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COLLEGE OF SOUTHERN MARYLAND

ANNUAL CULTURAL DIVERSITY REPORT
September 1, 2021
The College of So hern Mar land (CSM ) commi men o di er i i embedded in o r
mission, as an open-admissions, comprehensive regional community college, to strengthen the
economic vitality of our diverse and changing region and to enhance the lives of all within it. We
are pleased to submit, in accordance with §11-406 of the Education Article, our 2021 Cultural
Diversity Report.

I. How the College of Southern Maryland Defines Diversity
In July 2020, CSM changed the name of its Diversity and Inclusion Office o Eq i and
Incl i e Di er i , embracing the now-heralded concept of inclusive diversity in two senses:
(1) As commitment to the inclusion of both (a) historically underrepresented racial and
e hnic gro p (MHEC concep of c l ral di er i ) and (b) the broader spectrum of
federally protected classes under Civil Rights law, which encompasses all people.
(2) As commitment not only to ensuring the representation of diverse groups at CSM, but
also ensuring their inclusion in all facets of the life of the College.
The first sense of inclusive diversity challenges CSM to commit to both (a) acknowledging and
addressing the historical marginalization of minoritized groups (including but not limited to race
and ethnicity) and (b) attending to the ways all people are potentially vulnerable to
discrimination and harassment in virtue of their identity status. Every person is a member of a
federally protected class: every person has a race, color, religious status, national origin,
sex/gender identity, age, disability status, citizenship status, genetic profile, veteran status,
marital status, and pregnancy status. At CSM, we offer programming, affinity groups, and other
resources to increase awareness of the distinctive concerns of groups historically
underrepresented and marginalized in higher education and of the requirement to mitigate
patterns of systemic unfairness against them, to achieve educational and economic equity for all.
At the same time, we offer professional development to ensure all employees understand the
protections of all under Civil Rights Law.
The concept of inclusive diversity in its second sense reminds us that representation is a
necessary but insufficient condition for reaping the benefits of diversity (e.g., better
collaboration, learning, problem solving, innovation). Required is inclusion: habitual respect and
welcoming that reflects the desire to have members of diverse groups contributing their
knowledge, perspectives, and expertise in all aspects of the life of the College. Inclusive
diversity in this sense brings more human capital to the table, optimizing decision making and
enhancing the overall vibrancy of the CSM experience for students, employees, and community
partners.

