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Diversity of viewpoints, diversity of backgrounds, including gender and ethnic differences, as 
well as variety within academic specialties, are all vital components of the intellectual life of this 

� great university. This not only contributes to the academic vitality of the camP.US, but also 
makes us more competitive among our peer institutions. While parts of the campus have made 
significant gains, our overall progress in reaching greater gender and ethnic diversity has been 
too modest. If we are to be successful in the future, we must tap the rich potential of all our 
citizens by incorporating them into our faculty, staff, and student body. 

) 

- David Ward, former UW Chancellor, in A Vision for the Future, 1995

INTRODUCTION 

Our mIssIon as a public institution is both a tremendous distinction and an awesome 
responsibility, particularly in the 21st century, where graduates must live and work in more 
diverse environments than ever before. Now more than ever, our effort to become a more 
diverse, inclusive, and engaged institution is more than morally right---it is something that is also 
educationally right---and fundamental to distinguishing ourselves as a world-class institution. 
Fundamental to our mission as the largest university in Wisconsin is to be a place of intellectual 
and cultural diversity, as students from differing backgrounds and experiences come to the 
University of Wisconsin-Madison to engage in a diverse learning environment that will prepare 
them for the future. 

Ensuring that the University reflects the diversity needed to fulfill its mission is not an easy task. 
The challenge of becoming more ethnically and racially diverse in our students, faculty, and staff 
is nested within a broader context of social, economic, and educational challenges that extend 
far beyond the power of any university. Yet we accept this challenge and, across three 
decades, have implemented a series of diversity plans intended to build capacity and increase 
our ability to become more diverse and engage with issues of diversity in fundamental and 
important ways. 

With development, of the Madison Plan, in 1988, UW-Madison became one of the first public 
research universities in the United States to boldly and publicly declare its aspirations for 
becoming a more diverse institution. Followed by the Madison Commitment, in 1994, and now 
Plan 2008 -A Blueprint to Enhance Campus Diversity, we have consistently articulated the view 
that diversity and excellence are core values of a great university. Although we have fallen 
short of achieving our diversity aspirations, our focus remains unwavering and consistent in our 
determination to build a diverse, inclusive, and equitable environment. 

Plan 2008-A Blueprint to Enhance Campus Diversity 

In 1999, we renewed our commitment, launching Plan 2008, a 10-year diversity plan aimed at 
building a diverse, inclusive, and equitable environment that specifically focused on the 
recruitment and retention of targeted minority students, faculty, and staff, as well as creating a 
supportive campus environment for the entire institutional community. 

As a result of Plan 2008, we are highly invested in pipeline programs beginning as early as 
elementary school, out-of-school time initiatives both during the summer and academic year, 
and full-support scholarships for students from a range of academic and economic 
backgrounds and in exploring innovative new approaches to engaging youth that leverage 
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the best of what we know about hip-hop culture, STEM preparation, learning, student
development, and a host of other areas. 

While this intentionality has not always delivered the goals that we would have hoped, we know 
that our efforts have provided the groundwork arid platform for more success going forward. 
This report reviews many of the highlights of our 10-year effort, particularly around the seven 
initial goals and their mid-plan "focus" goals: 

1. Increase enrollment of students of color1 and increase the number of Wisconsin high
school graduates who apply, are admitted, and enroll

2. Increase the educational pipeline and encourage partnerships that reach children and
families and earlier ages (Mid-plan focus goal: Build successful pipeline program,s)

3. Increase retention and graduation rates and bring retention and graduation rates for
students of color in line with those of the student body as a whole (Mid-plan focus goal:
Expand early academic support, group experiences, and mentoring)

4. Increase financial aid, increase aid for needy students, and reduce reliance on loans.
5. Increase the number of faculty, staff, and administrators of color.
6. Improve the campus climate and promote respect for racial and ethnic diversity (Mid-pl8:n

focus goal: Educate for multicultural competence)
7. Improve accountability (Mid-plan focus goal: Assess student support programs)

Report Overview 

This report comments on diversity capacity at UW-Madison, major outcomes and processes put 

( 

in place to accomplish Plan 2008 goals, and efforts put in place immediately following Plan 2008 (to both understand the efficacy of the plan's strategies and, more broadly, to set the stage for a 
greater return on investment in our next generation of campus diversity work. 

