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Goal 1. Increase the numerical representation of traditionally underrepresented groups among students, administrative staff, and faculty.

Share campus-wide and program-specific efforts
designed to recruit and retain traditionally
underrepresented students, staff, and faculty.

SU was part of grant-writing team for a National
Science program to increase diversity of science
faculty. SU’s role will be to host two URM teaching
post-docs with the expectation that these positions
would convert to tenure-track. Also, SU will provide
training on undergraduate research mentorship to

doctoral students/post-docs at other USM campuses.

Funding is expected based on conversations with the
NSF program officer. This effort grew out of our on-

Metrics to measure how
progress of each
initiative/strategy is being
evaluated

Data to demonstrate where
progress has been achieved /
indicators of success

Number and quality of contacts
with URM doctoral and post-
doctoral fellows who may be
interested in teaching at a
public comprehensive university
(via reports of contacts through
program evaluations tools that

Areas where continuous
improvement is needed



mailto:hxaristizabal@salisbury.edu

going engagement with USM’s PROMISE Alliance for
Graduate Education and the Professoriate.

SU was one of only a handful of campuses in the
nation invited to resubmit a full proposal to the
Howard Hughes Medical Institutes’ Inclusive
Excellence program. A Delmarva Science Inclusion
Initiative (DSII) was proposed to establish a regional
collaboration

Maintaining communication
with the PROMISE AGEP in
reference to positions
available at SU.




campuses and mutual appreciation of the resources
available at each.



SU Libraries implemented a Diversity and Inclusion
Plan to incorporate diversity into human resources
processes, adding language about commitment “to a
culturally diverse educational and work environment”
to job ads and added questions relating to diversity to
interviews.

Presence of text in job ads and
questions for interviews.

All hiring since summer 2017 has
included this language.

Continue to include this
language.

Our Powerful Connections is an ongoing program
designed to aid the recruitment and retention of
diverse students.

The Office of Veterans Services produces a “Veterans

Increase in number of students;
Retention statistics.

70 students consistently attend
the program; retention to the
second year at 86%.

Additional publicity about
the program.







The Office of Admissions offers a multicultural Alliance
Day and Reception and collaborates with the Office of
Multicultural Student Services and the Office of
Admissions. The purpose of the program is to
welcome perspective students of multicultural
backgrounds and their families to Salisbury University
and to introduce them to the programs and services
offered by the Office of Multicultural Student Services.

SU had 88 students RSVP for
the event an increase of 38
students.

N/A

Develop strategies to track
attendance.

Improve the communication
strategy to encourage
attendance.

The Office of Admissions focuses on admissions
visits/fairs within territories with a high percentage of
historically underrepresented students.

The Office of Admissions offers on-the-spot
admissions at high schools, particularly those with
high populations of historically underrepresented
identities; SU admissions staff makes admissions
decisions on the spot upon review of application, test
scores, and transcript.

For the reporting period, SU
conducted 22 events or visits,
an increase over last year.

For the reporting period, SU

met with 21 schools, an increase

of 17 schools. From these
events, 386 students were
interviewed and 149 have
decided to attend.

Applications of traditionally
underrepresented students

increased by almost 200 students.

Students interviewed increased
by 271 students interviewed and

84 more will be attending.

Students from these groups are

Improve tracking of
individual recruiting events.




Host Grad School Education Workshops with the SU
TRIO student group.

Number of students in
attendance.

Number of participants have
increased each year.

Increase number of
workshops per year. Expand
to other groups.

Participated in a live, virtual grad fair to entice
international students.

The Office of Sponsored Programs continually seeks
and is often awarded grants that target
underrepresented students and faculty. Examples
include federal awards from HRSA and Department of
Education, and state funded awards to increase
diversity in clinical faculty.

Number of live interactions and
follow-up.

Number of engaged clinical
faculty and/or number of
students enrolled and retained
in Dept. of Ed programs (TRIO)

Admissions data is yet to be
determined.

Number of engaged clinical
faculty and/or number of

Continuous improvement of
the program.




International Student and Scholar Services Office re-
branded

contributions of each global
scholar.

Quantity and quality of
ongoing orientation and
support programs to retain
international students.

classes, conducting research, and
engaging in creative activity.