2

II. Our Most Successful Initiatives to Promote Cultural Diversity at CSM
1. Cultural and Global Awareness Core Competency Requirement
All credit students at CSM must complete a 3-credit course designated as fulfilling the core
curriculum requirement in Cultural and Global Awareness. Courses in this category examine
multicultural societies or peoples and help engender a richer understanding of the diverse life
experiences of societal groups. Societal groups include but are not limited to race, class, gender,
ethnicity, language, and religion. Students gain increased understanding of cultures while
learning to communicate effectively across cultural differences. We assess the efficacy of the
Cultural and Global Awareness Core Competency using a variety of methods, including the
IDEA Cen er Student Ratings of Instruction (SRI) survey system, annual assessments of at
least one student learning objective in every course, and a five-year cycle of full course reviews.
2. Achieving the Dream
CSM determination to achieve greater institutional equity, along with cultural diversity,
informed our decision in 2019 to join Achieving the Dream (ATD), a network of more than 300
colleges in 43 states that are innovating to implement, align, and scale cutting-edge reforms to
improve student success. ATD offers a capacity-building framework that allows colleges to
pinpoint strengths and areas for improvement across seven institutional capacities, including
equity. ATD considers the pursuit of racial equity to be foundational to this work, maintaining
that all policies and practices affect racial equity.
In Academic Year 2020-21, CSM completed Year 2 of our ATD participation, designing
interventions to clarify academic and career pathways, systematize supports, and demystify
finances for students. These interventions, which are currently being launched, are designed to
mitigate racial, socio-economic, and other disparities that impede student access to CSM and
their progress to transfer or completion. We measure and report our progress to ATD regularly
using metrics that answer critical questions about how our underrepresented students are faring
and how we believe our proposed interventions will improve their outcomes. We will dedicate
Year 3 to a thorough evaluation these interventions.
3. CSM s Heri age and A areness Challenges
In July 2020, in the wake of the killings of George Floyd, Breonna Taylor, and Ahmad Arbery,
CSM hosted an interactive, multi-media 30-Day Justice Challenge to examine racial injustices
against Black people in America. The program featured independent online activities and livevirtual check-in community conversations. Tha ini ia i e success prompted us to launch
monthly Heritage and Awareness Challenges exploring the lived experiences groups
recognized in national heritage and awareness observances. We hosted 14 Heritage Awareness
Challenges in Academic Year 2020-2021, exploring religious celebrations, socio-economic
disadvantage, and political ideologies in addition to the official national observances. Faculty
and staff participants earned professional development credits. All together, 687 employees,
students, and community members completed the Challenges. The effectiveness of this
initiative will be assessed via annual participant surveys (under development).
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III. Anticipated Impact of the COVID-19 Pandemic on Efforts to Enhance Diversity
CSM is well-positioned to sustain our efforts to promote inclusive diversity and equity
notwithstanding the challenges of COVID-19. We understand that we are social justice through
education. We believe equity means intentionally designing the CSM experience so that the
needs of each student are met in the face of challenges. Armed with these understandings, and
our awareness that higher education has changed forever for our students, in spring 2020 we
la nched CSM Ne Deal, an initiative to redesign learning for greater equity and economic
mobility, and to revise the CSM footprint to extend classes more equitably across our region.
CSM Ne Deal enabled
o ake he long ie of COVID impac on den b
e e
also been keenly aware of its immediate effects and disparate impact on low-income and
minoritized students. Our student body (credit and non-credit) is about 43% students of color. An
estimated 34% are low-income students (based on regional ALICE/poverty data). Just under
20% of credit students receive Pell Grants. We launched our first Student Support Survey in
March 2020 to hear first-hand from students about their specific needs and challenges, and we
organized a Student Support Recovery Task Force to respond to their needs. Needs students have
identified, across multiple surveys, as having the greatest impact on their persistence are:
Financial aid for tuition, books, and supplies
Money for food, medicine, and living
incidental costs
Access to technology and the Internet

Mental health support
Childcare support
Academic advising

We acted swiftly to ensure students gained access to technology, support services, and other
resources (e.g., food and incidentals) essential for academic success. The CSM Foundation
immediately raised $25,000 that was distributed to students in April 2020. We have given nearly
$3M in CARES Act, CRRSA, and American Rescue Plan funds (including monies earmarked
for the institution) and scholarship funds directly to our students. We froze tuition. We lent
laptops and mobile hotspots to students and reopened access to computer labs by appointment.
Our Student Life team has distributed more than 3,000 pounds of free food to students since May
2020 at 'Mobile Hawk Feeder' drive-thru events.
The outcome is that our enrollment has remained steady overall, with no evident racial/ethnic
disparities in attendance or persistence. We believe this is partly due to CSM response
initiatives and partly to twenty years of established success in online learning, which allowed us
to provide students a seamless transition to high-quality virtual course experiences. For fields of
study requiring hands-on learning, we were easily poised to offer a sanitized and distanced
environment, when allowed to do so.
Although overall enrollment remains steady, we are noticing a decline in male student
enrollment, and especially among men of color for fall 2021. In response, we have recruited
employees to staff phones during the month of July to do direct outreach to current and
prospective students.
CSM New Deal, our Achieving the Dream interventions, and our new 2021-2024 Institutional
Strategic Plan, with its goal to En re equity in all programs and er ice , position us well to
continue to respond effectively to the needs of our diverse student body in this transformed
educational landscape.

