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Introduction

The Office of Diversity has made moderate gains in achieving the goal of diversity and inclusion
on campus. Under the leadership of the Assistant Vice Chancellor and Chief Diversity Officer,
the Office of Diversity has instituted new strategies designed to help A-State create an
environment conducive to achieving its mission of:

Educating leaders, enhancing intellectual growth, and enriching lives (ASU = e3)

The numerical measurements?! included in this report are instrumental for understanding our
performance towards this mission. Reports include:

e Minority Students, by Minority Group, who currently attend the institution

e Number and Position Title of Minority Faculty and Staff who currently work for the
institution

e Number of Minority, by Minority Group, Full-Time Faculty who currently work for the
institution

e Number of Minority Adjunct Faculty who currently work for the institution

e Number and Position Title of Minority Faculty and Staff who began working at the
institution within the past academic year

In addition to numerical measurements, the current report includes the following:

e Progress made toward meeting institutional goals related to the recruitment and
retention of minority students, faculty, and staff

e New strategies and/or processes implemented during the reporting period, including
indicators and benchmarks used to determine success

e The division budget, timeline, and other resources used to monitor progress towards
achieving objectives

1 The source of the demographic data contained in this report is the A-State Office of Institutional Research and Planning.
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Numerical Measurements

Minority Students
We experienced a 0.2% increase in overall minority student population since the 2014-15 year.

The percentages of Asian Americans and Hispanics increased. The mixed-race student
population increased by 15.8%.

Table 1. A-State Students by Minority Group

Ethnicity 2015-2016 2014-2015 Change %Change
Asian American 111 102 9 8.8%
African American 1788 1834 -46 -2.5%
Hispanic American 324 293 31 10.6%
American Indian 54 71 -17 -23..90%
Pacific Islander 12 16 -4 -25.00%
Two or More Races 242 209 33 15.8%
Total Minority 2531 2525 6 0.2%

Minority Faculty and Staff
The total number of minority faculty and staff increased 6.7 percent since the last reporting

period, from 255 in 2014-15 to 272 in 2015-16. See Appendix A for the number and position
title of current minority faculty and staff.

Minority Full-Time Faculty
We experienced a 5.7 percent increase in the overall proportion of full-time minority faculty

since the last reporting period going from a total of 87 to 92.
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Figure 1. Full-time Minority Faculty by Minority Group

Pacific Islander L

Asian American

T T T .
African American [
i m2014-15

Hispanic W 2015-16

American Indian

Two or More Races _

Minority Adjunct Faculty

The number of minority faculty working in adjunct faculty positions decreased during 2015-16.
There are currently 18 minorities serving in adjunct faculty positions, down from nineteen in
2014-15.

Table 2. Minority Adjunct Faculty by Minority Group

Title Ethnicity Number
Part-time Faculty African American 16
Part-time Faculty Hispanic 2

Recently-Hired Minority Faculty and Staff
We experienced an increase in the number of recently-hired minority faculty and staff who
began working at A-State during the reporting period (from 10 in 2014-15 to 22 in 2015-16).
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Table 3. Recently-Hired Minority Faculty and Staff

UNIVERSITY

Title Ethnicity Code Number
Asst. Professor Asian 2
Asst. Professor African-American 1
Total 3
Instructor Asian 1
Instructor African American 2
Instructor Hispanic 2
Total 5
IAldmmlstratwe Spec. Asian 1
Academic Advisor African-American
Childcare Technician | African-American
Coor
of ASU Cmnty African-American 1
College
Dir of Career Services | African-American 1
2L;§,Tt?;sdent African-American 1
Z]ss:;:::rl]?[nal Sves African-American 1
Project Program . .
Manager African-American 2
PrOJe'ct'Program African-American 1
Specialist
Student
Development African-American 2
Specialist
Farm Foreman- . .
N Hispanic 1
Institutional
Information Systems Hispanic 1
Analyst
Total 14
ARKANSAS STATE




New Strategies, Activities, and Benchmarks

We initiated the following strategies and activities during the reporting period to support the
achievement of our diversity and inclusion goals.

1. Continued to provide cultural competency training for various campus community
groups.

Benchmark: Participants receive a score ranging from 30-180 on the training assessment
and are encouraged to participate in additional training based on the score.

2. Continued a formal grant program for requesting financial support from the Office of
Diversity. Grants are available to faculty, staff, and students for activities and programs
that advance campus diversity and inclusiveness. We restructured the grant program to
focus on the following strategic priorities:

e Recruitment

e Retention

e Graduation/Promotion

e Campus and Community Engagement

Benchmark: The Office of Diversity has awarded more than $140,000 in grants to faculty
and students this past year to support diversity and inclusion on the A-State campus and
throughout the greater Jonesboro community.

3. Began actively recruiting faculty and students from diverse backgrounds through
participation in conferences, fairs and formal networks.

Benchmark: Currently, the AVC is participating in several conferences that promote
diversity and inclusion such as the National Conference on Race and Ethnicity and the
National Association of Diversity Officers in Higher Education Conference. As a result, A-
State has been able to successfully establish informal networks with various Historically
Black Colleges and Universities in an effort to increase recruitment of minority faculty.
Additionally, the AVC has established informal partnerships with HBCUs in the region to
attract talented undergraduate students into the University’s graduate programs.
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Tools for Monitoring Progress

The Office of Diversity had a fiscal year 2014-15 budget of over $225,000 for diversity
programing and initiatives, including supporting multicultural student initiatives and

supplementing critical minority faculty salaries as appropriate. We will utilize the following

methods to evaluate our performance towards achievement of diversity goals:

Every three years, conduct a diversity climate survey to gauge perceptions of campus
environment. Use the 2013 survey as the benchmark for the 2016 survey.

On an annual basis, monitor employment selection data for year-to-year comparisons.
Data includes the race, sex, and ethnicity of individuals who applied, individuals
interviewed, and individuals hired.

Monitor the racial, ethnic, and gender makeup of committees and panels to ensure the
inclusion of racial and ethnic minorities and/or other individuals with diversity
competence, particularly in situations where the recommendations or decisions from
such committees and panels affect the employment outcomes of minority faculty, staff,
or students.

Use the number of diversity grants awarded to monitor the development of initiatives
that increase understanding of diversity, build support for an inclusive environment, and
create opportunities for dialogue.

Use the annual Excellence in Diversity Awards to incentivize and reward diversity
research, pedagogy, and advocacy as well as highlight individuals who promote
diversity.

Assess diversity initiatives at the department, college and unit levels to determine
efficacy.
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Appendix A - Number and Position Title of Current Minority Faculty and

Staff

Number and Position of Current Minority Faculty and Staff

Title

Ethnicity

Number

Assistant Professor

American
Indian/Alaskan
Native

Assoc for Admin

American
Indian/Alaskan
Native

Institutional Svcs Assistant

American
Indian/Alaskan
Native

Instructor

American
Indian/Alaskan
Native

Skilled Trades Supervisor

American
Indian/Alaskan
Native

Total

Administrative Specialist I

Asian or
Pacific
Islander

Administrative Specialist 111

Asian or
Pacific
Islander

Assistant Professor

Asian or
Pacific
Islander

10

Assistant Professor-COB

Asian or
Pacific
Islander

Associate Professor

Asian or
Pacific
Islander

16

Associate Professor-COB

Asian or
Pacific
Islander

Dir of Ofc of Intl Stdnt Servs

Asian or
Pacific
Islander

Head Coach

Asian or
Pacific
Islander

Information Technology Manager

Asian or
Pacific
Islander
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Institutional Svcs Assistant

Asian or
Pacific
Islander

Instructor

Asian or
Pacific
Islander

Nurse Anesthesia Clinical Coor

Asian or
Pacific
Islander

Professor

Asian or
Pacific
Islander

Professor-COB

Asian or
Pacific
Islander

Research Assoc

Asian or
Pacific
Islander

Research Assoc Professor--ABI

Asian or
Pacific
Islander

Research Asst Prof--12 Mo--ABI

Asian or
Pacific
Islander

Total

53

ASU Asst Dir of Physical Plant

Black/African-
American

Academic Advisor

Black/African-
American

Administrative Analyst

Black/African-
American

Administrative Specialist |

Black/African-
American

Administrative Specialist Il

Black/African-
American

Administrative Specialist 111

Black/African-
American

Apprentice Tradesman

Black/African-
American

Assistant Professor

Black/African-
American

Assistant Professor--12 Mo

Black/African-
American

Assistant Professor-COB

Black/African-
American

Assistant Vice Chancellor

Black/African-
American

Assoc Dean of Stdnt Affairs

Black/African-
American

ARKANSAS STATE
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Assoc VC Black/African-
American
Associate Professor Black/African-
American
Associate Professor--12 Mo Black/African-
American
Asst Coach Black/African-
American
Asst Dean of Stdnt Black/African-
American
Asst Dir of Financial Aid Black/African-
American
Asst Football Coach Black/African-
American
Athletic Facility Supervisor Black/African-
American
Broadcast Prod Specialist Black/African-
American
Call Center Specialist Black/African-
American
Childcare Technician Black/African-
American
Comm Artist I/Graphic Artist | Black/African-
American
Computer Operator Black/African-
American
Computer Support Specialist Black/African-
American
Coor of ASU Cmnty College Black/African-
American
Department Chairperson Black/African-
American
Development Advncmnt Specialst Black/African-
American
Dir of Career Servs Black/African-
American
Dir of Disability Servs Black/African-
American
Dir of Stdnt Activities Black/African-
American
Dir of Upward Bound Black/African-
American
Director Academic Advising Black/African-
American
Education Counselor Black/African-
American
Financial Aid Analyst Black/African-
American
HEI Program Coordinator Black/African-
American

ARKANSAS STATE
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Heavy Equipment Operator Black/African- 3
American

Institutional Svcs Assistant Black/African- 11
American

Institutional Svcs Supervisor Black/African- 2
American

Instructor Black/African- 8
American

Instructor--12 Mo Black/African- 2
American

Librarian Black/African- 1
American

Library Supervisor Black/African- 1
American

Library Support Assistant Black/African- 2
American

Professor Black/African- 3
American

Project Program Dir Black/African- 1
American

Project Program Manager Black/African- 27
American

Project Program Specialist Black/African- 5
American

Public Safety Officer Black/African- 1
American

Registrars Assistant Black/African- 1
American

Research Assistant Black/African- 6
American

Skilled Tradesman Black/African- 2
American

Student Development Specialist Black/African- 3
American
Total 169

Academic Advisor Hispanic or 1
Latino

Admissions Analyst Il Hispanic or 1
Latino

Assistant Professor Hispanic or 4
Latino

Assistant VC for Info Tech Hispanic or 1
Latino

Associate Professor Hispanic or 2
Latino

Associate Professor-COB Hispanic or 1
Latino

Computer Support Specialist Hispanic or 1
Latino

ARKANSAS STATE
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Farm Foreman - Institutional Hispanic or 1
Latino

Financial Aid Analyst Hispanic or 1
Latino

Fiscal Support Specialist Hispanic or 1
Latino

HEI Program Coordinator Hispanic or 1
Latino

Information Systems Analyst Hispanic or 1
Latino

Institutional Printer Hispanic or 1
Latino

Institutional Svcs Assistant Hispanic or 2
Latino

Instructor Hispanic or 4
Latino

Instructor--12 Mo Hispanic or 1
Latino

Professor Hispanic or 1
Latino

Research Assistant Hispanic or 2
Latino

Research Associate Hispanic or 1
Latino

Student Development Specialist Hispanic or 1
Latino
Total 29

ARKANSAS STATE
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ACT 1091 of 1999

Annual Report on Five-Year Minority Retention Plan

Name of Institution:
Name of Contact Person:

June 2016

Arkansas Tech University (Including Ozark Campus)
Dr. AJ Anglin, Interim Vice President for Academic Affairs

1. Number of minority students who currently attend the institution:

Fall 15
Black 999
Hispanic 772
American Indian/Alaska Native 99
Asian/Pacific Islander 155
Native Hawaiian 6
Total 2,031

2. Number and position title of minority faculty and staff who currently work for the
institution. The number in parenthesis is the number holding that rank in each ethnic

category.
Minority Faculty:

Associate Professor (3)
Associate Professor (2)
Associate Professor (1)
Assistant Professor (5)
Assistant Professor (1)
Assistant Professor (2)
Assistant Professor (3)
Assistant Professor (1)
Instructor (1)

Instructor (1)

Instructor (1)

Workforce Ed Faculty (1)
Workforce Ed Faculty (1)
Total Minority Faculty

Minority Adjunct Faculty

Adjunct (1)
Adjunct (4)
Adjunct (4)
Adjunct (3)
Total Minority Adjunct

Asian/Pacific Islander
Black

Hispanic
Asian/Pacific Islander
Hispanic

American Indian/Alaskan Native

Black

International — Non-Resident Alien

Black

Asian/Pacific Islander
Hispanic

Asian

Black

23

American Indian/Alaskan Native
Black

Hispanic

International — Non-Resident Alien
12



Minority Staff:

Academic Advisor UB M/S Liaison (1)

Academic Advisor (1)
Academic Advisor (1)
Administrative Analyst (1)
Administrative Specialist I (1)
Administrative Specialist | (2)
Administrative Specialist | (2)
Administrative Specialist 11 (1)
Administrative Specialist 11 (1)
Administrative Specialist 11 (1)
Administrative Specialist 111 (1)
Administrative Specialist 111 (2)
Administrative Specialist 111 (1)
Assessment Specialist (1)
Assistant Athletic Trainer (1)
Assistant Coach (5)

Associate Dean of Students (1)
Associate Registrar (1)
Computer Operator (1)

Director of Career Services (1)

Director of International Programs (1)

Director of Residence Life (1)

English Language Institute Coordinator (1)

Fiscal Support Analyst (1)

Fiscal Support Specialist (1)
Fiscal Support Specialist (1)

Head Coach Women’s Softball (1)
Institutional Assistant (1)
Institutional Services Assistant (1)
Institutional Services Assistant (1)
Institutional Services Assistant (3)
Institutional Services Assistant (1)
Landscape Specialist (1)
Maintenance Assistant (1)
Network Support Specialist (1)

Project Program Director Sports Medicine (1)

Project Program Administrator (1)
Project Program Administrator (1)
Public Safety Officer (1)

Public Safety Officer (1)
Registered Nurse (1)

Special Events Supervisor (1)

Asian

American Indian/Alaskan Native
Hispanic

Black

Asian

Black

Hispanic

Asian

Black

Hispanic

Asian

Black

Hispanic

Asian

Black

Black

Black

Black

Hispanic

Black

Asian

American Indian/Alaskan Native
Asian

Hispanic

Black

Hispanic

Hispanic

Asian

American Indian/Alaskan Native
Asian

Hispanic

Native Hawaiian-Pacific Islander
American Indian/Alaskan Native
Black

Asian

Black

Asian

Hispanic

Asian

Black

American Indian/Alaskan Native
Asian



Systems Specialist (1)
Total Minority Staff

American Indian/Alaskan Native
52

Number and position title of minority faculty and staff who began working at the institution

in the past year.

Administrative Specialist | (2)
Administrative Specialist I (1)
Administrative Specialist 11 (1)
Administrative Specialist 11 (1)
Adjunct Faculty (2)
Assessment Specialist (1)
Assistant Athletic Trainer (1)
Assistant Professor (2)
Assistant Professor (3)
Associate Professor (1)
Associate Dean of Students (1)
Computer Operator (1)
Director of Career Services (1)
Fiscal Support Specialist (1)
Institutional Services Assistant (1)
Landscape Specialist (1)
Maintenance Assistant (1)
Public Safety Officer (1)

Total in Past Year

Asian

Black

Asian

Black

Hispanic

Asian

Black

Asian

Black

Black

Black

Hispanic

Black

Hispanic

American Indian/Alaskan Native
American Indian/Alaskan Native
American Indian/Alaskan Native
Black

23

Progress continues in the recruitment and retention of minority students. Statistics
compiled by the Director of Institutional Research indicate that the number of minority
students increased by 101 last year, an increase of 5% over the previous year. The largest
increases were among Black and Hispanic students. The University is continuing to
place emphasis on the retention of all students, not just minority students.

One of the major retention initiatives in recent years has involved an expansion of the
Bridge to Excellence program in which all new freshmen are assigned to a faculty or staff
mentor. The program uses the Noel Levitz College Student Inventory instrument to
determine the types of assistance students might need for them to be successful. The
results of the instrument are provided to each mentor as an aid in working with the
student. The retention efforts have involved both the Academic Affairs and the Student
Services components of the University working cooperatively for the benefit of students.

An initiative which began in 2008 was the development and implementation of TECH
1001. This is a one-hour class that is required of all new incoming students. The purpose
of the class is to emphasize those student characteristics which are known to be
associated with student success and to help the new student acclimate to campus and

academic life.



An additional initiative which began as part of the Complete College American grant was
a complete redesign of the remedial math courses. In the redesign, two courses were
combined, removing a three hour requirement for many students, and the course was
modularized to allow students to work through the materials more rapidly. The data for
the first few semesters indicate a higher student success rate in remedial math and a much
higher success rate in college algebra for those students who completed the remediation
using the new method.

Arkansas Tech University, this past year, has continued working with the John Gardner
Institute on a three year project to identify five gateway courses (courses which most
students must take but result in high numbers of D, F, W, or | grades). The purpose is to
identify the reasons students have difficulty with the courses and to develop strategies to
improve success.

Another new retention initiative which began in the fall semester 2013 is a major change
to the freshman orientation program. All new students, not just volunteers as it has been
in the past, are required to participate in a two-day orientation program. The activities
not only provide orientation of the new students to campus, but also provide exposure to
the types of software and hardware students use for their classes, helpful resources on
campus, classroom behavioral expectations, and other issues that are helpful in adjusting
to this new phase of their development.

Arkansas Tech University is participating in the Academy on Persistence and Completion
under the auspices of the Higher Learning Commission. This is a four-year commitment
and effort to improve retention and completion rates using mentoring and consultants
from the Higher Learning Commission to help design programs and services that improve
student success.

In terms of faculty and staff, the University continues to use a minority friendly
procedure for recruitment. All faculty and administrative vacancies are filled according
to guidelines and procedures published and administered by the Affirmative Action
Office. The guidelines are disseminated to all departments and forms are included which
provide a consistent and equitable approach to filling vacancies as they occur. The
guidelines cover all aspects of the hiring process and include procedures relating to the
following categories: Announcement and Advertising the Position, Responsibilities of
the Search Committee, Required Documentation Maintained by the Affirmative Action
Office, and Minority Recruitment Contacts. The job description to be advertised must be
approved by the Affirmative Action Officer to ensure that the appropriate EOE
information is included. After the position closes, the chair of the search committee
sends an Interim Report to the Affirmative Action Office. The Interim Report must be
approved prior to any candidate being interviewed. The Interim Report is used to
determine the breadth of ethnic and gender representation. Only the Affirmative Action
Officer has ethnicity data until the Position Filled Report is completed.



The Affirmative Action Officer works to ensure that all guidelines are understood and
followed. Following the confirmation of the hiring decision, a final report is filed with
the Affirmative Action Office and the information is added to an ongoing database which
includes data reflecting the ethnic/gender distribution of candidates and reasons for
rejection by category.

4.a. There are currently no revisions or updates to the current five-year plan, However,
Arkansas Tech University just completed a new strategic plan which took more than a year
to complete and involved the entire campus as well as various external constituencies. The
plan was approved at the beginning of summer 2016 by the Board of Trustees. Over the
course of this next year, a new Minority Recruitment and Retention Plan that closely follows
the revised strategic plan will be developed and submitted to ADHE.

4.b. Timeline, budget, and methods used to assess and monitor progress.
Timeline

These efforts began in 1997 and are continuing. The plan is assessed each year and re-
evaluated as a result of the findings.

Budget

The budgets were put in place for the majority of these efforts in 1997. The budgets
have continued to increase as the University has grown. In other instances, new initiatives
have been added to existing services in such a way that the direct cost of the minority
initiative can not be readily determined. For example, the International Student Office was
redefined as the International and Multicultural Student Services Office and the mission was
expanded to include “multicultural”. That office has worked closely with the Black Student
Association to sponsor campus awareness, Black History Month, and programming
activities that are of more interest to minority students. The International and Multicultural
Student Services Office has grown to include an Assistant Director, a Student Advisor, and a
full-time secretarial position but it is not feasible to determine how much is allocated to
minority relationship efforts. In general, the University will continue to support these, and
additional activities, that may be developed to assist with the identification, recruitment and
retention of qualified minority faculty, staff, and students.

Initiatives such as the John Gardner, Gateways to Completion, project require significant
resources but are not geared specifically for minority students. However, statistics indicate
that minority students are most likely to be enrolled in remedial classes and to have
difficulty in many of the gateway courses so the initiative should improve success and
retention of minority students although not targeted as a minority initiative. The same is true
of the Academy on Persistence and Completion, the costs are not small but the benefit to
students, minority and others, has the potential to be significant.

Methods of Assessment

Assessment of the effectiveness of the plan is conducted on two levels. Action items are



reviewed on an annual basis to assure the procedures are being followed and that policies are
being enforced. The strategies and action items are designed to bring about the desired
outcome of a more ethnically diverse campus. Therefore, the more important assessment
method will be tracking and reporting the number of minority faculty, staff, and students on
an annual basis to determine if progress is being made in the recruitment and retention of a
diverse faculty, staff, and student body. The final assessment is the development of data that
identify trends in recruitment and retention of qualified minority faculty, staff, and students.
The annual report is focused on the current status and annual changes in the quality and
numbers of minorities in each group; faculty, staff and students. Increases in those areas
provide indications that the plan is working as anticipated.



Henderson State University
2015-2016
Minority Recruitment and Retention
Annual Report

Dr. Lewis A. Shepherd, Jr.
Vice President for Student and External Affairs
Henderson State University
June 27, 2016



Introduction
In 2011, people of color (African Americans or people of African descent, Asian Americans, and
Asian American descent, Hispanic Americans, Native Americans) comprised approximately
36.6% of the United States (U.S.) population. Non-Hispanic whites are projected to become a
minority by 2042, according to a 2008 release by the Census Bureau. There are 52 million
Hispanics in the U.S., an increase of 3.1 percent, making it the largest minority group in the
country. The Census Bureau released estimates on the U.S. population’s growth in 2011, finding
that racial and ethnic minorities for the first time made up more than half of all children born in
the country, totaling 50.4 percent.

Given these demographic changes, more and more students, especially those from
underrepresented backgrounds, will need to be college educated if we are to maintain and
advance our labor force.

This growing trend places Henderson State University in a unique position to respond to the
diverse needs of our underrepresented populations. Therefore, one of the primary missions of
the University is to create an environment that reflects diversity in the administration, faculty,
staff and students, multiculturalism, equity, and inclusive academic excellence for all students.

The following information presents an overview of the current status of diversity on the
Henderson State University campus.

Multicultural Students

The number of culturally diverse students enrolled during the 2015-2016 academic year at
Henderson State University was 1,356. This number represents approximately 33.5 % of the
HSU student body.

Minority Students 2015-16

Ethnicity Headcount

African American 957
American Indian 19
Asian American 34
Hispanic 156
International 54
2 or More Races 136
TOTAL 1356
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Minority Staff and Faculty

During the 2015-2016 academic year, Henderson State University employed 103 minority
faculty and staff. The list below provides the number and position title of individuals currently
employed.

Currently Employed Faculty and Staff

The position title and number of minority faculty and staff who are currently employed at
Henderson State University:

Academic Advisor

Accountant |

Adjunct Faculty 1
Administrative Specialist |

Administrative Specialist 11

Administrative Specialist 111

Admissions Counselor

Assistant Athletic Director

Assistant Director of Residence Life

Assistant Coach

Assistant Librarian

Assistant Professor 1
Assistant Registrar

Associate Dean of Students

Associate Librarian

Associate Professor

Assistant Director of Veterans Upward Bound
Assistant Director of McNair Scholars
Coordinator of Intramural Sports & Summer Camps
Director ERZ

Director of Testing

Director of Teacher Ed Admissions

Director of TRIO Programs

Director of University Relations & Admissions
Education Specialist/Counselor SSS

Fiscal Support Specialist

Fiscal Support Technician

Head Volleyball Coach

Innkeeper Assistant

Instructor of English

Instructor of Music

Library Tech-Academic Support

Network Support Analyst

PR RPRRPRPRPRPNONRPRPRRPRRPRPRPRPNRRPRPNRPORRPRPDMNOCORN

3|Page



President
Professor
Public Safety Officer
Purchasing Specialist

Resident Hall Spec-Area Coordinator
Scholar Coordinator for McNair Scholars

Student Services Counselor

Vice President for Student and External Affairs

Vice Provost

[E=N
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Full-time Faculty by Minority Group

The number of minority full-time faculty who currently work for the institution by minority

group:

Minority Full-time Faculty

Ethnicity Headcount
African American 10
American Indian 2
Asian American 7
Hispanic 5
2 or More Races 7
International 2
TOTAL 33

Full-Time Faculty & Staff by Minority Group

The number of minority adjunct faculty who currently work for the institution by minority group:

All Minority Faculty & Staff

Ethnicity Headcount

African American 65
American Indian 2
Asian American 12
Hispanic 10

2 or More Races 12
International 2

TOTAL 103
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Recently Employed Minority Faculty and Staff

The position title and number of minority faculty and staff who began working at Henderson
State University in the past year:

Minority - New Employees
Ethnicity Headcount
African American 16
Asian American 3
Hispanic 4
2 or More Races 2
TOTAL 25

Institutional Goals and Objectives

The diversity we seek at HSU has not occurred through historic patterns of student
matriculation; therefore, it is only through reaching out to and building relationships with
external communities (Community and Technical Colleges, churches, and pre-college
outreach programs) and the commitment of institutional resources, staff support, support
services, and scholarships that we will achieve the diversity we seek.