While this report complies with the request for information on the Plan 2008 implementation 
process and outcomes, it does not have the depth of information that we will have by fall 2009. 
As we discuss in greater detail in the final section of this report, we have several program 
reviews and evaluations underway that will help us to zero in on areas for improvement, as well 
as to identify areas in which we can eliminate program duplication and low performance. To this 
end, we will submit an addendum to this report in fall 2009, which will specifically illustrate 
outcomes of these ongoing organizational learning efforts. 

DIVERSITY CAPACITY AT UW-MADISON 

At UW-Madison, we have developed a diversity infrastructure that features over one hundred 
diversity, equity, and inclusion initiatives specifically emphasizing the success of our most 
vulnerable populations and build diversity capacity (broadly defined). A useful model for 
considering our diversity capacity is offered by Williams and Wade-Golden (2008),2 one built on 
the three primary models of organizational diversity that exist on most campuses: the affirmative 

1The figures and data in this report were compiled by the Office of Academic Planning and Analysis (APA). APA gathers university demographic 
data on racial/ethnic diversity via self-reporting that is set up differently for students and employees. Minority (used for employees) means black, 
American Indian/Alaskan Native, Asian/Pacific Islander, or Hispanic. Targeted minority (reported for students in Wisconsin but not in federal 

(-reporting) is restricted to domestic African Americans, American Indians, and Chicano/a or Latino/a Americans and to Asian Americans of 
Hmong, Laotian, Vietnamese, or Cambodian origin. We neither report international status for employees nor collect data on the race/ethnicity of 
international students. 
2 Williams, D., & Wade-Golden, K. (2008). The chief diversity officer: A primer for college and university presidents. Washington, DC: The 
American Council of Education. 
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action and equity model, the multicultural and inclusion model, and the learning and diversity 
Model. This tripartite model is helpful for illustrating the breadth of campus diversity programs at 

� Madison that align with, converge, or support the various goals of Plan 2008. 

The affirmative action and equity model centers on reducing overt barriers of discrimination and 
increasing access to higher education for historically underrepresented groups. This model is 
often activated through targeted recruitment programs, scholarship, and hiring programs for 
African Americans, Latinos, Native Americans, and other historically underrepresented groups, 
such as Southeast Asian populations. 

While the target of affirmative action and equity models trends toward members of federally 
protected minority groups, by comparison, the multicultural and inclusion model focuses on 
creating an inclusive and supportive environment for the entire institutional community. The 
focus of this model is improving the institutional climate and creating a supportive context for 
diverse groups to flourish. In addition, this model touts the importance of research and 
scholarship that explores the unique experiences and dynamics of diverse social identity groups 
of women, minorities, and others. The model is often activated through ethnic and gender 
studies areas, cultural centers, student org·anizations, affinity organizations, support groups, 
training initiatives, diversity lecture series and symposiums, and other activities and policies 
designed to create a positive and supportive campus community. 

Finally, the learning and diversity model focuses on preparing all students for a world that is 
diverse, global, and interconnected by creating intentional moments in the curriculum and co­
curriculum designed to provide opportunities for students and others to engage with diversity 
and difference. While again, the aforementioned ethnic and gender studies areas are key 
components of this model, intergroup dialogue programs, social justice education programs, 
study abroad efforts, and numerous other initiatives define important programs within this 
model. 

While the focus of our Plan 2008 implementation effort is most squarely centered on the 
affirmative action and equity model, the University has also made progress in each of the other 
models as well. As outlined in Table 1,· UW-Madison has an incredible level of capacity across 
these three models. While a number of the efforts noted in Table 1 were developed prior to 
Plan 2008, such as the Chancellor's Scholars program and our ethnic studies areas, all of these 
programs illustrate the breadth of capacity that exists at Madison to recruit diverse groups, 
engage with diverse ideas, educate diverse students, and pursue diverse areas of inquiry and 
scholarship-all capacities essential to engaging diversity in the 21st century. As we discuss in 
Appendix A, we have been particularly invested and, in many of our student diversity programs, 
focused on historically underrepresented groups. 
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Table 1 
Access and Equity Programs, Multicultural and Inclusion Programs, and Learning and 
Diversity Programs overview at UW-Madison ( 
Cateaorv 
Affirmative Action and 
Equity Model 

