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This report assesses the evidence for and progress toward respect for diversity at TAMU Law. The report 
focuses on the most impactful and transformative diversity-related strategies that have advanced the mission of 
TAMU Law regarding recruitment, retention, campus climate, and equity. The report will link TAMU Law’s 
strategies to evidence from data, describe the impact of the strategies, reflect on the effectiveness of those 
strategies, and describe future strategies. 

At the outset, it is important to note that TAMU Law is only in its third year of existence. Some of the 
diversity-related strategies employed thus far have not had enough time to produce significant results, and other 
strategies are still in the planning stages. With that in mind, this report will relate the impact of existing strategies, 
but it will also explore forthcoming strategies the law school expects to pay later dividends. 

I. Recruitment 

A. Students 

Since its inception in 2013, TAMU Law has employed two key strategies for promoting student-body 
diversity: (1) aggressively recruiting diverse students and (2) developing “pipeline” programs to foster long-term 
relationships with potential future law students.  

First, TAMU Law aggressively engages in activities aimed at recruiting underrepresented populations such 
as women and persons from racial and ethnic minority groups. Law school representatives attend recruitment 
fairs, pre-law association meetings, and events that focus on the development of women and racial and ethnic 
minorities as leaders. These gatherings take place throughout the primary recruiting region and in appropriate 
national venues. TAMU Law places special emphasis on attending recruiting events at Historically Black Colleges 
and Universities (“HBCU”). Recent events in which TAMU Law played a prominent role include the Mid-Atlantic 
Minority Prelaw Conference and Law Fair at Howard University; the National Black Prelaw Conference and Law 
Fair at Huston-Tillotson University, Jarvis Christian College, Paul Quinn College, Prairie View A&M University, 
Texas Southern University, and Wiley College; the Atlanta University Center Consortium at Clark Atlanta 
University, Morehouse College, and Spelman College; and recruitment conferences at Dillard University, Grambling 
State University, Southern University, Xavier University, Fisk University, and Tennessee State University.  

TAMU Law also places an 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”). Recent events include the Mid-Atlantic Minority Prelaw Conference and Law Fair at Gallaudet 
University; the Florida Law Forum and Law Fairs at Florida Gulf Coast University, Stetson University, University of 
Central Florida, Saint Leo University, Bethune-Cookman University, Ave Maria University, Florida International, 
and St. Thomas University; and recruiting events at Our Lady of the Lake University, St. Edward’s University, St. 
Mary’s University, Texas A&M International University, Texas A&M University–Corpus Christi, Texas A&M 
University–Kingsville, Texas Lutheran University, Texas State University–San Marcos, University of Texas–El Paso, 
University of Texas–San Antonio, University of Texas–Pan American, University of Incarnate Word, University of 
North Texas–Dallas, Baylor University, Rice University, Southwestern University, Texas A&M University, Texas 
A&M University–Commerce, Texas Tech University, Texas Woman’s University, Trinity University, University of 
Texas–Arlington,  and University of North Texas. 

Second, TAMU Law organizes and participates in many “pipeline” programs designed to develop long-term 
relationships with historically underrepresented, economically disadvantaged, and first-generation college 
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students, with the ultimate goal of having a more diverse pool of students apply to and matriculate at TAMU Law. 
Those programs include “Closing the Achievement Gap” Initiatives, the Council for Legal Education Opportunity 
Diversity Program, the Council for Legal Education Opportunity Achieving Success in the Application Process 
(“ASAP”) Program, the Law School Admission Council’s Diversity in Law and “Plus” (early college) programs, the 
UT-El Paso Law School Preparation Institute, and the UT-Pan American Law School Preparation Institute. In 
addition to these college-level programs, TAMU Law has developed pipeline programs in middle and high schools 
with the goal of cultivating relationships with future law students at an even earlier stage. 

The best evidence for diversity in TAMU Law’s student body relative to our Vision 2020 peer schools1 
comes from the “509 Information Reports” that every law school must file with the American Bar Association each 
fall. The most recent 509 reports available at the time of this writing are those from fall 2014. The following table 
summarizes TAMU Law’s student-body diversity for the last three years and compares the fall 2014 students to 
those of our peers: 

 TAMU Law Peer Schools (2014-2015) 
 2012-

2013 
2013-
2014 

2014-
2015 

Low Median High TAMU Rank 
Among 
Peers 

Full-Time JD 470 469 458 458 611 1025 16/16 
 Female 49.3% 49.6% 48.4% 42% 45.5 % 54.1% 5/16 
 Hispanic 11.7% 11.0% 14% 2.0% 8.0% 16.0% 3/16 
 Am. Indian/Alaska 0.6% 0.0% 0.6% 0.0% 1.0% 2.0% 8/16 