In its continuing efforts to recruit and retain culturally diverse faculty, staff, and students,
the Office of Student and External Affairs is utilizing the following strategies: (1) To
successfully attract and retain racially and ethnically diverse students, HSU must be able to
meet the psychological, sense of belonging, and self-esteem needs of students. Retention
services include counseling, tutoring, academic support, career planning, and placement
services. The Office of Diversity will provide cultural competency skills for academic
advisors and faculty members; (2) Provide strong academic preparation and support
programs - Summer Institute; (3) Provide strong social support and integration-social and
cultural activities and organizations; (4) Provide additional financial resources; (5) Sending
job announcements to Historically Black Colleges and Universities; (6) Create diversity
action plans for all academic and non-academic units; (7) Create a campus-wide mentoring
program that improves campus climate and retention; (8) Substantially increase revenues
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from fundraising and partnerships in collaboration with the HSU Foundation for diversity-
related initiatives.

Action and Elements

As a measure of progress we will:

1. Appropriate and fill a position dedicated full-time to leading the whole-campus
initiative to improve our climate and ability to increase institutional diversity,
equity, and inclusion.

2. Form a committee of faculty, staff, and students who have previously worked on
diversity efforts as well as members who have interest in doing so.

o Establish a clear definition of what diversity, equity, inclusion and cultural
competence mean to Henderson.

o Define how to measure success.

o Determine what has been accomplished in the past and which programs or
efforts were successful.

o Analyze why some efforts may have failed and/or diminished over time.
o Study successful efforts at other institutions and organizations.

3. Conduct a comprehensive study of our demographic data.
o Measure data against labor market data where we recruit candidates.

o Measure data against data from a selected set of comparable and competitive
peer institutions.

o Propose recommendations for changes and their implementation supported
by study data.

4. Conduct and use a comprehensive survey measuring the climate for diversity, equity
and inclusion on our campus.

o Identify reasons for feelings of being excluded and other parameters as
determined while making survey.

6|Page



o Using data from the climate survey and findings from the study of other
institutions and organizations, develop a plan with policies, procedures, and
models to increase and continuously promote cultural competency and
proactive behavior among all university constituents.

5. Berecognized as a leader in diversity, equity and inclusion

o Develop our own Diversity Excellence Award similar to the one at Arkansas
State University which recognizes “individual faculty members, faculty
groups, academic departments or academic units that demonstrate the
highest commitment to enhancing excellence through diversity.” Our award
could include staff and student groups.

o Be the recipient of the CUPA-HR “Inclusion Cultivates Excellence Award.”

Budget

The Office of Diversity operates within the following budget:

Account Amount
Travel $2,000.00
Supplies and Services $4,200.00
Total $6,200.00

*Additional funds are secured through private grants and foundations.
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MINORITY RETENTION PLAN
2015-16

Although there are many goals and objectives that are University-wide that relate to the

retention of minority faculty, staff, and students, the following goals and objectives relate
directly to these groups.

Goal 1: To recruit and retain diverse, well-qualified and student-centered faculty and
staff.

Objective: Increase the percentage of underrepresented faculty
and staff.
a. Annual comparison of the percent of underrepresented
faculty and staff, using fall 2005 as the base year in
October of each year

Goal 2: To recruit, retain, and graduate students who have the opportunity to

succeed with the support of an educational community of committed and
caring faculty and staff.

Obijective: Increase African-American retention and graduation rates.
a. Increase in African-American retention rate and
graduation rate to University averages

Goal 3: To provide the opportunity for all students to have a full, meaningful, and
well-rounded university life.

Objective: Increase the level of awareness and acceptance of diversity
in people and cultures.
a. Analysis of the types and number of courses, programs
and activities that promote diversity



ACT 1091 of 1999
FACULTY/STAFF MINORITY RETENTION
2014-2015 Report

Minority representation is required on significant committees that have a great
impact on the University.

The policy of minority representation on all search committeescontinues.

Beginning in 2003 and in observance of Martin Luther King, Jr. Day, all
classes were cancelled for the observance of Martin Luther King, Jr. Day in February.
Students and faculty were dismissed for the day's observations and programs.

A vote of the SAU staff (100% participation) showed clearly that the staff was
overwhelmingly in favor of not either taking a mandatory day of leave or losing one
day of Christmas leave time to observe Martin Luther King, Jr. Day. The staff
wished for the University offices to remain open and that any staff employees
wanting to observe Martin Luther King, Jr. Day are welcomed and encouraged to do
so by taking a personal vacation day.



Office of Multicultural Affairs Goals relating to Minorities
To provide a nurturing environment for minority students.
To enhance retention and graduation rates among minority students.
To provide opportunities for multicultural growth.

To reach out to African-American alumni in order to establish a network
of support for current African-American students.

To assist minority students in locating financial assistance.

To keep minority students abreast of University trends that affect graduation
via 60+ meetings, written communications, etc.

To meet with freshmen students in Residence Halls weekly to discussissues
they may experience and assist with resolutions.

To act as a liaison for minority students and the University administration.

To communicate campus culture (i.e., student handbook) to entering freshmen
as a proactive measure in preventing disciplinary suspensions.

New Minorities hired within the last year

2015-2016

Assistant Professor 1
Associate Professor
Total 2

2014-2015

Administrative Specialist |
Administrative Specialist |1

Assistant Professor

Assistant Women’s Basketball Coach
Assistant Men's and Women's Track Coach
Director of Health Services

Public Safety Officer

Fiscal Support Technician

Tutor Coordinator

Total
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2013-2014

Administrative Specialist |
Administrative Specialist 111

Director of Upward Bound

Education Specialist-Talent Search

Field Instructor for Title IV-E
Maintenance Assistant

Student Services Data and Research Coord
Tutor Coordinator

Total

2012-2013

Administrative Specialist 11

Admissions Counselor
Assistant Football Coach and Instructor of

HKR

Assistant Professor of Biology
Assistant Professor of Engineering
Heavy Equipment Operator (Grounds)

Instructor of HKR and Assistant Football
Coach

Maintenance Assistant
Total

2011-2012

Administrative Specialist |
Instructor of Science
Skilled Trades Worker/PC

Total
2010-2011

Administrative Specialist |
Administrative Specialist 1
Counselor

Faculty

Fiscal Support Specialist
Project/Program Administrator

Total
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2009-2010

Assistant Professor
Counselor

Total

2008-2009

Administrative Secretary
Assistant Director
Assistant Professor
Coordinator

Dean

Secretary |

Total

2007-2008

Assistant Professor
Coordinator
Counselor
Custodian
Financial Analyst
Secretary |
Secretary Il

Total

2006-2007

Assistant Football Coach
Equipment Operator
University Village Manager
Assistant Professor
Counselor Talent Search
Secretary |

Director Talent Search

PT Secretary |

Total

14



Student Retention

Fall 2000 Cohort Number in First Year Retained
Group Cohort Fall 2001
African-American 161 69.57%
Native American 1 0%
Hispanic 14 57.14%
Asian 1 0%
White 432 66.90%
Fall 2001 Cohort Number in First Year Retained
Group Cohort Fall 2002
African-American 145 67.59%
Native American 1 100.00%
Hispanic 8 37.50%
Asian 3 100.00%
White 388 63.14%
Fall 2002 Cohort Number in First Year Retained
Group Cohort Fall 2003
African-American 149 74.32%
Native American 5 40.00%
Hispanic 9 55.56%
Asian 2 50.00%
White 382 63.59%
Fall 2003 Cohort Number in First Year Retained
Group Cohort Fall 2004
African-American 152 68.42%
Native American 66.67%
Hispanic 60.00%
Asian 80.00%
White 345 60.87%
Fall 2004 Cohort Number in First Year Retained
Group Cohort Fall 2005
African-American 181 61.88%




Native American

71.43%

Hispanic 50.00%
Asian 75.00%
White 409 63.81%
Fall 2005 Cohort Number in First Year Retained
Group Cohort Fall 2006
African-American 143 54.55%
Native American 100%
Hispanic 80.00%
Asian 0%
White 372 66.40%
Fall 2006 Cohort Number in First Year Retained
Group Cohort Fall 2007
African-American 156 71.79%
Native American 5 80%
Hispanic 12 66.67%
Asian 6 50%
White 345 64.05%
Fall 2007 Cohort Number in First Year Retained
Group Cohort Fall 2008
African-American 169 53.85%
Native American 1 100%
Hispanic 10 40%
Asian 6 66.67%
White 296 62.5%
Fall 2008 Cohort Number in First Year Retained
Group Cohort Fall 2009
African-American 178 62.92%
Native American 4 75%
Hispanic 11 72.73%
Asian 5 80.00%
White 382 66.49%




Fall 2009 Cohort Number in First Year Retained
Group Cohort Fall 2010
African-American 167 62.28%
Native American 2 100%
Hispanic 14 42.85%
Asian 9 67.00%
White 399 63.41%
Fall 2010 Cohort Number in First Year Retained
Group Cohort Fall 2011
African-American 201 59.70%
Native American 3 100%
Hispanic 15 66.67%
Asian 11 66.64%
White 395 61.01%
Fall 2011 Cohort Number in First Year Retained
Group Cohort Fall 2012
African-American 190 55.26%
Native American 4 50%
Hispanic 28 39.28%
Asian 4 75%
White 402 64.18%
Fall 2012 Cohort Number in First Year Retained
Group Cohort Fall 2013
African-American 158 55.7%
Native American 3 100%
Hispanic 20 60%
Asian 3 33.3%
White 382 68.3%
Fall 2013 Cohort Number in First Year Retained
Group Cohort Fall 2013
African-American 146 53.42%
Native American 4 25%
Hispanic 11 81.82%
Asian 3 33.3%
White 451 65.41%
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Fall 2014 Cohort Number in First Year Retained
Group Cohort Fall 2013

African-American 211 55.5%

Native American 3 66.7%

Hispanic 22 54.5%

Asian 5 100%

White 443 65%

African-American Beginning Freshmen Retention

I

2000 001 2002 2003
Cohort Cohort Cohort Cohort

Cohort
2000 Cohort
2001 Cohort
2002 Cohort
2003 Cohort
2004 Cohort
2005 Cohort
2006 Cohort
2007 Cohort
2008 Cohort
2009 Cohort
2010 Cohort
2011 Cohort
2012 Cohort
2013 Cohort
2014 Cohort

SAU Total
67.42%
63.92%
65.19%
62.87%
63.68%
62.08%
61.62%
56.36%
62.82%
62.34%
60.19%
60.28%
64.30%
63.00%
62.10%

African American
69.57%
67.59%
74.32%
68.42%
61.88%
54.55%
71.79%
53.85%
62.92%
62.28%
59.70%
55.26%
55.70%
53.42%
55.50%

African American Cohort Retention

2004 2005 2006

2007 2008

2009
Cohort Cohert Cohort Cohort Cohort Cobhort

2010 2011 2012 2013 2014
Cohert Cohert Cohort Cohort Cohort

WsAU Total

Adrican American
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African-American Beginning Freshmen Graduation

Cohort

2000

1998
1999
2000
2001
2002
2003
2004
2005
2006
2007
2008
2009

2001

SAU Total
34.99%
34.77%
38.36%
36.07%
31.97%
31.80%
34.15%
32.80%
34.50%
34.10%
36.05%
31.20%

African American

25.23%
28.79%
35.40%
28.96%
28.37%
24.34%
26.00%
23.08%
28.21%
20.10%
23.60%
23.35%

African American Cohort Graduation

2002

2003 2004

2005

2006

2007

2008

2009

®5AU Total

African American



Term

2001 Spring
2001 Fall |
2002 Spring
2002 Fall
2003 Spring
2003 Fall
2004 Spring
2004 Fall
2005 Spring
2005 Fall
2006 Spring
2006 Fall
2007 Spring
2007 Fall
2008 Spring
2008 Fall
2009 Spring
2009 Fall
2010 Spring
2010 Fall
2011 Spring
20 11 Fall
2012 Sprin g
2012 Fall
2013 Spring
2013 Fall
2014 Spring
2014 Fall
2015 Spring
2015 Fall
2016 Spring

Minority Enrollment
706
655
781
715
801
757
791
725
836
812
911
833
934
897
1015
928
998
901
1041
988
1128
1036
1136
1016
1075
981
1064
992
1139
996
1140
1051



Minority Enrollment
Fall 2000 - Spring 2016
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Multicultural Services Mission Statement

The Office of Multicultural Services is dedicated to providing and promoting cultural and
educational enrichment opportunities that foster an environment conducive to multicultural
growth. It recognizes that internal and external partnerships must be established to
stimulate and institutionalize an awareness of, acknowledgement of, and appreciation for
diversity among students, faculty, and staff. Further, the Office supports the students of
color pursuit of educational and career goals by providing opportunities for intellectual,
social, and moral development.

OFFICE of MULTICULTURAL SERVICES
2015/2016 ACTIVITIES and EVENTS

AUGUST 2015
o Diversity Awareness Session for BAM 11 Kicking It Up A Notch
e Project Pal Day of Orientation
o Informal Greek stepshow for freshmen students
o National Pan-Hellenic Council meeting (NPHC)

SEPTEMBER 2015

e Black Students Association meeting
Sexual Assault Awareness Week activities
NPHC meeting
Black Students Association meeting
NPHC meeting
Black Students Association meeting
Black Students Association Rooftop Party
Sister-To-Sister meeting

OCTOBER 2015

NPHC meeting

BSA meeting

Black Alumni Homecoming Reception
NPHC Annual Homecoming Greekshow
Black Students Association meeting

NPHC meeting

BSA meeting

University Diversity Strategic Plan Meeting

NOVEMBER 2015
e NPHC meeting
o BSA meeting
e NPHC meeting
o BSA meeting
e NPHC meeting



DECEMBER 2012

BSA meeting
Sister-To-Sister meeting

JANUARY 2016

Columbia County NAACP Annual Freedom Fund Banquet
Dr. Martin Luther King, Jr. March and Program
Sister-To-Sister meeting

FEBRUARY 2016

NPHC meeting

University Diversity Strategic Plan Meeting
BSA meeting

BSA Panel Discussion

University Diversity Strategic Plan Meeting
NPHC meeting

BSA meeting

Sister-To-Sister meeting

MARCH 2016

NPHC meeting

BSA meeting

NPHC meeting

BSA meeting

University Diversity Strategic Plan Meeting
Black Student Association Panel Discussion
Sister-To-Sister meeting

APRIL 2016

NPHC Annual Spring Greekshow & After Party
NPHC meeting

BSA Scholarship Extravaganza

NPHC meeting

BSA meeting

Genesis Ministry Choir Annual Spring Concert
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Southern Arkansas University Tech
Minority Recruitment and Retention Annual Report -- 2016

Number of minority students who currently attend the institution.

In the fall 2015 semester there were 720 (43.15%) minority students attending SAU Tech. The total fall 2015
headcount was 1650. The table details the fall 2015 enrollment by race/ethnicity categories. (Plan Indicator
to Determine Success #3 — Comparison of student enroliment each fall semester.)

Headcount Enrollment

Fall 2015 Fall 2014 Fall 2013 Fall 2012 Fall 2011
Qg‘tiev”ecan Indian/Alaska 6 0.36% 8 051% | 6 | 035% | 4 | 022% | 35 | 1.63%
Asian/Pacific Islander 10 0.61% 7 0.45% 4 | 023% | 8 | 0.44% | 16 | 0.75%
Black (Non-Hispanic) 599 | 36.30% | 532 | 34.12% | 579 | 33.47% | 653 | 35.94% | 794 | 37.07%
Hispanic 56 3.40% 36 2.31% | 37 | 2.14% | 29 | 1.60% | 33 | 1.54%
Unknown & Non- 4 0.24% 8 0.51% | 42 | 2.43% | 16 | 0.88% | 15 | 0.70%
Resident Alien
White 930 | 56.36% | 933 | 59.85% |1028| 59.41% |1081 | 59.49% | 1249 | 58.31%
Two or More Races 45 2.73% 35 225% | 34 | 1.97% | 26 | 1.43% 0 0.00%
Total 1650 | 100.00% | 1559 | 100.00% | 1730 | 100.00% | 1817 | 100.00% | 2142 | 100.00%
Source: ADHE SIS File Submission
2
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Number and position title of minority faculty and staff who currently work for the institution.

The table shows full-time faculty and staff employed at SAU Tech as of the fall 2015 semester.

Southern Arkansas University Tech Faculty/Staff Fall 2015

Race Non- Black, American Native White,

Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-

Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Full-Time 0 0 0 0 0 0 28 0 28
Faculty
Librarians 0 0 0 0 0 0 1 0 1
Library 0 1 0 0 0 0 0 0 1
Technicians
Student &
Academic
Affairs & Other 0 3 0 0 0 0 7 0 10
Educational
Services
Management 0 9 0 0 0 0 11 0 20
Business & 0 0 0 0 0 0 3 0 3
Finance Ops
Computer,
Engineering, & 0 3 0 0 0 0 1 0 4
Science
Community
Service, Legal, 0 0 0 0 0 0 3 0 3
Arts, & Media s
Service 0 2 0 0 1 0 8 0 11
Office &
Administrative 0 10 0 0 0 0 9 0 19
Support
Natural
Resources, 0 1 0 0 0 0 8 0 9
Construction,
& Maintenance
Production,
Transportation,
& Material 0 1 0 0 0 0 0 0 1
Moving
GRAND TOTAL 0 30 0 0 1 0 79 0 110

Source: IPEDS Human Resources Survey Component using SOC Code Categories
SAUT Minority Recruitment & Retention Annual Report — 2016 3




The table shows full-time faculty and staff employed at SAU Tech as of the fall 2014 semester.

Southern Arkansas University Tech Faculty/Staff Fall 2014

Race Non- Black, American Native White,

Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-

Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Full-Time 0 1 0 0 0 0 32 0 33
Faculty
Librarians 0 0 0 0 0 0 1 0 1
Library 0 1 0 0 0 0 1 0 2
Technicians
Student &
Academic
Affairs & Other 0 3 0 0 0 0 7 0 10
Educational
Services
Management 0 10 0 0 0 0 12 0 22
Business & 0 0 0 0 0 0 3 0 3
Finance Ops
Computer,
Engineering, & 0 3 0 0 0 0 1 0 4
Science
Community
Service, Legal, 0 0 0 0 0 0 4 0 4
Arts, & Media s
Service 0 3 0 0 1 0 8 0 12
Office &
Administrative 0 10 0 0 0 0 11 0 21
Support
Natural
Resources, 0 1 0 0 0 0 8 0 9
Construction,
& Maintenance
Production,
Transportation,
& Material 0 1 0 0 0 0 0 0 1
Moving
GRAND TOTAL 0 33 0 0 1 0 88 0 122

Source: IPEDS Human Resources Survey Component using SOC Code Categories
SAUT Minority Recruitment & Retention Annual Report — 2016 4




Number and position title of minority faculty and staff who currently work for the institution.

The table shows full-time faculty and staff employed at SAU Tech as of the fall 2013 semester.

Southern Arkansas University Tech Faculty/Staff Fall 2013

Race Non- Black, American Native White,

Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-

Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Full-Time
Faculty 0 2 0 0 0 0 33 0 35
Librarians 0 0 0 0 0 0 1 0 1
Library 0 ! 0 0 0 0 1 0 2
Technicians
Student &
Academic
Affairs & Other 0 0 0 3 0 0 7 0 10
Educational
Services
Management 0 9 0 0 0 0 12 0 21
Business & 0 0 0 0 0 0 3 0 3
Finance Ops
Computer,
Engineering, & 0 4 0 0 0 0 2 0 6
Science
Community
Service, Legal, 0 1 0 0 0 0 3 0 4
Arts, & Media s
Service 0 5 0 0 0 0 9 0 14
Office & 0
Administrative 0 12 0 0 0 0 12 24
Support
Natural
Resources, 0 0 0 0 0 0 9 0 9
Construction,
& Maintenance
Production,
Transportation,
& Material 0 1 0 0 0 0 0 0 1
Moving
GRAND TOTAL 0 35 0 3 0 0 92 0 130

Source: IPEDS Human Resources Survey Component using SOC Code Categories
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The table shows full-time faculty and staff employed at SAU Tech as of the fall 2012 semester.

Southern Arkansas University Tech Faculty/Staff Fall 2012

Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Full-Time
Faculty 0 2 0 0 0 0 33 35
Librarians 0 0 0 0 0 0 1 1
Library
Technicians 0 1 0 0 0 0 1 2
Management 0 7 0 0 0 0 13 20
Business & 0 0 0 0 0 0 3 3
Finance Ops
Computer,
Engineering, & 0 4 0 0 0 0 1 5
Science
Community
Service, Legal, 0 1 0 0 0 0 4 5
Arts, & Media s
Service 0 5 0 0 0 0 9 14
Office &
Administrative 0 17 0 0 1 0 22 40
Support
Natural
Resources, 0 0 0 0 0 0 9 9
Construction,
& Maintenance
Production,
Transportation,
& Material 0 1 0 0 0 0 0 1
Moving
GRAND TOTAL 0 38 0 0 1 0 926 135
Source: IPEDS Human Resources Survey Component using SOC Code Categories
The table shows full-time faculty and staff employed at SAU Tech as of the fall 2011 semester.
Source: IPEDS Human Resources Survey Component
Southern Arkansas University Tech Faculty/Staff Fall 2011
Race Full-Time Faculty | Exe./Adm./Mgr. | Other Prof. |Technical | Clerical & Skilled Total
Paraprof. | Sec. Craft
Non-Resident Alien 0 0 0 0 0 0 0 0
Black, Non-Hispanic 2 6 4 5 13 0 6 36
Amgncan Indian/Alaskan 0 0 0 0 0 0 0 0
Native
Asian/Pacific Islander 0 0 0 0 0 0 0 0
Hispanic 0 0 0 0 1 0 0 1
White, Non-Hispanic 30 15 7 10 14 4 15 95
Unknown 0 0 0 0 0 0 0 0
Total 32 21 11 15 28 4 21 132
SAUT Minority Recruitment & Retention Annual Report — 2016 6




Number of minority, by minority group, full-time faculty who currently work for the institution.

In the fall 2015 semester, there were zero (0) full-time minority faculty. The fall 2015 total full-time faculty
was 28. The table details full-time faculty by minority group. (Plan Indicator to Determine Success #5 —
Comparison of faculty subpopulations each fall.)

Southern Arkansas University Tech Full-Time Faculty
Race Fall 2015 | Fall 2014 | Fall 2013 | Fall 2012 | Fall 2011
Non-Resident Alien 0 0% 0 0% | O 0% | O 0% | O 0%
Black Non-Hispanic 0 0% 1 3% | 2 6% | 2 6% | 2 6%
American Indian/Alaskan Native | 0 0% 0 0% | O 0% | O 0% | O 0%
Asian/Pacific Islander 0 0% 0 0% | O 0% | O 0% | O 0%
Hispanic 0 0% 0 0% | O 0% | O 0% | O 0%
White, Non-Hispanic 28 | 100% | 32 | 97% |33 | 94% | 33| 94% | 30 | 94%
Unknown 0 0 0 0% | O 0% | O 0% | O 0%
Total 28 | 100% | 33 | 100% | 35 | 100% | 35 | 100% | 32 | 100%

Source: IPEDS Human Resources Survey Component
Number of minority adjunct faculty who currently work for the institution.
In the fall 2015 semester, there were two (2) minority adjuncts or part-time minority faculty. The fall 2015

total part-time or adjunct faculty was 18. The table details part-time or adjunct faculty by minority group.
(Plan Indicator to Determine Success #5 — Comparison of faculty subpopulations each fall.)

Southern Arkansas University Tech Part-Time Faculty

Race Fall 2015 Fall 2014 Fall 2013 Fall 2012 Fall 2011
Ql‘i’gr']ReS'de”t 0 | 00% | 0| 00% | 0| 00% | 0| 0% | 0| 0%
Black Non- 1 | 56% | 1| 42% | 4 | 125% | 2 | 67% | 2 | 45%
Hispanic

American

Indian/Alaskan 0 0.0% 0 0.0% 0 0.0% 0 0% 0 0%
Native

Asian/Pacific 0 | 00% | 0| 00% | 0| 00% | 0| 0% |0]| o%
Islander

Hispanic 1 5.6% 0 0.0% 0 0.0% 0 0% 1 2.2%
White, Non-

. . 16 | 88.8% | 23 | 95.8% | 28 | 87.5% |28 | 93.3% | 42 | 93.3%
Hispanic

Unknown 0 0.0% 0 0.0% 0 0.0% 0 0% 0 0%
Total 18 | 100.0% | 24 | 100.0% | 32 | 100.0% | 30 | 100.0% | 45 | 100.0%

Source: IPEDS Human Resources Survey Component
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Number and position title of minority staff who currently work for the institution.

In the fall 2015 semester, there were 31 minority staff employed at SAU Tech. The fall 2015 staff
employment for SAU Tech was 82. The table details staff by minority group. (Plan Indicator to Determine
Success #6 — Comparison of staff subpopulations each fall.)

Southern Arkansas University Tech Staff

Fall 2015

Race Non- Black, American Native White,

Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-

Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Librarians 0 0 0 0 0 0 1 0 1
Library Technicians 0 1 0 0 0 0 0 0 1
Student & Academic
Affairs & Other 0 3 0 0 0 0 7 0 10
Educational Services
Management 0 9 0 0 0 0 11 0 20
Business & Finance 0 0 0 0 0 0 3 0 3
Ops
Computer,
Engineering, & 0 3 0 0 0 0 1 0 4
Science
Community Service,
Legal, Arts, & Media 0 0 0 0 0 0 3 0 3
Service 0 2 0 0 1 0 8 0 11
Office & Administrative 0 10 0 0 0 0 9 0 19
Support
Natural Resources,
Construction, & 0 1 0 0 0 0 8 0 9
Maintenance
Production,
Transportation, & 0 1 0 0 0 0 0 0 1
Material Moving
GRAND TOTAL 0 30 0 0 1 0 51 0 82

Source: IPEDS Human Resources Survey Component using SOC Code Categories
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Number and position title of minority staff who currently work for the institution.

In the fall 2014 semester, there were 38 minority staff employed at SAU Tech. The fall 2014 staff
employment for SAU Tech was 102. The table details staff by minority group. (Plan Indicator to Determine
Success #6 — Comparison of staff subpopulations each fall.)