APPENDIX
College of Southern Maryland
Plan for Cultural Diversity and Institutional Equity 2020-2021
Approved by the Board of Trustees
May 14, 2020

College of Southern Maryland
Plan for Cultural Diversity and Institutional Equity
2020-2021
The College of Southern Maryland (CSM), an open-admissions, comprehensive regional
community college, enhances lives and strengthens the economic vitality of a diverse and
changing region by providing affordable postsecondary education, workforce development, and
cultural and personal enrichment opportunities. Recognized in 2019 and 2020 with the Aspen
Prize for Community College Excellence, Top 150 Community Colleges, CSM is committed to
achieving outstanding outcomes for our diverse students, employees, and community members.
Diversity, equity, respect, and integrity are among CSM’s core institutional values.
CSM has integrated into its Board-approved 2018-2021 Institutional Strategic Plan (ISP) four
strategic objectives aimed at promoting cultural diversity and institutional equity. These four
objectives comprise CSM’s Plan for Cultural Diversity and Institutional Equity (CDIE). They are
elaborated more fully here, in the context of their corresponding ISP goals and strategies, and
with actions CSM will undertake to accomplish them specified. In this plan, cultural diversity
means the inclusion of racial, ethnic, and other groups that have been underrepresented in higher
education (Code of Maryland, Education Article 11-406). Institutional equity refers to the
intentional design of the CSM experience to treat each student, employee, and visitor with
respect, consideration, appropriate support, and fairness.
CSM’s determination to achieve greater institutional equity, along with cultural diversity,
informed our decision to join Achieving the Dream (ATD), a network of more than 220 colleges
in 43 states that are innovating to implement, align, and scale cutting-edge reforms to improve
student success. ATD offers a capacity-building framework that allows colleges to pinpoint
strengths and areas for improvement across seven institutional capacities, including equity. As an
ATD Network college, and to advance goals for equity and social mobility, CSM will report data
using metrics that answer critical questions about how our lower-income and other
underrepresented students fare.
Aware of the disparate impact of the COVID-19 global pandemic on Southern Maryland’s
lower-income and other underserved families, CSM has acted swiftly to ensure our students have
access to technology, support services, and other resources (e.g., food and incidentals) essential
for academic success. The higher education landscape has changed forever. This Plan for
Cultural Diversity and Institutional Equity specifies actions CSM will take to sustain our
commitment to equity and inclusion as we adapt and transform our delivery model in response to
this crisis.
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CSM STRATEGIC PLAN GOAL 1: CSM will improve student progress and
completion.
CSM recognizes that, while many things affect students’ abilities to complete their programs in a timely
manner, we must reduce all barriers within our span of control to ensure the best student outcomes
possible.

Strategy: Identify critical measures for student progress and completion and develop reporting
protocols.
CDIE OBJECTIVE 1: Identify equity benchmarks for student progress and completion
rates, and devise and implement strategies for achieving them.
Actions

Offices Responsible

Deadline

1.1: Review and analyze demographic data for
student populations in each Southern Maryland
county, and identify areas of geographic
underrepresentation.

SES, CWD, DIV,
PIER

June 30, 2020

1.2: Devise and implement strategies to enroll
student populations from each county that reflect
equitably each county’s demographic
composition.

SES, CWD, DIV,
MAR

August 31, 2021

1.3: Disaggregate and analyze student pass rate,
retention, transfer, and completion data to identify
equity gaps and establish equity benchmarks.

DAA, CWD, DIV,
PIER

June 30, 2020

1.4: Devise and implement strategies for attaining
equity benchmarks in student pass, retention,
transfer, and completion rates.

DAA, CWD, SES,
DIV

August 31, 2021

1.5: Devise and implement a plan for increasing
equity in student access to technology, support
services, and other resources required for
academic success in primarily online learning
environments.

DAA, CWD, SES,
DIV

August 1, 2020

1.6: Develop and publish an Equity Dashboard.

DIV, PIER

September 1, 2020

CSM STRATEGIC PLAN GOAL 2: CSM will provide targeted programming to
meet regional needs.
CSM understands its role in the community and will engage new and existing partners in government,
economic development, education, and business to develop and sustain innovative programming and
revenue streams to advance the vitality of the college and the region.
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Strategy: Determine strategic purpose for each campus based on county economic and
workforce needs.
CDIE OBJECTIVE 2: Respond to demographic changes in each county, and devise and
implement strategies for achieving equity in student access to, and success in, CSM’s
innovative programs.
Actions

Offices Responsible

Deadline

2.1: Disaggregate program enrollments
demographically by county of residence, and
identify areas of underrepresentation, especially in
targeted programs addressing county workforce
needs.