New formal programs developed









SU Libraries added collections related to diverse
populations to support curricular initiatives

New materials added.

with disabilities; also sent our
Diversity Coordinator to the
Symposium for Strategic
Leadership in Diversity, Equity,
and Inclusion sponsored by two
national academic library
organizations.

1) Added two new databases:
LGBT Life with full-text and
Slavery in America and the world:
History, Culture, and Law. 2)
Added special collections material
for Asia (49 history-related




“You're on Indian Land. . .,” in the
Lobby Exhibit space during the
entire spring semester 2018 and
also held a reception for the
exhibit. 3) Hosted a traveling
exhibit from Family Diversity
Projects, “In Our Family: Portraits
of All Kinds of Families,” in the
Curriculum Resource Center from
November 1, 2017, through May
31, 2018. 4) The Nabb Center



goals. Initiatives must support the goals of recruiting






Section II: Institutional Plan:

I. Implementation strategy and a timeline for meeting goals within the plan

Salisbury University will:

X Ensure that students, staff, and faculty feel a sense of belongingness to the university by
actualizing best practices around diversity and inclusion.

x Provide undergraduate and graduate students with the perspectives, skills, tools, and
critical consciousness necessary to be successful in our modern day society.

X Ensure that campus leaders exemplify best practices in diversity and inclusion.

x Provide more opportunities for mentorship and growth for historically marginalized faculty
and staff.

x Develop the cultural competency of faculty so they're better equipped to provide the best
possible and most inclusive learning environment for our students.

x Create innovative programs that endeavor to make the campus climate more inclusive and
supportive of historically underrepresented identities.

x Foster cutting edge research and scholarship on socially constructed identities like race,
sexual orientation, ethnicity, gender identity, etc.

x Create opportunities and programs that facilitate meaningful interactions across all campus
stakeholders and the broader community and work to concretize partnerships and
connections.

x Continuously work on efforts to recruit and retain faculty, staff, and students representing
historically marginalized identities.

x Develop cultural consciousness and improve racial literacy through onboarding trainings,
student orientations, and campus and targeted workshops offered throughout the year.



Il. A description of the way the institution addresses cultural dive



- HJ_HL_ |r_-_J'
I-I_rl|_|4; (AN | ._
bl
= U7 w 1 -
'r_L'I_ = I L

I T

| I

W Ul T
= Bl nT

T B
Sy —\J14J._'7r —=a =
_‘1___‘-L||_|:|_‘ o
A o, 2T

it A

0 B _IJ Sall -
R r-[-ﬁ-':“'—-
1 L T 17
A WL e
L 2 _\_| _Vr
-,
—
= -
_'__l_' o B
u .'_,'_ — 4
A st
B EL‘_‘J_ H|_



or from newer faculty. In essence, in order to cast a wider net, SU must diversify its vision of
hiring. This vision is important not only in regard to ethnicity but also in a broader context
including seniority, discipline, age, and background.

Mentoring: There is a need to mentor prospective full-time applicants in SU’s adjunct pools. An



Section lll: Demographic Data



TABLE 1.2: Comparison Table for Non -tenure Track/Other Faculty

Baseline: 2006-2007 2014-2015 2015-2016 2016-2017 2017-2018
# % Male  Female # % Male  Female # % % of Male  Female # % % of Male  Female # % % of Male  Female
KNOWN KNOWN KNOWN

African

American/Black 11 4.7% 6 5 10 3.0% 5 5 12 3.7% 3.7% 4 8 10 3.2% I 3.3% 4 6 11 3.4% 3.5% 3 8
American

Indian or

Alaska Native 0 0.0% 0 0 1 0.3% 0 1 1 0.3% 0.3% 0 1 1 0.3% 0.3% 0 1 2 0.6% 0.6% 0 2

Asian




TABLE 2: Comparison Table for Staff

_ Baseline: 2007-2008 2014-2015 2015-



TABLE 3.1: Comparison Table for Undergraduate Students



TABLE 3.2: Comparison Table for Graduate Students

Baseline: 2007-2008 2014-2015 2015-2016 2016-2017 2017-2018
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