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Reporting Unit                _____School of Law        ____________  Reporting Date ______December 1, 2014   ___ 
Report Contact Name   _____Sahar Aziz_____________ _____  Contact email ______saziz@law.tamu.edu__ _  
Please define the groups applicable to your organization for which you collect information and make peer comparisons. 

X    Students  
___   Undergraduate  
___   Masters (As a group in "Graduate and Professional") 

  _X_   Doctoral (As a group in "Graduate and Professional") 
_X_    Faculty, Lecturers, and Instructors  
_X_    Administrators (applicable to all organizations) 
_X_    Budgeted Staff (applicable to all organizations) 
__    Other (Define) _______________________________________________________  

For the applicable groups above, please answer questions 1-6 below.  Please provide concrete, specific examples referencing 
percentage and number changes in as succinct a manner as possible. Limit full report to five (5) pages. 
  
1) Engaging the Data - Review and compare current year and previous year data reflecting the state of diversity for the 

applicable groups and their peers and articulate what the data tell you. Describe your analysis and interpretation of your 
data. 

STUDENT ENROLLMENT 
Below are data related to total program participants for the law school and our peer schools (these data reflect participants as of Fall 
2013, which is the most current data available for peer schools). Because not all institutions provided a complete breakdown of all 
data, the number of institutions reporting data across the various programs differs. 

   Peer Schools 

 TAMU Law 
2012-13
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TAMU Law 
2013-14 

Low Median High TAMU Ranking 
Among Peers 

Full-Time JD 470 469 475 720 1050  

 First Generation N/R N/R N/R N/R N/R N/R 

 Female 49.3% 49.6% 41.1% 40 % 50.0% 4/16 

 Hispanic 11.7% 11.0% 2.0% 7.0% 16.0% 3/16 

 Am. Indian/Alaska 0.6% 0.0% 0.0% 1.0% 2.0% 14/16 

 Asian/Pacific Islander 4.0% 3.0% 2.0% 9.0% 23.0% 14/16 

 African-American 4.0% 6.0% 1.0% 5.0% 10.0% 7/16 

 Two or more 3.2% 6.0% 0.0% 4.0% 7.0% 3/16 

 
Peer Schools (15):  University of California—Berkeley, University of California—Davis, University of California—Los Angeles, 
University of Florida, University of Illinois, University of Maryland, Michigan State University, University of Michigan, University of 
Minnesota, University of North Carolina, Ohio State University, Penn State University, University of Texas, University of Washington, 
and University of Wisconsin. Peer data reflect enrollments in Fall 2013.  
Full-time Juris Doctor:  At 469 students, our full-time JD program is the smallest among our peer institutions; our peers have a 
median enrollment of 720, and the largest school enrolls 1,050 students. TAMU Law has a relatively high proportion of both female 
and Hispanic students. We are also slightly above the median for African-American students and well below the median for Asian 
students. Although we are well above the median for Hispanic students, the population of Texas (from where nearly all of our 
students are recruited) is 38% Hispanic thereby making the high peer enrollment number of 16% a more appropriate goal.  Similarly, 
the percentage of African American students is 6% compared to 13% for the State of Texas and 10% for the high end of peer schools.  
Although we do not have the peer comparator data for the 2014-2015 academic year, we offer the following student enrollment 
data for TAMU Law. Worth noting is a small increase in the percentage of Hispanic and African American TAMU law students in the 
full time JD program in 2014-2015 as compared to 2013-2014. We expect these numbers to increase as we increase recruiting at 
College Station and among the System units. We report our part-time program data below. Note that our peer schools either do not 
have or do not separately report data on part-time programs. 
 

