month, with 20-25 participants. A Black History month dinner 
was also held and attended by 20 participants. 2024-2025: FY25 Objectives include an expanded 
event around the international students, and expansion of the Learning Commons Book Club to 
include a common campus book around EDI. 

 
Strategy 4: Improve the residential student experience. 

1. Responsibility: Dean of Student Affairs; Director of Student Development; Residence Life Staff 
2. Timeline:  Closed Out 
3. Desired Outcome: Increased residential student retention and success 
4. Measures: Student retention rates, student opinion surveys 
5. FY24 Objective: Increase activities in the halls; residential student supports. 
6. Status: 2023-2024: Residential programming has continued with varying degrees of participation. 

While there has been an increase in office hours and mail room hours, the “Tutor in Residence” left, 
so there has been a gap in those services. Overall grades in the halls are up. Because of the cross 
collaboration and increased staffing in the halls, as well as the aim to provide equitable services 
across campus, this strategy is being closed out, and will be part of the focus in other strategies and 
objectives. 
 

Strategy 5: Connect out-of-town students with the Garrett County community. 
1. Responsibility: Student Affairs; Academic Affairs 
2. Timeline: Ongoing, long-term 
3. Desired Outcome: Provide students with the opportunity to connect with resources in the county to 

gain experience and expose the Garrett County community to diverse populations and provide 
learning opportunities for all involved. 

4. Measures: Attendance numbers; student surveys 
5. FY24 Objective: Build upon the welcome Chamber event, looking at local business to sponsor 

activities.  
6. Status:  2023-2024: The Chamber of Commerce Welcome Lunch was a success again this year, we 

need to continue to look for ways to build it out to other community-sponsored activities. The Laker 
Launch Party was introduced at the beginning of the semester. Similar to Exam Jam, the Laker Launch 
Party invites all students to make broad campus and community connections. Student Development 
has been assisting students in gaining employment relevant to their educational program within the 
community to businesses such as the Wisp, ASCI, and the State Parks. Housing in the residence halls 
has been made available to these students during semester breaks to accommodate their housing 
needs while working. 2024-2025: For FY25, this strategy will be amended slightly to focus on building 
community partnerships with the hope of connecting the College and students with one to two new 
county businesses or organizations. 

 
Strategy 6: Create formal relationship with international student organizations to expand international 
student population. 

1. Responsibility: Dean of Student Affairs; Director of Admissions 
2. Timeline: Recruitment is currently taking place for a small cohort to begin the start of the fall 2019 

semester. 
3. Desired Outcome: Target of 1-3 additional international students in Fall 2019. Work toward a plan to 

double international students successfully recruited for Fall 2020. 
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4. Measures: Track cohort success; focus groups with the student cohort 
5. FY24 Objective: Continue to rebuild the international student population to pre-COVID numbers 

recruiting 2-5 new international students. 
6. Status:  2023-2024: For the school year, the College had 10 students from five different countries 

enrolled, with a majority of the students being athletes. 2024-2025: FY25 Objective is to continue to 
grow the international student program by recruiting 2-5 new students. As of April 2024, we have 
approximately 3-5 international students committed to attend starting fall 2024. 

 
Goal 5:  To ensure the College is able to attract and retain a diverse, well-qualified, and 
competent workforce.  
Strategy 1: Develop training for hiring committees. 

1. Responsibility: Director of Human Resources; Director of Institutional Compliance 
2. Timeline: Training development begins fall 2021 with implementation no later than summer of 2022. 
3. Desired Outcome: Individuals who participate on hiring committees and in the interview process gain 

a better understanding of the barriers for diverse job seekers and diversity hiring nuances to make 
the hiring process inclusive and welcoming. 

4. Measures: Training assessment and feedback; job applicant feedback 
5. FY24 Objective: Implement hiring committee packet and determine ways to assess its effectiveness. 
6. Status:  2023-2024: The Hiring Committee Packet was finalized and implemented for use by hiring 

committees by November 2023. 2024-2025: FY25 Objective is to assess the effectiveness of the 
packet and update as appropriate. 
 

Strategy 2: Develop Emotional Intelligence training for employees. 
1. Responsibility: Director of Human Resources; Director of Institutional Compliance 
2. Timeline: Research and gather information to develop employee training that will be implemented in 

the 2022-2023 school year. Closed Out 
3. Desired Outcome: Improved customer service and experience. 
4. Measures: Student feedback, employee satisfaction, job applicant feedback 
5. FY24 Objective: Implement a training program and have all full-time employees complete by June 30, 

2024.  
6. Status:  2023-2024: The Committee determined that one required employee training per year was a 

more feasible option, so this strategy was placed on hold. After review, this strategy is being closed 
out but the training topic will be considered as part of another goal/strategy. 

 
 
III. RECRUITMENT OF NUMERICALLY UNDERREPRESENTED STUDENTS, FACULTY, AND STAFF:  

Garrett College believes in the importance of making its educational and employment opportunities 
accessible to underrepresented and underserved populations.  One area of focus has been on individuals 
from cultures and/or races outside of the demographics of the area. Since Garrett County’s population is 
about 96% white, the College has had to look to other geographic areas in order to recruit culturally and/or 
racially underrepresented students, faculty, and staff, and it has been very successful with respect to 
attracting and enrolling students.  In fall 2023, non-white, full-time student enrollment was 24% (total non-
white enrollment was 14.0%), which far exceeds the minority representation of Garrett County, which is 
less than 4%.  The College will seek to maintain a culturally/racially underrepresented population of at least 
20% of its total student body.   
 
The College continues to focus its efforts on improving underrepresented students’ retention and 
completion rates, which tend to lag behind those of the College’s overall student population, especially for 
Black/African American students. As indicated in the table below, the average number of African American 
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completers remains consistent with the average number of minority completers throughout the year. 
Many of the goals and strategies indicated in the sections above will help address underrepresented 
student enrollment, while the other goals and strategies will aid in retention and completion rates. 
 

Minority Student Retention Rates and Number of Completers (IPEDS Data) * 

Fall to Fall 
Fall-Fall Retention 

Rate 
1st time cohort** 

% increase 
over FY 13 

Fiscal Year Minority 
Completers 

Fiscal Year African 
American 

Completers 
2012-13 31.2% Baseline 10 7 
2013-14 39.8% 8.6% 13 9 
2014-15 50% 18.8% 10 8 
2015-16 48.4% 17.2% 28 18 
2016-17 34.6% 3.4% 23 18 

2017-2018 26.5% -4.7% 9 5 
2018-2019 44.3% 13.1% 18 15 
2019-2020 43.3% 12.1% 8 6 
2020-2021 32.65% 1.4% 9 3 
2021-2022 41.5% 10.3% 14 8 
2022-2023 28.6% -2.6% 20 10 
2023-2024 27.5*** -3.7 14 6 
*Retention will not capture Allied Health ACM transfer students, so this does not necessarily mean the 
students are not retained or successful.  It just means it is hard to track those students as retained at GC 
because that is not the purpose of the Allied Health Transfer program. 
**Minority does not include white or non-resident alien 
***Fall 2024 students are still registering- number likely to increase. 

 
Garrett College has been much less successful with respect to attracting and hiring underrepresented 
faculty and professional staff.  While the percentages of culturally/racially underrepresented among 
Garrett College’s full-time faculty and professional staff exceed the representation within its service area, 
the actual number of individuals represented by those percentages is very small, due to the College’s small 
size.  For this reason, a personnel change involving a single individual can significantly alter the College’s 
composition. Of additional concern is the fact that while 14.0% of the total student population identify as 
non-white, only 1.0% of employees self-identified as non-white (fall 2023 data). This presents concerns 
with having representation among employees that our diverse student population can relate to.  
 
Moreover, due to its location and the demographics of its service area, Garrett College faces some 
significant challenges in trying to recruit and retain minority faculty and staff. Nevertheless, by using 
targeted recruitment strategies, the College hopes to be more successful in attracting minority faculty and 
professional staff. The Director of Human Resources posts job openings on Diversity.com and, Higher Ed 
Jobs with the diversity and inclusion boost, as one strategy to address this concern. Some of the 
impediments to minority recruitment and retention are: (Please note that these are not limited to the 
minority experience.) 
•Financial – limited recruitment budget, inability to offer nationally competitive faculty and professional 
staff salaries, lack of monies ear-marked for diversity initiatives.  
• Typically small applicant pool of qualified minority candidates combined with intense competition for 
those candidates.  
• Location – relatively isolated, small, rural college town.  
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• Demographics – small, rural minority population.  Surrounding area is predominately white.  
• Lack of employment opportunities for spouse or partner.  
• Lack of formal mentoring and retention efforts. 
• Lack of affordable and/or available housing. 

 
Despite these challenges, Garrett College remains committed to increasing representation among its full-
time faculty and professional staff and continues to have this as a priority goal. 
 

IV. INITIATIVES TO INCREASE CULTURAL AWARENESS AMONG STUDENTS, FACULTY, STAFF, 
and COMMUNITY:  Garrett College is fully committed to fostering an environment that not only 
embraces and celebrates cultural diversity, but also one that ensures that all students are made to feel 
welcome and supported in their journey towards academic success.  However, certain cultural and ethnic 
differences may not always be recognized or fully understood, nor do faculty and staff always know how to 
respond appropriately to such differences.  In addition, the College recognizes that it must provide faculty 
and staff with the information and ongoing training, as well as other learning opportunities such as open 
forums with diverse student populations, necessary to ensure they are adequately equipped to assist all 
students in achieving success. As evidenced in the section above, increasing cultural awareness with the 
campus community and beyond has become a primary initiative in the College’s efforts. 
 
College leadership continues to build upon established community partnerships. The College continues 
discussions and relationship-building with the Garrett County chapter of the NAACP, as well as the Allegany 
County chapter representatives. Additionally, the College has served as the host for the County’s Diversity 
and Inclusion Advisory Committee, of which the Director of Institutional Compliance is a member, and 
hopes to continue that partnership if the Advisory Committee is renewed. The 2023-2024 school year had a 
continued focus on student engagement in EDI-related activities.  The Joan Crawford Lecture Series, 
Maryland Commission on Civil Rights, and International Student activity, provided several of those 
opportunities. Additionally, listening sessions and surveys were held where college students participated 
and provided valuable feedback on actionable items around LGBTQ+, disability, and students of color 
supports and services. 
 

V. PROCCESS FOR REPORTING CAMPUS-BASED HATE CRIMES:  Garrett College values its 
sense of community and expects students and employees to abide by specific regulations that dictate 
appropriate behavior.  Any evidence of prejudice based on religion, sexual orientation, gender, disability, or 
ethnicity/national origin can be viewed as a hate crime. The process for reporting crime statistics on a 
college campus is defined under Title 10, Subtitle 3 of the Criminal Law Article and is consistent with federal 
requirements under 20 U.S.C. 1092(f), known as the Jeanne Clery Disclosure of Campus Security Policy and 
Campus Crime Statistics.  The Campus Crime Statistics Act mandates the manner in which statistics are to be 
collected and the format in which they are to be published.  

    
In September of 2018, Garrett College created the Office of Equity and Compliance (changed to Office of 
Equity, Compliance, and Risk Management in April 2022, and the Office of Institutional Compliance in 
December 2022) and adopted an Equity Grievance Policy (updated in July 2020 and now titled Policy on Equal 
Opportunity, Harassment, Nondiscrimination for all Faculty, Students, Employees, and Third-Parties). The 
Office of Equity and Compliance oversees the College's compliance with Title IX, Title VI, Title VII, Clery Act, 
and other federal and state laws, regulations and requirements. The Office of Equity and Compliance serves 
as a method of recourse to those, be they student, faculty, or staff, who believe that a particular action on 
the part of a College member has violated accepted or stated institutional practices and standards. Garrett 
College affirms its commitment to promote the goals of fairness and equity in all aspects of the educational 
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enterprise. All policies regarding Equal Opportunity, Harassment and Nondiscrimination are subject to 
resolution using the applicable processes outlined in the College’s policy. When the responding party is a 
member of the College community, the grievance process is applicable regardless of the status of the 
reporting party who may be a member or non-member of the campus community, including students, student 
organizations, faculty, administrators, staff, guests, visitors, campers, etc. 
 
Any individual who feels they have been a victim of a hate crime or violation of the College’s Equal 
Opportunity, Harassment, and Nondiscrimination policy can file a report with the Office of Institutional 
Compliance or anonymously by using the Reasonable Concern reporting form online. 
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2025 Garrett College Cultural Diversity Plan Progress Report - Narrative 

Section 1: A summary of the institution’s plan to improve cultural diversity as required by Education 
Article §11-406. Include all major goals, areas of emphasis, strategy for implementation and progress 
on those goals. Also provide an explanation of how progress is being evaluated. Please indicate 
where progress has been achieved, and some best practices identified that aided the institution in 
making progress.  
 
For the 2024-2025 school year, identified three (3) goals that directly impact equity, diversity, and 
inclusion (EDI) on campus. The goals, are accompanied by strategies and objectives that have driven 
actions each year to make improvements for the campus community in relation to EDI. With the recent 
Federal Executive Orders, Garrett edited its goals with a focus on “campus climate and engagement” 
but the mission and purpose did not change. The three goals are as follows: 

1. Build infrastructure and develop capacity to enhance campus climate and student engagement. 
2. Identify obstacles to student success and establish a network of support services that will help 

students overcome them. 
3. Create a supportive learning and working environment for the campus community and beyond. 