Southern Arkansas University Tech Staff

Fall 2014
Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL

Librarians 0 0 0 0 0 0 1 0 1
Library Technicians

0 1 0 0 0 0 1 0 2
Student & Academic
Affairs & Other 0 7 0 0 0 0 13 0 20
Educational Services
Management 0 0 0 0 0 0 3 0 3
Business & Finance 0 4 0 0 0 0 1 0 5
Ops
Computer,
Engineering, & 0 1 0 0 0 0 4 0 5
Science
Community Service,
Legal, Arts, & Media 0 > 0 0 0 0 2 0 14
Service

0 17 0 0 1 0 22 0 40
Office & Administrative 0 0 0 0 0 0 9 0 9
Support
Natural Resources,
Construction, & 0 1 0 0 0 0 0 0 1
Maintenance
Production,
Transportation, & 0 1 0 0 0 0 1 0 2
Material Moving
GRAND TOTAL 0 37 0 0 1 0 64 0 102

Source: IPEDS Human Resources Survey Component using SOC Code Categories
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Southern Arkansas University Tech Staff

Fall 2013
Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific | Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Librarians 0 0 0 0 0 0 1 0 1
Library Technicians 0 1 0 0 0 0 1 0 9
Student & Academic
Affairs & Other 0 0 0 3 0 0 7 0 10
Educational Services
Management 0 9 0 0 0 0 12 0 21
Business & Finance 0 0 0 0 0 0 3 0 3
Ops
Computer,
Engineering, & 0 4 0 0 0 0 2 0 6
Science
Community Service,
Legal, Arts, & Media 0 1 0 0 0 0 3 0 4
Service 0 5 0 0 0 0 9 0 14
Office & Administrative
Support 0 12 0 0 0 0 12 0 24
Natural Resources,
Construction, &
Maintenance 0 0 0 0 0 0 9 0 9
Production,
Transportation, &
Material Moving 0 1 0 0 0 0 0 0 1
GRAND TOTAL 0 33 0 3 0 0 59 0 95
Source: IPEDS Human Resources Survey Component using SOC Code Categories
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Southern Arkansas University Tech Staff

Fall 2012
Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL
Librarians 0 0 0 0 0 0 1 0 1
Library Technicians 0 1 0 0 0 0 1 0 9
Management 0 7 0 0 0 0 13 0 20
Business & Finance 0 0 0 0 0 0 3 0 3
Ops
Computer,
Engineering, & 0 4 0 0o o 0 1 0 5
Science
Community Service,
Legal, Arts, & Media | 0 1 0 0 0 0 4 0 5
Service 0 5 0 0 0 0 9 0 14
Office &
Administrative 0 17 0 0 1 0 29 0 0
Support
Natural Resources,
Construction, &
Maintenance 0 0 0 0 0 0 9 0 9
Production,
Transportation, &
Material Moving 0 1 0 0 0 0 0 0 1
GRAND TOTAL 0 36 0 0 1 0 63 0 100
Source: IPEDS Human Resources Survey Component using SOC Code Categories
SAUT Minority Recruitment & Retention Annual Report — 2016 11




Southern Arkansas University Tech Staff
Fall 2011
Race Exe./Adm./Mgr. | Other Prof. | Technical | Clerical & Sec. | Skilled | Service | Total
Paraprof. Craft | Maint.
Non-Resident Alien 0 0 0 0 0 0 0
Black, Non-Hispanic 6 4 5 13 0 6 34
American Indian/Alaskan Native 0 0 0 0 0 0 0
Asian/Pacific Islander 0 0 0 0 0 0 0
Hispanic 0 0 0 1 0 0 1
White, Non-Hispanic 15 7 10 14 4 15 65
Unknown 0 0 0 0 0 0 0
Total 21 11 15 28 4 21 |100

Source: IPEDS Human Resources Survey Component
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Number and position title of minority faculty and staff who began working at the institution in the
past year. Between July 1, 2015 and October 31, 2015 there were two (2) minority faculty and staff who

began working at the institution, which represents 22.2% of the total new hires. The table details faculty and

staff positions by minority group.

Southern Arkansas University Tech Faculty/Staff
New Hires July 1, 2015-October 31, 2015

Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL

Full-Time Faculty 0 0 0 0 0 0 2 0 2
Librarians 0 0 0 0 0 0 0 0 0
Library 0 0 0 0 0 0 0 0 0
Technicians
Student &
Academic Affairs
& Other 0 0 0 0 0 0 0 0 0
Education
Services
Management 0 1 0 0 0 0 2 0 3
Business &
Finance Ops 0 0 0 0 0 0 0 0 0
Occupations
Computer,
Engineering, & 0 0 0 0 0 0 0 0 0
Science
Community
Service, Legal, 0 0 0 0 0 0 0 0 0
Arts, & Media
Service 0 1 0 0 0 0 2 0 3
Office &
Administrative 0 0 0 0 0 0 1 0 1
Support
Natural
Resources, 0 0 0 0 0 0 0 0 0
Construction, &
Maintenance
Production,
Transportation, 0 0 0 0 0 0 0 0 0
& Material
Moving
GRAND TOTAL 0 2 0 0 0 0 7 0 9

Source: IPEDS Human Resources Survey Component using SOC Code Categories
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Number and position title of minority faculty and staff who began working at the institution in the
past year. Between July 1, 2014 and October 31, 2014 there was one (1) minority faculty and staff who

began working at the institution, which represents 16.7% of the total new hires. The table details faculty and

staff positions by minority group.

Southern Arkansas University Tech Faculty/Staff
New Hires July 1, 2014-October 31, 2014

Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL

Full-Time Faculty 0 0 0 0 0 0 5 0 5
Librarians 0 0 0 0 0 0 0 0 0
Library 0 0 0 0 0 0 0 0 0
Technicians
Student &
Academic Affairs
& Other 0 0 0 0 0 0 0 0 0
Education
Services
Management 0 0 0 0 0 0 0 0 0
Business &
Finance Ops 0 0 0 0 0 0 0 0 0
Occupations
Computer,
Engineering, & 0 0 0 0 0 0 0 0 0
Science
Community
Service, Legal, 0 0 0 0 0 0 0 0 0
Arts, & Media
Service 0 1 0 0 0 0 0 0 1
Office &
Administrative 0 0 0 0 0 0 0 0 0
Support
Natural
Resources, 0 0 0 0 0 0 0 0 0
Construction, &
Maintenance
Production,
Transportation, 0 0 0 0 0 0 0 0 0
& Material
Moving
GRAND TOTAL 0 1 0 0 0 0 5 0 6

Source: IPEDS Human Resources Survey Component using SOC Code Categories
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Southern Arkansas University Tech Faculty/Staff
New Hires July 1, 2013-October 31, 2013

Race Non- Black, American Native White,
Resident | Non- Indian/Alaskan Hawaiian/Pacific Non-
Alien Hispanic | Native Asian | Hispanic | Islander Hispanic | Unknown | TOTAL

Full-Time Faculty 0 0 0 0 0 0 0 0 0
Librarians 0 0 0 0 0 0 0 0 0
Library 0 0 0 0 0 0 0 0 0
Technicians
Student &
Academic Affairs
& Other 0 0 0 0 0 0 1 0 1
Education
Services
Management 0 0 0 0 0 0 0 0 0
Business &
Finance Ops 0 0 0 0 0 0 0 0 0
Occupations
Computer,
Engineering, & 0 0 0 0 0 0 0 0 0
Science
Community
Service, Legal, 0 0 0 0 0 0 0 0 0
Arts, & Media
Service 0 0 0 0 0 0 2 0 2
Office &
Administrative 0 0 0 0 0 0 0 0 0
Support
Natural
Resources,
Construction, & 0 0 0 0 0 0 0 0 0
Maintenance
Production,
Transportation,
& Material 0 0 0 0 0 0 0 0 0
Moving
GRAND TOTAL 0 0 0 0 0 0 3 0 3

Source: IPEDS Human Resources Survey Component using SOC Code Categories
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Southern Arkansas University Tech Faculty/Staff
New Hires July 1, 2012-October 31, 2012

Race Non- Black, American Native White,
Resident Non- Indian/Alaskan Hawaiian/Pacific Non-
Alien Hispanic Native Asian | Hispanic | Islander Hispanic Unknown | TOTAL
Full-Time Faculty 0 0 0 0 0 0 1 0 1
Librarians 0 0 0 0 0 0 0 0 0
Library Technicians 0 0 0 0 0 0 0 0 0
Management 0 0 0 0 0 0 1 0 1
Business & Finance
Ops Occupations 0 0 0 0 0 0 0 0 0
Computer,
Englneerlng, & 0 0 0 0 0 0 0 0 0
Science
Community Service,
Legal, Arts, & Media 0 0 0 0 0 0 0 0 0
Service 0 0 0 0 0 0 1 0 1
Office &
Administrative 0 3 0 0 0 0 0 0 3
Support
Natural Resources,
Construction, &
Maintenance 0 0 0 0 0 0 0 0 0
Production,
Transportation, &
Material Moving 0 0 0 0 0 0 0 0 0
GRAND TOTAL 0 3 0 0 0 0 3 0 6
Source: IPEDS Human Resources Survey Component using SOC Code Categories
Southern Arkansas University Tech Faculty/Staff
New Hires July 1, 2011- October 31, 2011
Exe/ . . : .
Other Technical | Clerical | Skilled | Service
Race Faculty ':‘/%T/ Prof Paraprof & Sec Craft Maint Total
Black, Non-
Hispanic 1 0 1 1 3 0 1 7
American
White, Non- |, 0 1 1 2 0 1 7
Hispanic
Total 3 0 2 2 5 0 2 14
Source: IPEDS Human Resources Survey Component
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Number and position title of minority faculty and staff who began working at the institution in the
past year. Between July 1, 2015 and June 30, 2016 there were eight (8) minority faculty and staff who
began working at the institution, which represents 33.3% of the total new hires. The tables below detalil
faculty and staff positions by minority group.

Plan Indicator to Determine Success #1 — Review of the College Affirmative Action Reports.

Affirmative Action Report

July 1 — September 30, 2015

Fourteen positions were advertised and ten employees were hired to fill the positions for the first quarter of the
2015-16 fiscal year. The positions were advertised through the following:

Camden News arkansasjobs.net

Magnolia Banner News SAU Tech website

El Dorado Times Employment Security Division

AR Democrat- Gazette Veterans Supported Employment Program
Fordyce Advocate Letters of announcements to predominantly
Texarkana Gazette minority colleges

The applicants who completed the Equal Employment Data form submitted information for the following data.

Eighty-four (84) applications were submitted for review. Twenty-two (22) candidates were interviewed for the
positions.

Candidates who received an interview were:

Administrator Faculty Classified Total
\White 2 2 6 10
Black 10 0 2 12
Hispanic 0 0 0 0
Male 5 0 5 10
Female 7 2 3 12

The interview committees made their selection to hire the individual based on qualifications, presentations
knowledge of area, and experience. Of the candidates interviewed, those who were hired were:

Administrator Faculty Classified Total
\White 1 2 3 6
Black 3 0 1 4
Hispanic 0 0 0 0
Male 2 0 3 5
Female 2 2 1 5

*NOTE: One (1) faculty position and two (2) classified positions had not been filled at the end of the first
quarter.

Olivia Clack
HR Director
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Affirmative Action Report

October 1 — December 31, 2015

Nine positions were advertised and six employees were hired to fill the positions for the second quarter of
the 2015-16 fiscal year. The positions were advertised through the following:

Camden News
Magnolia Banner News
El Dorado Times

AR Democrat- Gazette
Advocate

arkansasjobs.net

SAU Tech website

Employment Security Division

Veterans Supported Employment Program Fordyce

The applicants who completed the Equal Employment Data form submitted information for the following
data.

Sixty-two (62) applications were submitted for review. Twenty-three (17) candidates were interviewed
for the positions.

Candidates who received an interview were:

Administrator Faculty Classified Total
White 6 3 6 15
Black 3 1 4 8
Hispanic 0 0 0 0
Male 6 3 8 17
Female 3 1 2 6

The interview committees made their selection to hire the individual based on qualifications,

presentations, knowledge of area, and experience. Of the candidates interviewed, those who were

hired were:

Administrator Faculty Classified Total
White 1 2 1 4
Black 1 0 1 2
Hispanic 0 0 0 0
Male 0 1 2 3
Female 2 1 0 3

*NOTE: Two administrative positions had not been filled at the end of the second quarter.

Olivia Clack
HR Director

SAUT Minority Recruitment & Retention Annual Report — 2016
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Affirmative Action Report
January 1 — March 31, 2016

Two positions were advertised and one employee was hired to fill the position for the third quarter of the
2015-16 fiscal year. The positions were advertised through the following:

Camden News arkansasjobs.net

Magnolia Banner News SAU Tech website

El Dorado Times Employment Security Division

AR Democrat- Gazette Veterans Supported Employment Program Fordyce
Advocate

The applicants who completed the Equal Employment Data form submitted information for the following
data.

Twenty-one (21) applications were submitted for review. Four (4) candidates were interviewed for
the position that was filled.

Candidates who received an interview were:

Administrator Faculty Classified Total
White 1 0 0 1
Black 3 0 0 3
Hispanic 0 0 0 0
Male 1 0 0 1
Female 3 0 0 3

The interview committees made their selection to hire the individual based on qualifications,
presentations, knowledge of area, and experience. Of the candidates interviewed, those who were
hired were:

Administrator Faculty Classified Total
White 0 0 0 0
Black 1 0 0 1
Hispanic 0 0 0 0
Male 0 1 0 0
Female 1 0 0 1

*NOTE: One(1) administrative position had not been filled at the end of the third quarter.

Olivia Clack
HR Director
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Affirmative Action Report
April 1 — June 30, 2016

Thirteen positions were advertised and seven employees were hired to fill the positions for the fourth quarter
of the 2015-16 fiscal year. The positions were advertised through the following:

Camden News including Total Talent Reach and Diversity Boost

Magnolia Banner News SAU Tech website

El Dorado Times Employment Security Division

AR Democrat- Gazette Veterans Supported Employment Program
Fordyce Advocate arkansasjobs.net

The applicants who completed the Equal Employment Data form submitted information for the following data.

One hundred sixty-two applications were submitted for review and twenty-six candidates were interviewed
for the seven positions that were filled.

Candidates who received an interview were:

Administrator Faculty Classified Total
\White 7 1 4 12
Black 3 1 10 14
Hispanic 0 0 0 0
Male 4 1 0 5
Female 6 1 14 21

The interview committees made their selection to hire the individual based on qualifications, presentations,
knowledge of area, and experience. Of the candidates interviewed, those who were hired were:

Administrator Faculty Classified Total
\White 2 1 3 6
Black 1 0 0 1
Hispanic 0 0 0 0
Male 2 1 0 3
Female 1 0 3 4

*NOTE: Four (4) administrative positions, two (2) faculty positions had not been filled at the end of the fourth

quarter.

Olivia Clack
HR Director

SAUT Minority Recruitment & Retention Annual Report — 2016
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Progress made in meeting institutional goals and objectives related to the recruitment and retention
of minority students, faculty, and staff. The ultimate goal of SAU Tech’s Minority Recruitment/Retention
Plan is to increase, through recruitment and retention, the student, faculty, and staff minority representation
to the respective proportion in the primary service area. Primarily, SAU Tech serves the south central
Arkansas counties of Calhoun, Columbia, Dallas, and Ouachita. According to the U.S. Census Bureau,
Census 2010, population diversity in this service area is composed of 59.3% White, 37.6% Black or African
American, and 3.1% Other ethnic origins.

Minorities represent 27.06% for the total completions for 2015-2016. This is a smaller percentage of minority
completions than last year. The total number of completions is smaller. Also, minorities represent 41.97%
total headcount enrollment for 2015-2016. This is a slightly larger percentage of minority headcount but the
total headcount is less than last year.

In the fall semester 2015, the full time faculty consisted of 0% minorities, adjunct or part time faculty
consisted of 11.1% minorities, and the staff consisted of 37.8% minorities.

Plan Indicator to Determine Success #4 — Comparison of completion rates each spring.

Graduated Student File by Race/Ethnicity
Race 2015-2016 2014-2015 2013-2014 2012-2013 | 2011-2012
ﬁr;ie\j'eca” Indian/Alaska 9 1.73% | 10 | 1.03% | 16 | 1.52% | 11 | 1.38% | 9 | 1.21%
Asian/Pacific Islander 5 096% | 4 | 041% | 12 | 1.14% | 4 | 050% | 2 | 0.27%
Black (Non-Hispanic) 116 | 22.26% |306| 31.39% | 306 | 29.03% | 232 | 29.04% |242| 32.57%
Hispanic 9 1.73% | 17 | 1.74% | 21 | 1.99% | 16 | 2.00% | 17 | 2.29%
Non-resident Alien 0 0.00% | 4 | 041% | 4 | 038% | 14 | 1.75% | 13 | 1.75%
Unknown 2 038% | 5 | 051% | 7 | 066% | 3 | 0.38% | 3 | 0.40%
White 380 | 72.94% |629| 64.51% | 688 | 65.28% | 519 | 64.95% |457 | 61.51%
Total Graduates 521 | 100.00% |975 | 100.00% | 1054 | 100.00% | 799 | 100.00% | 743 | 100.00%

Strategies or activities that have been added for the coming year and the indicators/benchmarks that
will be used to determine success in meeting any new objectives. The college will continue to work
toward the current objectives and work to refine the methods being employed.

Include your timeline, budget, and methods used to assess and monitor progress. The college will
continue to assess and monitor progress on an annual basis. There is not a budget specifically for minority
recruitment and retention. Therefore, the budget for minority recruitment is dispersed throughout the college.
All faculty and staff hiring is centralized to insure consistency in the recruitment process for all positions and
this is overseen by the Vice Chancellor for Finance and Administration. The Vice Chancellor for Student
Services monitors activities specifically geared toward the minority student population.

Plan Indicator to Determine Success #2 — Review of the Fall Student Opinion Survey.

Student Opinion Survey Data Fall 2010/Fall 2011/Fall 2012/Fall 2013

Item Spring 2016 Fall 2014 Fall 2013 Fall 2012 Fall 2011

Size of Classes 4.33 | 86.60% | 4.32 | 86.40% 423 | 84.60% |4.23 |84.60% | 4.24 84.80%
Racial Harmony 4.43 | 88.60% | 4.35 | 87.00% 4.25 | 85.00% |4.20 |84.00% |4.22 84.40%
Overall Impression 4.41 | 88.20% | 4.32 | 86.40% 423 | 84.60% |4.19 |83.80% | 4.26 85.20%

NOTE: Ratings are based on a 5-point scale with 5 being Excellent. Beginning during the 2015/16
academic year the student opinion survey is given during the Fall and Spring semesters.

19% minority respondents in Spring 2016; 34.59% minority respondents in fall 2014; 37.17% minority
respondents in fall 2013; 42.20% minority respondents in fall 2012; 45.40% minority respondents in fall
2011,
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University of Arkansas

Minority Recruitment & Retention 2016 Annual Report

The University of Arkansas, Fayetteville (UAF) is dedicated to developing a
community of faculty, staff, and students whose composition mirrors the population
of the State of Arkansas. Moreover, the UAF is committed to developing and
institutionalizing a campus climate that is supportive of ethnic and racial diversity—
a climate that also enhances the retention of diverse members of the University

community.

This annual report contains tabulations of the results of minority faculty and
staff recruitment and student enrollments as required under Legislative Act 1091
(1999). For the purposes of this plan, “minority” refers to African-Americans,

Hispanic Americans, Asian Americans, and Native Americans.

Besides the data portrayed in the tables below, the University has made
progress pursuing the goals and objectives elaborated in its Minority Recruitment
and Retention Plan, 2011-2016, which was filed with the Arkansas Department of
Higher Education (ADHE) on June 29, 2011.

Progress in Meeting Minority Recruitment and Retention Goals, 2014 -2015

Over the past decade the 2010 Commission issued a series of four reports that
addressed the University’s commitment to minority recruitment and retention and
tracked progress. In 2009 Chancellor Gearhart and the Chancellor’s Administrative
Policy Council developed a new report that superseded the work of the 2010
Commission but was similar in intent.  Providing Transparency and
Accountability to the People of Arkansas reaffirmed and updated the University’s
commitment to minority recruitment and retention. This has been used to track
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implementation of our commitments. In 2016, Chancellor Steinmetz launched a
goal-setting and strategic planning process to include overarching enrollment
planning and the expectation that diversity become a quality indicator. UAF has
made considerable progress in meeting its minority recruitment and retention goals

during 2015-2016. Following are more specific indicators of this progress.
Minority Student Enrollment

Between the fall 2014 and fall 2015, the University of Arkansas experienced
progress in growing its numbers of minority students. The following graph

illustrates increases among some ethnic groups.

*MINORITY STUDENT ENROLLMENT

ETHNICITY FALL 2014 FALL 2015 9% of Total 2015 % of Change
Hispanic and any race 1666 1874 7.0% 12.5%
American Indian 323 315 1.2% -2.5%
Asian 649 645 2.4% -0.6%
African American 1330 1334 5.0% 0.3%
Hawaiian 22 20 0.1% -9.1%
Two or More Races 778 818 3.1% 5.1%
TOTAL 4768 5006 18.7% 5.0%
Foreign (International) 1525 1545 5.8% 1.3%
Ethnicity Not Available 131 140 0.5% 6.9%

*(UA Office of Institutional Research)

Minority Faculty/Staff

For FY 16, the university hired 522 employees in both faculty and staff
positions. Federally defined minorities accounted for 17.05% of these hires. This
number represents a .79% decrease for the 2015-2016 school year. Women
comprised 54.79% of the new employees while foreign nationals made up 9.96% of
the new hires. The graphs below further highlight these numbers by differentiating
between faculty and staff new hires in 2015-2016, showing the total number of



minority faculty and staff at the university by position and the total number minority

full-time and adjunct faculty.

FACULTY/STAFE NEW HIRES

Ethnicity EY 15# % EY 16# %
African American 62 10.95% 23 4.41%
American Indian 5 9% 10 1.92%
Asian 13 2.29% 20 3.83%
Hispanic 14 2.47% 27 517%
Native Hawaiian 0 0.00% 0 0.00%
Two or More Races 7 1.23% 9 1.72%
Foreign 53 9.36% 52 9.96%
Unknown 0 0.00% 0 0.00%
Caucasian 412 72.8% 381 72.99%
Totals 566  100.00% 522 100.00%

Gender Totals

Female 311 54.95% 286 54.79%
Male 255 45.05% 236 45.21%
Totals 566 100.00% 522 100.00%

Minority Faculty/Staff by Position

Position # of Employees
Provost 1
Vice Chancellor 1

Assistant Dean 2



Dean

Dean Of Law

Associate Dean

Director Of Career Services
Director of University Police
Project/Program Director

Sr. Project/Program Director
Assistant Librarian

Assistant Professor

Assistant Professor - ENGR
Assistant Professor-Law
Assistant Professor - WCOB
Associate Professor

Assoc Professor - WCOB

Assoc Professor-Law

Associate Professor - ENGR
Associate Librarian

Departmental Chairperson
Departmental Chairperson-ENGR
Departmental Chairperson-WCOB
Distinguished Professor
Distinguished Professor-ENGR
Distinguished Professor - WCOB

Instructor
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Lecturer

Librarian

Professor

Professor — ENGR

Professor - WCOB

Professor Law

University Professor
University Professor - ENGR
University Professor - WCOB
Academic Counselor
Accountant |1

Administrative Analyst

Asst To The Dean

Computer Support Specialist

16

22
11
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Coordinator of Academic Space
Development Specialist
Development/Advancement Mgr.
Development/Advancement Spec
Director of Affirmative Action
Asst Direc of Affirmative Action
Fiscal Support Analyst

Fiscal Support Manager

HEI Program Coordinator

Master Scientific Res Tech
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Network Support Analyst
Network Support Specialist
Benefits Specialist

Payroll Services Specialist
Police Captain
Post-Doctoral Associate
Post-Doctoral Fellow
Program Assistant
Program Associate
Program Technician
Project/Program Manager
Project/Program Specialist
Project Coordinator
Research Assistant
Research Associate
Personnel Manager
Research Field Technician
Student Accounts Officer
Scientific Research Tech
Special Events Manager
Student Development Specialist
Administrative Specialist |
Administrative Specialist 11

Administrative Specialist 111

e e
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20

22
13
14
94

17
34
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Admin. Supp. Supervisor
Admissions Analyst

Fiscal Support Technician
Inventory Control Manager
Library Specialist

Assistant Registrar

Associate Registrar

Registrar's Assistant

Computer Operator

Computer Support Analyst
Computer Support Technician
Computer Lab Technician
Financial Aid Analyst

Fiscal Support Specialist
Editor

HE Public Safety Commander |
HE Public Safety Commander I
HE Public Safety Supervisor
HE Public Safety Officer
Major Gift Development Officer
Library Supervisor

Library Support Assistant
Library Technician

Network Analyst
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Research Technologist
Senior Software Supp Analyst
Skilled Trades Foreman
Systems Analyst

Systems Specialist
Equipment Mechanic

Heavy Equipment Operator
Skilled Tradesman

Skilled Trades Helper
Research Scientist

Security Analyst

Software Support Specialist
Coordinator of Housekeeping
Institutional Service Asst.
Institutional Service Super.
Instructional Designer

Lodge Housekeeping Supervisor
Mail Services Assistant
Maintenance Specialist
Maintenance Coordinator
Agriculture Farm Technician
Agriculture Lab Technician
Assessment Director

Teaching Associate
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Student Applications Spec 1

Telecommunication Specialist 1
Website Developer 2
Total Minority Faculty/Staff 795

Minority Full-time Faculty

Ethnicity Number
African American 33
American Indian 10
Asian 103
Hispanic 41
Pacific Islander 00
Foreign 58
Two or More Races 16
Total 261

Minority Adjunct Faculty

Ethnicity Number
African American
American Indian
Asian

Hispanic

Pacific Islander
Foreign

Two or More Races
Total

W e
SrBo~wrwu

Minority Faculty/Staff New Hires by Position

Academic Counselor 4
Accountant |l

|



Administrative Specialist |
Administrative Specialist 11
Administrative Specialist 111
Administrative Support Supervisor
Admissions Analyst

Assistant Professor

Assistant Professor-ENGR
Assistant Professor-WCOB
Associate Librarian

Associate Professor

Computer Support Analyst
Computer Support Specialist
Computer Support Technician
Departmental Chairperson
Departmental Chairperson-ENGR
Development/Advancement Mgr
Development/Advancement Spec
Financial Aid Analyst

Fiscal Support Analyst

Fiscal Support Specialist

HEI Program Coordinator
Institutional Service Assistant
Instructional Designer

Instructor

Lecturer

Library Support Assistant

Mail Services Assistant

Master Scientific Res Tech
Network Analyst

Post-Doctoral Associate
Post-Doctoral Fellow

Professor

Professor-ENGR

Professor-Law

Program Associate

Program Technician
Project/Program Manager
Project/Program Specialist
Research Assistant

Research Associate

-
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Systems Analyst

Systems Specialist

Teaching Associate

Website Developer

Total 14

L

Diversity Initiatives 2015-2016

Diversity Affairs has been involved in a number of diversity/inclusion
Initiatives this year designed to increase our institutional ability to recruit and retain

underrepresented students, faculty and staff.