 Asian/Pacific 
Islander 

4.0% 3.0% 3.0% 2.0% 9.0% 21.0% 13/16 

 African-American 4.0% 6.0% 7.0% 1.0% 5.0% 12.0% 5/16 
 Two or more 3.2% 6.0% 3.0% 4.0% 4.0% 8.0% 3/16 
 

Although female students as a percentage of the total student body dropped slightly in 2014, we still rank 
fifth among our peers on this metric. Our percentage of Hispanic students increased from 11% to 14%, a significant 
step toward the 16% goal the law school set for itself last year, and we rank third among our peers. Our percentage 
of African-American students also increased from 6% to 7%, putting us fifth among our peers. 

These data show significant gains in student-body diversity, especially with regard to Hispanic and African-
American students. As TAMU Law’s pipeline programs mature, they should further increase the pool of diverse, 
qualified applicants. Some of the pipeline programs (those targeting early-undergraduate, high school, and middle 
school students) are years from paying a dividend, but based on the success of the late-undergraduate pipelines, 
we expect the dividend to be significant. 

As a part of TAMU Law’s continuing and future recruitment strategies, our recruitment and pipeline 
processes should pay additional attention to potential female applicants to ensure that the slight dip in female 
students from 2013-14 to 2014-15 reverses in future years.  

                                                           
1 The 2020 Vision peer institutions with law schools are 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. 
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B. Faculty 

In 2014, TAMU Law aggressively recruited top entry-level and lateral faculty candidates—especially those 
who would increase faculty diversity. In a year when many law schools saw little or no growth in faculty, TAMU 
Law hired twelve new faculty members, eight of whom increase TAMU Law’s diversity: Irene Calboli (intellectual 
property), Susan Fortney (legal ethics), Nuno Garoupa (comparative law, law & economics), Charlotte Ku 
(international law), Angela Morrison (employment, immigration, legal writing), Srivihya Ragavan (intellectual 
property), Saurabh Vishnibhakat (intellectual property), and Peter Yu (intellectual property). 

Further, in spring 2016, Richard Delgado will collaborate with faculty and students at TAMU Law as part of 
the University’s Institute for Advanced Studies (TIAS). Widely acknowledged as a founder of critical race theory, 
Delgado has received six Gustavus Myers Awards for outstanding books on human rights in North America, was 
nominated for a Pulitzer Prize, and is among the most cited legal scholars in the United States, with more than 
5,000 citations. Delgado’s wife and frequent collaborator, Jean Stefancic, will join TAMU Law’s faculty as a visiting 
professor in spring 2016. 

TAMU Law’s faculty recruitment strategy has had a significant effect on the faculty’s diversity, as 
summarized by the following table: 

 TAMU Law Peer Schools (2014-15) 
 2012-

2013 
2013-
2014 

2014-
2015 

2015-
2016 

Low Median High TAMU 
Rank 

Among 
Peers 

Total Full-time 
Faculty 

29 28 26 39 26 55 98 16/16 

 Female 51% 42% 35% 38% 35% 43% 58% 16/16 
 Minority 24% 23% 23% 28% 10% 18% 39% 2/16 
 

The percentage of fulltime female faculty fell from 2012 through 2014 but increased significantly in 2015. 
Likewise, the percentage of minority faculty fell by one point in 2013 but increased by five points this academic 
year. TAMU Law is below our peer median for full-time female faculty, but we are well above median for full-time 
minority faculty. Our rank among our peer institutions should rise accordingly in the next two ABA reporting 
periods. 

In future recruitment cycles, TAMU Law should increase efforts to bring the percentage of female faculty up 
to at least the median of our peer schools, and it should continue to pursue minority candidates. 

C. Staff 

The following chart summarizes diversity among TAMU Law staff for fall 2014 and fall 2015: 

 TAMU Law Staff 

 2014 2015 

Total  # 41 58 
Male 22% 22% 
Female 78% 78% 
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White Only 80% 72% 
African-American 
Only 

13% 14% 

Hispanic 10% 9% 
Asian Only 0% 0% 
American Indian or 
Alaska Native 

0% 2% 

Not specified 0% 2% 
 
TAMU Law’s staff increased significantly in number in 2015 over 2014. The ratio of men to women remained 
steady. But the percentage of African-American staff rose by one percentage point, and the percentage of American 
Indian/Alaska Native staff rose from zero to 2%. The percentage of Hispanic staff fell by one percentage point. The 
Diversity Council will explore strategies to increase diversity in TAMU Law’s staff to better approximate the 
demographics of the state as a whole. 