To address efforts under Goal 1, the Director of Institutional Compliance leads the College’s efforts in 
cultivating a work and learning environment that encourages and supports a climate of student access, 
engagement, and success. The Director has oversight of the College’s Climate and Engagement 
Committee which is comprised of key campus stakeholders with responsibilities related to the 
identified goals, strategies, and objectives. The first strategy under this goal focuses on student 
input/feedback.  While no direct conversations were had with students, two surveys were administered 
during the school year, one which focused on Student-Athletes and the other was open to all students. 
Results from the Student Opinion Survey showed responding students ranking (strongly agree and 
agree) the College favorably in several relevant areas, including 74% stating the College supports 
freedom from gender, racial, and age bias, 75% stated the College demonstrates and encourages a 
climate of diversity, and 70% stating the College encourages students to develop a more global 
perspective. Results obtained from both surveys will be reviewed in more detail to help drive actions in 
the future. Strategy 2 focuses on collaboration within the local community to respond to or be involved 
in areas that support diversity. During 2024-2025, the College participated in the County’s first Pride 
Festival, and hosted a Women’s Equality Day celebration. Another strategy under this goal focuses on 
bringing the community together for meaningful conversations. The College’s Joan Crawford Lecture 
Series featured two related events, An Evening Abroad which spotlighted the College’s international 
students, their cultures, cuisines, and a discussion by Dr. Judy Stone, on the Holocaust, specifically the 
experiences of those in Hungary. The final strategy under this goal looks at identifying and expanding 
access to resources related to cultural diversity, history, and civil rights education. The College received 
a mini-grant to expand its four special collections: Coal Talk Oral History, Indigenous Peoples of Garrett 
County, Garrett County & Appalachia, and Embracing Diversity, which provide ongoing educational and 
cultural enrichment to Garrett College, the local community, and area tourists 
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Goal 2’s focus includes strategies to identify and address needs or provide supports for students. The 
College continues its Safe Space program and training on campus, and is also in the process of 
developing a “Campus Name” process. Access to physical and mental health services is regularly 
communicated by students as a critical need. The College continues to provide on-campus access to 
mental health counseling by employing a part-time mental health counselor. The College also continues 
its work with the local health department to restore family planning/reproductive health services, and 
is in the process of installing a “Health Resources” vending machine which will provide the campus 
community access to no-to-low-cost over-the-counter health needs, including emergency 
contraception. The Students in Need Group (SING) continues to grow its funding sources, which allows 
Garrett to address things such as food insecurity, and other student needs. In the 2024-2025 school 
year, the food pantry saw 504 total student visits (100 unduplicated students). The pantry was staffed 
and accessible to students for a total of 72 hours. Total cost of food to stock the pantry is estimated to 
be over $7000 (final spring 2025 costs pending). Under this goal, Garrett continues to improve access 
and accommodations for students with disabilities, with a specific focus this school year on improving 
its digital accessibility and compliance in response to the standard requirements under Title II of the 
Americans with Disabilities Act and Section 504 of the Rehabilitation Act.  

Goal 3 is focused on fostering an actively engaged and supportive environment for the campus 
community and beyond. One strategy focuses directly on expanding The Study Abroad program, which 
provides students with the opportunity to visit other countries and gain a global/cultural experience. 
This program continues to grow with a minimum of one trip per year and scholarships being made 
available. Under this goal, building community and providing connections, especially for our students, is 
a large focus. Programming has been the best action to address those strategies. Partnering with the 
Chamber of Commerce, the College has held a New Student Welcome Reception for the last six years, 
which has increased to over 100 students, both new and returning. Increasing international student 
recruitment and providing them with the opportunity to gain a different cultural experience continues 
to provide a great benefit to our campus community and beyond. Activities have been held on campus 
that highlight our international students and their personal experiences. Additionally, the College 
continues to grow its partnership with the local school system where international college students visit 
elementary school students, which provides the local community with a global/cultural experience that 
is very limited in this rural area. The Learning Commons hosts the “Laker Launch Party” at the beginning 
of each semester and the “Exam Jam” at the end of the semester. These events are attended by 
approximately 100 students and provide a variety of engaging activities with employees and external 
organizations.   

Garrett College is fully committed to fostering an environment that embraces and celebrates 
individuality while ensuring that all students feel welcome and supported in their journey towards 
academic success. According to the 2025 Student Opinion Survey, 85% of student respondents strongly 
agree or agree that Garrett promotes a friendly and caring atmosphere conducive to their studies. 
Garrett College will persist in its efforts to foster a supportive and respectful campus climate and offer 
opportunities for all to engage positively. 
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V2017 V2018 V2019  

 Population 
% of 
Total Population 

% of 
Total Population 

% of 
Total 

% Change  
V2017 to 

V2019 
Total Population (estimates) 150578 100% 150926 100% 151049 100% 0.3% 
Race          
American Indian/Alaskan Native 452 0.3% 453 0.3% 453 0.3% 0.3% 
Asian 2861 1.9% 2868 1.9% 2870 1.9% 0.3% 
Black or African American 17,166 11.4% 17,658 11.7% 18,277 12.1% 6.5% 
Native Hawaiian/Pacific Islander 151 0.1% 151 0.1% 151 0.1% 0.3% 
White 125,733 83.5% 125,269 83.0% 124,766 82.6% -0.8% 
Two or More Races 4216 2.8% 4377 2.9% 4531 3.0% 7.5% 
Ethnicity               
Hispanic/Latino 7077 4.7% 7546 5.0% 8157 5.4% 15.3% 
Minority Status               
White alone, not Hispanic or Latino 120,161 79.8% 119,232 79.0% 118,120 78.2% -1.7% 
Minority 30,417 20.2% 31,694 21.0% 32,929 21.8% 8.3% 

Source: https://www.census.gov/quickfacts/fact/table/washingtoncountymaryland/PST045218  
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Accomplishments in FY20 related to Cultural Diversity:   
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Accomplishments in FY20 related to Cultural Diversity

Accomplishments in FY20 related to Cultural Diversity:   
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% Change 
FY 16 to FY 20

# % # % # % # % # %
Total Unduplicated Head Count 6022 100% 5827 100% 5761 100% 5749 100% 5188 100% -13.8%
Race/Ethnicity
Hispanic/Latino 328 5.4% 350 6.0% 364 6.3% 371 6.5% 398 7.7% 21.3%
American Indian or Alaska Native 15 0.2% 14 0.2% 13 0.2% 15 0.3% 10 0.2% -33.3%
Asian 115 1.9% 119 2.0% 120 2.1% 122 2.1% 126 2.4% 9.6%
Black or African American 581 9.6% 652 11.2% 666 11.6% 722 12.6% 568 10.9% -2.2%
Native Hawaiian or Other Pacific Islander 9 0.1% 6 0.1% 6 0.1% 9 0.2% 4 0.1% -55.6%
White (non-Hispanic) 4525 75.1% 4271 73.3% 4171 72.4% 4039 70.3% 3626 69.9% -19.9%
Two or more races 269 4.5% 251 4.3% 253 4.4% 290 5.0% 329 6.3% 22.3%
Race and ethnicity unknown 120 2.0% 106 1.8% 113 2.0% 125 2.2% 107 2.1% -10.8%
International 60 1.0% 58 1.0% 55 1.0% 56 1.0% 20 0.4% -66.7%
Minority^ 1317 21.9% 1392 23.9% 1422 24.7% 1529 26.6% 1435 27.7% 9.0%

*Preliminary 12 Month Unduplicated Enrollment as of 5-18-2020
^Minority count excludes categories of white (non-Hispanic), international, and students whose race and/or ethnicity is unknown.
Source: IPEDS 12 Month Enrollment, Office of Planning & Institutional Effectiveness

FY 2019FY 2018FY 2017FY 2016
FY 2020* 

To Date 
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# % # % # % # % # %
Full-time Employees, Total 288 100% 290 100% 285 100% 287 100% 283 100%
Demographics, Full-time Faculty
Full-time Faculty, Total 80 27.8% 80 27.6% 78 27.4% 80 27.9% 78 27.6%
Race/Ethnicity  (Full-time)
Hispanic/Latino, any race 1 1.3% 1 1.3% 1 1.3% 1 1.3% 1 1.3%
American Indian/Alaskan Native 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
Asian 0 0.0% 0 0.0% 0 0.0% 1 1.3% 1 1.3%
Black or African American 3 3.8% 1 1.3% 3 3.8% 4 5.0% 4 5.1%
Native Hawaiian/Pacific Islander 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
White (non-hispanic) 75 93.8% 76 95.0% 73 93.6% 73 91.3% 71 91.0%
Two or more races 1 1.3% 1 1.3% 0 0.0% 0 0.0% 0 0.0%
Race and ethnicity unknown 0 0.0% 1 1.3% 1 1.3% 1 1.3% 1 1.3%
International 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
Minority^ 5 6.3% 3 3.8% 4 5.1% 6 7.5% 6 7.7%
Demographics, Full-time Staff, Non-Instuctional
Full-Time Staff, Total 208 72.2% 210 72.4% 207 72.6% 207 72.1% 205 72.4%
Race/Ethnicity (Full-time)
Hispanic/Latino, any race 4 1.9% 4 1.9% 4 1.9% 6 2.9% 6 2.9%
American Indian/Alaskan Native 2 1.0% 1 0.5% 1 0.5% 1 0.5% 1 0.5%
Asian 1 0.5% 2 1.0% 1 0.5% 2 1.0% 1 0.5%
Black or African American 10 4.8% 11 5.2% 12 5.8% 11 5.3% 11 5.4%
Native Hawaiian/Pacific Islander 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
White (non-hispanic) 191 91.8% 189 90.0% 187 90.3% 184 88.9% 184 89.8%
Two or more races 0 0.0% 1 0.5% 1 0.5% 0 0.0% 1 0.5%
Race and ethnicity unknown 0 0.0% 2 1.0% 1 0.5% 3 1.4% 1 0.5%
International 0 0.0% 0 0.0% 0 0.0% 0 0.0% 0 0.0%
Minority^ 17 8.2% 19 9.0% 19 9.2% 20 9.7% 20 9.8%

^Minority count excludes white (non-Hispanic), international and unknown race/ethnicity categories.
Source: IPEDS Human Resources Annual Report, based on November 1 Employee Census

Fall 2015 Fall 2016 Fall 2017 Fall 2018 Fall 2019
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Harford Community College (HCC) is a two-year college that believes in providing an open
and inclusive environment to all students and employees. Harford Community College expects 
to sustain an atmosphere where individuals and groups can maintain a sense of cultural identity 
while supporting a strong, integrated campus community. For purposes of this plan, “cultural 
diversity” means the inclusion of those racial and ethnic groups and individuals that are or
have been underrepresented in higher education. (Article 11-406)

Cultural Diversity Committee
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Strategy 2: Create an engaging and inclusive learning experience so ALL students can achieve 
their goals

Strategy 3: Foster a participative culture that encourages success by hiring, developing, and
retaining diverse employees that share the College's values
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Strategy 5: Prepare students to distinguish themselves as compassionate contributors and 
leaders in the global community. During the COVID-19 Pandemic, it was decided that much of 
the work of Strategy 5 would move to our future strategic plan. Despite that, we’ve included 
some of the associated objectives as they relate to the cultural diversity work on campus.

2022 State Plan for Higher Education 
2017-2021 State Plan for Post-Secondary Education: Student Success with Less 

Debt

The Plan for a Program of Cultural Diversity, 2023-2026
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GOAL 1: Increase campus dialogue on and engagement in critical cultural diversity issues, 
with an emphasis on equity and inclusion.
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GOAL 2: Employ a variety of assessment methods to understand the campus cultural 
diversity climate.

GOAL 3: Promote Diversity, Equity, and Inclusion values in all aspects of campus work 
and life.
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In June 2022, the DICE Committee revised its Equity and Inclusion Statement to better reflect
its goals.

Strategic Plan
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Satisfaction
Completion
Success
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Seven ATD Capacities

for Racial, Religious, Ethnic, Gender, Sexual Orientation, and Disability-Related Incidences
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Progress Report on the Plan for a Program of Cultural Diversity
Submitted to the Maryland Higher Education Commission

HARFORD COMMUNITY COLLEGE

Report for Academic Year 2024-2025
Background

Harford Community College (HCC) is a two-year community college that believes in 
providing an open and inclusive environment to all students and employees (see 
Appendix A). This Progress Report is based on the 2025 guidelines offered by MHEC.

Summary of Programs that Support Our Goals

My College Success Network
HCC continues to operate the successful My College Success Network (MCSN) Program, 
which combines campus resources with programs and services designed to highlight the 
African American student experience in an effort to empower, support, and encourage 
completion and success. While the MCSN was created to address achievement gaps in 
graduation and retention between students of color and Caucasian students, all students, 
regardless of ethnicity, are welcome to participate. 

During the 2024–2025 academic year, academic coaching support continued through 
two student development courses: SDEV 110: Success and Beyond and SDEV 111: 
Personalized Career Exploration. In addition to these structured classes, a new 
service—As Needed Academic Coaching—was introduced. This option provided 
students, not enrolled in academic coaching classes, the opportunity to meet 
individually with a coach throughout the semester. These sessions allowed for deeper 
engagement with topics such as time management, goal setting, and stress 
management, without the constraints of a formal class structure.

In Fall 2024: 
Academic Coaching Classes: 11 students enrolled; 5 students successfully 
completed the course and achieved a semester GPA of 2.0 or higher
As Needed Academic Coaching: 14 students participated; 10 students successfully 
completed the semester with a GPA of 2.0 or higher

In Spring 2025:
Academic Coaching Classes: 17 students enrolled; 15 students successfully 
completed the course; 14 students completed the semester with a GPA of 2.0 or 
higher
As Needed Academic Coaching: 26 students participated; 20 students 
successfully completed the semester with a GPA of 2.0 or higher

Additional support was provided to:
2 students who completed their degrees in Fall 2024 and received both academic 
and career coaching.
1 student not enrolled in classes who received academic coaching in preparation 
for Summer 2025 enrollment.
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Cultural Programming/Office for Student Life
The College has a dedicated Office for Student Life that provides robust programming 
that highlights diversity and equity. Some of the events that took place on campus 
during the 2024-2025 year* include: Celebrating the Latin Diaspora: Latin Heritage 
Month Luncheon; Oktoberfest; Maryland Male Students of Color Summit; New York 
City Culture Crawl; Brother2Brother; Indigenous American Heritage Lunch Series; 
Kwanzaa Heritage Lunch Series; Black History Month Heritage Lunch; Mardi Gras 
Celebration; and the Irish Heritage Lunch. *Some flyers from these events can be 
located in Appendix C.

The Office for Student Life is also the umbrella organization under which most student-
led organizations operate. There are several student clubs that meet regularly that have 
a diverse focus including: Black Student Union; Multicultural Student Association; and 
the Rainbow Alliance.

Monitoring and Evaluation
HCC tracks student enrollment according to a variety of factors, including age, race, and 
ethnicity. The most recent numbers are from 2024, which generally show a small 
increase in the numbers of most minority students from FY 2023 to FY 2024.

The Diversity, Inclusion, Culture, and Equity (DICE) Committee also 
continues to hold programming throughout the academic year, including book club 
discussions and “country of focus” events. The 2024-2025 book club selection was What 
Storm What Thunder by Myriam JM Chancy, and the Country of Focus for this year was 
Haiti. Several events, including book discussions and lectures on the history of Haiti 
were offered to the college and wider community. 
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APPENDICES

Appendix A: Diversity at Harford Community College

At the institutional level, HCC has championed diversity, which has been included in the 
College’s Mission Statement and its Strategic Plans. Equity and inclusion are part of 
HCC’s current list of values, which states: “Our shared purpose unites us, and our 
diversity strengthens our actions. We intentionally engage many voices and seek to 
understand existing inequities before taking action. We bring open minds and 
appreciation of backgrounds, expertise, talents, and experiences to every conversation.”
(https://www.harford.edu/about-harford/get-to-know-harford/). 