                                                           
1
 TAMU acquired the law school in August 2013. Numbers for the 2012-13 reporting period are from TAMU Law’s predecessor, Texas 

Wesleyan School of Law. 
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 TAMU Law 2014-2015  TAMU Law 2014-2015 

  Full-Time JD 458 Part-Time JD 244 

 First Generation N/R  First Generation N/R 

 Female 48.0%  Female 49.0% 

 Hispanic 14.0%  Hispanic 14.0% 

 Am. Indian/Alaska 0.6%  Am. Indian/Alaska 0.4% 

 Asian/Pacific Islander 3.0%  Asian/Pacific Islander 3.7% 

 African-American 6.5%  African-American 8.6% 

 Two or more 1.0%  Two or more 3.7% 

 
STUDENT TEXAS BAR PASSAGE RATES

2
  

Ethnicity Feb. 2012 July 2012 Feb 2013 July 2013 Feb 2014 July 2014 

Hispanic of Any Race 75% 94% 80% 89% 100% 71% 

Am. Indian/Alaska Native 0% 100% 100% 67% N/A N/A 

Asian/Pacific Islander 50% 60% 100% 67% 100% 63% 

African-American 60% 67% N/A 75% 67% 83% 

Two or more races 100% N/A 100% 100% N/A 83% 

White 74% 92% 88% 88% 87% 72% 

Race/Ethnicity Unknown 100% N/A N/A 100% 100% 100% 

School Wide Average 69% 90% 89% 86% 88% 73% 

Texas State Average 77% 84% 85% 89% 80% 81% 

 
Because the majority of our students take the July bar exam, those bar passage rates may be more indicative of student 
performance trends.  When comparing bar passage rates of Non-Hispanic white students with non-white students, the numbers do 
not show a systematic trend toward either lower or higher passage rates. The small number of Asian/Pacific Islander bar takers 
precludes any conclusion about their bar pass rate.  . 
 
FACULTY & ADMINISTRATORS 
The composition of our faculty and administration and the comparison to our peer institutions appears in the following table. As of 
November 2014, data reflecting specific minority groups in law-school faculties and administrations are not readily available from 
our peer institutions. According to the American Bar Association Section on Legal Education, those data should be publically 
available by the end of 2014. If and when the ABA releases more granular data, TAMU Law will update this report to reflect those 
data. 

   Peer Schools 

 TAMU Law 
2012-13
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TAMU Law 
2013-14 

Low Median High Ranking 

Full-time Faculty 29 28 28 51 83  

 Female 51.0% 42.0% 29.1% 42.5% 51.2% 9/18 

 Minority 24.0% 23.0% 9.7% 17.9% 40.9% 4/16 

Part-time Faculty 22 22 20 46 126 13/16 

 Female 32.0% 44.4% 16.0% 30.8% 44.4% 1/16 

 Minority 5.0% 2.2% 1.8% 7.7% 22.7% 12/16 

Deans & Librarians 7 10 5 11 21 9/16 

 Female 43.0% 61.9% 16.6% 60.5% 90.0% 6/16 

 Minority 43.0% 9.5% 0% 17.0% 55.5% 15/16 

 

                                                           
2
 We do not have the peer school data for this year. We plan to include peer data in next year’s report 

3
 TAMU acquired the law school in August 2013. Numbers for the 2012-13 reporting period are from TAMU Law’s predecessor, Texas 

Wesleyan School of Law. 



Annual Assessment Report 
 

3 
 

TAMU Law has the smallest faculty among its peers in absolute terms as well as adjusted for the size of its student body.  It employs 
female and minority faculty at a rate at or near the median for full-time female faculty and well above the median for full-time 
minority and part-time female faculty. But TAMU Law employs part-time minority faculty at a rate significantly below the median. 
With regard to deans and librarians, TAMU Law employs women at a rate slightly higher than median but minorities at a rate 
significantly below median.

4
 The following table reflects the makeup of our full-time faculty by gender and ethnicity: 

 

 All Ranks Tenure-track Tenured Non-Tenure Track5 

 
2013- 2014 2013- 2014 

2013- 
2014 

2013- 2014 

Total # 77 13 29 35 

Female 34% 47.0% 48.0% 40% 

White Only 90% 80.0% 85.0% 94% 

African-American 
Only 

4% 0% 10.0% 0% 

Hispanic 2% 8.0% 0.0% 3% 

Asian Only 2% 0.0% 3.0% 3% 

Two or more 2% 15.0% 0.0% 0% 
 
In 2013-2014, adjunct faculty consisted of 23 males and 13 females of whom 33 are whites, 1 is Asian, and 2 who declined to 
answer.  Long-term contract faculty consist of 1 white male and 1 Hispanic female.   
 