Multicultural 
Inclusion Model 

and 

Description 

To eliminate overt 
discrimination and increase the 
demographic presence of 
historically underrepresented 
minorities, women, disabled, 
and economically 
disadvantaged individuals 

To create educational 
environments that support the 
experience and success of 
diverse social identity groups 
and to engage in research and 
scholarship that explores the 
unique experiences and 
dynamics of these groups 

Diversity and Learning To improve students' cognitive 
Programs and relational skills and 

Proarams and Initiatives 
Student-focused programs (for undergraduates, 
graduates, and professional students) 
• PEOPLE College Pipeline program
• PEOPLE Scholars
• POSSE Scholars
• First Wave/Urban Arts (Office of Multicultural Arts

Initiatives)
• WiscAMP (Wisconsin Alliance for Minority 

Participation)
• Ronald E. McNair Scholars program
• Chancellor's Scholars
• Powers-Knapp Scholars
• Academic Advancement Program
• Student Support Services (TRIO)
• Summer Collegiate Experience
• AGEP (Wisconsin Alliance for Graduate Education

and the Professoriate)
• Legal Education Opportunities (LEO) program
• Graduate Research Scholar Communities (GRS):

Graduate Engineering Research Scholars (GERS);
School of Education Graduate Research Scholars
(Ed-GRS); Letters & Sciences Community of
Graduate Research Scholars (L&S C-GRS); and
Science and Medicine Graduate Research Scholars
program (SciMed GRS)

Initiatives: 
• Undergraduate Admissions Minority Applicant

Services (MAS) for strategic recruitment and
admission of targeted minority entering first-year
students

• National Recruitment Initiative to increase out-of-state
enrollment, including targeted students of color

• Transfers programs, e.g., College of the Menominee
Nation Pilot

• Articulation Agreements, e.g., Miami-Dade County
Community College Transfers

• Multicultural Business Students Association (MBSA)
• School of Business PhD Project
• MBA Consortium for Graduate Study in Management
• Minorities in Agriculture, Natural Resources and

Related Sciences (MANNRS)

• Multicultural Student Center
• Associated Students of Madison Diversity Committee
• Multi-Cultural Student Coalition
• Multicultural/Disadvantaged Coordinators and 

programs in Schools, Colleges & Divisions 
• Multicultural Learning Community, University Housing
• Multicultural Residence Counselors
• Center for Integration of Research, Teaching, and

Learning (CIRTL-Delta)
• Women in Science & Engineering Leadership

Institute (WISELi)
• Race, Ethnicity & lndigeneity (REI) Fellowships in the

Institute for Research in the Humanities
• Ethnic Studies Department and programs: Afro-

American Studies, American Indian Studies, Asian
American Studies, Chican@/Latin@ Studies

• Leadership Institute and Office for Equity and
Diversity-sponsored learnina communities

( 
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Category Descriotion Procirams and Initiatives 

enhance student learning . SEED (Seeking Educational Equity and Diversity) 
through incorporating diversity. seminars for faculty and staff 
in the curriculum . Student SEED seminars 

. Multicultural Student Coalition's student-taught and 
administered Inter-Cultural Dialogues (ICD) 

. Diversity Dialogues, Department of Counseling 
Psychology 

. Theatre for Cultural and Social Awareness 

. Advanced Studies in Multicultural Competence 
(ASMC), Counseling Psychology and School of 
Education Outreach, with Health Sciences 

. Ethnic studies requirement, 10-year review 

. Curriculum development, e.g., Environmental
Chemistry and Ethnicity (Chem. 201 ), uranium mining 
and the Navajo 

New Capacity Developed or Inspired By Plan 2008 

Many of the programs noted in Table 1 were created or enhanced or emerged as a direct or 
indirect consequence of Plan 2008 and our efforts to build sustainable diversity capacity. 