Diversity plays an important role in all aspects of the college’s work. For example, many 
courses at HCC incorporate diversity as a learning objective, and most programs require 
one diversity-designated class for graduation. Supervisors/managers are strongly 
encouraged to evaluate diversity and equity as a factor for their direct reports’ 
performance reviews. The campus regularly offers training in equitable and inclusive 
work practices, as well as in diversity and cultural awareness.

HCC also has a Diversity, Inclusion, Culture, and Equity (DICE) Committee (originally 
known as the Cultural Diversity Committee) since 2012. DICE operates as a think tank on 
campus for all issues related to diversity, inclusion, and equity; it consists of members 
from all departments and programs across campus to better inform its work and 
planning.  Since 2021, DICE has been one of the College’s All-College Committees as part 
of the new governance system; its status as an All-College Committee gives DICE’s work 
higher visibility and embeds its work more deeply in all aspects of campus life and 
operations. DICE also has a standing budget to conduct its wide-ranging campus and 
community programming. 

Appendix B: Summary of HCC’s Plan for Program of Cultural Diversity

In 2023, DICE, with input from a variety of campus constituencies, crafted a new Plan 
for a Program of Cultural Diversity for the HCC Campus. 
The Plan aligns with HCC’s new FY20 – FY24 Strategic Plan. Specifically, the Plan’s 
goals, which center on diversity and equity, support the following strategies and their 
objectives:

Strategy 2: Create an engaging and inclusive learning experience so ALL students can 
achieve their goals.

Strategy 3: Foster a participative culture that encourages success by hiring, developing, 
and retaining diverse employees that share the College's values.
Below are the major goals that comprise the HCC Plan for a Program of Cultural Diversity, 
2023-2026. In keeping with the Strategic Plan, previous Plans for Cultural Diversity, and 
current demographics, HCC, upon the recommendation of DICE, adopted the following 
three goals and supporting strategies.
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GOAL 1: Increase campus dialogue on and engagement in critical cultural 
diversity issues, with an emphasis on equity and inclusion.

Strategies
Target 
Groups

In coordination, whenever possible, with the Center for 
Excellence in Teaching and Learning (CETL), offer regular 
professional development for faculty and staff, including 
DICE training, Safe Zone training, cultural awareness and 
diversity, equity and inclusion for new employees, and 
instructional methods with an emphasis on cultural 
responsiveness and equity.

Faculty and staff

Increase opportunities for dialogue on critical cultural 
diversity issues through a variety of programming, including 
an annual spring semester Country of Focus event that 
highlights a selected speaker. Continue to offer rich co-
curricular opportunities that enrich the cultural diversity of 
our campus.

Faculty, staff, and 
students

Organize and host a biannual Equity and Inclusion Summit 
to discuss best practices and strategies for implementing 
equity and inclusion in the classroom and through our 
service to students.

Faculty, staff and 
students (from 
within HCC, 
Harford County, 
and other 
community 
colleges)

Sponsor a recognition award (one each for faculty, staff, and 
community members), to be handed out at the annual Equity 
and Inclusion Summit (see above). The purpose of the 
recognition would be to highlight HCC employees who have 
had a measurable impact on promoting the goals of equity 
and inclusion in their classrooms, programs, services, and 
interactions with students.

Faculty and staff

Work with Center for Excellence in Teaching and Learning 
(CETL), Achieving the Dream, and other programs on 
campus to assess current barriers and collaborate to promote 
diversity, equity, and inclusion

Faculty and staff

GOAL 2: Employ a variety of assessment methods to understand the 
campus cultural diversity climate.
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Strategies
Target 
Group

Investigate the feasibility of an “Equity Audit” on campus, 
across academic departments and processes, 
administrative policies, and building and campus 
accessibility.

All campus 
affiliates

Analyze results of other surveys conducted by HCC, including 
campus climate surveys, the Student Satisfaction Inventory, 
and PACE surveys, to ascertain trends in diversity, equity, and 
inclusion.

Faculty, staff and 
students

Maintain a process for capturing and responding to 
information on campus cultural diversity climate incidents

Faculty, staff and 
students

GOAL 3: Promote Diversity, Equity and Inclusion values in all aspects of 
campus work and life.

Strategies
Target Group

Restructure DICE’s role as an All Campus Committee Campus 
employees

Establish an Equity Council that will include all DEI-related 
committees and groups on campus

All campus 
affiliates

Collaborate with Human Resources and explore the feasibility 
of making DEI a required factor in annual goals

Campus 
employees

The work of the DICE Committee will be carried out by several subcommittees that 
will be responsible for implementing the strategies that support the three goals. DICE 
will also continue to work with its liaison with the President’s Cabinet and use its 
position as an All-College Committee to implement these strategies effectively. 

Appendix D:  Community Engagement (flyers and advertisements)
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APPENDIX
Report to the Board of Trustees
Howard Community College

          Plan for Diversity, Equity, and Inclusion
May 2025

Howard Community College (HCC) has had a plan for diversity, equity, and inclusion (DEI) 
in place for over 30 years. The plan for DEI sets forth guidelines for ensuring equity and 
improving cultural diversity in recruitment, employment, academics, retention of students,
and the overall experience at the college. It mandates that HCC’s diversity programs provide 
opportunities for the college community to engage in understanding, awareness, and 
respect of differences in age, gender, sexual orientation, race, religion, ethnic background,
and ability/disability, as well as the values of equitable rights, access, and treatment. To
oversee diversity activity, the plan calls for the college to continuously maintain a DEI 
committee with membership approved by the president. The committee is required to
annually review and update the plan as appropriate.

HCC is proud of its commitment to create an equal and non-discriminatory environment
where all feel valued, respected, supported and a sense of belonging. HCC prides itself 
with understanding that care is a top driver of belonging, which must include varying 
voices and lived experiences. To this end, inclusion and belonging have been addressed 
in a number of ways, including the following:

● A multitude of diversity, educational, and awareness events are offered to 
employees and students throughout each year (e.g., films, musical 
performances, lectures, talking circles, book colloquiums).

● Each budgeted staff member and full-time faculty member is required to 
participate in at least two diversity educational sessions per year.

● All employees are required to take periodic anti-harassment training that 
addresses all forms of harassment. New employees must take the training 
immediately, and existing employees retake the training every two years.

● Recruitment efforts actively seek candidates from varying cultural and linguistic 
backgrounds, and recruitment efforts and personnel actions are monitored to 
ensure equal opportunity and non- discrimination.

● Academic options are offered to provide students with an interdisciplinary 
framework to address topics including, but not limited to race, gender, ethnicity, 
social class, abilities/disabilities, wellness, and cultural proficiency. The 
college’s general education options include ethics and global competencies.

● The Offices of Admissions and Recruitment have close working relationships 
with the Howard County Public School System (HCPSS), community 
organizations, and other institutions enhance the college’s ability to attract 
diverse populations.

● The Office of Admissions and Advising works with the college’s English Institute 
and noncredit English as a Second Language (ESL) programs to enhance 
student access to HCC.

● The Admissions and Recruitment offices participate in fairs for diverse 
populations, conduct their own fairs, and forms partnerships with a broad range 
of colleges and universities to incorporate access to the next steps following 
HCC.
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● The Parent Scholars Program is an institutionally funded program that currently 
serves students who are displaced homemakers over age 35, single parents (male 
or female), or single pregnant women who are unemployed/under-employed and 
committed to earning a college degree or certificate leading to a career. The 
program provides counseling, a support group, advising, and financial literacy 
education for its participants.

● Project Access is a program designed to facilitate the transition of high school 
students with disabilities into postsecondary education, to increase the success 
rate and retention of freshman students with disabilities at HCC, and to improve 
career counseling and job placement services for students with disabilities.

● Turning Point is a program that meets once a week for 12-week sessions to 
facilitate evidence informed programing related to empowering students with 
disabilities that have a desire to enhance their executive function skills. In addition 
to the group’s weekly meetings the students receive one-to-one executive 
functioning coaching each week by their Disability Support Services Counselor. 
The program strategies help students explore both the emotional and practical 
elements of learning which create amazing retention results through the reduction 
of missed assignments.

● Howard P.R.I.D.E. is a leadership program that supports the academic, 
professional, and personal development of black and minority male students, with 
an emphasis on improving educational outcomes such as academic standing, 
graduation, and transfer. The participants of Howard P.R.I.D.E. have the following 
resources available: tutoring, mentoring, service learning, leadership seminars, 
individualized academic advising, academic monitoring, and personalized career 
and academic plans.

● The Women of Color Initiative, facilitated by student life and college partners, 
welcome women of color to the HCC community. This includes a series of monthly 
programs that aid in both social and academic development.

● HCC’s Hispanic/Latino student success completion program, Ambiciones, 
promotes Hispanic/Latino student success by recruiting Hispanic/Latino students 
and implementing initiatives to focus on retention of these students. The project 
links Hispanic/Latino students to the academic support services to foster student 
success, retention, and completion.

● The Office of International Education provides a variety of opportunities for the 
college community to engage in international activities both on and off campus. 
Students can participate in short-term faculty-led travel study abroad programs, 
virtual study abroad programs, COIL (Collaborative Online International Learning) 
courses, the global distinction program, and International Education Week

● The Learning Engagement Division provides several teaching and learning high-
impact practices that are forward-thinking and innovative (e.g., Step UP, a program 
that pairs students with faculty/staff coaches who provide one-on-one support for 
managing the challenges of college).

● The Center for Civic and Community Engagement offers a variety of service and 
placement-based learning opportunities to facilitate curricular and co-curricular 
experiences that encourage civic engagement, community awareness, and 
personal development. In addition to educational programs, the Center for Civic 
and Community Engagement offers bi-annual alternative break trips aimed at a 
variety of social justice themes (e.g., civil rights, criminal justice, environmental 
justice and conservation). 194



● The Center for Learning Excellence (CLE) made concerted efforts to promote 
diversity, equity, and inclusion (DEI) through various faculty development sessions 
and resources. CLE offered sessions specifically designated to equip faculty with 
strategies and best practices for culturally responsive teaching. CLE also placed a 
strong emphasis on accessibility and inclusive course design by offering sessions 
that guide faculty in creating accessible course materials, designing inclusive 
assignments and syllabi, and fostering an equitable learning environment for all 
students. Also, CLE spearheaded and implemented pronouns in Canvas (LMS), 
letting users share their pronouns and promoting an inclusive learning 
environment. By providing faculty with in-depth resources, training, and 
opportunities for dialogue across various areas, as well as implementing initiatives 
like the use of pronouns in Canvas and closed captioning, CLE plays a crucial role 
in supporting the institution's DEI efforts and fostering an inclusive and equitable 
learning environment for all students.

● HCC opened chapter membership for the American Association for Women in 
Community Colleges (AAWCC) in June 2023. The American Association for 
Women in Community Colleges is the leading national organization that 
champions women and maximizes their potential at community colleges. Founded 
in 1973, AAWCC provides education, career development, and advancement to 
women educators and students at community colleges. As a council of the 
American Association of Community Colleges, AAWCC and its members are 
committed to equity and education of all women students at community colleges 
across the nation.

● The HCC library maintains a current collection of easily accessible literature on
DEI, that supports teaching, research, and professional development.

According to Education Article §11-406 of the Annotated Code of Maryland, an institution
that already has a program of cultural diversity must develop and implement a plan for 
improving the program. The following are areas that have continued to be assessed and 
revised to continue promoting equal and non-discriminatory practices:

● Continuing to assess resources that are needed to advance pathways to success 
college wide.

● Faculty/staff and student assessments to assess the climate and culture at HCC.
● Anti-Bias Training for one search and to the human resources staff.
● Expanded the annual diversity week program to include co-curricular offerings by 

faculty and staff members with deeper and diverse topics related to anti-racism.
● Coordinated programming on campus (e.g., campus climate, awareness, world 

languages, LGBTQIA concerns, immigration, implicit bias, international education, 
structural racism, working with differently-abled students).

● Participated in statewide diversity roundtable meetings that have provided a strong 
platform for networking, as well as learning about other diversity programs.

● Hate and Bias subcommittee continued conversations with Student Success 
regarding educational responses to incidents and hate and bias on-campus.

Education Article §11-406 also requires the institution to describe its process for reporting 
campus-based hate crimes, as defined under Title 10, Subtitle 3 of the Criminal Law Article
and consistent with federal requirements under 20 U.S.C. 1092(f), known as the Jeanne 
Clery Disclosure of Campus Security Policy and Campus Crime Statistics Act. HCC
currently posts all campus crime statistics, including hate crimes, on its public web page in 
its Campus Crime Report, which can be found at http://www.howardcc.edu/services-
support/public-safety/.
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Finally, the statute asks each institution for a summary of any resources, including state grants
needed by the institution to effectively recruit and retain a culturally diverse student body. The
following is a list of possible uses for grant money, which would assist the college in its inclusion 
and belonging initiatives:

● Early college awareness and preparedness programs: The college would like to 
continue building upon its outreach efforts to include students in the younger grades, 
including upper elementary through ninth grade. Funds including grant funding to 
expand this effort would be helpful particularly for youth who will be first-generation 
college students, those from low-income homes, foster children, Title I schools, and 
others who may be disadvantaged from an early age to recognize that college is a 
possibility for them. There are many forms such programs could take including, but 
not limited to, on-campus summer programs, partnering with county health and 
nutrition programs to integrate preventative health care into early college awareness, 
cohort groups where youngsters advance to college as a group starting from the 
fourth or fifth grade, tutoring and mentoring, parental and parent- child educational 
programs, camp scholarships, and transportation. Programs that promote persistence 
to postsecondary education are critical.

● Science, technology, engineering, and math (STEM) and critical language 
opportunities: programs and scholarships that increase opportunities for under-
represented students in STEM and critical language programs.

● Assistive technology: funding for educational technology that enhances learning and 
supports the access and success of students with disabilities.

● Transition to college/employment for students with disabilities: HCC provides support 
to a large number of students with disabilities, including a summer 
enrichment/transition program for high school students with disabilities and a career 
series program geared specifically for employment opportunities for people with 
disabilities. Additional funding would support the expansion of these programs as 
space is currently limited and the demand is rising consistently each year.