DAA, CWD, DIV,
PIER

July 31, 2020

2.2: In conjunction with Action 1.2, devise and
implement strategies for achieving equitable
demographic representation in targeted programs
addressing county workforce needs.

SES, DAA, CWD,
DIV, MAR

August 31, 2021

2.3: In conjunction with Action 1.3, identify
equity benchmarks for progress and completion
rates of students underrepresented in targeted
programs addressing county workforce needs.

DAA, CWD, DIV,
PIER

July 31, 2020

2.4: In conjunction with Action 1.4, devise and
implement strategies for attaining equity
benchmarks for progress and completion rates of
students underrepresented in targeted programs
addressing county workforce needs.

DAA, CWD, SES,
DIV

August 31, 2021

2.5: Re-establish the Diversity Advisory Council,
comprised of representatives of all three Southern
Maryland counties, to review and assess CSM’s
institutional strategic plan, cultural diversity and
institutional equity plan, and student outcomes.

DIV, PRE

June 30, 2020

CSM STRATEGIC PLAN GOAL 3: CSM will function as one regional college.
CSM cannot implement its One College vision without supporting employee excellence. Consequently,
CSM will make organizational and professional effectiveness a priority.

Strategy: Build a culture of collaboration and learning.
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CDIE OBJECTIVE 3: Refine strategies for sustaining equitable representation of faculty
and staff from underrepresented groups so that CSM’s workforce reaps the benefits of
diverse experiences and perspectives.
Actions

Offices Responsible

Deadline

3. 1: Implement annually CSM’s Affirmative
Action Program, identifying workforce areas in
which groups are underrepresented by gender or
race.

HRO, DIV

October 31, 2020;

3.2: Analyze and evaluate recruitment pipelines
for workforce areas and applicant pools in which
groups are underrepresented.

HRO, DAA, DIV

December 31, 2020

3.3: Develop and implement strategies to address
barriers to the effective recruitment
(representation in applicant pools) of
underrepresented groups.

HRO, DAA, DIV

February 28, 2021

3.4: Review and revise hiring processes (including
search committee training) to improve consistency
of practice across workforce areas and to increase
hiring of employees from underrepresented
groups in workforce areas with
underrepresentation.

HRO, DAA, DIV

August 31, 2021

3.5: Analyze employee retention patterns and
practices in workforce areas in which groups are
underrepresented.

HRO, DAA, DIV

June 30, 2021

3.6: Develop and implement strategies to address
barriers to the effective retention of employees
from underrepresented groups, including limited
access to technology and other resources required
for tele-working during remote operations.

HRO, DAA, DIV

December 31, 2021

October 31, 2021

CDIE OBJECTIVE 4: Increase employee participation in cultural diversity and equity
professional development and programming.
Actions
4.1: Establish a set of diversity, equity, and
inclusion (DEI) competencies to be attained by
CSM employees.

Offices Responsible

Deadline

DIV

July 1, 2020
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4.2: Design and implement a DEI training
curriculum that promotes employee attainment of
designated DEI competencies.

DIV, ODLI

January 1, 2021

4.3: Design and implement annual series of cocurricular programs and special events that
promote intercultural understanding and selfunderstanding by increasing employees’,
students’, and community members’ exposure to
diverse people, cultures, ideas, and viewpoints.

DIV

June 30, 2021

Key:

CWD
DAA
DIV
HRO
ODLI
MAR
PIER
PRE
SES

Continuing Education and Workforce Development
Division of Academic Affairs
Equity and Inclusion Office
Human Resources Department
Organizational Learning and Development Institute
Marketing Department
Planning, Institutional Effectiveness, and Research
Office of the President
Division of Student Equity and Success