Student: Recruitment/Retention

The College Access Initiative (CAI) is an academic diversity outreach
program designed to improve college readiness, college access, and college going
among Arkansas students. CAI provides academic programming in public schools
and communities statewide, serving students, families and educators for the shared
purpose of increasing educational attainment. The program provides free resources
and instruction regarding admissions, scholarships, the ACT, the college transition
and more. During the summer, CAI hosts multiple summer programs on the UofA

campus, serving hundreds of junior high and high school students.

Over the course of the last six years, the university has aggressively awarded
its Razorback Bridge scholarship and raised money to establish a new scholarship
line, the College Access Responsibility Endeavor (CARE), designed to support
underrepresented students from Arkansas who demonstrate need and have
achieved academic excellence. The Razorback Bridge and CARE scholarships
also carry mandatory programmatic retention support. Students awarded these

scholarships are required to participate in the Academic Enrichment Program, a
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four-year long academic support program designed to better ensure that
participating students make successful academic progress, have enriched social
experiences, and build a stronger sense of campus community. Entering freshmen
are housed together in a Living Learning Community and are assigned to

strategically aligned academic cohorts.

In December 2013, as a result of a $2.1 million gift from the Walton Family
Foundation, the University of Arkansas launched a special initiative called the
Diversity Affairs Commitment to College Completion (DACCC). The program
gave the university expanded resources to better recruit and retain underrepresented
students from Arkansas open-enrollment charter schools and all Philips County
public schools. The first two cohorts of DACCC scholars have been successfully
brought to the university and through the first-year experience. Like other diversity

scholarship recipients, DACCC scholars benefit from academic retention support.

In May 2016, another Walton Family Foundation-funded program was
announced: The Accelerated Student Achievement Program, or ASAP, was
established with a $2.4 million grant and will serve first-generation and low-income
students in 26 Arkansas counties and is a joint effort by the Center for Multicultural
and Diversity Education and the Office of Graduation and Retention at the
university. The program is a four-year pilot initiative designed to accelerate
academic success, college completion and career readiness among students from the
Delta region and the first cohort of 80 students will arrive on campus in the summer

of 2016, before fall classes begin.

The Office of Latino Academic Advancement and Community Relations (la
OLAA-CR) brought over 600 high school students to the university campus over
the course of the school year. La OLAA-CR sponsored several recruitment events
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including Latino Campus Day(s), Latino Transfer Day, Latino Scholars Day and
La Academia del ACT, a college readiness camp for English Language Learners.
La OLAA-CR staff also participated in numerous statewide college fairs and
community events. In retention, OLAA-CR established a Latino Registered
Organization network and held an informational fair (Latino RSO Expo). The
Office also collaborated with the College of Engineering for establishing a loan
forgiveness grant for underrepresented students, including Latinas, first generation,

low income students with a $150,000 gift from the Eugene Carter Foundation.

OLAA-CR also collaborated with the Office of Commuter students in a
community event reaching out to Freshman living off campus. A paid internship
program for work with local non-profits called En Marcha was established to
provide pre-professional opportunities to low income students that need to work.
OLAA-CR collaborated with the Latino Alumni in a welcoming event for Latino
freshman and two Meritos Latinos, graduation ceremonies where students
engagement and leadership was recognized. Furthermore, la OLAA-CR facilitated
Sin Limites, a Latino youth Bi-literacy project that utilizes college students as
mentors to local Latino elementary students in order to create early college
awareness for the program participants and their parents. A noteworthy event was
to co-sponsor a visit and lecture by Nobel-laureate and Mayan activist Rigoberta

Menchu.

The Center for Multicultural and Diversity Education continues to facilitate
the Academic Enrichment Program, an academic support program that provides
participants with staff, faculty, and peer mentoring; a structure that encourages
good study habits and time management; and workshops designed to improve
academic and non-cognitive skills critical to college success. The multicultural

center maintains a robust partnership with the Center for Learning and Student
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Success, serving as a tutoring facility (to offer tutoring not only on weekdays but
also after business hours and on weekends) and supplemental instruction location.
The center also sponsors cultural heritage months through programming, hosts
guest lectures and panels to stimulate dialogue on diverse issues of timely
Importance, facilitates SafeZone Allies and many diversity trainings for students,

staff and faculty as part of its diversity education function.

The University hosts eight diversity-oriented college access and retention
programs federally funded by the Department of Education primarily to serve first-
generation and low-income students. Three Upward Bound programs together
serve about 175 students with on-campus programming. Three Talent Search
grants provide college readiness outreach to local public schools. Veterans Upward
Bound serves veterans with college-going resources, and Student Support Services
provides retention programming for students who are first-generation, low-income
or who have disabilities. All of these programs collaborate meaningfully with

campus departments, divisions, colleges, and schools.
Faculty/Staff: Recruitment/Retention

The University of Arkansas has maintained its intentional approaches in
attracting a more diverse faculty and staff. Campus units are required by our
Affirmative Action Plan to place advertisements in publications that address
diverse audiences. Also, our Office of Equal Opportunity and Compliance
(OEOC) is tasked with overseeing our hiring processes, making efforts to ensure
that university units are better equipped to both attract and protect applicants who
comprise the federally defined protected classes. OEOC reviews the recruitment
plans for faculty and staff positions to ensure that they demonstrate a pro-active
effort to reach and identify potential underrepresented applicants. Department and
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campus units will be required to use at least three recruitment activities within their
respective discipline or field that target diverse populations. Departments and
campus units annually present to OEOC an inventory of organizations,
conferences, publications and other activities that serve or advertise to

underrepresented populations in their respective fields.

In addition, our Human Resource Office offers a new employee orientation

that includes diversity training.

With regard to attracting and retaining faculty, the Office of Diversity and
the Office of the Provost collaborated to provide support to the various colleges.
The Strategic Fund designated resources for targeted hires of underrepresented
faculty. The Maintenance Incentive Fund allowed departments to receive a 30%
increase to their budgets if they successfully hired an underrepresented faculty
candidate. The departments are permitted to keep the increase for as long as the

faculty member remains at the university.

The University of Arkansas is dedicated to maintaining a welcoming and
inclusive campus environment. We have many other academic programs housed in
the various schools/colleges such as our African and African American Studies,
Latin American Studies, and the Engineering Career Awareness programs that
further enrich the diversity of our campus environment. The university will continue
adding to the richness of our diversity-focused initiatives in order to better serve our

entire campus community.

Finally, there are a number of employee resource groups available, which
are voluntary, employee-initiated groups of University of Arkansas faculty and
staff who share common interests, backgrounds, characteristics or pursuits.

Employee Resource Groups are formed to assist the University in accomplishing
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its mission of teaching, research and service by strengthening diversity, fostering

community and improving retention of students, faculty and staff.

Safe Zone Allies are members of the University of Arkansas who believe
that all students and people in the campus community should be treated equally
and fairly regardless of sexual orientation and gender identity. This program serves
to retain employees and students as it creates a safe spaces for people to share their
concerns, and refers people appropriately to resources for assistance and help in

retaining people.

The Chancellor’s Commission on Women is another example, charged to be
an advocate for the interest of the entire community of women at the University of
Arkansas. This community includes undergraduate and graduate students, faculty,

administrators, and both classified and non-classified staff.
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Report on Minority Retention

University of Arkansas — Fort Smith

The University of Arkansas — Fort Smith's mission is to prepare students to succeed in an ever-changing global
world while advancing economic development and quality of place in its service area. Through exposure to a
racially and ethnically diverse environment, students become further prepared to successfully engage in the
global world in which we live. The educational support UAFS provides to minority students ensures that the
University is a factor in enhancing the diverse and multicultural atmosphere of our service area. The retention
and successful completion of minority students is critical to overall success of the University. Long-term positive

growth patterns in minority populations indicate that strategies are working.

Total credit enrollment for fall 2015 was 6,710 students. This number represents a 1.7 percent overall decrease
in enrollment over fall 2014, while minority student enrollment increased at a rate of 5.1 percent. In fall 2015,
minority students made up 30.1 percent of the student body, up from 28.2 percent in fall 2014.

Minority Student Enroliment

UAFS experienced a 15 percent increase (n=97) in enroliment for Hispanics of Any Race. Native Hawaiian or
Other Pacific Islander’'s headcount increased to 7 (fall 2015) compared to 4 (fall 2014) and Asian student’s
headcount increased by 11.3% when compared to fall 2014. The following racial minorities decreased in
enroliment: American Indian or Alaska Native (16.7%, n=31), Black or African American (13.3%, n=40), and
Non-Resident Aliens (14%, n=14). White student headcount also declined (4.6%, n=211).

Of the total ADHE count for fall 2015, the American Indian population comprised 2.3 percent (n=155); the Asian
population comprised 5 percent (n=333); the Hispanic population comprised 11.3 percent (n=758); the African
American population comprised 3.9 percent (n=260); and the population of students reporting More Than One

Race comprised 6.2 percent (n=414; see Figure 1 on the next page).

Since fall 2009, minority enrollment has decreased by 7 percent (n=144). However, when fall 2009 headcount is
compared with fall 2015; student headcounts of Native Hawaiian or Other Pacific Islanders, Non-Resident
Aliens, Hispanics, Asians and Two or More Races have increased significantly. Particularly of interest, the
campus has experienced a grander growth of international students as the institution transformed to offer more

undergraduate programs.
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Figure 1: UA Fort Smith Minority Headcount
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An overreaching goal of the 2012-2017 Minority Plan (and past plans) is to obtain a minority enroliment
percentage that reflects the growing minority population of our region. According to the 2010 U.S. Census data,
the University’s primary service area has a 22.2 percent racial minority population. Fall 2015 enroliment data
shows a 30.1 percent racial minority population at UAFS with Hispanic, Asian, and African American proportions
exceeding that of the service area (see Figure 2).

Figure 2: Service Area Minority Population per 2010 U.S. Census Compared to Fall 2015 UAFS
Minority Enrollment
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Minority Recruitment Efforts 2015-2016

UAFS implemented several recruitment initiatives during the 2015-2016 academic year. Both

traditional and nontraditional minority students were sought through multiple channels.

The UAFS Admissions Office collected nhames of minority high school students from Arkansas and
surrounding states through attendance at college fairs, high school visits, and the purchase of student
names from ACT EOS. The Admissions Office also designed mailings to introduce students to the

University, promote programs, and encourage prospective students to schedule a campus tour.

All recruitment publications include student photographs that represent the diversity of the student
population. Billboards featuring minority students are placed in Fort Smith, the city with the highest
minority population in the region. High school recruitment areas include other high-minority areas
such as Tulsa, Oklahoma; Memphis, Tennessee; and West Memphis, Pine Bluff and Little Rock,
Arkansas. Admissions officers also work with the local Native American Tribes in Oklahoma to talk

with the students they work with about college planning.

Newspaper advertisements focusing on scholarship deadlines, campus tours, and other access-
related issues are printed in the Lincoln Echo, a Fort Smith regional newspaper targeting the African

American population.

Enrollment management hired Mr. Nicolas Pattillo as the Executive Director of International Academic
Programs. The Dean of Enroliment is also hired to assist with recruitment efforts. The university is
strategizing its efforts, among others, to reach out to international, language-based clubs and local
minority populations and is translating the Admissions website and publications into Spanish, and will

be offering campus tours in Spanish.

Minority Retention

UAFS is committed to retaining minority students at a rate equal to or greater than the retention rate
of the total student population. The fall 2014 minority retention rate exceeded the previous year by 2.5

percent and efforts to increase minority retention are progressing well.

Within the past 10 years, UAFS exceeded the goal for seven consecutive years, with minority
retention rates for fall 2005 through fall 2011 varying between .5 percent and 8.9 percent above the
total retention rate of all students (see Figure 3). Minority retention for fall 2012 and 2013 were both
lower than the total retention rate, but showed an increase in minority retention from 2012 to 2013.
During the 2013-2014 academic year, two minority groups showed a retention rate larger than the
overall retention rate of 66 percent: Asians, who had a 70.8 percent retention, and Hispanics, with a
75 percent retention rate.
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Extensive efforts are in place to increase the retention rates for all student populations. These efforts
include entry-level analyses as well as mid-course interventions designed to intercede with students
before they withdraw from courses and/or college. UAFS continues to work toward creating new
initiatives and improving current efforts to retain these students. UAFS is creating awareness and
integration programs to promote and educate cultural tolerance and social issues in the global world

and to facilitate conversations on minority issues.

The university is working towards drafting a retention plan to include program and college-level
analysis and identifying specific factors unique to each program and college. The overall university
retention plan will be all inclusive of these efforts to address the issues that the university can
integrate into academic planning and administrative policies, particularly, to mediate minority

retention.

Figure 3: UA Fort Smith Fall-to-Fall Retention
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Retention Services

UAFS designed each of the services detailed below with an eye toward retention and how students may be

encouraged to stay in school and graduate.

Recruitment UAFS has a comprehensive recruitment plan designed for high school, adult, and returning
students. Admissions staff makes presentations across the region at college fairs, individual high schools, and
at area businesses and industries. Prospective students are encouraged to visit campus prior to making a
decision to determine whether UAFS is the right campus to begin a college career. UAFS staff maintains direct
contact with prospective students through broad use of mail, telephone, and e-mail contacts. The University's
website also plays a pivotal role in recruitment by providing an institutional face to prospective students. Both

the website and printed recruitment documents are carefully designed to reflect the diversity of the University.
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With the recent hire of the diversity recruiter, the website and recruitment materials will be translated into

Spanish as well.

NSO UAFS requires all first-time students to complete a new-student orientation (NSO) where they learn about
the resources available to them, including Web-based services. They receive degree plans and detailed
information on where to find help for the various challenges they may face as new students. Evaluations of
these NSO sessions indicate that students are finding the information valuable as they begin their college

careers.

On Course for Success The ‘On Course for Success’ course was implemented in Fall 2007. On Course for
Success is required for conditional-prep students and recommended for students who place into developmental
classes in all three subject areas—Reading, Writing, and Mathematics. This target group is at extremely high
risk because students often lack study skills as well as content skills. These students often have the ability to

succeed if they can develop success strategies and become empowered to take control of their education.

Students who successfully complete On Course for Success will develop the skills necessary for success in
college and in life. Topics include taking personal responsibility, increasing self-motivation, self-awareness, and
self-esteem, improving self-management, employing interdependence, developing emotional intelligence,

acquiring lifelong learning strategies, and using technology to aid learning.

The course is now available for any student taking at least one developmental course. SAS 0203 has also been
offered to other students who need to improve on their student skills and study strategies. The course is

required for conditional-prep students.

Academic Success Center The mission of the Gordon Kelley Academic Success Center (ASC) is
to help students become independent and efficient learners so they are better equipped to meet the
University's academic standards and successfully attain their own educational goals. Students are
challenged to become actively involved in their own learning. The goal of the ASC is to provide all
students an equal opportunity to succeed in college by maintaining a program of academic support
services to address their educational needs. The ASC administers exams for all online courses and
for ADA students with accommodations. The ASC provides small group tutoring for most courses.
The focus is on a tutor helping students with learning the content, study strategies for a specific
course, and students learning to study and learn from each other. Supplemental Instruction (SI)
tutoring is offered for some classes. Drop-in tutoring labs are available in the ASC for writing, math,
chemistry, biology, macro/micro economics, and operations management. Tutoring is available
throughout the week to accommodate students’ schedules as much as possible. The ASC is open
seventy hours a week offering day, evening, and weekend hours. The drop-in tutoring labs also offer
hours on Saturday and/or Sunday. Some students need individualized assistance with learning how
to effectively study for college-level courses. The Guided Study Specialist works with these students

to design a plan for success. Topics include discovering their learning style, time management skills,
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or finding a balance with the demands of college courses, family, work, and student activities.
Academic workshops designed to address specific academic challenges are presented throughout
the semester. The ASC staff considers not only the student's academic background, preparation, and
study habits, but also the specific challenges of the course content and the student's overall college

experience.

Target Success Program The Target Success Program offers additional assistance to students

who have to repeat a developmental course. The program addresses reasons why students fail a
course. The most common reasons for failure are excessive absences and lack of coursework
completion. Students sign a contract that they will attend class regularly, complete all homework,

meet weekly with the instructor or assigned mentor, and use other resources such as the Academic
Success Center and faculty office hours. Students who participate in Target Success successfully
complete their repeated courses at a much higher rate than students who choose not to participate.
Academic Early Alert Program An academic early alert program is in use by faculty and advisors to target
students at high risk of academic failure. Faculty members who identify students in academic distress post a
concern in the early alert system. An email is generated to the student and one to the student’s advisor to notify
both of the concern. Students are encouraged to visit with the faculty that posted the concern and/or their

advisor to discuss taking the necessary steps to be successful in the class and at the institution.

Financial Aid Comprehensive financial planning is vital to college success. UAFS financial aid staff
provides individual counseling to students and their parents to determine the grants, scholarships,
and loans for which they qualify. The staff also conducts financial aid workshops throughout the
region at high schools and community centers. All students receiving aid are monitored to verify their

continued academic success.

The financial aid office also provides FAFSA filing assistance events to the community throughout the
year. Bilingual assistance is available during these events. A new initiative to increase awareness of
financial aid is FAFSA Fridays, which are drop-in workshops offered during the summer to assist with

FAFSA completions.

The financial aid office also provides qualified students with a full range of student employment
options on campus. Approximately 200 work-study positions are available for students to gain
valuable real-world experiences while maintaining close ties with the University. UAFS believes
students with on-campus jobs are more likely to be retained in future semesters than those with jobs

off campus.

Student Activities Students are strongly encouraged to participate in a wide range of student
activities, programs, and organizations. Many of these are tied to academic programs or have service

requirements that aid the student in developing closer relationships on campus and ultimately aid in
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retention. These programs are designed to provide opportunities for social, cultural, and intellectual
growth, while developing values and leadership characteristics in the participant.
African Students Association — The main purpose of the African Students Association is to educate our

university, communities and society about the aspects of African cultures.

American International Activities Council — To help international and American students better understand

one another’s culture.

Black Students Association - a forum for the dissemination and collaboration of information pertinent to

minority students of UA Fort Smith.

Cultural Net — The main purpose of the UAFS Cultural Network is to educate our university,
communities, and society about various cultures and languages and promote higher education for

younger generations.

Hmong Student Organization - The focus of this organization is to recognize and promote the cultural

differences of the campus community.

Japan Club — The main purpose of Japan Club is to educate our university, communities, and society
about the aspects of global cultures and to promote higher education to younger generations. This may

include but is not bounded by pop culture, music, films, anime, politics, economics, and history.

Native American Students Association - to provide current and accurate information about Native

American cultures.

Spanish Club — To advocate Spanish language and culture.

Vietnamese Students Association - Introduces the Vietnamese culture and language to UAFS by

hosting activities where students can learn about the Viethamese culture.

Minority Graduation

UAFS awarded 360 degrees or certificates to minority students during the 2014-15 academic year.

In the last 5 years, minority graduates have increased over 83 percent at UAFS. These numbers are
strong indicators of the university efforts and success of the interventions and the institution’s
commitment to the success of the minority students (see Figure 4). The university continues to see an
increase in number of minority graduates headcount in proportion to the overall student graduate

headcount increases.
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Figure 4: UA Fort Smith Graduates (2005 to 2015)
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Summary

The University remains committed to attracting, retaining, and graduating a strong minority
population. During the last year, UAFS met each of the goals outlined in its Minority Recruitment

Plan.

Employee Recruitment and Retention (2015 - 16)

University of Arkansas - Fort Smith

OVERVIEW

The primary role of Human Resources is to support all University units in the accomplishment of their goals by
recruiting and retaining qualified staff to carry out the University’s mission. As an institution, nothing is more
important to success than the dedication and effort of its employees. It is imperative to recruit, hire, and retain
qualified people. Seeking employees with diverse backgrounds and culture ranks high among recruitment

goals.

According to 2010 census data, the percentage of nonwhite residents in the service area is 22.2 percent. When
compared to the UAFS FY 20142015 workforce - which includes 15.4% percent nonwhite employees - it is
clear that the University still has work to do to close that gap. However, UAFS and Human Resources
continues to strive to accomplish the goal of recruiting and retaining the best employees, while taking advantage

of the benefits that a diverse workforce can bring to an employer.
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EMPLOYMENT PHILOSOPHY

UAFS’s philosophy is based on the conviction that the well-being of the University and the well-being of its
employees are synonymous; the most valuable asset is the people. The University employs people in a
nondiscriminatory manner, treating everyone with respect and dignity, applying policies and procedures in a fair,
consistent, and equitable manner. UAFS is committed to work with, encourage, and aid employees in realizing

their full potential.

As an equal opportunity/affirmative action employer, the University is committed to providing equal employment
opportunities for all applicants and employees with regard to recruitment, hiring, transfer, promotion,
compensation, training, fringe benefits, and all other aspects of employment.

RECRUITMENT

Recruiting & Hiring — UAFS does not discriminate on the basis of race, color, national origin, sex, religion, age,
or disability in employment; does not knowingly violate the law in the areas of recruitment and hiring; and will not

tolerate those who do.

UAFS recruitment activities go beyond local and area newspapers, utilizing a number of internet sites and
routinely advertising in the multi-state region, throughout the state of Arkansas, and nationwide in an effort to
draw from a more diverse population. Trade publications are used to target professionals in specific fields.
Minority and other groups are actively sought through publications such as Diverse Issues in Higher Education,
through specialized mailing lists such as the HigherEdJobs.com’s affirmative action e-mail list, and through local
entities such as the Alliance of Black Ministers, local churches, military organizations, agencies offering
rehabilitation services, and other special-interest groups. UAFS also frequently recruits through college
placement offices, whose clientele mirror the diversity of the institution.

The director of Human Resources is responsible for the University’'s compliance with all EEO laws.

RETENTION

Compensation - Working within fairly restrictive boundaries established by state guidelines, UAFS strives to be
competitive in order to attract and retain the best candidates. Employment and compensation of classified staff
are subject to the Uniform Classification and Compensation Act. Base salaries are set by the Arkansas General
Assembly. Faculty and administrative salaries follow established state guidelines and are comparable to like
positions at other institutions using College & University Professional Association for Human Resources (CUPA-
HR) data which correlates to factors such as region, affiliation, Carnegie Class, budget and enroliment quartiles,

etc.
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Training — One of the institutional goals is to attract and develop highly qualified faculty and staff. UAFS
recognizes the importance of providing opportunities for growth and change at both individual and departmental
levels. Faculty & staff development funds are available to link workplace learning with the University’s strategic

goals, as well as with departmental objectives.

UAFS has offered free English as a Second Language (ESL) classes to Spanish-speaking employees as a way
to enhance communication skills and boost retention. Several employees have taken advantage of this

program, which was offered during their workday.

Employee Benefits Program — A competitive benefits program is crucial in recruiting efforts. Through careful
and ongoing program review and monitoring, UAFS is able to provide a comprehensive employee benefits
package that is competitive with most local and regional employers. Plan highlights include self-insured health
insurance, dental insurance, vision insurance, long-term disability insurance, life insurance, retirement benefits,
a liberal leave and holiday plan, a flexible benefit plan, employee and dependent tuition program, and a

comprehensive employee wellness program.

UAFS offers discounted individual health coverage to every employee enrolled in the employee wellness
program, thereby accomplishing the Chancellor’s goal of making affordable health insurance available to all
eligible employees and further promoting employee wellness. Additionally, UAFS restructured the health plan

premium structure which allows those at the lower level of the pay scale to pay less for their health insurance.

Orientation Program - The University provides a comprehensive orientation program for new employees. The
two primary goals of the orientation program are (1) employee retention and (2) customer service - to better
prepare the employee to serve customers. One of the benefits of the program is to welcome new employees as
part of the “UAFS family” and to introduce them to the organization as a whole. UAFS strives to prevent the
feeling of isolation common for new employees, and focuses on mentoring new employees, information sharing,

the clarification of issues, and team building. The orientation program is mandatory for all new employees.

During orientation, employees are introduced to the mission and vision of the institution. They receive training in
the institution’s policies and procedures, sexual harassment prevention, safety issues, FERPA and FLSA

compliance, and other important issues.

All new faculty members, both full- and part-time, are assigned a mentor. A mentoring program for clerical and

support staff is also available.

Policies & Procedures — UAFS’s policies and procedures emphasize employee retention. Employees are
provided with an Employee Handbook, which provides information about the institution’s policies and
procedures related to employment and employee benefits, and serves as a guide to programs and services

available to faculty and staff.
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Whenever disputes arise in which the law is unclear or inconsistent, the University tends to err on the side of the
employee when possible (and when doing so is in the best interest of the students and University). Employee

retention is emphasized through alternative ways to resolve problems and grievances:

° Informal Complaint Resolution - To resolve problems informally through discussion with other persons
involved, in a spirit of goodwill and cooperation. If “potential” problems are addressed early, they are
less likely to escalate into grievances.