II. Retention 

The retention of diverse students has not been a significant problem for TAMU Law. Student loss through 
attrition or transfer is roughly the same for all demographic groups. We attribute this success to our strong 
academic support program, which gives all of our students the tools they need to survive in law school. The 
admissions department also provides training in financial literacy and money management with the goal of 
reducing attrition for economic reasons, especially among economically disadvantaged students. 

Retention of diverse faculty and staff has not been an issue since TAMU Law’s inception, either. As the 
charts above show, diversity is increasing as the school’s faculty and staff grow in this time of rapid expansion. 

III. Campus Climate 

TAMU Law has pursued the following strategies to improve its diversity climate: 

A. Creation of Diversity Council 

Prior to fall 2015, the law school had a diversity committee comprising three to seven faculty members. 
This semester, the school created a diversity council, which includes staff and students in addition to faculty. The 
benefits of the more inclusive council over the faculty committee are greater inclusion of relevant stakeholder 
groups and direct input from students and staff on diversity concerns and solutions.  

B. Development of comprehensive climate survey 

The law school expected to administer a diversity climate survey in fall 2015. But when the diversity council 
examined climate survey instruments used by other TAMU units, it decided existing surveys lacked the depth and 
granularity that the law school needs for its first-ever climate survey. The council then faced a decision: Rush through 
a survey that the council deemed inadequate purely for the sake of getting something done this semester, or take the 
time to develop a deeper, more introspective survey. The council decided the latter option was the better choice; a 
rushed, superficial survey would not yield the information needed, and it might even do harm, sending the message 
that TAMU Law does not truly care about its diversity climate and potentially alienating stakeholders. 
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Further, although the council developed a draft survey aiming at the desired depth, the council determined 
the school needed an outside vendor to develop and administer the climate survey, for three reasons: First, survey 
security and anonymity is a key concern. To ensure maximum participation and truthful answers, the law school 
must be able to guarantee to survey participants that the survey is truly anonymous. The council felt such a guarantee 
would be impossible with an internally administered survey. Second, the law school lacks the in-house expertise 
necessary to fully develop and administer a survey of the scope it hopes to administer. Third, the law school lacks 
the expertise necessary to interpret the survey results and create an action plan based on those results. 
Consequently, the council elected to seek an outside vendor to help develop, administer, and interpret the survey. At 
the time of this report, TAMU Law has on the Aggie Bid web site a request for proposals from outside vendors to 
develop, administer, and interpret the survey.  

Our goal is to develop a survey that will become the standard for other TAMU units and for other law schools. 
We want to make TAMU a “thought leader” in the field of diversity climate assessment. We anticipate developing the 
survey with the winning vendor in spring 2016 and administering the survey in fall 2016.  

C. Creation of diversity programming 

In July 2015, TAMU Law hired Jack Manhire to serve as its Director of Program Development. In addition to 
his academic publishing on improved methods of measuring law student diversity, Manhire developed his 
Breaking Bias program, an experiential workshop exploring how unconscious bias affects individuals within an 
organization and suggesting practical strategies for neutralizing its negative effects. Manhire held the workshop for 
30 faculty and staff in October and for students in November. He will hold another workshop for faculty and staff in 
December. He also presented the workshop in October to two federal government agencies (IRS and EPA) and to 
the TAMU Leadership Institute. This ground-breaking workshop—which Manhire plans to hold for other TAMU 
units, other universities, businesses, bar associations, and government agencies—is another example of TAMU 
Law’s nascent leadership in diversity matters. Manhire will be a guest speaker at the “Climate Matters” conference 
in College Station in March 2016. 

TAMU Law also anticipates that Richard Delgado’s and Jean Stefancic’s visiting professorships in spring 
2016 will generate further programming that will directly benefit TAMU Law’s diversity climate. 

D. Other future strategies: focus on students 

Occasional incidents like the removal of some student groups’ flyers from campus bulletin boards show 
that TAMU Law has opportunities to increase respect, tolerance, and acceptance among different groups within the 
student body. In 2016, the school’s diversity council will develop and implement programs to achieve that goal. 
Ideas under consideration include adding a diversity component to the school’s new “professionalism” program; 
creating a leadership council to foster working relationships between the leaders of different student groups; 
creating a “diversity celebration” week; and fostering “cross-pollination” among student groups through the annual 
“Big Event.”  

IV. Equity 

TAMU Law has not yet explored questions of equity in advancement, promotion, professional development, 
salary, staff training and development, or student leadership development. The school’s Diversity Council hopes to 
analyze faculty and staff equity in spring 2016 and to develop future strategies as a result of that analysis.  