Some highlights include the following: 

• The PEOPLE program is one of only a handful of pipeline programs nationally that work
with largely urban, low-income, minority, and underserved communities from elementary
school, through middle school, high school, and into college. With the majority of
students joining the PEOPLE program during either middle school or early in their high
school career, the PEOPLE program provides supportive academic, leadership
development, and college readiness activities for students throughout the educational
pipeline. At the time of this report, over 1200 students are enrolled in the pre-college
program, and over 200 students are enrolled in the high school program. The first cohort
of PEOPLE scholars enrolled in Madison in 2002. The six-year graduation rate for that
group of students is 66. 7%, a number exceeding the six-year graduation rate for
minority students not in the program.

• In 2002, UW-Madison welcomed its first "posses" from the POSSE program in Chicago.

• 

These posses were followed by other Chicago posses as well as posses from Los
Angeles. POSSE participants from such large cities as New York, Boston, Chicago, Los
Angeles, and Washington DC are prepared, through an intensive pre-collegiate training
program. Each posse is prepared for enrollment at top-tier universities nationwide to
pursue their academics and to help promote cross-cultural communication on campus.
Since 2002, UW-Madison has admitted an average of 21 POSSE students per year.
UW-Madison is the only school in the country with 3 POSSE programs. The total
enrollment since the program's inception is 146, and 58% of the 97 students who are
currently enrolled have a GPA of 2.75 or above.

First Wave is the nation's only spoken word and urban arts learning community and is a 
cutting-edge multicultural artistic program for incoming students at UW-Madison. 
Bringing together young artists and leaders from across the United States, First Wave 
offers students the opportunity to live, study, and create together in a close knit, dynamic 
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campus community. Administered by the 9ffice of Multicultural Arts Initiatives (OMAI), 
the First Wave Learning Community is the first university program in the country centered 
on spoken word and hip-hop culture. In its first two years, First Wave has demonstrated (
a 100% retention rate. The sophomore cohort has an average GPA of 2.89, and the 
sophomore cohort has a GPA of 3.17. 

PLAN 2008 IMPLEMENTATION OVERVIEW 

Plan 2008 Outcomes Overview 

The past 10 years has been a period of incremental progress in achieving the several goals 
previously set forth in the Plan 2008. The specific milestones are more particularly described 
below, as they arise in the discussion of specific· strategic goals and objectives over the past 
decade. The overall picture to bear in mind in reviewing these specific developments, however, 
is one of continuing progress and constant striving to strengthen the University's commitment to 
and realization of its diversity goals. 

Goal 1: Increase Enrollment of Students of Color 

Currently, a total of 42,030 students are enrolled at UW-Madison. Of these, 5,260 or 
approximately 12.5% are students of color: 3,765 (71.5%) undergraduates, 153 (2.9%) special 
(non-degree seeking) students, 870 (16.5%) graduate students, and 472 (8.9%) professional 
students. An additional 3,724 (8.8%) internationa·I students are currently enrolled, though they 
are not included in estimates of students of color or targeted minority populations. 

Undergraduate Students: Since 1976, the percentage of students of color undergraduates has 
more than tripled. During the period of Plan 2008, the targeted minority enrollment share of 
undergraduate enrollment increased by over 65%, more than doubling the percentage from 
1990 (see Fig. 1 below). While all targeted minority groups increased, Southeast Asian 
enrollment showed the largest increase, from 44 or . 7% of the enrolling freshman class in 1998 
to 131 or 2.1% in 2007. Native American enrollment changed the least, from 33 students (.5%) 
in 1998 to 55 (.9%) in 2007. Since 1998, the total targeted minority enrollment increased from 
6% (341 of 5,596 enrolled freshmen) to 9.8% (590 of 5,996). 

Figure 1 
Undergraduate Ethnic Minority Students as a Percentage of Total Enrollment, 1998-2008 
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123/o --- ------··---··-

10% 

---Afncor, A."Tl(lfican _.,_ H,sp,eni-c 
-+- Natrve- Amuricon -0- Sovlhc113l Asian 
-)1(-A!I Tar;�lcd M1nor11ict1 C-ombNd ----OtMr �Ill!" (not u.rg�!£:--O) 

1998 1999 2000 2001 2002 2003 2004 2006 2006 200 7 2008 

Fall Term 

8 

{ 


