° Corrective Action Procedures — This involves progressive corrective action steps that enable
supervisors to work with employees to correct job-performance problems and retain employment.

° Grievance Procedure - When all else fails, employees can resort to the formal grievance procedure.
We know it is important for employees to feel that they have been treated fairly and to receive proper
responses to problems and complaints. The grievance procedure is designed to promote prompt and
responsible resolutions to problems and/or complaints.

University Communication - A survey by the Families and Work Institute (as reported on the SHRM website
in a review entitled “Retention Tactics that Work”) asked a nationally representative group what they considered
to be very important factors in deciding to take their current job. One of the most frequent responses given was

open communication.

Communication is critical to the success of the institution. As UAFS continues to work toward the commitment
of becoming a full-service regional four-year institution of choice, change is ongoing. With change comes the
responsibility of keeping employees informed. This has been accomplished through open-forum meetings, e-

mail communications, regularly scheduled in-service sessions, etc.

Shared governance is a tradition at UAFS. In addition to the formal organization structure and lines of authority
and responsibility, a parallel structure exists to insure that the campus community at large has information
about, and input in, the operation of the University. The purpose of the organization is to provide a two-way
system that fosters campus-wide communication. Every employee is a member of one of the following groups:

the University Staff Council, the Faculty Council, the Dean’s Council, or the Chancellor's Senior Staff.

Participation is encouraged. Meetings are held during business hours and employees are given release time to
attend. Each council meets regularly, at which time employees have a chance to voice their opinion, ask

guestions, or make recommendations via the established mechanisms within each council.

Work Schedule Flexibility - One of the biggest challenges an employee faces today is the continuous struggle
to attempt to balance work and family life issues. UAFS works to provide opportunities (where possible) to help
employees achieve this goal through part-time employment, job-sharing, and other flexible scheduling

arrangements.
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Chancellor’s Open Door Policy. Though employees are encouraged to use their chain-of-command when

appropriate, the chancellor does maintain an open-door policy and is available to all employees.

Exit Interviews - UAFS maintains an exit interview process that gives employees an opportunity to share
reasons for leaving their job and to share ideas for improvement. When appropriate, information obtained
through this process is used to address areas of concern and in an effort to pinpoint areas that need
improvement to strengthen future retention in that position. A portion of the interview specifically focuses on the
area of discrimination. This is the final effort on the part of the institution to attempt to uncover the reason for

turnover and work to prevent such instances from occurring in the future.

DATA SUMMARY

Current Employment Statistics — UAFS’s current Ethnic Summary Report shows that of the individuals

employed during FY 2015-2016, 193 or 15.5 percent were minorities.

Ten-year Employment Trend — To provide a more historical perspective, it is helpful to compare the current
year’'s numbers to 10 years ago. The Ethnic Summary Report from FY 2004-2005 shows 1,147 employees

with 104 minorities, or 9.1 percent. Based on these figures, it is easy to see that progress is occurring.

The Ethnic Summary Report includes all full-time and part-time employees who were issued W-2's. While
most recruiting efforts are focused on recruiting full-time faculty and staff, our part-time workforce directly reflects

the local job market and student population.

Another statistic that speaks of the University’s diversity is the number of foreign nationals employed during FY

2015-2014. UAFS employed 22 faculty and staff members during FY15 who were foreign nationals.

The following chart details the number of minority faculty and staff that were newly hired during FY 2015-2016

and their position categories. This includes full-time and part-time employees.

POSITION CATEGORY NUMBER OF STAFF

Executive/Administrative & Managerial

Faculty

Other Professionals

Technical & Paraprofessional

Clerical and Secretarial

R W O] gf M|

Service/Maintenance

Other (includes tutors, student help, etc.) 44
TOTAL 58
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CONCLUSION

The numbers certainly show that UAFS is making strides in closing the gap between the number of minority
employees and that of the service area. This is not to say that UAFS will be content to sit back once that
number is met. Diversity in the workforce is an important factor to any business, and perhaps even more so in
the university environment, where it can contribute to the goal of broadening the minds and perceptions of the

entire campus community.

Meeting Institutional Goals

University of Arkansas - Fort Smith

The population in western Arkansas continues to see rapid increases in minority populations,
especially the Hispanic population. UAFS provides access to all populations throughout the region as

it works to fulfill the mission of preparing students to succeed in an ever-changing global world.

Indicators

The Office of Institutional Effectiveness monitors the U.S. Census data and county population
projections and then uses these data as the primary baseline data in comparing minority student
enrollment and minority faculty and staff employment indicators.

Timeline

All strategies listed in this report are ongoing for students and employees.

Assessment Methods

The Offices of Institutional Effectiveness, Admissions, Enrollment Management, and Human
Resources work collaboratively to monitor, assess, and evaluate the effectiveness of all strategies
identified in this report. The Office of Institutional Effectiveness supplies all data and gauges how well
UAFS is meeting the recruitment and retention goals. Appropriate administrators charged with
recruitment and retention of students, faculty, and staff receive the data and work to identify strengths
that contribute to stabilizing or increasing numbers of minority students, faculty, and staff.

Administrators also work to identify weaknesses that contribute to declining populations.

130f12



University of Arkansas at Little Rock

Minority Recruitment and Retention
Annual Report
June 2016

Submitted to:
Arkansas Department of Higher Education



University of Arkansas at Little Rock
Submits the following
Minority Retention Plan Progress Report
in compliance with
ACT 1091 of 1999

Minority Retention Plan Progress Report is available at the University of Arkansas at Little Rock’s
website at www.ualr.edu

Questions or comments concerning this document should be directed to:
Department of Human Resources
University of Arkansas at Little Rock

2801 S. University Ave
Little Rock, AR 72204

Office of the Provost July 2016


http://www.ualr.edu/

TABLE OF CONTENTS

l. INTRODUGCTION ...ttt bbb bbbttt ettt bt be e eneas 4

. MINORITY STUDENT RECRUITMENT AND RETENTION
(@] VT SO 4
Minority Student ENrolIMENt..........cvo oo 5
First-Time Freshman Minority ENrollment ... 6
Undergraduate Minority ENrollmMent...........cccooveiiiieiicie e 7
Graduate Student Minority ENrollment ... 8
Retention Rates: One-Year for Entering Minority Freshmen..........ccccccoooevivevieiieinennns 9
Completion Rates: Six-Year Minority Student Graduation Rates ...........ccccceeervenens 10
Summary of Minority Student Recruitment and Retention...........ccccceeevvevesiesnennns 10
Initiatives for Minority Recruitment and Retention...........ccccoocvevevinenieneneene e 11

Il MINORITY FACULTY/STAFF RECRUITMENT AND RETENTION

N e Tol U | | Y PSP 12
B. Minority Faculty RELENTION ........coouiiiiiiie e 14
(O -1 1 ST P PR PRPPRPR 14
D. Initiatives for Minority Faculty/Staff Recruitment and Retention...........cccccocevvenee. 16
V. MONITORING...... oottt ettt et ettt e st e et e tesbesbesbeereaneenen 17
V. (01 @ ][0 I8 1 [\ PSR PRPR 18
APPENDIX A: Minority Faculty DY RanK ...........ccooioiiiiii s 19
APPENDIX B: Minority New Hire — Faculty by Appropriated Titles..........cccccvvveviiiernernsnee. 20
APPENDIX C: Minority New Hire — Staff by Appropriated TitleS..........ccoovrviiiiiiiniinieie 21
APPENDIX D: Minority Staff by Appropriated TitleS ..........ccoovvviiieiiiiree e 24
APPENDIX E: UALR Recruitment and Retention Initiatives—May 2015.........ccccccooeviervrnnnn. 25
Office of the Provost July 2016



I. INTRODUCTION

ACT 1091 of 1999 requires all state-supported colleges and universities to establish a program
for the recruitment and retention of minority students, faculty, and staff. Under the Act, the term
"minority" refers to African-Americans, Hispanic Americans, Asian Americans, and Native
Americans. A main provision of ACT 1091 requires each institution to prepare an annual
progress report on the steps taken to reach the goals of the institution’s Five-Year Minority
Retention Plan.

The University of Arkansas at Little Rock (UALR) is committed to the principles of its mission
as a public metropolitan university. The Declaration of Metropolitan Universities states that
teaching efforts must “be adapted to the particular needs of metropolitan students, including
minorities and other underserved groups, adults of all ages, and the place-bound” and outlines
three main points that have been adopted by UALR:

1. As leaders of a metropolitan university we must commit our institution to be
responsive to the needs of our metropolitan area by seeking new ways of using our
human and physical resources to provide leadership in addressing metropolitan
problems, through teaching, research, and professional service.

2. Our teaching must be adapted to the particular needs of metropolitan students,
including minorities, other underserved groups, adults of all ages, and the place-
bound; and

3. Our professional service must include the fullest possible contributions to the cultural
life and general quality of life of our metropolitan regions.

UALR has adopted institutional policies and procedures, practices, programs, behaviors,
attitudes and expectations that encourage and facilitate the achievement of educational goals of
all students, particularly racial/ethnic minorities, who have been underrepresented in higher
education. Additionally, UALR has established various initiatives to promote minority
recruitment in the faculty and staff ranks.

The information provided in this report demonstrates UALR’s commitment to increasing the
overall numbers of minority students, faculty and staff through the development and
implementation of innovative programs, the use of technology to improve data collection and
reporting requirements, and the dedication of personnel to mentor minority students and faculty.

I1. MINORITY STUDENT RECRUITMENT AND RETENTION

A. Overview

The institutional goals for minority student enrollment are based on the principle that UALR’s
student population should match the diversity of the region that it serves and should also provide
programs of study that will educate students to live, work, and lead in the complex,
technological, diverse world of the 21 Century (Chapter 9 - Implementation, Goal 1 of UALR’s
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Strategic Plan; see UALR Fast Forward at http://ualr.edu/about/strategicplan). In keeping with
that principle, UALR historically has served a very diverse student population. As shown below,
the University’s fall 2014 student body continued the historical trend.

The UALR student body is diverse. Fall 2015 enrollment percentages, categorized by ethnicity,

are as follows:

Table 1: UALR Minority Student Enrollment for Fall 2010 through Fall 2015

White

Hispanic

Asian

African-American

Amer. Indian/Alaskan

Unknown/Not Disclosed
Non-Resident Alien
Two or More Races

Hawaiian/Pacific Islander

56%
22%
7%
1%
4%
8%
2%
0%
0%

Fall 2010 | Fall 2011 | Fall 2012 | Fall 2013 | Fall 2014 | Fall 2015
African-American 3,060 2,990 2,879 2,787 2,625 2,599
Hispanic 451 553 624 707 713 777
Amer. Indian/Alaskan 72 62 44 41 44 36
Asian 345 309 312 312 260 267
Hawaiian/Pacific
Islander | eememe | eemeee 0 4 0 0
Two or More Races |  ---—---- 333 642 761 823 937
Total Minority 3,928 4,247 4,501 4,612 4,465 4,616
Minority/Total 29.8% 32.5% 35.0% 37.3% 38.3% 38.8
White 8,182 7,827 7,718 7,159 6,599 6,658
Non-Resident Alien 437 486 545 498 480 481
Unknown 316 508 107 108 101 136
Total Student
Enrollment 13,176 13,068 12,872 12,377 11,645 11,891

Source: UALR Office of Institutional Research

As indicated in Table 1, the most significant enrollment increase during the past five year period
(Fall 2010- Fall 2015) was seen among Hispanics. The number of enrolled Hispanic students
totaled 777 for fall 2015, up from 451 in fall 2010. Also with the introduction of the “two or
more races” category in 2012, the total number of minority-identifying students increased
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sharply and increased as a percentage of total enrollment. Minority enrollment has increased
from 29.8% in fall 2010 to 38.8% in fall 2015. The percentage of minority residents for Pulaski
County according to the 2010 U.S. Census is 42.8%. UALR minority enrollment does not yet
match the regional demographics, but it is moving closer to this goal.

First-Time Undergraduate Minority Enrollment for Fall 2010-2015. UALR’s first time
undergraduate minority enrollment rose sharply in fall 2015 in terms of total number. The

number of minority first-time freshmen as a percentage of total first-time freshmen has

fluctuated over the last five years and currently sits at 27.6% of the total.

Table 2: UALR First Time Undergraduate Minority Enrollment

Fall 2010 | Fall 2011 | Fall 2012 | Fall 2013 | Fall 2014 | Fall 2015
African-American 199 243 186 193 191 240
Hispanic 15 81 58 51 68 75
Asian 31 20 26 15 15 28
Amer. Indian/Alaskan 0 6 2 2 1 2
Hawaiian/Pacific
Islander - - 0 0 0 0
Two or More Races - - 157 133 126 193
Total Minority 245 350 429 394 401 538
White 429 447 379 244 312 299
Non-Resident Alien 0 29 39 33 21 25
Unknown 27 97 0 0 0 6
Total Students 701 923 847 671 734 868
Source: UALR Office of Institutional Research
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Undergraduate Minority Enrollment for Fall 2010-2015. Total undergraduate minority
enrollment matches the trends of the total university enrollment with an overall percentage
increase and numerical increases for Hispanic and two or more races.

Table 3: Undergraduate Minority Enrollment for Fall 2010- 2015

Fall 2010 | Fall 2011 | Fall 2012 | Fall 2013 | Fall 2014 | Fall 2015
African-American 2,594 2,475 2,402 2,342 2,223 2,216
Hispanic 258 481 552 615 636 705
Asian 330 255 264 264 220 228
Amer.
Indian/Alaskan 72 46 32 30 29 23
Hawaiian/Pacific
Islander - - 0 3 0 0
Two or More Races - - 589 707 768 873
Total Minority 3,254 3,257 3,839 3,961 3,876 4,045
Minority/Total 31.5% 31.4% 37.2% 39.7% 41.3% 42.2%
White 6,648 6,465 6,126 5,692 5,209 5,269
Non-Resident Alien 210 256 312 271 230 189
Unknown 209 396 34 46 69 72
Total Students 10,321 10,374 10,311 9,970 9,384 9,575

Source: UALR Office of Institutional Research

Total Undergraduate Minority Enrollment 2014-2015. Table 4 shows unduplicated
undergraduate minority enrollment for the entire year (as opposed to the fall census snapshot).
Undergraduate minority enrollment has decreased since 2009 among African-American and
American Indian students. The greatest student enrollment gain since 2008 has been in the
Hispanic and Two or More Races minority groups. Some of the decline in other groups may be
attributed to shifts to the new category since total minority enrollment has trended up.

Table 4: UALR Annual Undergraduate Minority Enrollment (Unduplicated

2009-10 | 2010-11 | 2011-12 | 2012-13 | 2013-14 | 2014-15
African-American 3,216 2,951 2,883 2,833 2,733 2,642
Hispanic 301 589 589 648 674 738
Asian 338 270 270 282 263 236
Amer.

Indian/Alaskan 78 55 50 39 38 33
Hawaiian/Pacific
Islander - - 0 0 0 0
Two or More Races 109 340 432 702 783 866
Total Minority 4,042 4,205 4,224 4,504 4,491 4,515
Source: UALR Office of Institutional Research
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Graduate Student Minority Enrollment for Fall 2010-2015. UALR’s graduate student
enrollment (Table 5) shows fluctuation in overall numbers over six years with a marked decline
in African American graduate students. This will need special attention in the next few years.

Table 5: Graduate Student Fall Semester Minority Enrollment

Fall 2010 | Fall 2011 | Fall 2012 | Fall 2013 | Fall 2014 | Fall 2015
African-American 532 471 477 445 402 383
Hispanic 35 64 72 92 77 72
Asian 51 43 48 48 40 39
Amer.
Indian/Alaskan 13 11 12 11 15 13
Hawaiian/Pacific
Islander 1 1 0 0
Two or More Races - - 53 54 55 64
Total Minority 631 589 610 651 589 571

Source: UALR Office of Institutional Research

UALR records minority student enroliment information for every term of the academic year. It
also maintains a cohort database that allows the tracking of retention and graduation rates by any
field, including ethnicity. The recruitment and retention data in this report are based on
enrollment on the fall census date. Complete minority enrollment data can be found on the
website of the UALR Office of Institutional Research: http://ualr.edu/institutionalresearch.

B. Retention

In 2015, the total minority student retention rate increased to 72.5%, a 1.9% improvement from
2014 figures. This also marks a 12.6% increase over the five year period. Total minority
retention is slightly above white student retention. There is still much work to be done in student
retention in general, but the significant improvements illustrate the positive benefit of the
university’s strategic initiatives in this area.

Table 6: Minority Students One-Year Retention Rates for Entering Undergraduates*

F10 F11 F12 F13 F14
Returned Returned Returned Returned Returned

F11 F12 F13 F14 F15
African-American 58.8 64.9 64.2 64.7 68.5
Hispanic 57.9 73.1 71.9 76.0 69.7
Asian 66.7 90.0 87.0 85.7 93.3
Amer. Indian/Alaskan 0.0 25.0 50.0 100.0 100.0
Hawaiian/Pacific Islander - - - -
Two or More Races 62.8 70.0 75.0 74.8 77.0
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Total Minority 59.9 68.1 70.0 70.6 725
White 62.1 65.6 67.0 70.7 71.6
Non-Resident Alien 73.1 85.7 86.8 84.8 66.7
Unknown 59.1 66.0 0 0 0
All Entering Freshmen 61.5 67.2 69.7 71.4 71.9

*Includes first-time, full-time undergraduates only; Source: UALR Office of Institutional Research

C. Completion

The Six-Year Minority Student Graduation rate at UALR has increased (1.8%) from the previous
six-year period. The six-year graduation rate for African-American students stayed at 13.5% and

that of Hispanic students increased by 7.7% to 42.3% from the previous six-year period. This
statistic only counts students who started at UALR as first-time, full-time undergraduates and

does not take into account transfer students who graduate or part-time students who take longer

than six years to graduate. For categories with small numbers of first-time, full-time freshman,

the differences may not be statistically meaningful.

Table 7: UALR Minority Student Six-Year Graduation Rate

2006-2012 2007-2013 2008-2014 2009-2015
Cohort Cohort Cohort Cohort
Grads/ Grads/ Grads/ Grads/
Cohort % Cohort % Cohort % Cohort %
African-
American 22/226 9.7% 36/315 11.4% 29/215 13.5% 30/222 13.5%
Amer. Indian/
Alaskan 0/4 0.0% 1/4 25.0% 3/10 30.0% 0/1 0%
Asian A7 57.1% 13/18 72.2% 3/11 27.2% 6/17 35.3%
Hispanic 7122 31.8% 2/18 11.1% 9/26 34.6% 11/26 42.3%
Hawaiian/
Pacific
Islander 0/0 0.0% 0/0 0.0% 0/0 0% 0/0 0%
Two or More
Races 1/5 20.0% 5/8 62.5% 217 28.6% 10/35 28.6%
Total
Minority 34/264 12.8% 57/363 15.7% 46/269 17.1% 57/301 18.9%
White 78/334 23.4% | 117/450 26.0% | 103/345 29.8% | 138/362 38.1%
Non-Resident
Alien 2/3 66.6% 0/0 0% 0/0 0% 1/2 50.0%
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Unknown 1/4 25.0% 0/0 0% 1/2 50.0% 0/1 0%
Total Non-
Minority 81/341 23.8% | 117/451 25.9% | 104/347 29.9% | 139/365 38.1%

All Students 115/603 19.0% | 174/812 21.0% | 150/614 24.0% | 200/666 30.

0%

Note: Non-Minority includes: White, Non-Resident Aliens and Unknown Race; Source: UALR Office of
Institutional Research/IPEDS Graduation Rates 150%

D. Summary of Minority Student Recruitment and Retention

Although UALR enrollment overall declined again this year, minority enrollment rebounded to
its fall 2013 level for a total of 4,616. Minority enrollment as a percentage of total enrollment has
increased steadily over the last five years and has increased .5% from last year. Undergraduate
minority enrollment has increased steadily while graduate minority enrollment has fluctuated. An
important enrollment challenge for the next few years is to increase African American graduate
student enrollment.

Due to small cohort sizes, retention rate comparisons among race/ethnic categories are not
possible. However, it is important to note that the completion rate of minority students as a
whole continue to increase.

E. Initiatives for Minority Student Recruitment and Retention

UALR has made retention a top priority since 2008 when Chancellor Anderson charged the
campus with implementing six retention initiatives in an effort to bring retention rates in line
with its peer institutions and to increase minority retention rates so they are equal to campus
retention rates. Since then, the university has created two new positions to address recruitment
and retention: an associate vice chancellor for student success in 2011 and a vice chancellor for
enrollment management in 2012. With the administrative restructuring in 2014, Student Affairs
was brought into the Academic Affairs division to better facilitate collaboration and oversight of
student success and student support programs. A full summary of UALR’s current recruitment
and retention efforts can be found in Appendix E.

The current initiatives that specifically focus on minority recruitment and retention are:

1. The Student Services Success Initiatives (SSSI) are housed in Student Affairs division,
now reporting to the Provost. SSSI consists of the African American Male Initiative
(AAMI), African American Female Initiative (AAFI) and the Hispanic/Latino Initiative
(HLI) student success programs designed to empower, support, and assist African American
and Hispanic/Latino students to increase retention and graduation rates. High expectations,
early interventions, and intrusive advising and interactions form the operational base of the
program. The programs’ mantra affirms “Failure is not an option!” The programs are multi-
faceted. SSSI offers students the opportunity to receive both professional and peer mentoring.
First year student participants are assigned peer success advisors (PSASs), upperclassmen who
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have excelled academically and exemplified strong leadership skills. The PSAs work with
their assigned students throughout their first year at the university. Student participants also
develop informal and formal mentoring relationships with professionals including faculty,
staff and university alumni. Specialized programming is designed to assist students with
making the transition to college, understanding the institutional milieu, developing the
necessary academic skills, and achieving success both inside and outside of the classroom.

2. Ronald E. McNair Scholars Program — This federally funded TRiO program is housed in
the Academic Success Center (ASC) and has been on the UALR campus since 1991. The
Ronald E. McNair Program is designed to prepare students who are underrepresented in
graduate education for doctoral study. The program provides skill building seminars,
research, mentorship and graduate school admission assistance. While the McNair Scholars
program operates year-round, the scholars interface with the program heavily during the
summer terms.

3. UALR Charles W. Donaldson Summer Bridge Academy—With additional funding from
the Winthrop Rockefeller Foundation, Bank of America, and UALR as well as institutional
partnerships, The SSSI Office piloted the Charles W. Donaldson Summer Bridge Academy
(SBA) in July 2013. SBA is an academically intense, three-week residential program for
multi-ethnic students who were selected based upon their need for math remediation. The
purposes of the academy were to eliminate required remedial coursework and to improve the
retention and graduation rates of the participants. While the bypassing of math remediation
was the primary focus, the academy also assisted students in English and reading. It
provided students with the necessary skills to successfully fulfill their remedial requirements.
http://ualr.edu/studentsupport/summer-bridge-program/
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I11. MINORITY FACULTY/STAFF RECRUITMENT AND RETENTION

A. Faculty

The largest minority group was comprised of 43 faculty members who self-identified as
Asian/Pacific Islander. The number of faculty members who self-identified as African-
American decreased by 1 from the previous year. See Appendix A for numbers of minority

faculty by rank.
Table 8: UALR Minority Full-Time Faculty by Ethnic/Racial Category and Rank: 2015
Chair Professor Assoc. Prof Asst. Prof | Instructor Total

African-American 2 4 5 14 3 28
Hispanic - - 4 1 3 8
Asian/Pacific
Islander 3 18 11 11 - 43
Native American - - - 1 - 1
2 or More Races - 4 7 1 3 15
Unknown - 9 12 3 10 34
Total 5 35 39 31 19 129

Source: UALR Department of Human Resources (2016)

Table 9: Full-Time Faculty by Ethnic/Racial Category from 2011 to 2015

2011 2012 2013 2014 2015

African-American 28 22 21 29 28
Hispanic 9 9 13 7 8
Asian/Pacific Islander 45 46 49 44 42
Native American 2 2 1 1 1
2 or More Races - 3 14 6 15
Unknown 47 42 37 33 34
Total (Excluding Unknown) 84 82 98 87 95

Source: UALR Department of Human Resources (2016)

The goal for minority faculty employment is based on the latest available data extracted from
Digest of Educational Statistics (2005-2006) which lists the number of persons receiving

doctoral degrees by race/ethnicity. Current 2015 percentages of full-time minority faculty are
compared to these goals in table 10. See Appendix B for a listing of all minority faculty hires, as
of May 2015, by appropriated titles.
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Table 10: UALR Minority Full-Time Faculty Percent Compared to Goals

2011 2012 2013 2014 2015 Goal Status

African-American 5.9% 5.1% 4.5% 6.6% 7.0% 6.3% 1%
Hispanic 1.9% 2.1% 2.8% 1.6% 2.0% 5.2% -3.2%
Asian/Pacific Islander 9.5% | 10.6% | 10.0% | 10.1% | 10.7% | 5.9% 4.8%
Native American .004% | 0.2% 0.2% 2% 2% 0.4% -0.2%
2 or More Races ) 0.7% 3.0% 1.4% 3.7% ) )
Total Percentage 17.3% | 18.7% | 20.5% | 19.9% | 23.6% | 17.8% 2.1%

Source: UALR Department of Human Resources (2016)

While the total number of faculty members who identified as African-American decreased by
one, the percentage increased by .4, and remained above the institutional goal of 6.3% for the
second year in a row. The percentage of Asian/Pacific Islander faculty members stayed roughly
even with last year, still well above the goal of 5.9%. The percentage of faculty members who
identified as Hispanic increased slightly from last year leaving the institution at 3.2% below its
goal in this category. The total percentage of minority, full-time faculty increased from 19.9% in
2014 to 23.6% in 2015, representing a increase of 3.7%. UALR exceeded its established goal for
total percentage of minority, full-time faculty (17.8%) by 2.1%.