● Childcare: Howard Community College, in partnership with the Community Action 
Council of Howard County (CAC), is utilizing a two-generational approach that 
addresses prevalent needs of families and leverage community partnerships, 
significant institutional resources, and other funding sources to bring campus-based 
childcare back to HCC to meet the needs of low-income students and provide 
prospective students opportunities to reach their educational goals.

Executive Orders
Recent executive orders have introduced significant constraints and guidelines which have 
reshaped the landscape for how colleges and universities can pursue effective DEI initiatives.
These orders prompt institutions to carefully navigate compliance while striving to maintain an 
inclusive and supportive atmosphere for all students, faculty and staff. HCC understand that 
these changes are not merely regulatory hurdles, but opportunities to reassess and strengthen 
the college’s commitment to proving pathways to success.

Assessment of Existing DEI Work
In response to these shifts, in February 2025, HCC initiated an institutional scan to identify the 
changes that may be required in policies, procedures, programming, and operations at- large 
as the college reframes DEI work. This assessment involves a comprehensive review of
existing practices to ensure not only compliance with new regulations but also to enhance 
HCC’s ability to foster a campus culture and climate where all feel a sense of belonging.
HCC is deeply mindful of the values that underpin the institution, including integrity,196



nurturing, respect, innovation, and a commitment to excellence. These values are not only 
foundational to the college’s mission but also serve as guiding principles to adapt practices in
response to the shifting regulatory environment. The reframing of DEI work is further 
reinforced by following the recommendations set forth by the Maryland Attorney General, 
which emphasize a comprehensive approach to advancing equity and inclusion within 
educational institutions, prioritizing non-discriminatory practices. To date, the following has 
been facilitated:

1. Policy Review and Revision: A thorough evaluation of college policies to ensure they 
reflect HCC’s commitment to DEI while complying with federal regulations. This may 
involve revising existing policies (e.g., recruitment and selection policy) or developing 
new ones that address emerging challenges and align with cultural values.

2. Strategic Planning: Creating a roadmap that outlines clear goals and objectives for 
DEI. This plan will be informed by the institutional scan and input from stakeholders 
across the college, ensuring it is comprehensive and inclusive.

3. Stakeholder Engagement: Active participation from faculty, staff, students, and 
community members will be essential in shaping the revised DEI approach. The 
college will continue to conduct outreach to gather insights, allowing diverse 
perspectives to inform HCC priorities and initiatives.

4. Enhanced Data Collection and Analysis: Expanding data collection efforts will be 
crucial in understanding the impact of the executive orders on the HCC community. 
By analyzing demographic data, engagement metrics, and feedback from 
stakeholder groups across HCC, the college can better tailor programs to meet the 
needs of the community.

5. Training and Capacity Building: To effectively implement any policy changes and new 
initiatives, the college will provide targeted training for staff and faculty based on a 
review of existing training courses. Such training will cover not only compliance with 
new regulations but also best practices that resonate with institutional values.

6. Communications Strategy: HCC will launch a series of transparent communication 
with the college community about the changes being made and the rationale behind 
them will be vital. The college will develop a communications plan to keep everyone 
informed and involved in the ongoing evolution of the revised DEI work.

7. Monitoring, Accountability, and Reporting: Review of recent campus 
assessments. Establishing clear metrics for accountability and success will allow 
the college to measure progress effectively. Regular reporting on initiatives and 
their outcomes will ensure that efforts remain aligned with the strategic priorities 
and can be adjusted as necessary.

Culture of Care Framework
Considering the executive orders and the implications for DEI, HCC has opted to transition
DEI work into a comprehensive Culture of Care Framework. This proactive shift emphasizes 
the college’s dedication to fostering an inclusive environment where every individual feels
valued, respected, and supported. Recognizing the evolving landscape of DEI, HCC will aim 
to integrate non-discriminatory practices into policies and institutional procedures/practices, 
ensuring that the college’s commitment to equity, inclusion, and belonging is reflected in 
every aspect of the institution.
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A Culture of Care Framework entails creating an environment where every individual feels 
safe, valued, and empowered to thrive, which is in alignment with the mission and vision of 
HCC. This approach emphasizes the importance of emotional and psychological well- being, 
encourages open dialogue, and prioritizes equal access to resources and opportunities. HCC 
will strategically use existing and future data to prioritize campus culture initiatives. By
prioritizing these elements, HCC can foster a culture of care that not only supports its students 
but also cultivates a strong sense of belonging among the community. A culture of care will 
promote belonging by creating an environment where individuals feel valued, supported, and 
connected to one another. The following are potential areas we will roll out and/or reimagine 
to shift to this new framework:

1. Emotional Safety: By prioritizing mental health and well-being, a culture of care at 
HCC will ensure that individuals feel safe to express their thoughts and feelings. This 
emotional safety allows all stakeholder groups to open up and connect with others, 
reinforcing their sense of belonging.

2. Supportive Relationships: Creating strong, supportive relationships among peers and 
faculty helps individuals feel connected. Mentorship programs, peer support groups, 
and existing collaborative projects will be reassessed to identify ways the college 
can continue encouraging interactions that build trust and camaraderie across HCC.

3. Open Communication: Creating forums that encourage open dialogue will help 
individuals express their concerns and experiences at HCC. When stakeholder 
groups know their voices matter and that they can contribute to change, it 
strengthens their engagement to the community. This will directly impact recruitment 
and retention at all levels.

4. Shared Values: A culture of care promotes shared values, such as respect, empathy, 
and solidarity. When community members align with these values it creates a deeper 
connection to one another and a sense of belonging to a larger purpose.

5. Engagement Opportunities: Providing diverse engagement opportunities, such as 
clubs, events, and activities, invites individuals to participate in the community 
actively. This involvement fosters connections and helps create a supportive network.

6. Celebration of Milestones: Acknowledging personal and academic achievements 
reinforces individuals' sense of belonging. Celebrations create shared experiences that 
bond the community together.

Institutional Transformation
The rebranding of the current Social Justice and Equity Center, along with DEI work, is part 
of the college’s commitment to strategic institutional transformation. The newly envisioned
Center for Institutional Transformation will focus on fostering innovation and forward-
thinking initiatives that align with HCC's mission and values. The center will leverage key 
performance indicators, strategic plan, and ongoing data assessments to drive targeted
efforts across the institution. The goal is to create a thriving environment where all 
members of the college community can engage in meaningful change and contribute to a 
more equitable and inclusive campus experience. Over the next few months, the Center for 
Institutional Transformation will continue to meet with stakeholder groups across HCC and 
within Howard County to identify, address, and resolve key areas that can advance as an 
institution:
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1. Policy Review and Revision 
Action Steps:

o Conduct a comprehensive audit of existing policies related to DEI, assessing 
their alignment with both current federal regulations and HCC’s institutional 
values.

o Establish a cross-departmental working group comprising faculty, staff, and 
student representatives to review the policies collaboratively.

o Develop a timeline for proposing necessary revisions and seek feedback from 
the community on draft changes.

o Initiate a formal approval process for revised policies, ensuring transparency 
and broad communication about the updates.

2. Strategic Planning
• Action Steps:

o Facilitate workshops and brainstorming sessions involving diverse 
stakeholders to co-create a vision for the strategic plan for the Culture of 
Care Framework.

o Establish clear, measurable goals for culture of care initiatives that reflect 
feedback from the institutional scan.

o Outline specific objectives and tactics for achieving strategic goals, including 
responsible parties and resources needed.

o Create a timeline for implementation, with regular checkpoints for 
reassessment and adaptation as needed.

3. Stakeholder Engagement
• Action Steps:

o Organize a series of town hall meetings and focus group discussions to 
gather input from the HCC community, ensuring representation from various 
groups, including students, faculty, and staff across HCC.

o Establish a feedback loop where insights gathered can be reported back to 
stakeholders, demonstrating how their input informs decisions and actions

4. Enhanced Data Collection and Analysis
• Action Steps:

o Strengthen data collection mechanisms by enhancing existing surveys and 
assessments to capture comprehensive demographic information.

o Collaborate with Planning, Research, and Organizational Development to 
analyze collected data for trends and areas needing attention.

o Develop regular reporting protocols to track participation and outcomes, using 
this data to inform program development and policy adjustments.

o Ensure data is disaggregated by demographics to identify gaps and adjust 
strategies for specific populations accurately.

5. Training and Capacity Building
• Action Steps:

o Develop a structured training curriculum focused on best practices for 
fostering a culture of care.

o Collaborate with Human Resources to schedule regular training sessions for 
faculty, staff, and administration, including workshops, seminars, and online 
training modules.

o Repurpose the existing DEI Committee (e.g., Dragon Advisory Committee)
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6. Communications Strategy
• Action Steps:

o Develop a communications plan that includes a timeline for regular
updates on policy changes, and community engagement 
opportunities.

o Utilize multiple channels for communication (e.g., newsletters,
social media, forums) to reach a broad audience with varied 
preferences.

A progress report on the implementation of the transitions in this report will be
prepared for submission to the Maryland Higher Education Commission by 
September 1, 2025.
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MONTGOMERY COLLEGE
2025 Annual Progress Report on Programs of the Cultural Diversity Plan

 

Page 1 of 2 

A summary of the institution’s Diversity, Equity, and Inclusion (DEI) goals, areas of emphasis, and 
strategy for implementation. Explain how progress is being evaluated. Indicate where progress has been 
achieved and areas where continued improvement is needed. If there is a continued improvement 
needed, describe how we intend to comply by July 1, 2025. 

Montgomery College continues its final year of implementing the five-year Equity and Inclusion Roadmap to 
Success. This plan provides a blueprint for building an inclusive, antiracist institution by embedding DEI values 
across six core areas: student equity, college workforce, college culture, multicultural learning, community-wide 
engagement, and antiracism strategy. For the 2024–2025 academic year, the College focused on the following 
three goals of the roadmap:

Goal 1 – Improve the persistence, retention, and completion/graduation/transfer of all students, 
particularly African American males and Latinx students.

Montgomery College remains deeply committed to closing equity gaps for historically underserved student 
populations, particularly African American male and Latinx students. This commitment is reflected in various high-
impact programs and initiatives across the College. The Presidential Scholars Program (PSP) continues to offer 
transformative support for men of color through individualized coaching, leadership development, and 
opportunities such as AfroTech and internships with major employers like Apple. Similarly, the Achieving the 
Promise Academy (ATPA) provides culturally responsive coaching and targeted outreach through its Latinx 
Subcommittee to support course completion and student success. ASCEND addresses the needs of parenting 
students, many of whom are Black or Hispanic, by offering academic, financial, and wellness support while 
embedding equity-focused policy reforms.

Academic departments have also contributed through curriculum-integrated programming exploring race, justice, 
and civic engagement themes. The biology department offered review sessions in multiple languages. At the 
same time, Counseling and Advising initiatives such as Men of Color, the Pre-Transfer Academy, and culturally 
responsive First Year Seminar courses provided targeted support to first-time students and student-athletes. 
Student Affairs advanced equity goals through TRIO and the Student Resource Program, which supported over 
1,000 students, many of whom identified as Black or Latinx. The Student Wellness Center addressed basic needs 
insecurity for more than 2,400 students, with 70 percent reporting that access to food and other resources helped 
them stay enrolled.

Student Life programs, including MC LEADS, Alternative Spring Break, and cultural heritage events, created 
inclusive environments that foster leadership and belonging. Events like Islam 101, MC’s Got Talent, and 
programs for first-generation and international students promoted academic engagement and cultural affirmation. 
To build early pipelines, Student Affairs hosted culturally affirming events like Cafecito, an information session for 
parents of potential MC students, conducted in Spanish, and expanded outreach to Emergent Multilingual 
Learners. MCTV’s Eleva Tu Futuro, a Spanish-language podcast, highlighted immigrant and Latinx student 
stories to inspire persistence and reinforce the power of education.

Goal 2 – Improve employee recruitment, hiring, onboarding, development, and training procedures and 
practices to attract and retain a diverse workforce that includes leaders, managers, faculty, and staff 
reflective of the College’s diverse student population.

Montgomery College continues to advance its commitment to cultivating a diverse, equity-minded workforce 
through intentional professional development, inclusive leadership programming, and systemic alignment with its 
institutional equity goals. 

The Office of Equity and Inclusion (OEI) was pivotal in advancing workforce capacity through robust professional 
learning offerings. OEI introduced “The Journey Towards Becoming an Antiracist Institution,” a self-paced,
asynchronous training. This tool equips employees with foundational knowledge in racial equity and supports 
antiracist decision-making in service delivery and leadership practice. In fall 2024, the Nested Hierarchy of Civility 
Workshop, led by national experts, guided faculty and staff through a framework of individual, interpersonal, and 
institutional engagement, deepening civil discourse and inclusive communication practices. During Equity Week 
2025, OEI delivered high-impact workshops, including the Inclusion by Design Summit, Leadership and Advocacy
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for Inclusive Practices, and Effective Communication Across Cultures and Generations, offering actionable 
frameworks for fostering inclusive classroom and workplace environments. 

Montgomery College has advanced several initiatives to promote inclusive hiring practices and support equitable 
workforce development. A new online training module for search committee members was developed and 
implemented, equipping participants with strategies to recognize and mitigate implicit bias, apply inclusive 
interviewing techniques, and ensure fair evaluation processes. Looking ahead to FY26, a companion module is 
being designed for hiring managers and search committee chairs, offering advanced guidance on equitable 
recruitment strategies, culturally responsive leadership, and legal compliance. Recruitment outreach efforts have 
also expanded to better engage underrepresented groups, with targeted advertising on disability-focused job 
boards, job fairs, and within affinity networks and organizations. To further support accessibility, a specialized 
training and consulting initiative was launched for teams working with deaf and hard-of-hearing employees, 
addressing cultural awareness, communication access, workplace accommodations, and inclusive team norms. 
Additionally, improvements to the internal recruitment process now include developmental feedback for internal 
applicants, fostering transparency, professional growth, and the retention of diverse internal talent.

The College further demonstrated its investment in employee development by supporting staff participation in
various professional development opportunities, preparing employees for leadership roles within a diverse higher 
education environment. These efforts were complemented by policy reviews and internal equity consultations that 
informed broader collegewide inclusion strategies and recruitment practices. These initiatives were bolstered by 
participation in equity-focused workshops on inclusive pedagogy and advising.

Goal 3 – Foster a college culture of equity, inclusion, civility, accessibility, kindness, trust, and respect 
for human dignity through targeted programs, activities, and educational opportunities.