LAW SCHOOL PROFESSIONAL STAFF   
There are no peer gender/race breakdowns for the available for the professional staff category.  

 Total Executive/Admin/Mgr. Budgeted Staff* 

 2013 2014 2013 2014 2013 2014 

Total  # N/A 41 N/A 9 N/A 32 

Male N/A 22.0% N/A 22.0% N/A 22.0% 

Female N/A 78.0% N/A 78.0% N/A 78.0% 

White Only N/A 80.0% N/A 67.0% N/A 81.0% 

African-American 
Only 

N/A 13.0% N/A 22.0% N/A 9.o% 

Hispanic N/A 10.0% N/A 11.0% N/A 9.0% 

Asian Only N/A 0.0% N/A 0.0% N/A 0.0% 

*Includes all categories of staff other than Executive/Admin/Mgr.  Texas Wesleyan FY2013 numbers are not readily available. 
 
2) Recent Efforts - What efforts have been made this past year to recruit diversity in the applicable groups?  
Full Time and Part Time J.D. Students.: Texas A&M University School of Law “TAMU Law” recognizes the value of a legal profession 
that reflects the diversity of our global community and is committed to providing full opportunities for the study of law and entry 
into the legal profession by members of underrepresented populations, particularly women and racial and ethnic minorities.  
Toward that end, the law school will administer an efficient and effective targeted national recruitment program geared toward 
attracting a high quality and diverse applicant pool reflecting the standard of ethics required of members of the legal profession.   

Recognizing that the LSAT Score and Undergraduate Grade Point Average are not the sole indicators of an applicant’s ability 
to complete a legal program of study, the Law School considers other  variables when determining the potential success of 
applicants and rendering admission decisions.  Variables considered by the Admissions Committee are as follows:  1) significant 
employment history; 2) military service; 3) the prospective student’s exposure to the legal profession; 4) participation in volunteer 
experiences; 5) family educational history (first generation status); 6) multilingual proficiency; 6) standardized testing history; 7) 

                                                           
4 Note that some positions classified as assistant or associate dean (e.g. admissions, career services) at peer schools are not so 

classified at TAMU.  Two minority staff would be classified as a dean at many peer schools. 
5
 Includes adjunct professors and professors on long term contract. 
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Character and fitness history;
6
 8) region of residence; 9) graduate or professional school degrees; 10) personal background and/or 

hardships; 11) strength of applicant’s letters of recommendation and evaluations; 12) strength of the applicant’s writing samples 
(the LSAT writing sample, and personal statement); and 12) any other legally valid consideration TAMU Law deems necessary to 
accomplish its stated mission. 

TAMU Law places special emphasis on attending recruiting events at Historically Black Colleges and Universities (“HBCU”).  
Recent events including 19 events in Washington D.C., Texas, Georgia, Louisiana, and Tennessee.:    TAMU Law also places emphasis 
on institutions affiliated with the Hispanic Association of Colleges and Universities (“HACU”) that have achieved the designation of 
Hispanic Serving Institution (“HSI”) or Associate Member (“AM”).  Over the past year, the law school has participated in 39 events in 
Washington, D.C. and throughout Texas.: We are also adding additional recruiting aimed at Texas A&M System campuses and 
exploring seeking a variance from the ABA to allow us to target System unit students without requiring the LSAT, in an effort to 
boost minority enrollment.   TAMU Law participates in seven university and community-based programs, focusing on the 
development of women and racial and ethnic minorities as global leaders, to promote civic responsibility while emphasizing the 
value of a legal education.   
Faculty:  During the fall 2014 and spring 2015, the law school is conducting a nationwide search for at least two tenured or tenure-
track faculty positions.  The appointments committee has affirmatively sought well-qualified diversity candidates in all of our 
recruitment efforts.  In all of its advertisements, the FAC has included this language, “As an Equal Opportunity Employer, Texas A&M 
University welcomes applications from a broad spectrum of qualified individuals who will enhance the rich diversity of the law 
school’s academic community.”  The official advertisement was posted in all of the places law faculty interested in applying for an 
appointment would be likely to look.  The official advertisement was also posted on listservs and blogs targeted to professors who 
might add diversity to our faculty, such as: the Minority Law Prof listserv, the Asisan American Law Profs listserv, the Sexual 
Orientation Law Profs AALS listserv, LEAP listserv, and the Association of Black Women Lawyers listserv. 