Table 11: New Faculty Minority Hires 2011 to 2015

2011 2012 2013 2014 2015
African-American 6 2 1 7 7
Hispanic 1 0 1 - -
Asian/Pacific Islander 4 3 4 2 2
Native American - - - - -
2 or More Races - - 1 - -
Unknown 2 1 - - -
Total 13 6 7 9 9

Source: UALR Department of Human Resources (2016)

As seen in Table 11, there were nine minority faculty new hires in 2015: seven who identified as
African-American and two who identified as Asian/Pacific Islander.

The Provost’s Office, in collaboration with the UALR Diversity Council, the academic
departments and the Department of Human Resources, is working to improve recruitment efforts
to hire more minority faculty. Some of the most recent efforts consist of the following:

1. The Provost has implemented a new Diversity and Inclusion Plan that specifies four
outcome goals: 1) Improved perceptions of inclusiveness as measured by faculty, staff,
and student surveys, 2) Increased persistence and graduation rates of students of color as
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compared to cohorts previous to implementation of strategies developed as part of the
plan, 3) Increase and maintain a Hispanic/Latino student population that is representative
of the population in Central Arkansas, 4) Successfully retain and graduate a greater
number of students.

2. The UALR Diversity Council has conducted two studies: 1) a campus climate diversity
survey in 2013 and 2) a Minority Faculty Recruitment and Retention report in 2014. The
latter revealed that most department chairs feel that they have limited resources with
which to attract more minority candidates. The Provost’s Office has set a goal of
providing more support for these efforts. The Diversity Council report also researched
and reported the best practices in minority faculty recruitment across the country.

3. The Office of Human Resources has implemented a new applicant tracking system in the
last three years that greatly assists the institution in tracking minority applicants and
hires. This office has been proactive in assisting hiring units with minority recruitment
efforts and EEO compliance.

B. Minority Faculty Retention

To date, UALR has not tracked minority faculty retention in any systematic way and this will
need to become a part of our employee tracking in the future. We can deduce that with the
number of new minority hires averaging 8.8 per year over the last five years, we should have a
growing number of minority faculty members overall and this is not the case. Table 9 shows that
the total number of minority-identified faculty members has fluctuated over the last five years.
Even with retirements and the overall decline in faculty size at UALR, we should expect to see
an increase in minority faculty numbers with an average of 8.8 hires a year. This suggests that
minority faculty retention must become a priority project in the coming years.

C. Staff

In 2015, there were 901 staff members at UALR as shown in Table 12. Of that number 3, or
38.7%, were minorities, which increased slightly from 38.4% in 2014. African-Americans
represented the largest minority staff group with 293 staff members, or 32.5%, of the total staff
population, which is an increase from the previous year (30.8%). Unfortunately, the number of
minority administrative/managerial staff members decreased by 4 from the previous year. Table
13 shows that the total number of minority staff members at UALR has fluctuated over the last
five years. The decrease this year is undoubtedly related to the overall decrease the number of
UALR employees (from 992 to 901). Part of the increase in 2013 and 2014 is the decrease in
unknown ethnic/racial category. The new applicant tracking system has helped the institution get
more reliable demographic information on its employees. See Appendix C for numbers of
minority staff by appropriated titles.
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Table 12: Full-Time Staff by Ethnic/Racial Category and EEO Position Category: 2015

Asian/ 2o0r
African- Pacific Native More
American | Hispanic | Islander | American | White | Races | Unknown | Total
Administrative/
Managerial 10 1 4 - 63 5 1 84
Other Professionals 141 4 9 1 354 14 6 529
Technical &
Paraprofessional 22 - 1 - 24 2 - 49
Clerical & Secretarial 36 2 1 - 51 7 3 100
Skilled Crafts 5 - 1 - 23 - - 29
Service/Maintenance 79 - 1 - 27 3 - 110
Total 293 7 17 1 542 31 10 901
Source: UALR Department of Human Resources (2016)
Table 13: Full-Time Staff by Ethnic/Racial Category from 2011 to 2015
2011 2012 2013 2014 2015
African-American 289 293 286 306 293
Hispanic 14 9 11 11 7
Asian/Pacific Islander 29 28 19 22 17
Native American 4 2 1 0 1
2 or More Races - - 39 42 31
Unknown 29 50 17 11 10
Total (Excluding Unknown) 336 332 356 381 349

Source: UALR Department of Human Resources (2016)

Table 14 shows that in 2015 the number of minority staff hires increased by 5 over 2014, which
saw a doubling of the previous year. The growth is still in African American hires which

represented 85.5% of all minority hires in 2015. In the five year period shown there is a net
increase of 24 minority staff hires. See Appendix D for numbers of minority staff hired in 2015
by appropriated titles.
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Table 14: New Minority Staff Hires from 2011 to 2015

2011 2012 2013 2014 2015
African-American 40 47 22 56 59
Hispanic 2 2 2 3 1
Asian/Pacific Islander 3 6 2 4 3
Native American 0 2 - - 1
2 or More Races - 1 4 1 4
Unknown - - - - 1
Total New Hires 45 58 30 64 69

Source: UALR Department of Human Resources (2016)

D. Initiatives for Minority Faculty/Staff Recruitment and Retention

Over the last four years, the Office of Human Resources and the Office of the Provost have
worked together to implement a more robust applicant tracking system and to better document
demographic makeup of the existing workforce. Although a major institutional restructuring has
delayed our progress in identifying recruitment goals by hiring unit, UALR has nevertheless
increased its minority-identified workforce overall in that period of time.

During the 2014-2015 academic year, the Provost’s Office established a UALR Faculty
Fellowship with the first recipient assigned two initiatives, one of which is the formation of a
faculty mentoring program. The Diversity Council’s 2014 report on Minority Faculty
Recruitment and Retention emphasized best practices in minority faculty retention including
mentoring programs. The recipient of the Faculty Fellowship, John Miller, is also the co-chair of
the Diversity Council and has worked in both capacities to create a more comprehensive
approach to minority faculty retention. This year he launched the new UALR Faculty Mentoring
Program with an inaugural cohort of 24 participants. The Coordinator of this program is African
American and the first cohort is approximately 25% minority.

UALR Diversity Council

In October of 2011, the Chancellor established the UALR Diversity Council to address diversity-
related matters. More specifically, the Council’s charge includes:

e Developing strategies to strengthen faculty/staff/student diversity and improve campus
climate;

e Examining campus climate in terms of a broad definition of global understanding and
diversity (race/ethnicity; gender; individuals with disabilities; sexual orientation);
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Presenting recommendations to the Chancellor that include strategies, individuals
responsible for specific action, timelines for implementation, and measurable outcomes
that reflect continuous improvement of campus climate and diversity; and
Collaborating with the Department of Human Resources in developing the Annual
Minority Recruitment and Retention Report submitted to the Arkansas Department of
Higher Education and the Arkansas General Assembly.

The UALR Diversity Council began meeting monthly in January 2012. In the last several years it
has made the following contributions to the Chancellor’s diversity initiative.

In 2013 the Diversity Council published a report based on a comprehensive campus
climate survey of faculty, staff and students. This report highlighted the institution’s
strengths and weaknesses in creating an inclusive campus environment. The survey
results were shared with the campus on the web and discussed in an open forum. The
Council subsequently focused on several issues for further study and action.

In 2014 the Diversity Council published a second report based on interviews with
department chairs regarding minority hiring. The research suggested that many hiring
units feel adrift when it comes to minority hiring initiatives. Better training and guidance
is called for to assist hiring managers in recruiting and retaining minority faculty and
staff. The second part of the report surveyed other university efforts in this area and
catalogued best practices.

Since its inception, the Diversity Council has hosted lunchtime forums (lunch and learns)
with guest speakers on diversity topics. These events are open to all faculty, staff and
students and are intended to stimulate more discussions of diversity on campus and to
contribute to a campus climate of inclusiveness.

In 2015 the Diversity Council launched a new campus event called Diversity Week
which featured twenty individual events including presentations, panels, films,
performances, etc. The goal was to highlight and celebrate the diversity that is UALR and
to contribute to a positive campus climate.

IV. MONITORING

The Office of Institutional Research and the Office of Human Resources will continue to provide
the institution with data to inform decision-making about achieving institutional goals related to
diversity.

The Department of Human Resources provides enhanced monitoring and support of recruitment
efforts via the electronic applicant tracking system and improved monitoring of the recruitment
process.
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V. CONCLUSION

In order to support the various initiatives, the University spends an estimated amount of
$850,000 annually. Assessment of the effectiveness of the plan will be through the tracking and
reporting of the number of minority faculty, staff and students to determine if progress is being
made in the recruitment and retention of a diverse faculty, staff and student body. Every year an
annual report will focus on the current status and annual changes in the numbers of minorities in
faculty, staff and students. Recognizable increases in those areas will provide indication that
established initiatives and recruitment processes outlined in the plan are working as designed.
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APPENDIX A
MINORITY FACULTY BY RANK*

Asian/
African Pacific Native 2 or More
Position Title American | Hispanic | Islander | American Races Unknown || Total
Instructor 9 mnth 1 2 - - 3 5 11
Instructor 12 mnth 1 = = - - 5 6
Advanced Instructor 9 mnth - 1 - - - - 1
Advanced Instructor 12 mnth 1 S = = = = 1
Assistant Professor 9 mnth 12 1 11 1 1 3 29
Assistant Professor 12 mnth 2 = = = = = 2
Associate Professor 9 mnth S 4 10 - 6 10 35
Associate Professor 10 mnth = = 1 = - - 1
Associate Professor 10.5 mnth - - - - - 1 1
Associate Professor 12 mnth = = = = 1 1 2
Professor 9 mnth 2 - 17 - 4 8 31
Professor 10.5 mnth 1 - = - - - 1
Professor 12 mnth 1 - - - - - 1
Department Chair 12 mnth 2 = 3 - - - 5
Distinguished Professor - - 1 - - 1 2
Total 28 8 43 1 15 34 129
* Due to hires and separations, numbers reflected in this table may vary from the figures in Table 8.
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APPENDIX B

MINORITY NEW HIRE - FACULTY
BY APPROPRIATION TITLES*

African- Aslan/ Native 2or
Position Title American Hispanic | Pacific American More | Unknown | Total
Islander Races

Instructor 9 month 1 = - - - - 1
Instructor 12 month 1 - - - - - 1
Adv. Instructor 12 month 1 = - - - - 1
Asst Professor 9 month 2 - - - - - 2
Asst Professor 12 month 1 = - - - - 1
Assoc Professor 9 month - - - - - - 0
Assoc Professor 10 month = = = = S - 0
Department Chair 1 - 1 - - - 2
Professor 9 month = - 1 - - - 1

Total 7 0 2 0 0 0 9

* Due to hires and separations, numbers reflected in this table may vary from the figures in Table 11.
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APPENDIX C
MINORITY STAFF BY APPROPRIATED TITLE*

Position Title

African-
American

Hispanic

Asian/
Pacific
Islander

Native
American

Unknown

Total

Academic Counselor

Accountant Il

Administrative Analyst

Administrative Specialist |

Administrative Specialist |1

N NN |- |-

Administrative Specialist 111

w
N

Admin Support Supervisor

Associate Vice Chancellor

Asst Athletic Dir

Asst Coach

Asst Dean

Asst Dean of Students

Asst Personnel Manager

Asst Registrar

Asst Rsch/Ext Specialist

Asst Dir Aguatics & Fitness

Asst Dir Student Union

PR (NP [RP [P, |w|w

Assoc Dean of Students

Associate Dean

Assoc. Dean of Students

Assoc Rsch/Ect. Specialist

Benefits Technician

Budget Specialist

Buyer

W

Campus Maintenance Superv

Chemical Hygiene Officer

Chief Technology Officer

Commercial Graphic Artist

Computer Operator

Computer Support Specialist

Computer Support Technician

AR

Computer Systems Mgr

Dean, Schools/Colleges

Development Officer

Dir. Acc./Online Programs

RlRrRrNvR[MRPR(RPlolocojwdMON[(F|FP(FPFP[FPISF|FP|FP|WW|F|F|o
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Dir. Community Partnerships

Director, Admin Services

Director, Coop Educ Program

Director, Disability Services

Director, Instructnl Fac Dev

Director, Race & Ethnicity

Director, Stu Dev. Center

Division Chief

Educ & Instruction Specialist

Education Counselor

Equipment Operator

Executive Asst. to Chancellor

Exec VC & Provost

Extension Assistant

Fiscal Support Analyst

Fiscal Support Specialist

N[00 |k |O N (0|~ |k |O|0 |- |O (O | |-

HE Inst Program Coordinator

HE Public Safety
Commander |

HE Public Safety Dispatcher

HE Public Safety Supervisor

Head Basketball Coach

Head Coach

Human Resources Assistant

Human Resources Specialist

Institutional Assistant

Institutional Services Asst

=N

Institutional Services Supv

Interim Assoc Dean

Job Developer/Coop Educ

Librarian

Library Technician

IS SN

Mail Services Assistant

Maintenance Assistant

Media Specialist

Post Doctoral Fellow

Project Coordinator

Project/Program Director

Project/Program Manager

Project/Program Specialist

Public Safety Officer

o |g|hvN ool RIN|F | |o
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Registered Nurse Practitioner - - - - - 0
Research Assistant 15 1 - 3 2 21
Research Associate 13 3 - 2 - 19
Research Coordinator 2 - - - - 2
Research/Ext. Specialist - - - - - 0
Research Project Analyst 1 - - - - 1
Research Scientist - 1 - - - 1
Residential Life Coordinator - - - - - 0
Senior Rsch/Ext Spec - - - - - 0
Shipping & Receiving Clerk 1 - - - - 1
Skilled Trades Supervisor - - - 1 - 1
Skilled Tradesman 5 - - - - 5
Student Devl Specialist 19 1 - 2 - 24
Systems Prog./Web Designer - - - 1 - 1
Technical Support Staff 2 - - - - 2
Youth Services Technician 1 - - - - 1
Total 293 17 1 31 10 359

* Due to hires and separations, numbers reflected in this table may vary from the figures in Table 13.
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APPENDIX D

MINORITY NEW HIRE - STAFF
BY APPROPRIATION TITLES*

Position Title

African-
American

Hispanic

Asian/
Pacific
Islander

Native
American

Unknown

Total

Accountant 11

Administrative Analyst

Administrative Specialist 1

Administrative Specialist 111

Assistant Coach

Assistant Dean

IS =k =]

Commercial Graphic Artist

Dir. Instructional/Fac Dev

Education Counselor

Educ. & Instr. Spec

Equipment Operator

NIN|F-

Fiscal Support Analyst

HE Public Safety Dispatcher

Head Coach

NN

Human Resources Specialist

Institutional Assistant

© O |k |01 |O (NN |-k |0 Ok |k |N |- O (o

Institutional Services Asst

N
o

Institutional Services Superv

Librarian

Library Technician

Maintenance Assistant

Project Coordinator

Project/Program Director

=

Project/Program Specialist

Public Safety Officer

Research Assistant

Research Associate

Research Coord./Emp.Rel.Mg

==

Research Scientist

Skilled Tradesman

Student Dev. Specialist

N

Systems Prog/Web Designer

Youth Services Technician

RlRrNMRrORrMvIEP|W IR |[FR[FP[F|N(F o

Total

59

1

3

1

4

(o2}
©

* Due to timing of when reports were run, information in this table may vary slightly from Table 14.
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APPENDIX E

University of Arkansas at Little Rock
Recruitment and Retention Initiatives

May 2015
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University of Arkansas at Little Rock
Recruitment and Retention Initiatives

May 2015

The Chancellor and Provost have been consistently and emphatically sharing the message with the
university community that the most effective strategy to address UALR’s challenges is to make
recruitment, enrollment, and student success the responsibility of every individual who works at the
University. Since the start of the 2014 fiscal year, one of the main goals shared by the Provost’s Office
with the academic deans has been to develop a student-centered culture in their units, and therefore
throughout UALR.

The following details both recruitment and retention initiatives at the University-level along with
military-targeted initiatives. Following, a report from each college illustrates individual efforts by the
College of Social Sciences and Communication (CSSC), College of Business (COB), College of Arts,
Letters, and Sciences (CALS), College of Engineering and Information Technology (CEIT), College of
Education and Health Professions (CEHP), the graduate school, and the Bowen School of Law.

University Recruitment Initiatives
A selected number of current initiatives, as well as UALR’s plan for academic activities to support the
recruiting of students, are included in this section.

Selected Current University Recruitment Initiatives

e Graduation Incentive Scholarships—Designed to encourage degree completion by students
who have stopped out, the Graduate Incentive Scholarship (GIS) targets students whose last term
of enrollment was between two to five years ago, who were in good academic standing when they
last attended, and who have already accumulated a substantial number of hours (90 or more). The
scholarship covers 50% of tuition and general fees for a maximum of two years, as long as the
student maintains a 2.0 cumulative GPA and takes courses, which count toward a degree,
approved by an academic advisor. Fifty-five students participated in the GIS fall 2014-spring
2015. In fall 2015, 686 students are eligible for the GIS. The selection process for 2015
participants is underway.

e Graduate School Applicants—In an effort to address declining enroliment at the graduate level,
UALR began outsourcing its recruiting efforts. The third-party company identified potential
graduate students by acquiring GRE and GMAT scores, and then engages in specific, targeted
marketing for students (both international and domestic) who meet UALR’s graduate admissions
criteria. The company has an excellent reputation for developing quality applicant pools.
UALR’s overall goal was to increase graduate enrollment by a minimum of 100 students over the
2015-2016 academic year. As of May 2015, this goal has been exceeded.
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o Off-Campus Centers—UALR has established partnerships with two-year institutions to serve
students who are placed bound and would like to pursue a baccalaureate degree. These efforts are
expected to provide seamless transitions for student, decrease their time-to-degree through close
program articulation, provide integrated academic and student support services, and facilitate
overall student success. Additionally, UALR’s satellite campus has expanded from Benton to a
new facility in Texarkana where courses in construction management and business will be offered
in fall 2015.

o Program Articulation with Two-Year Colleges—UALR’s Office of Transfer Student Services
is updating program-to-program articulations with two-year schools. Initial efforts are focused on
transferable associate’s degrees from Pulaski Technical College and the University of Arkansas
Community College-Hope. The office of undergraduate academic advising is in process of hiring
a transfer advisor dedicated to students from Pulaski Technical College. The goal is for UALR to
be the primary University of Arkansas at Community College four-year partner. Memorandums
of Understanding (MOU) for Elementary Education have been signed with University of
Arkansas Community College Batesville and Pulaski Technical College. Additionally, UALR and
PTC have an MOU for Computer Science. Fourteen MOUSs are pending

e High School Partnership for Associate of Arts — A memorandum of understanding has been
signed by the UALR and Greenbrier High School to allow High School students to enroll in
University courses, which are offered on the high school campus, and earn an Associate of Arts
degree from UALR. In the spring of 2015, the first five graduates of this program received
degrees.

o Development of New Degrees—UALR has developed and approval two new degree programs:
the Bachelor of Applied Science (BAS) and Bachelor of Professional Studies (BPS) academic
programs.

o UALR Online Flat Rate Tuition: To attract students to the eleven completely online programs,
UALR will begin offering a flat rate of $260 per undergraduate credit hour and $370 per graduate
credit hour. Additionally, all military personnel will continue to receive the reduce rates currently
offered; the projected rates are $225 per undergraduate credit hour and $325 per graduate credit
hour—not to exceed $250 per credit undergraduate hour per the Department of Defense
Memorandum of Understanding.

e Academic Advising: UALR is currently conducting a search for an advisor who would be
located on the campus of Pulaski Technical College and serve for student transfer services.

University Retention and Student Success Initiatives
This section presents a selected set of initiatives that have been implemented with the goal of retaining
students and facilitating their progress toward degree completion.

Selected Current University Retention Initiatives

e UALR Works— Each semester we have a number of students who are unable to continue their
education due to financial concerns. In order to support these students we have created a new
program called UALR works. This new program, launched in August of 2014, provides on
campus jobs for students, so that they can pay their tuition and earn additional money for other
expenses. The program was developed to impact student retention and provide unique work
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experience to prepare students for professional positions in the workplace. UALR works aims to
distinguish UALR in the impact on student debt. In Spring 2015, there were 111 students who
participated in the program working an average of 10.5 hours per week.

e Academic Advising: At the beginning of the 2015 Spring semester personnel from the Office of
Academic Advising contacted 95% (380) of students who were identified in the system to be
dropped for nonpayment. This effort resulted in students making payments or initiating a payment
plan, as well as keeping them from being dropped from their courses. The university has
increased the amount a student can owe to the university up to $800 to serve as a student retention
effort.

In preparation of retaining current students and providing services to attract new students, the
Office of Academic Advising has two campaigns are underway. The first campaign is a retention
campaign, which aimed to register 90% of current students by May 8, which was accomplished at
87.5% by that date. Achieving this goal of registering before the end of a current academic term
is a record for advising—nboth at this volume and at this early of a date. This campaign will move
UALR out of the reactive mode that has occurred since the decline in enrollment and for much of
the history of UALR’s academic advising.

Academic Advising has a student campaign targeting new students and transfer students along
with Chancellor Leadership Corp Scholars, which is running simultaneous to the current
students advising campaign. During the last few weeks of May and into the summer, advising
have 71 new students and 113 current students set to be advised for our four advisors.

By the June 2, 2015 orientation session, the office of academic advising had ensured that 78% of
the 250 attendees were advised and registered with 6% that were scheduled to be advised and
registered that day, as shown in the figure below. An additional 6% are scheduled to be advised
post-orientation.

June 2, 2015 Orientation:
Advising & Registration Status of Student Registrants

Advising After
Orientation, 6%
_ Admissions, 2%
Advised, Needs_'_c_g |
Register, 8% [ - Student Accounts, 1%

Advising @
Orientation, 6% __
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e Trojan Warrior Student Success Center grant application: This grant is aimed at establishing
a student success center for veterans at UALR, was developed by the Provost’s Office to be
submitted to the U.S. Department of Education on June 23, 2015. A total of up to $500,000 for a
three-year period could be awarded. If approved, this grant will enable UALR to offer the
military students a broad array of programs to facilitate their success.

e Mandatory New Student Orientation—All entering freshman are required to attend an
orientation, which is designed to introduce new students to the UALR campus, academic
programs, and student support services offered across campus. Plans are underway to require
transfer students to attend a re-designed orientation. Four orientation sessions will be offered in
the spring and summer of 2015, and an online orientation has been developed and will be sent out
to any student who does not attend an on-campus orientation.

e Freshman Convocation—Freshman Convocation ceremonially marks the beginning of the
students’ academic journey at UALR, provides students the opportunity to assemble a class, and
serves as a prelude to their graduation celebration. It also serves as the official welcome to the
University and informs new students of their roles and responsibilities. Freshman Convocation
takes place before the first day of classes and is followed by the Faculty-Freshman luncheon.

e Supplemental Instruction—UALR’s supplemental instruction (SI) is an academic support
program utilizing peer-assisted study sessions to enhance student performance and retention.
Support is provided through a series of weekly discussion and review sessions for students in
courses that have proven difficult for UALR students in the past. The Academic Success Center is
coordinating Sl as part of the University’s extensive retention efforts.

e Counseling for Students on Academic Probation—Dedicated counseling for students on
academic probation includes weekly meetings with an Academic Success Center coach, with the
goal of helping students raise their GPA to good academic standing. Students on academic
probation create semester action plans with an academic coach and are required to attend
workshops.

e Developmental Writing Program—The developmental writing program, housed within the
Composition program in the Department of Rhetoric and Writing, has been revised so that
students enroll in connected developmental and credit-bearing composition courses based on the
Accelerated Learning Program model. Students have the same teacher for the two courses, which
are offered back-to-back. This revision occurred through the Complete College America grant.
All developmental reading has been combined with developmental writing, so that students take
one course rather than two courses. It is expected that UALR’s time-to-graduation for students
identified with developmental reading and writing needs will improve due to this program.

o Developmental Math Program—The developmental math program, housed in the Department
of Mathematics, has been revised and customized to address specific difficulties of the individual
student. Much like the revised developmental writing courses, UALR is piloting a developmental
math program in which students concurrently enroll in developmental and credit-bearing courses.

o Two academic coaches collaborate with the coordinator of developmental math and work
with students to address issues—unrelated to mathematics—that are impacting their
performance (study skills, inability to manage time properly, personal issues, etc.) in the
course. When appropriate, these coaches will connect students with other services, such
as Academic Advising, Counseling, the Mathematics Assistance Center, Workshops on
study skills and time management, etc.

Office of the Provost - July 2016



e Living Learning Communities—Living learning communities (LLC) connect classroom
learning with a residential experience. UALR students who choose to join an LLC are assigned to
a residence hall floor with other students who share their academic goals and interests. These
communities encourage partnerships between faculty and students, provide programs and
activities specifically designed for each community, and create a support system that builds a
strong foundation for student success. Currently, UALR supports four LLCs: Future Business
Leaders; Nursing as a Career; Exploring Arts and Culture; and Exploring Majors and Careers.
Two LLC are planned for the 2015-2016 academic year, along with a new addition of Freshman
Interest Groups (FIG).

e Charles W. Donaldson Scholars Academy— The Charles W. Donaldson Scholars Academy
(CWDSA) was established in July 2014 and serves the Pulaski County Special School District.
CWDSA aims to improve educational achievement by all students who are at risk of academic
failures due to socioeconomic disadvantage, or other factors. The program goals are to prepare
students for success beyond high school, eliminate the need for remediation, and increase high
school and college graduation rates. The program blends traditional and contemporary teaching
methods (teacher instruction, peer-to-peer instruction, group learning, technology assisted,
videos, songs, games, kinesthetic, and motivation). Students meet one Saturday a month and
attend a bridge program in the summer. This program works with 9" through 12" grade students
year round.

o Summer Bridge Academy—The Dr. Charles W. Donaldson Summer Bridge Academy (SBA) is
a three-week residential program aimed at preparing incoming freshmen for college-level work in
math and writing, which began in summer of 2013. SBA is funded by the Rockefeller Foundation
through 2015. Additional funding comes from Bank of America and The Charles A. Frueauff
Foundation.