In fall 2024, the Office of Equity and Inclusion (OEI) hosted Let’s Talk: Pre-Election Dialogue, creating a 
supportive space for students to express concerns and access resources. The College also piloted BRIDGE, a
cross-divisional initiative in partnership with the Constructive Dialogue Institute, to train employees in leading 
inclusive conversations across campuses. OEI’s Spring 2025 Dialogue Series addressed bias, antisemitism, and 
Islamophobia through community conversations that encouraged reflection and allyship. In partnership with the 
Interfaith Council of Metropolitan Washington, the Ask Me Anything Interfaith Dinner fostered small-group 
discussions that deepened understanding across faiths.

Equity Week 2025 featured over a dozen hybrid programs exploring LGBTQIA+ allyship, empathy, cultural pride, 
and storytelling. The Spring Equity Dialogue centered on the power of connection. Cultural arts events featured 
Grammy-nominated Fyütch and the American Patchwork Quartet, using music and spoken word to explore 
themes of race, resilience, and shared traditions.

Throughout the year, Student Engagement hosted identity-affirming programs, including Heritage Months, Trans 
Day of Visibility, the Multicultural Fair, and mental health initiatives, all promoting representation and belonging. 
Academic departments embedded cultural inclusion into instruction and co-curricular programming, such as 
Counseling and Advising’s Day of the Dead observance and events by Liberal Arts and Education focused on 
Holocaust education and civic dialogue. Student Employment Services promoted inclusive hiring practices and 
prepared students for diverse workplaces. Programs like MC LEADS and the EIFFEL Emotional Intelligence 
program offered students professional development and leadership training.

The Office of Community Engagement extended these efforts through youth programs and culturally affirming 
events. In March 2025, an Iftar dinner with the Muslim Student Association welcomed students, employees, and 
community members in observance of Ramadan. The Newcomer Conference at the Takoma Park/Silver Spring 
Campus connected immigrant high school students to campus resources and peer mentors. The Latina Legacy 
Conference series brought high school and middle school students to campus for workshops, performances, and 
student panels centered on cultural pride and aspiration. 

International student orientation featured engaging cultural transitions, while Records and Registration supported 
undocumented students through Dream Act outreach. Offices such as Disability Support Services, Health and 
Wellness, and Combat2College reinforced identity affirmation across ability, mental health, and veteran status.
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BSU MLK Day of Service: Servant Leadership Luncheon:

BSU Safe Space Training Program:

BSU Diversity and Belonging Welcome Reception (ongoing):

BSU 3rd Annual Affirmations Ball (ongoing)

BSU Who Am I: Social Identity and Ancestry Pathway (ongoing):
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INTRODUCTION 
   

Coppin State University (CSU) is committed to fostering an inclusive and welcoming 
environment where individuals from varied backgrounds, experiences, and 
perspectives are supported in their pursuit of academic and professional success. 
Since its founding in 1900, the university has benefited from the broad array of 
backgrounds, lived experiences, and perspectives represented among its students, 
faculty, and staff. The wide range of experiences, perspectives, and personal 
backgrounds within the Coppin community, including differences in culture, identity, 
language, ability, and socioeconomic context, enrich the academic environment and 
contribute meaningfully to innovation, student achievement, and institutional 
excellence. 
 

As an urban public institution and Historically Black College/University (HBCU), Coppin 
State University is committed to advancing educational opportunity for all individuals, 
consistent with applicable federal and state laws. The university fosters a campus 
climate that promotes equal opportunity, removes barriers to access and success, and 
supports the full participation of all members of the campus community. In alignment 
with federal directives and executive guidance, Coppin emphasizes inclusive outreach, 
evidence-based retention strategies, and student support initiatives that affirm its 
commitment to fairness, transparency, and compliance. The university’s efforts are 
designed to ensure that all individuals, regardless of background, have equitable 
access to the resources and opportunities necessary to thrive. 

   

The leadership of Coppin State University affirms its commitment to fostering an inclusive 
academic environment by embracing the following principles that support institutional excellence 
and equitable opportunity for all: 

 
o A university’s commitment to inclusive excellence enhances its ability to 

fulfill its academic mission by fostering a learning environment that supports 
a wide range of perspectives and experiences. 

o Exposure to varied viewpoints, cultural contexts, and lived experiences 
broadens and deepens both the educational and scholarly environment, 
preparing students and faculty to engage effectively in an increasingly 
complex and interconnected world. 

o Ideas and practices benefit from being shaped within inclusive academic 
communities where respectful dialogue, civic engagement, and intellectual 
inquiry are encouraged and valued. 

o Promoting an environment that supports equitable participation, and access 
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enables the full use of individual talents and capabilities, advancing 
institutional innovation and preparing future leaders to meet society’s 
evolving challenges. 

 

Through the ongoing efforts of the Coppin Inclusive Community Committee (CICC), 
Coppin State University reaffirms its commitment to recognizing and supporting merit, 
talent, and achievement by promoting equal opportunity and fostering an inclusive 
academic and professional environment. The University continuously evaluates the 
effectiveness of its programs and strategies to ensure that awareness of inclusion and 
equitable access remains central to its efforts. These efforts aim to reduce barriers to 
recruitment, retention, and advancement for students, faculty, and staff from a wide 
range of personal and professional backgrounds. These initiatives are integrated into 
the University's broader strategic goals across all academic and administrative units. 
As stated in the University’s mission (approved in 2019), “Coppin State University, a 
historically black institution in a dynamic urban setting, serves a multigenerational 
student population, provides innovative educational opportunities, and promotes 
lifelong learning. The University fosters leadership, social responsibility, civic and 
community engagement, cultural diversity and inclusion, and economic development.” 

 
SECTION 1: FRAMEWORK FOR SUSTAINED IMPROVEMENT IN CULTURAL INCLUSION 

   

Coppin State University has long drawn strength from the wide range of experiences, 
perspectives, and backgrounds represented within its student body, faculty, and staff. 
Since its founding in 1900, this richness of viewpoints has contributed to the 
institution’s culture of innovation, academic achievement, and service.  The University 
values the educational benefits that emerge from engagement with individuals whose 
lives reflect differences shaped by culture, geography, socioeconomic context, 
personal identity, and lived experience. As an urban public institution and Historically 
Black College/University (HBCU), Coppin State is committed to advancing inclusive 
excellence and equal opportunity in accordance with federal and state law. Consistent 
with its mission to serve the citizens of Maryland, the University supports practices 
that remove barriers to access, foster a welcoming campus environment, and ensure 
that all individuals are positioned to thrive and contribute meaningfully to the 
University community. 

Coppin State University enrolls a total of 2,210 students, including 1,907 
undergraduates and 303 graduate students. The institution maintains a second-year 
retention rate of 66% and a six-year graduation rate of 26%. The average age of 
Coppin students is 27. 

Geographically, 36% of students are from Baltimore City, while 58% are from both 
Baltimore City and Baltimore County combined. The remaining student population 
represents a broad regional and national reach, with students coming from states such 
as Delaware, New York, New Jersey, North Carolina, Pennsylvania, Virginia, and the 
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District of Columbia - as well as from farther locations, including California. Coppin 
also enrolls a notable number of international students. 

Academically, Coppin offers 63 programs: 31 bachelor's degrees, 13 master's degrees, 
18 certificate programs, and one doctoral degree. The university competes in NCAA 
Division I athletics as a member of the Mid-Eastern Athletic Conference (MEAC), with 
baseball participating in the Northeast Conference (NEC). Coppin sponsors teams in 
baseball, basketball, track and field, bowling, tennis, volleyball, softball, and eSports. 

Coppin is accredited by the Middle States Commission on Higher Education and holds 
additional accreditations from six specialized accrediting bodies, reflecting its 
commitment to academic quality and institutional excellence. 

Coppin State University advances inclusive excellence through strategic programs that 
broaden access and support the success of individuals historically underserved in 
higher education. The university fosters a welcoming academic community that values 
individuals of all backgrounds and is committed to ensuring equitable access and 
participation regardless of race, color, religion, gender, gender identity or expression, 
age, national origin, disability status, marital status, sexual orientation, or military 
affiliation. These principles are integral to Coppin’s mission, which promotes 
leadership, civic and community engagement, social responsibility, inclusive academic 
environments, and economic development. 
 

Strategic Alignment with Inclusive Excellence 
 

The University’s Inclusive Excellence and Access Plan is a dynamic framework that 
aligns with institutional priorities, including efforts to increase enrollment, enhance the 
student experience, and support academic success for all learners. This plan 
complements the broader university strategic goals. Each academic and 
administrative unit provides annual updates reflecting progress toward institutional 
priorities, including those that promote a welcoming, equitable, and supportive 
environment for all members of the campus community. Strategic goals that reinforce 
these commitments include the following: 

Vision - Become a University of Choice 

Goal 1 - Improve the Holistic Development and Completion Rates of Our Students 
Goal 2 - Strengthen Our Brand and Reputation as a Leader in Urban     

   Higher Education 
Goal 3 - Become a Greater University at Which to Work 
Goal 4 - Enhance Our Teaching and Research Excellence 

 
As Coppin State University advances the implementation of its new Strategic Plan, it is 
integrating institution-wide measures that promote inclusive excellence, student 
engagement, and equitable access to support services. Current efforts focus on 
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improving key outcomes such as enrollment, retention, and graduation rates through 
data-informed strategies and student-centered initiatives. 
 
The university has sustained a strong two-year retention rate and has stabilized its six-
year graduation rate, with targeted efforts underway to achieve further gains. The 
alignment of strategic initiatives is expected to yield positive outcomes in advancing 
access, improving academic success, and increasing degree attainment - contributing 
to Coppin’s mission and the broader goals of the University System of Maryland (USM) 
and the State. 

 
SECTION 2: IMPACT OF THE SUPREME COURT’S DECISION AND PRESIDENTIAL 
EXECUTIVE ORDERS 
 

The U.S. Supreme Court’s decision in Students for Fair Admissions v. Harvard (2023), along with 
current Presidential Executive Orders, has significantly influenced the legal and policy framework 
governing how institutions of higher education advance access and opportunity. The Court’s 
decision invalidated the longstanding practice of considering race as a factor in admissions 
decisions, citing incompatibility with the Equal Protection Clause of the Fourteenth Amendment. 
As a result, all colleges and universities, including Coppin State University, must ensure that 
admissions and related policies are race-neutral and comply with constitutional and statutory 
requirements. 
 

In tandem, current Presidential Executive Orders reaffirm the federal government’s commitment 
to advancing equity and ensuring that all individuals - regardless of background - have access to 
opportunities without unlawful discrimination. These directives emphasize the importance of 
removing systemic barriers, increasing transparency, and promoting fair and inclusive practices 
in education and employment. 
 

Coppin State University remains firmly committed to the principles of equity, inclusion, and 
educational access. Its admissions practices are and have been race-neutral, grounded in a 
holistic review of applicants based on academic preparation, personal achievement, and the 
potential for success. Likewise, the University carefully administers its scholarship programs to 
ensure compliance with federal and state laws, offering opportunities to students from a wide 
range of socioeconomic and educational backgrounds without regard to race or ethnicity. 
 
The impact of the Supreme Court ruling on Coppin’s existing policies and practices has been 
minimal. The institution’s outreach, support services, and retention initiatives remain inclusive 
and accessible to all students. These programs are designed to address barriers to student 
success through evidence-based strategies, and to foster a welcoming environment that 
supports the achievement of all individuals, consistent with Coppin’s mission and legal 
obligations. 
 
SECTION 3: INCLUSIVE EXCELLENCE INITIATIVES AND CAMPUS ENGAGEMENT 

Coppin State University continues to advance its mission of fostering a welcoming and 
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respectful environment by implementing a series of initiatives designed to support 
inclusion, equitable access, and student success. These efforts are aligned with federal 
priorities, the University System of Maryland’s strategic priorities, and Coppin’s 
institutional values. The following programs and activities illustrate how Coppin 
promotes an inclusive campus culture where individuals from a broad range of 
backgrounds, perspectives, and experiences can thrive. 

I. Coppin Inclusive Community Committee (CICC) 

The Coppin Inclusive Community Committee (CICC) leads institutional efforts to 
promote understanding, dialogue, and belonging across the campus. The CICC’s 
mission is to foster an environment in which all individuals feel valued, supported, and 
empowered to achieve their full potential - regardless of their background or identity. 
Through advocacy, inclusive education, and community engagement, the Committee 
contributes to institutional planning that prioritizes student and employee well-being. 

In support of this mission, the CICC has hosted and co-sponsored several events that 
encourage campus-wide participation in training and educational opportunities. These 
events are structured to promote awareness and cultivate a campus climate grounded 
in mutual respect and inclusion. 

II. Campus Climate Survey for Students (2025–2026) 

To further inform institutional planning and continuous improvement, the CICC is 
leading the implementation of a Campus Climate Survey for Students in collaboration 
with Rankin Climate. The survey will assess student perceptions and experiences 
related to the campus environment, inclusion, and equity. The resulting data will be 
analyzed and used to develop actionable recommendations to enhance institutional 
practices. The survey is scheduled to launch during the Spring 2026 semester and 
aligns with the university’s broader efforts to monitor and improve campus climate. 

III. Expand Eagle Nation In-State Tuition Incentive and Transfer Expansion 

Coppin State University continues to broaden educational access through its Expand 
Eagle Nation In-State Tuition Incentive, which offers in-state tuition rates to eligible new 
undergraduate and transfer students from over 40 states and U.S. territories outside of 
Maryland. This initiative reduces geographic cost barriers and expands Coppin’s 
national presence as a university of choice. 

As part of its transfer expansion strategy, Coppin has established key partnerships that 
streamline pathways for degree completion and support workforce readiness. In 
February 2024, Coppin formalized a transfer agreement with the California Community 
Colleges system, creating a clear route for California students to pursue four-year 
degrees at Coppin in high-demand fields such as healthcare, STEM, social sciences, 
and business. 

Additionally, Coppin signed a Memorandum of Understanding (MOU) with the 

246



6 

Colorado Community College System (CCCS). This agreement ensures guaranteed 
admissions and academic articulation for eligible Colorado students seeking to 
complete their undergraduate studies at Coppin. The MOU reflects Coppin’s continued 
commitment to expanding access through structured partnerships that promote 
academic mobility and equitable opportunity. 

President Anthony L. Jenkins emphasized that these partnerships are essential to 
Coppin’s mission: “Students from across the country now have the opportunity to 
experience our nationally ranked academic programs and be part of a supportive, 
inclusive campus community.” 