Of the twenty interviews conducted at the American Association of Law Schools (AALS) conference, sixteen of the 
candidates would add gender, or racial or ethnic diversity.  With the call back interviews we offered, we valued the broad range of a 
candidate’s teaching, publications, experience as well as the value to our students, faculty and community of diversifying our faculty.  
Although the process is ongoing, the law school is making great efforts to identify qualified candidates for our open faculty positions. 
Every candidate must meet our high standards of education, experience, teaching and scholarship.  In our review of qualified 
candidates we also consider a candidate’s diversity as a criterion to weigh in furthering the mission of our school.   
Staff:  All of the law school’s recruiting includes efforts to interview minorities and women among applicants.   
 
3) Future Efforts - Describe the organization’s plans or future efforts to improve the organization’s diversity. 
1. Work with the TAMU Office for the Vice President for Diversity and the TAMU Student Affairs Office to conduct a climate survey 

for students, staff, and faculty. 
2. Recruit students from universities in Texas with diverse undergraduate student populations. 
3. Develop an effective student mentoring program that provides all students, including untraditional and under-represented 

students, guidance on selecting courses, career planning, professionalism, and unique challenges faced by law students. 
4. Explore ways to increase diversity among law school staff, faculty, and adjunct faculty 
5. Explore ways to systematically incorporate into the doctrinal and experiential learning curriculum legal and policy issues that 

disproportionately affect minority groups. 
6. Explore ways to increase the number of invited speakers to the law school who are members of under-represented groups 

within the legal profession and the legal academy.   
7. 7 

 
4) Advisory Groups - Describe the diversity of the various groups who advise your organization.  What efforts or plans have 

come out of this group that may not have been articulated above?  What efforts are made to diversify the group when there 
is a membership vacancy? 

The School of Law is in the process of reorganizing existing advisory boards and establishing new advisory boards, with one goal 
being to use these boards to assist in recruiting students with a particular focus on underrepresented populations. As we develop 
these bodies over the course of the coming year, we will endeavor to identify diverse candidates who can assist with the objectives 
of the advisory groups.  Next year’s report will include more information about the new and reorganized advisory boards. 

                                                           
6
 Such information is relevant because graduates must pass a character and fitness review by state bar associations before being 

licensed. 
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5) Organizational Climate - Describe your organization’s climate based on data – note major themes, challenges, and 
opportunities.  Indicate if your organization has distributed a climate survey (and when) or other source of data and what 
actions have been taken as a result of the responses. 
Prior to the fall of 2013, the law school did not have a diversity committee or a formal and regular mechanism to address 

diversity at the law school or solicit feedback from students, faculty, and staff.  As a result, producing this report was a helpful 
exercise in collecting data and self-evaluating the various diversity-related activities currently undertaken, as well as identifying 
areas for improvement.  The law school plans to conduct a climate survey in the spring or fall 2015, with the assistance of the TAMU 
Office for the Vice President for Diversity and TAMU Office of Student Affairs, to collect data from students, staff, and faculty.  Based 
on the results, the law school will develop an action plan that explores incorporating various diversity-related topics into the 
curriculum, extra-curricular activities, and its professionalism program. 