0 Students who participated in the Summer Bridge Academy during the summer of 2014
were registered in a block of 15 common credit hours. Students in this cohort took First-
Year Composition, First Year Experience, US History, and World Civilization 1. In
addition, most took either College Algebra or Quantitative and Mathematical Reasoning
together (a few STEM majors will be enrolled in trigopnometry based on their placement
scores).

The History, Composition, and First-Year Experience faculty integrated their curricula
and assignments organized around the theme of the 50th anniversary of the integration of
Little Rock University (LRU), now UALR. The lessons learned from this initiative will
be used to explore the expansion of required block scheduling or learning communities
for other students—at least those identified as at risk. In the Spring 2015 semester,
students electively took Composition Il together to complete the primary research of the
LRU desegregation; students collected oral histories on attendees of 1964/1965 academic
years.

o Military Student Support—UALR applies military training credits to degree programs
articulated through the American Council on Education. The military-friendly efforts of the
UALR faculty, the Office of Veterans Affairs, and the Military Ombudsman support veterans and
their eligible dependents while attending UALR.

e Student Services Success Initiatives—These initiatives are a composite of mentoring programs
that improve retention and graduation rates of African-American and Hispanic students who are
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first-time, full-time entering freshmen. The initiatives include: African-American Male Initiative
(AAMI); African-American Female Initiative (AAFI); and the Hispanic/Latino Initiative.
Activities include a special orientation, designated first-year experience courses, intrusive
advising, peer mentoring, professional mentoring, ongoing academic and professional workshops
for high-risk subpopulations, and awards ceremonies for student success.

e Aligning Curriculum—The Office of Transfer Student Services has created general education
core curriculum as a cross-walk transfer guide for each of the 22 in-state community colleges.
These guides transparently show prospective students how the general education core curriculum
at each community college is applied to satisfy the current general education core requirements at
UALR.

e Chancellor’s Sub-Committee on Recruitment and Retention—In Fall 2013, Chancellor
Anderson established a group comprised of his cabinet and other key administrators to address
UALR’s decline in enrollment. The sub-committee has submitted reports and recommendations
regarding the K-Beyond-16 student pipeline, recruitment targets, and retention activities that
include processes from initial student contact with the University through graduation. The sub-
committee will also be establishing enrollment goals for various student sectors including:
traditional high school graduates, two-year college transfers, members of the military, and adults
in the metropolitan area with some college credit but not a degree.

e Provost’s Faculty Advisory Board—The UALR Provost has established a Faculty Advisory
Board for the purpose of engaging faculty in activities that lead to student success. Recently, the
advisory board has considered a faculty-mentoring program tied to academic advising.

e University Unit Heads—This group is comprised of academic and student affairs leaders from
across campus. Meeting agendas have focused on real UALR case studies in which students have
experienced barriers to success. These case studies provide an opportunity for problem solving
and looking at processes from the student perspective.

e Reorganization of the Student Affairs Division—In December 2013, the Division of Student
Affairs was moved to Academic Affairs and began reporting to the Provost. This move has
provided diligent coordination and integration of student success initiatives and programs.

e Faculty Workload Policy—UALR faculty and administrators are discussing a change in the
faculty workload policy to reflect and realign with governance documents. One model would
allow faculty members to request the percentage of time that he/she would devote to teaching,
research, and community engagement as part of the annual review process. The agreed upon
workload percentages and productivity within each of the categories would be used for
performance appraisals and tenure/promotion decisions.

e Student Feedback Surveys—UALR conducted two student surveys in an effort to understand
factors influencing enrollment and retention. The first survey explored why students do not return
to UALR. The second survey focused on why students who apply for admission and are accepted
do not ultimately enroll.

e Campus Safety Efforts—Chancellor Anderson appointed the Committee on Campus Safety to
review campus policies and practices. The committee released their report on Campus Safety.
Other efforts have included the posting of campus police in key locations at key times, increasing
the visibility of campus police in the heart of campus, and launching an environmentally-friendly,
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battery-powered and solar-rechargeable shuttle system that services campus parking lots and
provides a convenient alternative to walking to perimeter parking lots after evening classes.

Academic Restructuring—UALR underwent a significant restructuring of its Academic
division. The purpose of this action was to implement an efficient structure that will enhance
student retention and graduation, as well as improve strategic budgeting to match resources and
institutional strategic priorities. The restructuring process began in Spring 2013 and was
completed in Spring 2014. Implementation of recommendations began in Summer of 2015.

Revision of University General Education Core Requirements—UALR decreased its general
education core from 44 hours to 35 hours. Not only does the reduction in required hours align
with Arkansas Higher Education Coordinating Board requirements (and those of other
universities in the state), it also reduces the number of hours required for a degree and the time-
to-degree completion.

Test Preparation Services—Academic Success Center offers free testing preparation for reading
and writing on Praxis I, LSAT, and GRE for any current UALR student. Alumni pay a fee of $35
for this service. Community members are eligible for this service.

Works-In Progress and Projected University Initiatives

Meta-Major Designations and Curricular Redesign—UALR is exploring the creation of
“meta-majors” for freshmen, a restructured curricula for undeclared students who can develop
prerequisite and requisite knowledge and skills by taking courses within an area that surveys
degree options. The creation of curriculum maps that outline clear pathways to graduation will be
developed. If adopted by the University community, the meta-major will be a broadly defined
degree area with a beginning package of courses that will apply to several majors within the
degree area. After trying courses in the meta-majors, students can make a more informed decision
without the loss of hours toward graduation when exploring a major.

Re-Accreditation Open Pathway/Quality Initiative—UALR is pursuing the Open Pathway
option for reaccreditation through the Higher Learning Commission and will propose the creation
of a decision making decision for its required Quality Initiative. The system will include metrics
adopted by faculty, staff, and administrators that will be used as a standard measure for
performance and accountability, a data warehouse that will join all data systems across campus
and provide access to real-time data queries, a data governance structure that will ensure the
validity and reliability of all data contained in the data warehouse, and extensive analytics that
culminate in rich information used for decision-making.

Upon completion, the Quality Initiative will provide a mechanism for informed decision-making
related to student learning outcomes, return on investment across the functional areas of the
institution, the adoption of new initiatives, curricular modifications, research and
commercialization, and the contribution of UALR to its community.

Military Student Support—In order to further assist military students in reaching their
educational goals, partnerships and non-traditional degree completion programs have been
designed to help military students complete their degrees quickly and efficiently. Programs of
interest for military students include Criminal Justice, Nursing, Social Work, and Applied
Science. In the fall of 2015, all military students who are enrolled in any course, including the
UALR Online Campus, will receive discounted flat tuition rates of $225 per undergraduate credit
hour and $325 per graduate credit hour.
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e  Freshman Interest Groups—To support student success through academic engagement, faculty
interaction, and social development, freshman interest groups (FIG) through intentional
programming and learning experiences in on-campus living have been developed for the Fall
2015.

e High Impact Learning Activities—The Provost’s Task Force on High Impact Activities
explored a university-wide requirement for all students to complete at least one activity in which
experiential learning is a significant component (e.g., service learning, internship or cooperative
education, undergraduate research, study abroad, leadership training, etc.) Actions on the
recommendations submitted by the task force will be taken by Fall 2015.

e  Academic Advising—The Task Force on Academic Advising recommended a new system that
will expand the use of professional advisors and a comprehensive early warning system. The
implementation of this system is under consideration.

e  Customer Service Program—In an effort to improve campus-wide customer service,
Department of Human Resources (HR) has developed a customer service training program for
new employees, including faculty, staff, and student workers. The new program provides
participants with the knowledge and skills needed for exceptional customer service. The training
program for new employees is under implementation. Additionally, the Chancellor’s office is
supporting a professional development initiative for the Trojan campus; this campaign focuses on
the values of UALR and a leadership team is driving the project in consultation with the Chief of
Staff. The values were identified through a campus survey. The results indicated that the
community values: respect, knowledge, innovation, engagement, and accessibility. The values are
called the Trojan Touchstones.

In Spring 2015, an employee appreciation event was held to launch the Trojan Touchstones.
Current planning is underway to provide orientation to 45 ambassadors, and then the team of 55
will design and implement a Trojan Touchstone Academy in October of 2015.
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Office of the Provost, Military
Retention and Recruitment Efforts

Kathy Oliverio, Military Ombudsman
UALR targets the success of active military personnel and veterans and aims to provide specialized
programs and affordable education.

Military Recruitment Initiatives
o Completed the application process and now currently serves as the only Arkansas public
university to be accepted as a Community College of the Air Force General Education Mobile

(GEM) school-informed Chairs of potential impact for online students, as illustrated in figure 1.

0 Promotes 23 of UALR online general education courses in “ . . . 82 Education Service Offices
located worldwide, and more than 1,500 civilian academic institutions to serve approximately
300,000 active, guard, and reserve enlisted personnel, making CCAF the world's largest
community college system. The college annually awards over 22,000 associate in applied
science degrees from 68 degree programs.”

0 Pursuing next step to become an Air University Associates to Bachelors Cooperative (AU-
ABC) program, which connects CCAF graduates (22,000 annually) with online 4-year degree
programs. The AU-ABC program includes postsecondary schools with regional accreditation
and national accreditation through the Distance Education and Training Council.

AIPORTAL  ome  schooi - oninesenices - suppor

GEM Plan
School Date Activated Plan Activated Date Created
University Of Arkansas At Little Rock 02/05/2014 True 9@2013
Speech. Courses that prepare students to organize oral presentations to persuade, debate, argue or inform in a clear, concise and logical
manner. Emphasis must be on content and delivery. Group and interpersonal communication courses are not acceptable.
Status Code Long Title Credits Credit Type
® SPCH1300 Speech Communication 3.00 Semester Hour
CERN 1 IO 1-1of 1 items
Add Course
English ition. i cor ication courses must satisfy the delivering institution's writing and composition requirement for
graduation. Business communication and technical writing courses are not acceplable. Higher-level writing and composition courses may be
applied as a program elective.
Status Code Long Title Credits Credit Type
® RHET1311 Composition | 3.00 Semester Hour
@ RHET1312 Composition 1 3.00 Semester Hour
CERN 1 IO 1-2 of 2 items
Add Gourse

Figure 1: AIRPortal GEM Plan

e Visited with Gene O’Nale, Chief of Staff for the National Guard Professional Education Center
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0 Purpose: To forge a partnership between National Guard and UALR so that we can train
them on cyber operations
0 Result: PEC and UALR should have an MOA in 2015 that will help train Cyber Security
soldiers and provide UALR credit for classes (Cyber course is currently undergoing ACE
evaluation, which will make it easier to use military training credit per Faculty Senate
legislation of 2008)
o Notation: UALR is the only university in Arkansas to have the NSA's Center of Academic
Excellence (CAE) in Information Assurance Education (Only CAE in the state)
Spoke with LRAFB Education Center Personnel to discuss establishing a presence and presenting
programs that will suit active-duty Air Force Students’ needs
o0 Emphasized the section of the DoD’s MOU signed in 2014, which states:
The responsible installation education advisor will limit DoD installation access to
educational institutions or their agents meeting the requirements as stated in the policy
section of this instruction and in compliance with the DoD Voluntary Education
Partnership MOU. Agents representing education institutions in the performance of
contracted services are permitted DoD installation access only in accordance with the
requirements of their contract and/or agreement.
0 New BAS degree will match military credit with UALR degree programs (Made promotional
brochures directly targeting Air Force and Army students)
Held meetings with both Camp Robinson GoArmy Ed counselors and Little Rock Air Force Base
Education Office personnel to go over what we can offer
Completed Veteran Student Success Website
o0 ualr.edu/military (Has prominence on home page) and coordinated with Gail, LRAFB,
military students, and Camp Robinson personnel for completeness and accuracy
o0 Provides a one-stop landing page for veteran students (All literature states that this is
paramount to both military student recruitment, but also retention.)
Spoke with Judy Williams in the Office of Communication about ad placement in weekly local
base paper and monthly base magazine
o0 Over 5,000 active-duty and guard Air Force personnel plus civilian employees and
dependents

Military Student Success and Retention Initiatives

Successfully coordinated with transfer credit office, college deans’ offices, office of the AVAA
Student Success for acceptance of 18 hours of military for as minor via Transflex (and possible as
one of the concentration areas within the BAIS program)
Met with all undergraduate coordinators and chairs to discuss military credit initiative
Coordinated with Pulaski Technical College’s Director of the Central Arkansas Veterans Upward
Bound (US grant-based program) to developed a partnership once student has successfully
completed program
Researched other colleges and universities military student support
Revitalized UALR’s military-student organization, Students Affected by the Military (SAM)
0 Became a Student Veterans of America chapter
0 Recruited approximately 250 members to date
0 Energized new executive committee is pursuing various ways to promote association within
the local community
= Pursuing SVA Home Depot grant to establish Veteran Student Success Center
= Setting up meetings with local alum, Camp Robinson leadership, and Arkansas Veterans
support groups (General Anslow, Alumna, is ready to write a check and be involved)
Evaluated over 396 records over two past years beginning September 2013
o0 Averaging five requests a week during semester, more before each registration period
0 Requested and granted many academic credits for military coursework

Office of the Provost July 2016

35



o Created degree plans for both active duty and Gl bill students (approximately one for each
program)
0 Used the 8-semester-planning system—not as a contractual agreement, but a guideline
0 Uploaded degree plans and course descriptions into the GoArmyEd website and the Air Force
Portal (Students cannot sign up for a class nor programs without these being loaded)
e Initiated tracking military student success
o Coordinated with ITS to create a Listserv for anyone with a military signifier, currently over
2,150 students
0 Used criteria of “M” designation on UALR application, receipt of educational benefits (VA
and Tuition Assistance), and military self-identifying information found on the FAFSA
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College of Social Sciences and Communication
Retention and Recruitment Efforts

Dr. Lisa Bond-Maupin, Founding Dean
Centered on Student SucCess
The newly founded College of Social Sciences and Communication (CSSC) is comprised of programs
with a demonstrated commitment to student success and a drive to grow enrollment toward the
university’s tripartite vision to be a top metropolitan, research intensive, community engaged institution.
AY 14-15 has been spent building processes and capacity to support students at the departmental and
college level, including the hiring of two new student serving staff members focusing on student success
and student outreach. Details of these positions are included. For AY 16, CSSC has dedicated priority for
recruitment scholarships are in the College development plan.
Summary of Recruitment, Student Success, Retention Efforts

o Focus on student-driven scheduling with two year rotations of courses and three years of
enrollment scheduling data to guide planning so that students do not encounter difficulties
progressing through the majors toward graduation.

e Creation and implementation of a CSSC department-level annual award for recruitment and
retention.

e Construction of a CSSC specific retention database using Office of Institutional Reaserch
‘canned’ reports of college majors over the past seven years. Database also contains information
about where our students come from in the state and can be used to create a ‘heat map’ by zip
code and city for potential opportunities for outreach, recruitment, and concurrent development.

e Production of a CSSC specific transfer articulation database using the existing transfer
articulations (with ability to update as these change). This provides an overview by department
and by course type the extent to which typical lower divisions courses articulate as more than
generic transfer credit. Database can be used to explore potential Memorandum of Understanding
development with our departments and think geographically about strategic partnerships,
especially in partnership with the Provost’s Office.

e Implementation by Dean’s office of the Graduation Incentive Scholarship (approximately 30
students across AY14-15).

e Construction of a graduation checkout process database, which lists problems encountered at all
stages of process, including the SWAGACK reports located in Banner from Records. Follow up
with this database after graduation allows for implementation of changes to avoid common
problems with processing at the department level (e.g. proliferation of catalog year issues and
occasional unreliability of ‘what-if analysis’ in BOSS system). Additionally, a database with four
years of data on CSSC concurrent enrollment by location is being developed.

e Development of CSSC promotional materials to be use in orientations and recruitment events.

e Dedication of college funds for departmental and college promotional materials.

¢ Insurance of College representation at luncheon meeting with high school counselors to discuss
opportunities for recruitment.

e Articulation of faculty role in retention added to the college website (ualr.edu/cssc).

e Coordination with Office of Provost and Facilities to improve Ross Hall and Stabler Hall and
create more student-welcoming environments within and outside of the classroom.

CSSC capacity will be greatly enhanced by the successful recruitment of the following two college level
positions, both of which are at the campus interview stage, to be in place for AY15.
Recruitment and Student Outreach Specialist
Proposed Duties:
e Coordinate, help develop, and lead college-level recruitment efforts
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Gather, track, and manage Graduate and Undergraduate program pipeline data

Track and respond to prospective student interest

Help develop effective recruitment strategies for Graduate and Undergraduate programs
Represent CSSC at student recruitment and transfer events

Assist departments in developing promotional materials for recruitment and outreach
Promote departmental and college level scholarships

Contact prospective students

Attend and represent CSSC at new student orientations

Develop CSSC presentations for orientations and recruitment events

Answer inquiries from web, email, telephone, and social media

Liaise with university partners on recruitment efforts and enrollment management
Coordinate and generate social media content for college

Liaise with the Office of Transfer Student Services on transfer articulation agreements
Identify and participate in relevant professional development opportunities

Assist with off-site and community college branch campus programs

Collect data to support the assessment of community engagement and its impact on
students

Perform other duties as assigned

Advising and Student Success Coordinator
Proposed Duties:

Coordinate college-level academic advising and retention initiatives

Develop and implement advising materials for students and training materials for advisors
Help develop and lead advising and retention related support for CSSC staff, faculty, and
chairs

Represent college on university-wide student success committees

Administer CSSC student declarations process

Serve as resource for faculty advisors on advising and retention concerns / questions
Liaise with University partners in student success and student affairs

Administer Graduation Incentive Scholarship

Attend and represent CSSC on university retention at advising committees / events
Provide direct advising support as needed

Contact at-risk students

Coordinate and complete CSSC graduation checkout in an accurate and timely manner
Assist students with academic questions and concerns

Generate and maintain advising and student success-related CSSC web content
Coordinate college-level interventions for at-risk students

Track retention specific data at college level and provide support to CSSC departments
Identify and participate in relevant professional development opportunities

Gather and report data on systematic barriers to timely graduation

Collect data to support the assessment of college advising and retention activities’
Supervise Recruitment and Student Outreach Specialist

Perform other duties as assigned

Office of the Provost July 2016
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College of Business
Retention and Recruitment Efforts

Dr. Jane Wayland, Founding Dean
The College of Business (COB) offers a variety of student success and retention efforts. These initiatives
include career placement, an advising center with dedicated professional advisors, strong student
organizations, along with other professional activities. Students are recruited to the COB through
scholarships and competitions. A majority of COB scholarships are designated for current students as a
recruiting effort.

Career Placement
COB offers a range of opportunities to professionalize majors and place students into the workforce:
o Professional Edge Series — career ready workshops (interviewing, resume, dress for success,
etiquette dinner)
o Student-Employer Mixers — connects students to employers (four per year)
o Host businesses in the building to expose students to opportunities for career and internships

Advising Activities
COB has a strong advising center with professional advisors that incorporate Business faculty. Activities
include:
e Advisors contact their advisees early for appointments and follow up with those that have not
registered. Advisors review students’ course work relative to prior advising.
e Professors send lists of students who exhibit at risk factors to advisors who contact the students.
e Advisors attend student organization meetings occasionally and walk the atrium to talk to
students.

Student Organizations
The Student Marketing Organization hosts a Carnival of Clubs each semester to encourage students to
join organizations. During the Carnival of Clubs, organizations set up tables with food and games.
Student organizations include:
o Beta Gamma Sigma
Beta Alpha Psi
Phi Beta Lambda
Accounting Society
Association of Information Technology Professionals
Ambassadors
Finance and Economics Association
Society of Human Resources
Student Marketing Association

Competitions
COB students participate in a variety of competitions throughout the year:
o AT&T Marketing Challenge

e Phi Beta Lambda Competition
e QVC Analytics Challenge
e Microsoft Imagine Cup
e CFA Investment Research Challenge
Office of the Provost July 2016
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Other Student Success and Retention Activities
Students have the opportunity to participate in professional activities, which serve as retention efforts.
Some activities include:
e App Development and Microsoft workshops
BINS and ECON/FIN have student faculty picnics and activities such as paintball
Movie day on consultation day in the auditorium
Connection with the business community (speakers, executives-in-residences)
Café MBA — networking for alums, the business community, and students in the graduate
programs
o Leadership training for students for Beta Gamma Sigma in San Diego
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College of Arts, Letters, and Sciences
Retention and Recruitment Efforts

Dr. Shearle Furnish, Founding Dean
The College of Arts, Letters, and Sciences (CALS) offers both a strong liberal arts education and science
degrees that will prepare students for various industries and professions. The eleven departments that
make up CALS participate in a wide assortment of recruiting and retention events to serve its diverse
body of students.

CALS Recruitment Initiatives:
 Sponsored events at the Arkansas Literacy Festival
e Participated in Science and Engineering Festival
¢ Hosted Science Olympiad
e Provided Fribourgh Awards
» Engaged in UAMS Day for pre-professional health studies majors in the sciences

CALS Student Success and Retention Initiatives:
Programs within CALS that offer unique learning and networking opportunities include:

e UALR Teach: In partnership with College of Education and Heath Professions, CALS students
receive early field experiences in the first two classes and learn from mentor teachers while still
pursuing their core degree.

e University Science Scholars Program: The University Science Scholars Program is a
scholarship and enrichment program for UALR students majoring in biology, chemistry, physics,
or mathematics. The program was developed with funds from the National Science Foundation
and is currently funded by the UALR. Scholarships are provided to undergraduate students for up
to four years.

e Louis Stokes Alliance: Arkansas Louis Stokes Alliance for Minority Participation (ARK-
LSAMP) aims to increase the number of under-represented minority students in Science,
Technology, Engineering, and Mathematics (STEM) areas. The scholarship is funded by the
National Science Foundation and is a collaborative alliance of nine Arkansas institutions that
have a goal of increasing the pool of underrepresented baccalaureate, masters, and doctoral
degree graduates in STEM disciplines in Arkansas’ workforce.

e CALS Ambassadors: Excelling students are selected to represent the college and a variety of
campus and community events. Ambassadors serve in recruiting efforts and the program aims to
retain and recognize students’ successes.

e STEM Center: UALR’s Arkansas Partnership for STEM Education (APSTEME) is made up of
science, mathematics, and education units that work together to provide quality resources and
materials to the public, private, and home-school education community.

Performances, Competitions, and Events:
CALS students have the opportunity to engage in a variety of activities throughout the year that move the
classroom into the community. Some of these events include:
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e Opera Gala

e History Day

o Martha Redbone performs William Blake
e UALR BodyWorks

e Ethics Bowl National Championship

e Song Writers Showcase

e UALR Artworks

o Art Exhibitions

 Central Arkansas Science and Engineering Festival
o Shakespeare Scene Festival

e CALS Awards Ceremony

Select Student and Professional Organizations
e Biology Club
e Clay Guild
e American Chemical Society Club, with faculty (national) advisor Jeff Gaffney
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College of Engineering and Information Technology
Retention and Recruitment Efforts

Dr. Abhijit Bhattacharyya, Interim Dean

The George W. Donaghey College of Engineering and Information Technology (CEIT) Student Services
conducts year round recruiting activities through both college fairs and outreach programs, which brings
more than 1650 students, parents, and teachers annually from Arkansas and other states to UALR. Al
outreach programs are externally funded and are sustainable. The retention efforts include an ambassador
program, organizations, scholarships, and opportunities for both service learning and learning
communities.

CEIT Recruitment Initiatives:

College Fairs — Annually, CEIT Student Services attends more than 25 college fairs in Arkansas,
Tennessee, Texas, and Louisiana. Attendance at these fairs is coordinated with the Office of Admissions.

Outreach Programs — CEIT’s outreach programs are designed, managed, and operated by CEIT Student
Services. Most programming is free, including all summer programming; the monetary expense to the
school for these programs are kept at an affordable level (less than $20 per student). All CEIT outreach
programs have proven sustainable and are externally funded. These programs include:

BEST Robotics — Little Rock BEST (Boosting Engineering Science and Technology) Robotics
Competition is managed and operated by CEIT. The six-week competition is open at no charge to
middle and high schools interested in competing. All materials are provided by CEIT. The Little
Rock hub has grown from 8 to 24 teams and includes teams from Arkansas, Tennessee, and
Alabama. BEST is also one of the programs featured by the Community Connection Center and
brings more than 750 students and parents on campus during Game Day.

TEAMS Competition — CEIT is the only site in Arkansas hosting this national engineering
competition of Tests of Engineering Aptitude, Mathematics and Science (TEAMS). Hosting this
competition allows UALR and CEIT access to the students participating in the event nationally.
CEIT shares this information with the Office of Admissions.

Engineering Olympics — Annually, more than 125 middle school students are exposed to
engineering and critical thinking problems through an Olympic-styled event.

MATHCOUNTS - CEIT hosts the local area competition and the state competition. This middle
school math competition is a national event with winners receiving an all-expense paid trip to
represent Arkansas at the national competition. CEIT Student Services staff members are chapter
and state coordinators of this event.

Engineering Scholars Program — CEIT operates and manages this residential engineering
exploration program. Annually, 60 students attend three sessions of the one-week program. Since
2008, seventeen percent of the students participating attend CEIT.

High School Research Program — This program attracts high achieving students who are
interested in conducting college level research with faculty and researchers from CEIT, CALS,
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and the Center for Integrative Nanotechnology Sciences. Since 2006, this three-week residential
program has yielded 15% of its students to college students at UALR.

Exxon Mobil Bernard Harris Summer Science Camp — UALR has been the recipient of this
national award for seven consecutive years. Forty-eight (48) middle school students from across
Arkansas attend the two-week residential program designed to maintain the interest of high
achieving students in STEM fields through a demanding curriculum consisting of hands-on labs
and challenging projects. To date, 25% of the attendees of the program attend UALR.

National Summer Transportation Institute — CEIT hosts and designs the programming for
Arkansas’ National Summer Transportation Institute. This institute is designed to generate
interest for females and underrepresented students in careers within the transportation industry,
primarily civil engineering. The two-week program is residential and includes many field
excursions exposing students to land, air, and water transportation careers.