IV. Educator’s Day at Coppin State University 

On September 10, 2024, Coppin hosted Educator’s Day, a university-sponsored event 
that welcomed K–8 students from local public schools. The program included a visit to 
the Lady Eagles volleyball match against the University of Pennsylvania, meet-and-
greet opportunities with the student-athletes, and interactive campus engagement. 
This event supports early college awareness and engagement, helping cultivate a 
college-going culture among young learners from the surrounding community. 

V. Destination Coppin – Campus Tours and Recruitment 

As part of its ongoing recruitment strategy, Destination Coppin provides in-person 
campus tours for prospective students and their families. Led by student ambassadors 
known as The Soar Squad, the tours offer immersive experience highlighting academic 
programs, campus history, and student life. 

Special requests - such as meetings with faculty, step show demonstrations, or 
mascot appearances - can be accommodated when possible. All tours must be 
booked in advance, and visitors are provided with key information to make their 
experience as informative and engaging as possible. The program helps prospective 
students gain a better understanding of Coppin’s inclusive campus culture and 
academic opportunities. 

VI. Technology Platforms Supporting Student Access – SLATE and Common App 

Coppin State University has enhanced its admissions and recruitment infrastructure by 
integrating SLATE and the Common App. These platforms streamline the application 
process for prospective students, enabling broader access, simplifying submission 
procedures, and providing tools to communicate more effectively with applicants. The 
use of these systems demonstrates Coppin’s commitment to accessibility and 
technological innovation in support of enrollment equity. 

Affirming Our Inclusive Path Forward 

These initiatives underscore Coppin State University’s intentional efforts to uphold its 
values of inclusion, respect, and opportunity. Through strategic programs, community 
engagement, and institutional transparency, Coppin affirms its commitment to 
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cultivating a learning environment where all individuals can succeed. 

   
SECTION 4: MEASURES AND PROJECTED OUTCOMES FOR ENROLLMENT AND 
INCLUSION 

   
Coppin State University continues to implement strategic initiatives designed to 
support inclusive enrollment growth, retention, and student success, consistent with 
federal guidance on nondiscrimination and equal opportunity. As part of the 
University's ongoing strategic planning process, a comprehensive set of measures is 
in place to ensure that efforts to promote inclusive excellence are evidence-based, 
outcome-driven, and compliant with applicable laws. 
 

In recent years, Coppin has demonstrated positive progress. The University has 
maintained a strong two-year retention rate and achieved a six-percentage-point 
increase in its six-year graduation rate. These improvements reflect deliberate, 
student-centered strategies that address barriers to persistence and completion. 
 

To accelerate this progress, the University has launched the President’s Six-Point 
Enrollment Plan, a multi-year strategy informed by a detailed analysis of enrollment 
trends across undergraduate, graduate, and transfer populations. The plan is designed 
to expand access, support student success, and align institutional resources in 
support of equitable outcomes. The University continues to operationalize and 
evaluate the plan through the following actions: 
 

Expanding Enrollment Goals Across Geographic and Academic Markets: Coppin 
is increasing outreach to in-state and out-of-state markets through partnerships with 
school districts, community colleges, and formal Memoranda of Understanding 
(MOUs). Special attention is given to removing procedural and financial barriers to 
enrollment, ensuring that all qualified students - regardless of background - can 
pursue higher education. 
 

Strategic Use of Financial Resources: The University is leveraging HBCU settlement 
funds and CSU need-based institutional aid to offer scholarships and financial 
support. These efforts are designed to reduce affordability gaps and ensure financial 
accessibility for all students, in accordance with federal and state regulations. 
 

Technology-Driven Recruitment and Support: Collaborating with the Information 
Technology Division, Coppin is enhancing the use of digital platforms to streamline the 
application process, improve communications, and deliver tailored outreach through 
systems like SLATE and the Common App. 
 

Retention and student success remain central to the University’s inclusion efforts. In 
support of this, Coppin has completed the full launch of the Eagle Achievement Center 
(EAC) - a centralized student success hub that integrates key services critical to 
academic persistence and completion. The EAC provides coordinated support in the 
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following areas: 
 

o Academic advisement and intrusive advising 
o Veterans’ services and benefits navigation 
o Accessibility services for students with disabilities 
o Career development and experiential learning opportunities 
o Equity and inclusion programming 
o Counseling and wellness support 

 

The EAC is a cornerstone of Coppin’s commitment to creating an inclusive and 
supportive campus climate. By centralizing these essential functions, the University 
ensures that all students, regardless of their personal circumstances or educational 
background, receive the tools and support necessary to thrive. 
 

These coordinated efforts are tied directly to Coppin State University’s broader 
strategic objectives to increase access, promote student achievement, and strengthen 
institutional accountability. All initiatives are reviewed annually to assess their impact 
and ensure continuous improvement in alignment with the University’s mission. 

   

SECTION 5: ALIGNMENT TO THE UNIVERSITY SYSTEM OF MARYLAND STRATEGIC 
PLAN 
 

Coppin State University’s efforts to advance access, student success, and inclusive 
excellence are directly aligned with the University System of Maryland (USM) Strategic Plan. 
Through the implementation of race-neutral, evidence-based strategies, Coppin supports the 
statewide goal of expanding opportunity, improving educational outcomes, and contributing 
to Maryland’s workforce and civic life. The initiatives described below are structured to 
comply with applicable federal and state laws, including recent guidance related to 
nondiscrimination in admissions, recruitment, and support services. 
 

USM Goal 1.1 – Attracting, Retaining, and Graduating More Maryland Students 

Coppin is actively implementing data-informed strategies to increase enrollment among 
academically qualified students from Maryland and beyond. These strategies emphasize 
equitable access to higher education by reducing financial, geographic, and informational 
barriers. Efforts to improve retention and graduation rates include enhanced academic 
support services, improved advising systems, and targeted outreach to prospective students 
- ensuring that all individuals, regardless of background, could enroll and succeed. 
 

USM Goals 2.1 and 2.2 – Increasing Enrollment and Improving Transfer Pathways 

Coppin continues to strengthen its transfer student pipeline by expanding articulation 
agreements with community colleges and removing procedural barriers to enrollment. For 
example, Coppin’s guaranteed admissions agreement with the Community College of 
Baltimore County (CCBC) ensures a clear and consistent pathway for eligible associate 
degree graduates. Additionally, the University utilizes platforms like Quottly to simplify course 
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transferability and help students make informed decisions. These actions are part of a 
broader commitment to support all transfer students equitably and transparently, regardless 
of their point of entry into higher education. 
 

USM Goals 3.2 and 3.3 – Expanding Graduates in High-Demand Fields and Building 
Maryland’s Workforce 

Coppin’s academic offerings are strategically aligned with Maryland’s workforce needs. 
Through program development in fields such as health care, education, STEM, and 
cybersecurity, the University prepares graduates with the skills required for success in a 
modern economy. The Bachelor of Science in Cybersecurity Engineering, approved by the 
USM Board of Regents and launched in Fall 2023, is one example of how Coppin responds to 
labor market demand while ensuring all students are supported in these critical fields through 
inclusive advising, experiential learning, and access to professional development 
opportunities. 
 

USM Goals 5.1 and 5.6 – Supporting HBCUs and Advancing Inclusive Excellence  

Coppin, as a public Historically Black University, embraces its mission to serve a broad 
population through inclusive, race-neutral outreach and support practices. The University’s 
enrollment projections emphasize growth among first-generation students, adult learners, and 
individuals from underserved geographic and economic communities. These strategies reflect 
a legally compliant approach to expanding opportunity while ensuring that all students are 
treated equitably throughout the recruitment, admissions, and enrollment process. 
 

Furthermore, the University is exploring the development of a Center for Equity and Inclusion 
to coordinate initiatives that support belonging, intercultural understanding, and campus 
climate improvement. The Center would provide training, research support, and strategic 
guidance consistent with advancing equity for underserved communities - without relying on 
race or identity-based preferences. 
 

Coppin State University’s alignment with the USM Strategic Plan reinforces its institutional 
commitment to student achievement and public service. Through transparent, data-driven, 
and inclusive strategies, the University is positioned to contribute meaningfully to Maryland’s 
higher education landscape while upholding the values of equal opportunity and academic 
excellence for all. 

   

LOOKING AHEAD 

Coppin State University remains committed to cultivating an inclusive, equitable, and student-
centered academic environment. Through intentional planning, campus-wide engagement, 
and compliance state and federal guidance, the university has implemented measurable 
strategies that broaden access, support student success, and enrich the educational 
experience. As Coppin advances its Inclusive Excellence and Access Plan, it will continue to 
assess institutional progress, expand outreach through innovative partnerships, and align 
resources to remove barriers to participation and achievement. With a renewed focus on 
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data-informed planning and a campus culture rooted in mutual respect, Coppin is well-
positioned to lead as a model for inclusive urban higher education in the years ahead. 
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Narrative Progress Report on the Implementation of the Cultural Diversity Plan 

Institution: Coppin State University 
Reporting Period: Academic Year 2024–2025 

Overview 

Coppin State University continues to implement its Cultural Diversity and Inclusive 

environment. The institution’s diversity-

 

Key Implementation Activities and Progress 

1. Structural Coordination and Leadership 

The Coppin Inclusive Community Committee (CICC) remains central to diversity-related 
coordination. The CICC co-

Campus Climate Survey for Students (2025–2026) in 

 

2. Inclusive Recruitment and Enrollment Growth 

President’s Six-Point Enrollment Plan

- -neutral criteria. 
Partnerships with the California and Colorado Community College Systems have 

 

The Expand Eagle Nation In-State Tuition Incentive continues to provide in-state 
territories; 

- -state applicants. 

3. Student Retention and Support Services 

The Eagle Achievement Center (EAC)

inclusion-
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4. Campus Engagement and Pipeline Programs 

Events such as Educator’s Day and Destination Coppin continue to promote early 
–8 

educational opportunities. 

Compliance and Continuous Improvement 

Students for Fair 
Admissions v. Harvard 

-  - 
 - 

 

Looking Ahead 

evidence-
under Center for Equity and Inclusion to serve as a campus-wide 
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A summary of the institution's progress. 

Towson University fosters intellectual inquiry and critical thinking, preparing 
graduates who will serve as effective leaders for the public good. Through a 
foundation in the liberal arts and a commitment to academic excellence, 
interdisciplinary study, research and public service, Towson University prepares 
students for careers in high demand today and in the future. TU is recognized as a 
leader in community engagement, including entrepreneurial efforts that provide 
collaborative opportunities between the campus and the larger Maryland community. 
Our graduates leave with the vision, creativity and adaptability to craft solutions that 
enrich the culture, society, economy and environment of the state, the region and 
beyond. 
 
TU’s academic excellence and innovative research and creative activities happen 
within a community where all students achieve inclusively. The diversity of our 
student body is a strength that not only enriches the learning environment with varied 
backgrounds, it also prepares our students to better lead in a global environment. 
TU's ongoing success is dependent on our capacity to shift perspectives and 
approaches and strategically place diversity, equity and inclusion at the core of our 
mission. We offer a transformative student experience that creates a foundation for 
social and economic mobility grounded in a profound respect for civic responsibility. 
 
For Towson University to make a greater difference, we must remain 
unapologetically persistent and clearly focused on our goals above all else. Our 
University Strategic Plan https://www.towson.edu/about/mission/strategic-plan/ 
focuses on six major goals, defined with input from across our university and 
greater communities. These goals serve as guiding intentions at the center of every 
decision we make and every action we take. 
 
Goal 4: INCLUDE states: We will build an even more inclusive, equitable, and 
collaborative community where people from all backgrounds, identities, abilities 
and life experiences are welcomed, valued and supported. In his second year at TU, 
President Ginsberg developed 10 priorities that are in direct alignment with the six 
goals outlined in the university’s current strategic plan. One of the Presidential 
priorities focuses on Raising the Bar for Belonging. It is essential that TU recruits, 
retains and serves individuals from all backgrounds and continually works to 
eliminate systemic barriers to success. In furtherance of Maryland Education 
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Article §11–406 and in compliance with state and federal anti-discrimination laws, 
Towson University plans to implement these goals and priorities by 1) Ensuring an 
accessible education for all learners, 2) Educating the campus and community 
about the importance of belonging, 3) Uplifting alumni engagement; and 4) Affirming 
TU’s higher performance in upward social mobility. 
 
Towson University’s progress in all of these areas are highlighted in our most recent 
rankings and achievements: 
 
U.S. News and World Report 
2025 Best College Rankings placed TU: 

No. 5 in Best Public Universities in the North 
No. 15 in Best Universities in the North, public or private 
No. 5 in Best Colleges for Veterans in the North, public or private 
No. 54 in Social Mobility in the North, public or private 

 
The Wall Street Journal 
The 2025 College Rankings named TU: 

No. 1 public university in Maryland and second overall, public or private 
No. 15 among public universities nationwide 
No. 37 in social mobility in the U.S. 
No. 40 among all U.S. institutions, public or private 

 
Inclusive Excellence 

TU was ranked as the sixth-best in the world and the top among all U.S. 
institutions in gender equality in the 2024 Times Higher Education Impact 
Rankings. 
TU has been recognized by Insight into Diversity with a Higher Education 
Excellence in Diversity (HEED) Award for four consecutive years dating back to 
2020.  
TU boasts a five-star ranking from Campus Pride Index, which scores 
universities on their efforts to create a safe, inclusive environment for LGBTQIA+ 
students. 
No. 5 in Best Colleges for Veterans in the North, public or private, 2025 U.S. 
News and World Report 
Top 10 large public universities nationwide for military and veteran students, 
2025 Military Friendly Schools 
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Spring 2025 Cultural Diversity Progress Report

University of Maryland, Baltimore County
1000 Hilltop Circle, Baltimore, MD 21250

umbc.edu // p: 410-455-1000

Point of Contact: Tanyka M. Barber, Vice President for Institutional Equity and Chief Diversity Officer, 
tbarber2@umbc.edu

  

This progress report is being submitted in accordance with MD Education Article, §11-406.

UMBC continues to be one of the fastest growing and most diverse public research universities in the nation. 
UMBC is a designated Minority Serving Institution (MSI) and an Asian American Native American Pacific Islander 
Serving Institution (AANAPISI). Cultural diversity is rooted in the mission and vision of UMBC which states as 
follows:

Mission

UMBC is a dynamic public research university integrating teaching, research, and service to benefit the 
citizens of Maryland. As an Honors University, the campus offers academically talented students a 
strong undergraduate liberal arts foundation that prepares them for graduate and professional study, 
entry into the workforce, and community service and leadership.
UMBC emphasizes science, engineering, information technology, human services, and public policy at 
the graduate level. UMBC contributes to the economic development of the State and the region 
through entrepreneurial initiatives, workforce training, K-16 partnerships, and technology 
commercialization in collaboration with public agencies and the corporate community. UMBC is 
dedicated to cultural and ethnic diversity, social responsibility, and lifelong learning.