During the fall of 2014, some minority students and LGBT students expressed concerns with adverse climate conditions arising 
from racial slurs or epithets communicated by other students outside the classroom and flyers of the student group OUTlaw’s events 
being taken down from bulletin boards without authorization.  Some faculty have been approached by minority students expressing 
concerns that some of their white peers are unfamiliar (beyond the news headlines) with the experiences of African Americans, 
Latinos, and other ethnic minority groups.   

 
6) Other Efforts - Describe any other diversity and climate efforts within your organization that are not articulated above. 

 Office of Student Affairs - Law student must complete at least 30 hours of pro bono in order to graduate.  The law school sponsors 
several pro bono opportunities for students that reach diverse communities.  For example, the law school participates in the 
following pro bono workshops: 1) National Adoption Day; 2) Volunteer Income Tax Assistance; 3) Texas Lawyers for Texas Veterans; 
4) Catholic Charities (Fort Worth); and 5) Kaufman County Pro Se Family Law Clinic.  The law school has a continuous professional 
relationship with many non-profit and public interest agencies that have varied populations.  Specifically, the law school partners 
with: 1) Human Rights Initiative (HRI); 2) Mosaic Family Services; 3) Dallas Volunteer Attorney Program; and 4) Legal Aid of 
Northwest Texas. Several student organizations promote culturally and racially diverse programs including:  American Constitution 
Society, Asian Pacific Islander Law Student Association, Black Law Student Association, Hispanic Law Student Association, 
Immigration Initiative, Innocence Project, OUTlaw, and Women’s Law Student Association.  
Office of Career Services - The Office of Career Services (OCS) supports, promotes and encourages student participation in over 12 
local, regional and national diversity job fairs.  The OCS also fosters and maintains ongoing relationships with the local and state bar 
associations, including affinity bar groups, and works with them to present practice area panels and skills building seminars to law 
students.  To increase opportunities for law students belonging to under-represented groups and assist them in their career and 
professional development, the OCS encourages students to join and attend networking events hosted by affinity bar groups. In the 
fall of 2014, the OCS sponsored law students to attend the following programs: 1) Dallas Hispanic Bar Association’s Annual Event; 2)  
Hispanic National Bar Association’s Celebrating Hispanic Heritage Month Event; 3) JL Turner Legal Association’s Annual Gala; 4) Texas 
Minority Counsel Program Conference; and 5) Women Section of the Tarrant County Bar Association Networking Mixer 
Family Law Clinic - In 2013, students represented 100clients of whom 27 were African American, 33 were Hispanic, 1 was Asian, and 
36 were white.  Of the 100 clients, 83 were women and 17 were men. 
Faculty Development and Research - For the 2014-2015 academic year, we will have had speakers with these demographic 
characteristics: a) 17 women & 26 men; b) 3 Hispanic/Latino speakers; c) 2 African American speakers; d) 4 Asian American speakers; 
e) 1 Native American speaker; f) 3 Middle Eastern/Arab American speakers; and g) 1 openly gay/lesbian speaker. Several of our 
speakers spoke about topics that are particularly relevant to underrepresented or minority communities, including metrics for 
measuring student diversity, how to recruit and retain diverse students and faculty, special issues that minorities experience in the 
workplace, and how to support our students in public service careers that often serve minority communities.   
Office for Academic Affairs - Over 35 courses address legal and policy issues that may disproportionately affect women, racial and 
ethnic minorities, religious minorities, and LGBT communities. The law school does not have a school-wide policy for incorporating 
diversity into the core curriculum. Individual professors determine the specific content of professional skills and doctrinal courses 
within the general parameters of the purpose and type of course.  A new course that will be added in spring 2015 is Spanish for 
Immigration Lawyers, which will help prepare students to represent Spanish-speaking clients in immigration proceedings. 
Academic Support - Nontraditional and minority students are often referred to the Academic Support Department for various 
reasons. When we meet individually with these students we always ask about their experience in their law school classes or in their 
academic support group. Camesha Little, Assistant Director (and a recent TAMU Law graduate), develops relationships with students 
that would be hard to reach otherwise. Camesha’s mental health background also allows her to identify and assist students that may 
come to our office for other reasons but actually require additional assistance.  


