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2013 Admissions: Master’s 
Degrees by Ethnicity 
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Applicant Pool = 9.62% URM 



2013 Admissions: Doctoral 
Degrees by Ethnicity 
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Applicant Pool = 6.97% URM 



2013 Enrollment: Master’s Degrees 
by Ethnicity 
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Overall Enrollment = 10.43% URM 



2013 Enrollment: Doctoral Degrees 
by Ethnicity 
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Overall Enrollment = 7.09% URM 



Opportunities at URI: Institutional 
Support for Diversity 



Opportunities at URI: Programming 
to Support Retention 



Opportunities at URI: Recruiting in 
Our Own Backyard 



Opportunities at URI: Flexibility in 
Graduate School Fellowships 



Challenges: Lack of Broad Name 
Recognition 



Graduate Recruitment Survey 

•  Sent via Google Docs to all Graduate 
Program Directors during September 2013 

•  31 programs responded 
•  Aim: To collect information on recruitment 

and admissions practices to inform future 
Graduate School initiatives 



Challenges: Departments Have 
Limited Resources for Recruiting 



Strategies That Work at URI 
•  Recruiting at national conferences with direct and proactive 

personal contact 

•  Involving alumni and current graduate students in the 
recruitment process 

•  Sending promotional materials to MSIs and communicating 
swiftly and often with prospective contacts 

•  Guaranteed offers of funding (though not all programs can do 
this) 

•  Ensure that program websites are engaging and frequently 
updated 



Next Steps at URI 
•  Collaborate with the Provost’s Office to pilot recruitment 

mini-grants to strategically chosen programs and 
departments 

•  Work with College Deans to pilot a new cost-sharing 
model that will increase the number of assistantships for 
the first time in decades 

•  Continued outreach to graduate programs to increase 
awareness of programs already in place  