Vision

Our UMBC community redefines excellence in higher education through an inclusive culture that 
connects innovative teaching and learning, research across disciplines, and civic engagement. We will 
advance knowledge, economic prosperity, and social justice by welcoming and inspiring inquisitive 
minds from all backgrounds.

Additionally, our goal is to serve the population of students in the State of Maryland. We aim to have our 
students, faculty, and staff represent the individuals we are charged to serve as a public higher education 
institution in the State of Maryland. By embracing the rich diversity of experiences, perspectives, and identities,
we provide an environment rooted in our core value of inclusive excellence where all students, faculty, and 
staff have full access to participate and succeed. 

UMBC continues to implement a vast array of programs and initiatives throughout the University to advance its 
commitment to inclusive excellence for students, faculty, and staff while ensuring full compliance with all 
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applicable federal and state civil rights laws and the University’s nondiscrimination policies.  
 
The Office of Equity and Civil Rights (ECR) continues to have primary responsibility for managing UMBC’s Title 
VI, Title VII, Title IX, and all other civil rights issues related to discrimination, harassment, hate, and bias.  
 
The Office of Accessibility and Disability Services continues to have primary responsibility for ensuring that 
individuals with a disability are afforded an equal opportunity to participate in and benefit from the programs, 
services, and activities of the University through the provision of accommodations and reasonable 
modifications that result in equal access and full inclusion in accordance with the Americans with Disabilities 
Act and Section 504 of the Rehabilitation Act.  
 
The Division of Institutional Equity and the Division of Information Technology are leading the University’s 
efforts to improve digital accessibility in accordance with the new regulations under Title II of the Americans 
with Disabilities Act. 
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Date Submitted: June 6, 2025 
Point(s) of Contact (names and email addresses): Lawrence Sanford (lsanford@umces.edu), Larrae 
Bethea (lbethea@umces.edu), and Amy Griffin (agriffin@umces.edu)  
 

The University of Maryland Center for Environmental Science (UMCES) recognizes the essential value 
that cultural diversity of all kinds brings to our organization, scientific research, and graduate education. 
UMCES leadership and the broader community of UMCES also appreciate that a work culture of respect, 
compassion, curiosity, inclusion and collegiality is essential for true diversity to thrive. A breadth of 
experiences and ideas are sought, and the robustness of those ideas tested, to solve the increasingly 
complex problems facing our world. UMCES strives to provide all members of our community with tools, 
support, and opportunities to advance for the good of the Institution, as well as for the State and society 
at large. 

UMCES has taken a broad, multi-pronged approach towards promoting cultural diversity among its 
students, faculty, and staff and in its operations, research, and education activities. UMCES has adopted 
more inclusive and equitable hiring practices across all levels and is ensuring open positions are 
advertised in a way to reach diverse audiences. In the past year, UMCES expanded its Human Resources 
Department by two, doubling in size to a total of four personnel.  This allowed HR to be more locally 
available to units for various HR needs as well as setting up a formalized presentation for search 
committees.  In mid-2024 UMCES HR started participating in each search committee (staff and 
faculty).  During the first meeting of a search committee, HR does a presentation on the search process, 
including educating search committee members on different kinds of bias to be aware of.   

UMCES is also partnering with other USM institutions to recruit students from diverse backgrounds into 
our graduate programs. One such program is the National Oceanic and Atmospheric Administration 
(NOAA) Living Marine Resources Cooperative Science Center, in which UMCES partners with University 
of Maryland Eastern Shore (UMES) and other universities to engage graduate students conducting 
research on marine and estuarine systems congruent with the interests of NOAA Fisheries.  Another is 
the National Science Foundation (NSF) sponsored SEAS Islands Alliance, which works with students from 
Guam, Puerto Rico, and the U.S. Virgin Islands, empowering them to pursue their interest in marine and 
environmental sciences through scientific and professional development, training and mentorship. 

UMCES continues to offer undergraduate internship programs, several of which focus on increasing 
research opportunities for diverse student populations.  These include summer internship programs at 
each UMCES laboratory, as well as an NSF Research Experiences for Undergraduates program 
administered by the Maryland Sea Grant College.  The latter ran successfully in summer 2024 but has 
been suspended during summer 2025 due to federal funding uncertainties.  UMCES also participated in 
the USM PROMISE Academy postdoc-to-faculty program called RISE UPP, focused on increasing diversity 
of all kinds in STEM faculty ranks.  In fact, UMCES recently hired a previous PROMISE Academy fellow as 
a new Assistant Professor at Horn Point Laboratory.  The RISE UPP project was recently terminated. 
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To enhance cultural awareness among the UMCES community, UMCES implemented several work 
climate assessments and initiatives in recent years.  The latest of these was embedded in UMCES’ 
periodic Institutional Assessment, conducted during 2024 and released in report card format in January 
2025.  While most indicators comprising the report card decreased slightly between 2018 and 2024 
(presumably due to pandemic disruptions), work climate indicators decreased the least and increased 
for work-life balance.  UMCES also ran all-hands training sessions on Workplace Civility in spring 2024.  
We completed our first full year employing an external Ombuds consultant, who also offered in-person 
training sessions on navigating difficult conversations in uncertain times, engaging in crucial 
conversations, giving and receiving feedback, and team communication dynamics. 

The UMCES Diversity, Equity, and Inclusion Collaborative (DEIC) meets approximately bi-monthly as part 
of the institution’s commitment to advancing not only diversity, but equity, inclusion, and belonging for 
the entire UMCES community. In addition to the UMCES DEIC, each of UMCES six units have developed 
their own DEI groups to tackle issues of local concern. Each unit has its own internal work culture and 
traditions, and each unit exists within the context of different regional cultures and traditions.  
Differences between units can create challenges, but they can also promote creative solutions and 
institutional resilience.  Thus, for example, members of the UMCES DEIC worked with a team at the 
Institute of Marine and Environmental Technology (IMET) to develop baseline expectation guidance for 
faculty-student Statements of Mutual Expectation (SME), which are now utilized routinely across 
UMCES.  The SME idea is now being expanded to faculty-postdoc mentoring pairs. 

UMCES hired a new Compliance Officer in November 2024, who has been reviewing and re-organizing 
UMCES policies and procedures, among other duties.  She is in the process of implementing an 
anonymous reporting web-based hotline (app available), which is scheduled to go live in July 2025, and 
will be an essential tool in providing a safe and confidential mechanism for raising concerns. The 
Institution’s Compliance Officer will have direct oversight of this platform. Efforts are also underway to 
revamp UMCES’ existing grievance intake form to improve user accessibility, clarity, and tracking of 
reports. The Compliance Officer will be partnering with Human Resources to develop a comprehensive 
grievance policy and procedure that ensures procedural fairness, trauma-informed practices, and 
consistency across all units. 

Cultural diversity initiatives at UMCES are undertaken by a small group of volunteers from among 
students, faculty research assistants, staff, faculty, and administrators.  A recent administrative re-
organization resulted in the temporary loss of dedicated, compensated staff support for cultural 
diversity efforts, including the staff who were developing UMCES Hate-Crimes Procedures. This has 
slowed, but not stopped, the progress of some of these initiatives at UMCES.  While UMCES remains 
committed to its cultural diversity efforts, additional support would allow for improved program stability 
and faster progress. UMCES is actively considering staffing and/or contractual needs associated with its 
cultural diversity programs and initiatives.   
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A fundamental pillar of the university’s strategic plan is “we invest in people and communities,” 
which is further defined as “we invest in people, their well-being and advancement, and the 
conditions that support their ability to fully participate and thrive in our community, state, and 
world.” While multiple programs focus on students, and historical structures exist for faculty, 
there are fewer defined opportunities for staff to advance. A critical element for staff 
advancement is good supervision; the mentoring and modeling that supervisors provide impacts 
staff success. Sound supervision also leads to greater harmony and satisfaction in the work 
environment; in contrast, weak supervision leads to workplace conflict and even “quiet quitting.”  
 
To advance the strategic plan, the university is investing in the growth and development of its 
supervisors to equip them with the knowledge, skills and attitudes to create positive work 
experience and environments while fostering growth, success, care, and inclusive excellence 
among employees and across campus. A new, signature program to accomplish this goal is 
Excellence in Supervision, developed by the UMD Center for Leadership and Organizational 
Change in partnership with University Human Resources and other campus collaborators, which 
provides new and continuing supervisors with multiple resources for success. Supervisors new 
to the university or newly promoted are required to complete the program as part of their 
onboarding process, and all current staff and faculty supervisors are recommended to complete 
the program. Since its inception, 162 participants piloted the program between February through 
May 2024, and 311 participants have enrolled since its official launch in February 2025. These 
numbers demonstrate a hunger among supervisors to improve their workplaces and to pursue 
professional development. 
 
The program will consist of three stages: Foundations, Intermediate, and Advanced. Since 
February 2025, participants who enrolled in the Excellence in Supervision program have 
completed the Foundations course. This stage covers understanding and connecting to the 
university’s mission and commitments, the skill of caring, and an introduction to coaching. 
Coming Fall 2025, the Intermediate course will be made available to participants who have 
completed the Foundational course. The Intermediate course will cover connecting with 
university policies and creating psychologically safe workplaces, caring for staff, and expertly 
navigating check-ins and difficult conversations. The Advanced stage is still under development 
and more information should be available by 2026. 
 
During its pilot, the program received positive feedback, with 87% of participants either agreeing 
or strongly agreeing that they learned foundational information about supervision as well as 
techniques and tools they can use on the job. By resourcing supervisors across UMD, the 
university will improve workplace satisfaction for supervisors and their teams alike. 
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Section II. Narrative, progress report (two-page maximum) regarding the institution’s 
implementation of its plan for cultural diversity 

As an open access university, the University of Maryland Global Campus (UMGC) 
mission is to inspire hope, empower dreams, and transform lives…one student at a time.  
UMGC’s vision is to be the university of choice for adults [and business], and we aspire 
to achieve this by being learner-centric, data-driven, and skills-based. 

UMGC’s progress thus far has included: 

As part of the University’s strategic priorities, UMGC has been working toward 
closing academic achievement gaps and increasing its overall graduation rate.  
UMGC is in the process of reviewing internal data to determine how best to 
strengthen the faculty ecosystem with additional support and resources to 
improve student success outcomes.  UMGC is also gathering vital feedback from 
our “Voices of the Students” initiative to help guide and enhance the overall 
student learning experience.   
At UMGC, the 
Engagement and Opportunity are in the process of identifying foundational 

reading, writing, and speech communications to enhance 
options for English language learners.  UMGC is planning to create an integrated 
college course series on guiding students along a clear path toward achieving 
their academic goals.  These English language learner courses will align with 
UMGC’s Program and Career Exploration courses.  
The   and 
the 
Workplace Refresher Training to reinforce a culture of respect, professionalism, 
and inclusion across the organization. The training was delivered both in-
person and virtually—to accommodate varying schedules and locations across 
the globe. Approximately 630 leaders participated, and the sessions 
included interactive discussions, real-world scenarios, and policy-based 
guidance to ensure relevance and applicability. Through post-training surveys an 
impressive 93% of respondents “Strongly Agreed” or “Agreed” that the training 
improved their ability to act with civility in the workplace. Feedback showed a 
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 -person and virtual 
formats, indicating the training was consistently impactful across delivery modes. 
UMGC sponsors several American history programs, nationally recognized 
heritage months programs, and special observances that recognize, celebrate, 
and encourages community engagement and awareness.   UMGC’s aim is to 
increase knowledge sharing and understanding through lectures, panel 
discussions, and workshops.  Some of these educational programs included:  
1.  
2.

Employment 
3. Keeping Native American Traditions Alive with The Piscataway Nation Singers & 

 
4.

Workplaces 
5.  
6. Making Space for Women: Stories from Trailblazing Women of NASA’s Johnson Space 

Center 
7.

you 
 

Clery Act Compliance: A process for reporting campus–
Article and consistent with federal 

Security Policy and Campus Crime Statistics Act. 

UMGC encourages prompt reporting of all crimes, suspicious activity, or any 
emergency both to the Security personnel at various locations and the 
appropriate local law enforcement. 

-723-2423. 

Security. 
UMGC publishes an Annual Safety and Security Report which includes the above 
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The Sum of Us- What Racism 
Costs Us All
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Academic Year 2024–2025 

Submitted to the Maryland Higher Education Commission (MHEC) 
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Introduction 

Domain 1: Student Diversity and Inclusion 

76.4% African 
American/Black students

Hispanic/Latino, Asian, and multiracial students

over 6% of 
undergraduates 27% of graduate enrollment

creating a sense of belonging
Division of Student 

Affairs
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Division of International Affairs

University 
Memorial Chapel

undocumented and DACA students

transfer pipelines

15% 
international undergraduate enrollment by 2028

2,000 students annually

Domain 2: Faculty Diversity and Development 

49% of faculty identified as African American/Black 18% as 
international

11 Associate Professors to Full Professors
Transformation Morgan 2030 Goal 2: Faculty Ascendency
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Office of Diversity and Equal Employment Opportunity (EEO)

implicit bias training, equitable evaluation workshops, and 
systematic equity audits

Academic Affairs Faculty Development 
Institute

Office of Human Resources

mentorship initiatives employee resource groups 
(ERGs)

2028

Hispanic faculty representation to at least 5%

100% compliance

at least three active ERGs

Domain 3: Staff Diversity and Employee Support 
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64.5% African American/Black 16.1% International 6.4% White 3.5% 
Hispanic 2.0% Asian

Office of Human Resources (HR)

mandatory search committee training

professional development and 
well-being training modules for managers and 
supervisors

Employee Assistance Program (EAP)

cultural and religious 
diversity

University Memorial Chapel

career advancement 
pathways

active Employee Resource Groups (ERGs)

leadership pipelines for staff of color
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Domain 4: Curricular Diversity 

multicultural and global studies
general 

education curriculum

Inclusive Curriculum Institutes

Global Citizenship Certificate

50% of general education courses

10 new courses

inclusive pedagogy training to at least 75% of faculty
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Domain 5: Disability Services 

1,100 students Student Disability Support 
Services (SDSS)

calming room

executive functioning programs
therapy dog wellness 

activities
inclusive study spaces

ASL Club Invisible Warriors

University Counseling Center (CC)

inclusive, trauma-informed care
healing circles

social justice forums

Expand universal design practices

Scale digital accessibility
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Strengthen peer education programs

partnerships with external organizations

Domain 6: Community Engagement 

international internships

service-learning initiatives

Service-Learning Clearinghouse

Baltimore Cultural Festival
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police-student dialogue forums

Civic Engagement Certificate

Conclusion 

Transformation Morgan 2030
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2.

3.

4.
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A summary of the institution’s plan to improve cultural diversity as required by 
Education Article §11-406, including major goals, areas of emphasis, implementation and 
assessment strategies, as well as achievements from the past year. 

1.
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Key Achievement: 

2.

Key Achievement:

3.

Key Achievement:

4.
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Key Achievement:
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THE MARYLAND INDEPENDENT COLLEGE AND UNIVERSITY ASSOCIATION
(MICUA) is a member-driven organization devoted to serving the interests of
independent higher education and supporting the work of campus leaders throughout
the State.

Established in 1971, the Association provides services to meet the needs of
independent higher education and fosters cooperative efforts among its member
institutions and all segments of higher education. As the voice of independent higher
education in Maryland, MICUA seeks to inform the broader public about its member
institutions and the vital importance of independent colleges and universities to the
future of our State and nation.

The State of Maryland has maintained a partnership with its independent colleges and
universities for over 240 years, beginning with the charters granted to Washington
College in 1782 and St. John’s College in 1784. The first State operating grant for
higher education was awarded to Washington College in 1782.

For more than two centuries, the State has provided line-item appropriations for land,
campus buildings, operating expenses, and equipment. Today, the primary State
support for independent higher education is through the Joseph A. Sellinger Aid
Program, which was established in 1973. A diverse and distinctive group of 13 State-
aided institutions constitutes MICUA’s membership. These public-purpose institutions
offer students a broad spectrum of educational opportunities. Some common features
stand out. From the smallest to the largest, and rural to urban, Maryland’s
independent colleges and universities offer an education characterized by small
classes and close interaction between skilled faculty and motivated students.

Every MICUA institution offers quality undergraduate education to students of all
backgrounds and increasingly institutions are expanding programs of graduate and
continuing study to meet ongoing needs for lifelong learning in the nation and abroad.

PAGE 1WWW.MICUA.ORG

McDaniel College
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MICUA MEMBER INSTITUTIONS SERVE nearly 55,000 students every year. The student
population is demographically diverse, economically diverse, and racially diverse in other ways,
including adult learners and non-traditional students, students who speak English as a second
language, students who are first in their families to go to college, veterans, and transfer students
from community colleges. While the overall tuition at an independent college or university is often
higher than that of a public college or university, private colleges work hard to meet the financial
needs of their admitted students, often resulting in lower “out of pocket” expenses for families.

PAGE 2WWW.MICUA.ORG
300



MICUA colleges and universities foster
inclusive and welcoming environments.

                                At the College, this year marked
the introduction of two new student clubs: The
Mental Health Matters Club, focused on
promoting mental health wellness and
awareness, and a campus chapter of Women in
CyberSecurity (WiCys), aimed at supporting
women pursuing careers in cybersecurity and
tech fields. The institution hosted a Veterans
Day panel to show appreciation for student
veterans, and also presented them with custom
Capitol lapel pins as a small token of gratitude
for their service.

                           The College established a new
partnership with Annapolis Home Magazine.
This collaboration started, in 2024, a new
series called "Poets in the Conversation Room"
to bring world-renowned poets to campus for
poetry readings open to the entire community.
Represented poets were from a diverse and
wide array of viewpoints and cultures, including
a session on Chinese and Korean poetry.

                               The College’s Student Space
Gallery hosts several galleries throughout the
academic year, and students across diverse
identities regularly sign up to be selected to
display their work. Events and exhibitions also
provide students with the opportunity to
display their work on MICA’s campus in
designated areas.
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Additionally, the Illustration Club hosted
alumni speakers who are willing to give back to
the current student community. MICA’s
Burlesque Club puts on a big show each
academic year that draws an audience, and
they partner with various offices and student
volunteers for cross-campus engagement.

                   At the College, early in the spring
2025 semester, the Intercultural Center (home
of the Office of Intercultural Affairs) received
access to additional space for expanded
programming. There were also improvements
to the Interfaith Room located in the Center,
which included rehousing an Alexa device in
the space, adding fidget toys, caps, and
beads, as well as adult coloring pages, color
pencils, and markers. Moreover, this year
current students and local faith leaders
launched Sacred Conversations on campus,
an initiative driven to explore and attempt to
answer deep, non-denominational questions.
The group hosted 8 sessions between the Fall
and Spring semesters.

                                    At the University, the “Arts
Alive” program brings together creative
cultural programs for the entire University
community, including guest speakers, theatre
productions, music performances, and
exhibitions. Program examples in 2024-25
include the Film and Moving Image Artist-in-
Residence; Alexandria Queen on “Secrets to
Creative Success with AI”; and many others.

     

   

                         

             
partnership
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MICUA MEMBERS TAKE ACTION throughout
the application and admissions process to
provide students from all backgrounds with
the opportunity to attend and succeed at an
inclusive institution of higher education.

                                         The University attracts,
retains, supports, and educates high-
achieving students from a variety of
backgrounds. An example of recruitment
efforts is the Cummings Scholars Program,
which provides students from local schools
with the financial and cohort support to take
advantage of a JHU education. Students
participate in leadership, academic, and extra-
curricular programming, including research
and career planning and preparation through
Life Design experiences and mentoring.

                                The Office of Admissions,
during the 2024-2025 academic year,
spearheaded numerous recruitment initiatives
and events to engage students from diverse
populations. The undergraduate team held a
total of 11 virtual and in-person open houses
that provided prospective students and their
families with an opportunity to learn more
about Capitol and to engage with the faculty
no matter where they resided.

The University held its first Aviation Visitor’s
Day at Tipton Airport to promote the Aviation
Professional Pilot program. Two dual
admission agreements with Howard
Community College and Cecil College were
finalized. The agreements offer collaborative
academic advising to encourage community
college students to complete an A.A., A.S.,
A.A.A., or A.S.E. degree. Eligible students who
complete the Dual Admission Application are
guaranteed admission to Capitol Tech and will
seamlessly enter into a B.S. degree program.

PAGE 4WWW.MICUA.ORG
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                         At the College, the Launch
Scholars Network helps first-generation
college students and those from historically
underserved populations be successful in and
out of the classroom. To expand the program’s
success, this year, with funding from the
Jessie Ball duPont Fund, Launch partners
from across campus identified barriers to
success using data from a survey of this
student population.

                                   The University provides
programs, support services, and tutoring
opportunities aimed at enhancing the
recruitment, retention, and persistence of
students from diverse backgrounds. This year,
initiatives included individual academic
meetings that focused on time management
skills, a mandatory weekly study hall, and a
Student-Athlete Networking Night in April
2025, in partnership with Athletics. This event
allowed all Student-Athletes to connect with
alumni and friends from various industries,
explore potential majors and careers, and hear
personal stories about the professionals’
journeys.

                               The Art and Design College
Accelerator Program is a free program for
Baltimore City High School students who face
financial challenges and are from diverse
backgrounds. It provides a pathway to higher
education art and design courses and
workshops. In the three-year program, students
take classes and receive support to pursue
their creative endeavors.

                          The College’s Office of Student
Accessibility and Support Services (SASS)
continues to be a cornerstone of the College’s
inclusive support infrastructure. SASS offers
personalized academic accommodation at no
cost to students with documented disabilities.
This includes access to assistive technologies,
a dedicated testing center, graduate assistant
academic support, and priority registration. In
Fall 2024, services expanded to include an
embedded mental health counselor and
specialized group and social-skills
development programming, along with a newly
developed Wellness Support Program. One of
the most impactful initiatives is the “Step
Ahead” summer bridge program – a five-day
pre-orientation experience designed to equip
incoming students with disabilities with the
academic, social, and residential tools they
need to thrive, alongside building peer
relationships and confidence before the
semester begins.
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Loyola University Maryland

Goucher College
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                                     The University Cares
Committee is a team of representatives from
every division of the University (Academic
Affairs, Residence Life, Public Safety,
Campus Ministry, the Center for Student
Diversity, Center for Student Engagement and
Success, and Learning Services). This group
meets on a bi-weekly schedule to review and
discuss students who have been identified as
at-risk for retention either for academic
reasons or other reasons by professors or
other staff members. Every student is
assigned a contact person from the
Committee who offers resources (i.e. tutoring)
and help where needed.

                            The University maintains formal
course transfer agreements within the
Articulation System for Maryland Colleges and
Universities (ARTSYS) and various other
program transfer agreements with area
colleges and universities, and internationally.
NDMU consistently works with area colleges to
develop additional articulation agreements to
facilitate student transfer. In spring 2025, the
NDMU faculty approved accepting AA and AS
degrees from Maryland institutions in fulfillment
of NDMU’s general education curriculum (with
the addition of a single NDMU course).

                             At the College, in both fall and
spring, the Student Success Center led
coordinated outreach and calling campaigns to
engage students who had not registered for the
upcoming term. These efforts included advisor
outreach, calling projects, and drop-in advising
days. The Center also staffed a registration
table during the campus-wide Late Night
Breakfast event, offering on-the-spot-support
and referrals. While not all students registered
on-site, these outreach efforts helped identify
those not planning to return and offered
targeted support. Collectively, these strategies
contributed to an increase in first-year retention
from 68% to 79%.
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t

                      

Capitol Technology University
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IN 2016 LEADERS OF THE 13 MICUA
MEMBER INSTITUTIONS announced the
launch of the Guaranteed Access Partnership
Program (GAPP). This first-of-its-kind
program was created to reduce college costs
and moderate student debt for Maryland high
school students who lack the financial
resources to afford higher education. Students
who received a State Guaranteed Access
grant and a GAPP grant received up to
$41,400 for the 2024-2025 academic year. If
students maintain certain eligibility criteria,
they will receive the grant each year for four
years, though the funding level is determined
annually by the Maryland Higher Education
Commission (MHEC).

                                    The University offers a variety
of financial aid packages and scholarships
designed to make enrollment as accessible as
possible to students from all backgrounds. The
Third Century Scholars program recruits highly
motivated, low-income students from the
Washington, DC, Maryland, and northern
Virginia region to pursue and complete a
postsecondary education at a top level, liberal
arts University where they can excel
academically and graduate in a timely manner.

                          The College has a newly
established partnership with United World
Colleges (UWC) to increase the enrollment of
degree-seeking non-residents and institutional
awards. Through this collaboration, students
from UWC high schools are offered a dynamic
scholarship opportunity. This approach enables
increased enrollment of UWC students while
simultaneously securing additional external
funding as the student body expands. The
partnership reflects Goucher’s commitment to
fostering a vibrant international community on
campus.
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Hood College
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                                    The University offers endowed
scholarship funds to support high-need
students, with preference given to first-
generation and underserved populations such as
the Baltimore Teacher Apprenticeship Program
(BTAP). In BTAP, students receive a 15% tuition
discount from Loyola and $300 per credit
reimbursement from Baltimore County Public
Schools. The Charm City Promise Program
recognizes and supports high-achieving
students from Baltimore City public, charter, or
Catholic high schools who demonstrate
significant financial need. Through this generous
grant program, all eligible accepted students will
receive a financial aid award that meets 100% of
their demonstrated need toward Loyola’s full
direct cost of attendance.

                   The College continues to support the
Washington Scholars program which provides
full tuition, housing, and meals for high-
achieving, high need students, including wrap-
around support services and programming to
ensure their academic and social success. The
incoming cohort for the Fall of 2025 consists of
six new scholars.
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Goucher College

                            

                 

Johns Hopkins University
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MICUA INSTITUTIONS GIVE HIGH-PRIORITY
to ensure the students are provided with options
to develop leadership skills that will prepare
them for opportunities post-graduation.

                                   The University offers the
Student Leadership Corps (SLC) which is a
cohort-based sophomore leadership program
offering mentorship, community building, and
leadership skill building through weekly
sessions, an off-campus retreat, and
relationship building with a peer mentor.

                              At the College, the Office of
Residence Life expanded eligibility for Resident
Assistant positions to include graduate
students. In addition, both the Office of
Residence Life and the Office of Student
Engagement and Orientation (OSEO) employ
two graduate students each to support the
training and supervision of Resident
Assistances and Peer Mentors. Job postings for
both the Resident Assistant and Graduate
Assistant positions were shared with the
Graduate School, which then distributed the
information to all graduate students.

                            The College established the Office
of Student Belonging to continue its support of
programming of inclusivity. For example, the
EDGE Experience is a first-year program
available to students from Baltimore City Public
Schools who are the first in their families to
attend college. The Office creates new
programming to contribute to the development
of student leaders reflecting the campus-wide
vision: inclusive leadership is nurtured at every
stage, from orientation and peer support to
leadership training and alumni partnership.
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The Excellence in Leadership Program
includes interactive workshops and alumni
panels, culminating in an Active Citizenship
Conference. Participants earn certificates
and are recognized at the annual Impact
Awards, embedding leadership development
within a broader framework of civic
responsibility.

                                           At the University, the
Student Association (SA) holds annual
elections to determine the executive officers
and student senators, which are critical
leadership positions that reflect the rich
diversity of the student body. The Vice
President of the Center for Student Life
(VPSL) serves as the advisor for SA and
meets weekly with the elected and appointed
executive officers to ensure that their work is
aligned with the mission and learning
objectives of the University. Over the last
several years, the students elected to these
offices also reflected the student body
represented on the campus and these
positions often lead to more significant
student leadership roles across the campus.

                                     All students are encouraged
to become involved in a variety of
organizations and activities such as the
Student Government Association (SGA),
Commuter Student Association (CSA), and
Peer Health Education Program. Incoming
elected student leaders are also informed of
the Emerging Leaders Retreat to prepare and
position them within their organization.
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Maryland Institute College of Art St. John's College

First-year experience program. Provide continuous support for students,
such as seminars, guest speaker presentations, and skills-based training
sessions, to help with the transition from high school to college.

Summer bridge programs. Provide additional support for students to help with
college attainment, including students who are first in their family to attend
college.

Routine surveys. Invite students, including graduating seniors, to evaluate the
progress of the institution in promoting cultural inclusion and identifying areas
in need of improvement.

for Cultural Diversityfor Cultural Diversityfor Cultural Diversity
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Highlights from
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