Partnerships — CEIT has partnerships with the Arkansas Alumni Extension Chapter of the
National Society of Black Engineers, Girls, Inc. (Memphis, TN), and ASMSA’s Science and
Engineering Institute (SEI). Working with these groups has allowed CEIT to be showcased
during their respective organization’s outreach programs with many students electing to
participate in CEIT programs.

Girls Coding Program — CEIT is currently planning to design a coding program exclusively for
females to encourage more females to enter the field of computer science. This program would
debut summer 2016 and would be augmented with area professionals’ presentations that are of
interest to females to assist them in navigating the male-dominated world of computer science.

Regional Science & Engineering Fair — The college will determine interest in co-hosting with
Henderson State University an Intel ISEF-affiliated fair to cover an area of the state that currently
does not have a science and engineering fair (Clark, Dallas, Garland, Grant, Hot Spring, Howard,
Montgomery, Pike, Polk, Saline, and Sevier counties.)

Middle and High School Presentations — Outreach programs provide opportunities for CEIT Student
Services staff to make presentations at various schools within a 60-mile radius of UALR. Presentations
range from motivational speeches to interactive activities to career day presentations. More than 20
presentations are made annually.

Regional Science Fairs — CEIT faculty and staff serve as judges at Intel ISEF-affiliated fairs throughout
Arkansas. These venues provide staff and faculty an opportunity to identify students for summer
programs and CEIT programs.

Presentations at Professional Conferences — CEIT Student Services staff have made professional
development presentations for counselors and educators at conferences in Arkansas.

CEIT Student Success and Retention Initiatives:

CEIT has various retention initiatives that have been in place for a number of years, and CEIT continues
to build on the successes of those initiatives that are proven and improve on those requiring adjustments
to achieve the successes desired. Additional funding will serve to strengthen development programs and
living learning communities.

44



Ambassador Program — Diverse group of 25 CEIT students representing all CEIT programs providing
tutoring services, administrative assistance to CEIT Student Services, recruiting and outreach program
assistance, and assistance with freshmen development.

Freshman Development Programs — Peer mentoring programs designed and managed by CEIT
Ambassadors for CEIT freshmen. Three to four programs are offered each semester.

Boot Camp — Program for freshman CEIT Scholars assists students in surviving their first year of
college and becoming acclimated to campus life. Peer mentoring sessions are led by CEIT
Ambassadors.

Free Tutoring — CEIT Ambassadors provide tutoring of students for lower level CEIT classes.
Coordination of electronic tutoring requests is handled through CEIT Student Services.

Student Professional Organizations —Student academic-based competitions and conventions provide
students with an opportunity to put theory into practice, network with other students, and obtain
internships and permanent employment. (Sponsorship is provided by CEIT faculty and staff.) The most
notable organizations are e-sports club and the local affiliation of the professional organization of Society
of Women Engineers.

E-Sports Club — Student-driven club meeting every Friday that allows gamers and programmers
an opportunity to assemble in the CEIT Computer Lab after hours. IT firms have used the venue
to conduct on-site informal interviews in an attempt to identify talent.

Society of Women Engineers (SWE) — Student run organization that has sponsored, managed, and
hosted the past four CEIT Career Fairs in the Jack Stephens Center. The event has grown to 50
companies and graduate programs and attracted students outside of UALR, which includes an
interviewing skills session. CEIT Student Services provides assistance on resume writing and
maintains an electronic resume book for interested companies.

Summer Scholarships — Scholarships are awarded to CEIT students to assist with their matriculation
during the summer. These scholarships often provide students with an opportunity to raise their GPA to
ensure their receipt of scholarship awards for the upcoming fall semester.

Engineering & Technology Living Learning Community — In Fall 2015, CEIT will partner with the
Office of Housing to develop programming for freshmen students in West Hall. Programming will center
on providing students with interactive presentations and activities designed to assist them in finding their
niche within CEIT.

Interdisciplinary Experiential Cohort — Starting Fall 2015, CEIT and COB will partner with the
Charles W. Donaldson Summer Bridge Academy (SBA) and Scholars Academy (CWDSA\) to develop an
interdisciplinary experiential cohort (IEC) for students interested in potential careers in either of the two
colleges. By developing programming designed to demonstrate the relationship that engineering has on
the business community and allowing students to remain in specified classes as a cohort, at-risk and
underrepresented students are better able to understand the importance and relevance of their career
choice.

Service Learning Component — CEIT Student Services will be working with the Department of
Computer Science to develop a service-learning component in one computer science class.
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College of Education and Health Professions
Retention and Recruitment Efforts

Dr. Ann Bain, Founding Dean

College of Education and Health Professions (CEHP) brings together several of UALR’s most well
established and successful professional programs. By emphasizing multidisciplinary collaboration and
sharing departmental strengths, CEHP is poised to become a 21st century leader in opening doors to high-
demand careers for graduates of all ages. A vast array of recruiting and retention efforts occur year-round
for the students of CEHP. The college welcomes meetings/tours provided for high schools, students and
parents, community college and those interested in returning to college to enter one of the multiple
professions offered in CEHP.

CEHP Recruitment Initiatives:

CEHP participated in advertisement and marketing for UALRTeach, Reading (masters), Nursing,
and Gifted and Talented Education programs. Nursing advertised in discipline specific
publications such as Arkansas State Board of Nursing magazine. GATE published an ad in their
annual national discipline e-newsletter. The college is currently revising marketing materials to
be more integrated across programs. Additionally, there is new advertisement/marketing planned
for current and future online programs. Development of these programs includes marketing plans
through eLearning to promote the programs.

Assistant Dean headed the marketing campaign for UTeachArkansas. CEHP housed the funds
from the state — which provided UALRTeach with some indirect funds to assist with our
individual marketing approach. Ads were aired on television, radio, movie theatre, YouTube,
website, and social media venues. This was a very successful campaign with over 9,000
individual visits to the UTeach website.

CEHP participated in the Zoho online lead generation pilot program with the Office of
Communications for Reading, Nursing, and GATE programs. Nursing’s campaign was the most
successful with over 200 leads generated. Advisors did contact these leads several times and
responded within 24 hours to student requests.

A plan is in place to create a communication plan for prospective students using Talisma and the
Graduate School system to automate communications to help incoming students. The
administration in CEHP has piloted use of Talisma with UALRTeach last summer. Numbers
doubled from the previous year in enrollment in the Step 1 course as a result of the ramped up
recruitment efforts for this program.

CEHP has participated in general and discipline specific recruiting events at area conferences and
industry related to our fields. Examples include: Nursing Expo, Teacher Fairs, Hospital visits,
Arkansas School for the Deaf, Arkansas Curriculum Conference, Reading Conference, Summer
Teaching Institutes, etc. Marketing materials and giveaways are handed out at each of these
events to promote CEHP and data is collected for specific events that CEHP organizes and
attends.

Specific initiatives are in place to recruit underrepresented populations. For example, CEHP
recently received a small grant to recruit African American and Latino males into the teaching
profession. The CEHP Assistant Dean and Dr. Rascheel Hastings are in the process of building
bridges on campus with the African American Initiative and the Donaldson’s scholars. Further
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plans are in place to reach out the broader community such as 100 Black Males initiative to build
pipelines into teaching preparation programs.

The CEHP Dean’s Office and Schools/ Departments have reached out to school districts and
agencies to develop future partnerships for intern placement and recruiting employees and high
school students into CEHP programs. The CEHP Assistant Dean and Director of Licensure and
Placement met with two school districts to develop future partnerships including Hot Springs and
Benton. The Director of Licensure and Placement and Educational Counselor Dee Dee Wallace
also met with the Bryant school district for future partnerships. The Dean and Associate Deans
reached out to and met with several school districts including Saline County to develop
partnerships.

CEHP faculty and staff participated in several individual school events such as Forest Heights
Stem Academy, Hall High School, and upcoming Southeast Arkansas College event.

Several 2+2 agreements are underway, with UA-Batesville and Pulaski Technical College (PTC)
MOUs already in the system queue for Elementary Education and active work occurring with
UA-Hope, Morrilton, and Beebe. Middle Childhood Education and Social Work 2+2 plans will
follow quickly, as well as articulation plans with Nursing. The college has also involved other
colleges at UALR to advise them of University of Arkansas Community College at Batesville
(UACCB) interests in their areas. Other agreements have been framed with PTC and partially
framed with University of Arkansas Community College at Morrilton (UACCM). The goal is for
UALR to be the primary partner with UACC schools. We have formed a strong partnership with
the UACCB leadership team — through onsite visits, a direct recruitment at UACCB, a specific
point-of-contact within CEHP for the UACCB students.

Programs are utilizing their current scholarship funds to recruit and retain students. “Old” COE
scholarships have been reviewed by a panel of faculty in order to clarify the intent of the
scholarship and to maximize the number of units who can benefit from several specific
scholarships.

As a follow up the Chancellor’s letter regarding two-year school chancellors/presidents, the Ed
Leadership unit has sent targeted recruitment letters to over 100 two-year community college
administrators.

CEHP assisted with coordination and implementation in the first annual “PTC” advising day.
Carmen Robinson and Lisa Palacios coordinated an event with the Director of Advising at PTC,
Zach Perrine, to host the first-ever UALR advising Day at Pulaski Tech in October of 2014. This
group invited representatives from across academic colleges, departments, admissions, transfer
services and financial aid. They hosted a series of meetings to ensure our first event went well at
PTC North campus. Even with torrential rain that morning, over 100 PTC students attended and
were advised. The coordinators kept Karen Wheeler abreast of this event and plan to host again
next fall due to its success.

CEHP Student Success Center (SSC) recruited at all local high school events including North
Little Rock School District, Little Rock School District, Saline and Grant County, Fort Smith,
Hot Springs, ASMSA, Little Rock Independent School District, and Memphis; as well as
designated community colleges including PTC North and South, National Park, UA-Batesville,
ASU-Beebe, and UA-Morrilton. CEHP faculty and staff also attended several graduate fairs at
local universities, including Harding, Hendrix, and Henderson, as well as UALR Graduate Fest
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and a McNair event. The Department of Health and Human Performance sends out a letter to
their graduating seniors on the graduate program, as well as meets with each student to discuss.
0 SSC staff conduct weekly meetings with prospective students in CEHP programs. They
also correspond with prospective students via phone and email. Faculty and staff follow-
up with student inquiries within 24-hours of receipt and track communication. The
college receives inquiries in-person, through phone, email, and website traffic.
0 SSC worked closely with Office of Enroliment Management on: Discover Day, EAST
Conference, Explore UALR Days, Transfer Day, etc.

o CEHP activated a “contact link” on the STEMCenter website. This enables prospective students
to obtain a rapid response to a request for information. Note: This was “tested” by a staff
member at Arkansas Department of Education (ADE), and he received a response within an hour
of the inquiry. The STEMCenter website was completely revamped to meet ADE expectations.

e CEHP, primarily through the Assistant Dean, participated and led the First Year Experience for
future educators and participated in Nursing LLC. Both of these initiatives will continue.
Additionally, the CEHP is planning a Living Learning Community (LLC) for future educators.
Met with Deb Gentry and have assigned specific faculty to lead the LLC for Nursing (Johnson)
and Education (Burgin). This provides a point of contact for planning and follow up. CEHP is
developing an IEC to pull in students interested in health professions and education. A First-Year
Experience course will be offered in Fall 2015.

e CEHP Dean and Ed Leadership faculty (Lowery and Kuykendall) have met with the
superintendent of the Little Rock School District, Dr. Sain, and are developing a model for
meshing a future teacher leader program (offered via grant with LRSD) with articulation in to the
education leadership program at UALR. The college is exploring the potential for awarding dual
credit for LRSD leadership academy courses and the UALR program. This will provide a direct
pipeline for recruitment to UALR and will hopefully strengthen our partnership with LRSD. Dr.
Sain has indicated that LRSD wants UALR to be their key partner, as this offers many options to
both partnership.

e Several programs including Audiology, Communication Disorders and Speech Pathology, as well
as Nursing have regular information sessions and open houses to promote their programs. Plans
are underway to expand this for the broader college.

e CEHP has hired six student ambassadors across the college to assist with events. These students
help with recruitment and retention events for CEHP including high school recruiting and
orientations. Small stipends are provided via CEHP Dean designated funds. The programs of
Nursing, Audiology, Speech Pathology, and Communications Disorders have students who also
assist with recruitment initiatives.

CEHP Student Success and Retention Initiatives:

e The Student Success Center (SSC) has been framed and will house seven current staff members
who will help with advising and recruiting. Staffing has been achieved by moving some staff
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from previous units and retraining them in the areas of recruitment, advising, and degree tracking.
Student Success Staff members currently, and on a larger scale in the future, track CEHP current
and intended students with a goal of facilitating successful completion of their degrees and to
determine barriers to completion.

The SSC staff does help with all aspects of general recruiting and retention for CEHP. They act
as a cohesive group for events. Currently all identified SSC staff members are assisting, but
offices are in various locations throughout Dickinson Hall and in Administrative North-Nursing.
The SSC will be more efficient once it is centralized on the 3" floor of DKSN and is clearly
identifiable to prospective and current students.

CEHP hosts career fairs for educators and resume workshops, along with a “Dissertation Day” for
doctoral students.

Nursing has several services and staff members in place to assist students with test preparation,
study skills, time management, etc.

The college is actively developing an online portal to track and advise students and to predict
future enrollment. The portal will also allow, at varying user level access points, student/faculty/
administration to access degree plans and student progress toward degree completion.

All advising forms are being revised to reflect a new, consistent format.

An access database of current and future students for the college is being established to track
information on students.

CEHP has developed a consistent and comprehensive advising model with declared majors in
which faculty across departments will be cross-trained and students assigned faculty advisors.

An advising workshop has been developed for faculty and staff. The SSC staff provided this
training to HHP this semester. This unit was targeted due to the immediate need to clarify degree
plans. CEHP will provide training to faculty and staff for student success efforts for each unit.
SSC staff are simultaneously working to develop strong faculty advising models for both Teacher
Education and Ed Leadership. Nursing, Social Work, and Audiology/Speech Path already have
strong existing processes that will continue to receive support.

Faculty have been assisting with advising efforts throughout the college. Some faculty have
regularly scheduled office hours to meet with students and work with them in courses to help
them succeed — others need to develop this process in order to meet student and unit needs.
Nursing has a re-entry committee to help students come back to finish their degrees. Nursing has
revised the criteria for reentry to facilitate student return and has modified the final capstone
course to facilitate program completion. The “high stakes” testing model has been eliminated.
Social work faculty actively advised students. They also have a plan of action, called a
“performance review,” in place for students who are struggling in their classes and/or internships.

The Director of Licensure and Intern Placement, is expanding the number of MOU’s with schools
for student teaching placements. These include:

o Benton
0 Bryant
o eStem
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Hot Springs

Lake Hamilton

Lakeside

Little Rock School District
Malvern

N. Little Rock

Pulaski County

White Hall

Future possibilities include:

o

O 00O O0OO0O0OO0OO0OO0OO0OO0OO0OO0OO0oOO0oOOoOOo

O OO0 OO Oo0OO0OO0oOOoOOo

Lonoke

Sheridan

Arkansas School for the Blind
Arkansas School for the Deaf
Bauxite

Beebe

Cabot

Carlisle

Conway

Cutter Morning

Des Arc

Dollarway

England

Episcopal Collegiate
Fountain Lake

Hazen

Jessieville

KIPP (MOU form already in file
but school not signed)

Lisa Academy North

Lisa Academy West

Little Rock Christian Academy
Mayflower

Mountain Pine

Pangburn

Pine Bluff

Pulaski Academy

Searcy

Watson Chapel
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Teacher Education in CEHP developed a Praxis Core prep online course to help future teachers
succeed on this test, required for licensure, as well as other prep services for departments such as
Nursing. This course was first offered in spring 2015, and, although it was not posted in a timely
manner, yielded 19 students. There is a section being offered this summer with an activated wait
list. If the wait list grows to sufficient numbers, the college will offer a second section of this
class. The course was developed to prepare students to pass the Praxis that is required for entry
into the third semester of the degree program. This was noted as a specific need for both the
UALR students and our partners at UACCB.

CEHP marketed and promoted student resources available on CEHP website and Facebook page.
Many of the departments/programs do have their own Facebook pages. These resources include
information in regards to registration, scholarships, financial aid, career opportunities and
resources, research opportunities, student resources on campus both academic and student life
related, drop dates, alumni, faculty and student highlights, as well as course offerings.

Student Success Center staff regularly communicate with students via email and/or phone on
items such as registration updates, scholarships available, etc.

Faculty and staff individually called and/or texted all students who did not reregister for the
Spring 2015 semester.

Coordinated and participated in a series of 8 orientations for incoming undergraduate students for
CEHP including the Chancellors Leadership Group and the African American Initiative. CEHP
was the only academic college to work with the African American initiative orientation.

0 Each orientation included all programs and resources within our education programs and
was expanded to all programs in CEHP in Spring 2015. Student ambassadors and faculty
assisted with these in which we just had an interactive and engaged discussion about our
disciplines from a student perspective. Very well received by students and as a result the
FYE for future educators enrollment doubled in Fall 15.

The Assistant Dean and staff coordinated a Graduate Orientation on behalf of CEHP last summer.
This included a reception and networking session, as well as a full set of information to incoming
graduate students on services on-campus. It also included break-out sessions for each program to
meet with students one-on-one. Thirty-five students attended the CEHP session.

The plan in the upcoming year is to have a full set of services to help students succeed in CEHP
including time management, career preparation (expanded), study skills, writing support, and test
preparation. Currently the college covers all of these items in the FYE for education and the LLC
for nursing. Service learning is included in the FYE for educators for students to work for
Children’s International. A future LLC for educators will also include this information.

The college is in process of revamping and maintaining CEHP websites to be more user-friendly.
This has been an ongoing project, as CEHP does not have a designated webmaster.

The Assistant Dean works with a Student Success committee to oversee private scholarships for
CEHP programs and they are in process of coordinating a Student Success recognition event for
recipients and excellent students in fall of 2015. The “Scholarship Event” will recognize
scholarship award winners and will include donors and the CEHP advisory board members.
Student Success staff members across the college are auditing files and helping faculty advisors
with degree plans and ensuring students are on track and check graduation files. The college has
completed degree audits in advance of the timeframe that graduation applications are due and
have assertively addressed areas of concern in order to avoid difficulties with graduation check
out.


http://ualr.edu/cehp/
https://www.facebook.com/UALRCollegeofEducationandHealthProfessions?fref=ts

¢ Insome units, the curriculum is regularly reviewed to assess whether student learning outcomes
are being met and what changes need to be made. This process must be extended to all units via
activation of a solid governance model.

e Student groups, organizations and honors societies are in place to help with peer-to—peer
guidance on student success. Specific examples include the Audiology, Communications, and
Speech Pathology Department and Social Work.

William H. Bowen School of Law
Retention and Recruitment Efforts

Dr. Michael Schwartz, Dean

With a student body of approximately 440 and one of the lowest student/faculty ratios of any law school,
the UALR Bowen School of Law (BSL) offers a challenging educational experience in a close and
supportive environment. Smaller classes enhance the learning experience. Students interact with their
peers and with the members of the faculty to a degree not possible at many schools. Our faculty is an
experienced group of caring teachers and scholars. The academic experience at the UALR Bowen School
of Law is challenging and rigorous, yet supportive.

BSL Recruitment Initiatives:

o Offers mock classes at multiple Arkansas universities one year and teaches “How to Succeed in
Law School” classes the next year (approximately five to eight colleges and universities per
year.) Both the mock classes and the “How to Succeed in Law School” classes include 20-minute
“Why Bowen” talks, distribution of recruitment literature, and collection of interest cards.

e Hosts an annual Open House event each fall and an Admitted Students Day is celebrated each
spring.

o Developed printed recruitment materials, including a:

o list of the law school’s achievements in national rankings (e.g., legal writing, Best
Value),

o pamphlet entitled “10 Reasons to Attend Bowen,”

o list of the admissions credentials for the current entering class, and

0 student contact information card.

e Distribution of congratulatory welcome notes handwritten by law school dean to every admitted
student customized to facts from each student’s admissions application.

e Provides tours for students who visit the law school and arrange for students to attend regular
class sessions.

e Meets with every student who visits the law school.

e Tracks all contacts with students to gather data about viability of each applicant.

In law school admissions, many students switch their law school choices in the summer as they are
admitted from other school’s wait lists. As a result of the summer initiatives listed below, Bowen ranked
between Harvard and Yale in the top three law schools in terms of yield.

During the summer, the law school:
e Sends Expert Learning for Law Students and “Core Grammar for Lawyers” to all students who
pay a seat deposit.
e Teaches a free summer, online “Expert Learning for Law Students” class.
e Offers a free, 6-week, online, no credit “Writing for Lawyers” course.

52


http://ualr.edu/law/faculty/

Has carefully sequenced a series of contacts throughout the summer. Students receive
communication to:
o0 inform students about the opportunities listed,
0 inquire about what area of law is of interest to them (so we can match them with a mentor
who practices in an area of law that interests them,)
0 ask them their t-shirt size, so we can order them a Bowen t-shirt,
o0 inform them about First Week, our Structured Study Groups, their class schedules, etc.

BSL Student Success and Retention Initiatives:

First Week Program — Provides students with an academic and professionalism-focused head start
on their law school experience. It is an integral part of the academic semester and includes an
extra week of one law school class, training on expert learning skills, meetings with Structured
Study Groups, and graded assignments.
Professional Mentoring Program - Connects students with practicing attorneys in the student’s
field of interest. Students and mentors go through a structured process in which they set career
goals, begin planning how to achieve those goals, and experience a total of 13 hours of
shadowing experiences.
Bar Pass Program - At Bowen, preparation for the bar exam is a process that begins during the
first week of classes and continues through passage of the exam. The Office of Student Affairs
provides advice and resources to students throughout the application and bar preparation process.
Through the Bowen Expert Student Training Program structured study groups and workshops
students also learn about the process and timing of applying for the bar, including character and
fitness qualifications. The program aims to work with students throughout their academic careers,
and has yielded success rates at an average of 94%, which is a 25% increase, and higher than any
other law school in the state.
Structured Study Groups - Each entering student is placed in a small group (4-6 students)
facilitated by an upper-division student who receives a training manual and dozens of hours of
training. The groups meet twice per week throughout the fall semester to work on law school
success skills.
Infrastructure for students struggling academically:

0 One-on-one counseling with law school’s Dean of Students

0 One-on-one counseling with law school’s Writing Specialist
Support for students on probation

0 Required counseling with law school’s Dean of Students

0 Required completion of education plan (with Dean of Students) and continued counseling

0 Required small group program (weekly meetings to work on law school success skills)
Students, faculty and alums send emails and make calls to admitted students.
Strong students can get a research assistant position or TA position.
Students have the ability to attend national and regional graduate and law-specific recruitment
events.
Bowen Law School welcomes 3-4 colleges' pre-law societies on campus each year by providing

tours, which includes class attendance.
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Graduate School
Retention and Recruitment Efforts

Dr. Paula Casey, Interim Dean

The UALR Graduate School serves the needs of graduate students, faculty, and staff in the wide range of
programs offered in the College of Arts, Letters, and Sciences; the College of Business; the College of
Education and Health Professions; the Donaghey College of Engineering and Information Technology;
and the College of Social Sciences and Communications. UALR graduate students have the privilege of
learning from and working with faculty members who will invest in and expand their academic interests.
As the central administrative unit for graduate studies, the Graduate School manages all aspects of
graduate education from application to graduation. The recruiting and retention efforts have aimed to
streamline processes and grow the graduate student body.

Graduate School Recruitment Initiatives:

The Graduate School has set a goal of responding to applicants as quickly as possible and supporting each
applicant through decision as quickly as possible. To achieve that goal, the graduate program has
completed the following:

Implemented a new application: This process uses the services of an outside vendor. The new
application, in its first version, went live on March 19, 2014. The second version, which separates
domestic from international applicants, went live during April of 2015.

Initiated the use of targeted marketing. Through the services of the outside vendor, the graduate
school purchased contact information through various testing services to communication through emails
and USPS mail to potential applicants who fall within certain parameters; these parameters were
constructed in consultation with various program coordinators. The targeted marketing pushes are on a
schedule aligned with the vendor and occur several times throughout the year.

Automated various processes: To increase speed of response and transparency of the admissions
processes, the graduate school:

e ensures, immediately upon submission of an application, the applicant receives a thank you email
response from me (through the outside vendor);

o uploads the application into UALR’s system within 24 business hours. The graduate school is
trying to improve this process because currently the upload is done manually. To automate the
upload access to Banner API is necessary, which is managed by Information Technology Services
(ITS). Other departments utilize API and internal scripting for business critical processes but due
to change in policy at ITS, this has not been possible.

o receives a daily list of new applications and conducts a document review to ensure that
everything on the checklist (which varies by program) that has been received has been logged
into the system and linked to the applicant’s file;

¢ notifies the application at 4:00 p.m. on the day of review any outstanding items on the checklist
that need to be submitted;

e sends reminders every two weeks on Sunday of any items that remain missing from the checklist;

o notifies applicants within one hour when a checklist item has been received in the Graduate
School and logged and linked into the file;

¢ notifies both graduate coordinators and applicants via email when an application is complete and
ready for review.

As a result of these processes, graduate coordinators can make a decision based on the information in the
email or by looking at the underlying documents. The email includes a live link to Image Now for easy
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access to the underlying documents. Additionally, admission can be notified via an online decision letter,

also accessible through a live link in the email.

Coordinators receive a list each Monday of applicants who are complete and awaiting decisions in their

programs as well as a list of applicants with incomplete files. The hope is that this new process will

encourage them to communicate with applicants and improve enrollment.

The recruitment efforts of the Graduate School in the past were generally focused on sending

representatives to the career fairs conducted at the four-year institutions in Arkansas and contiguous

states. At the conclusion of the 2013 — 2014 academic year we tracked the number of applications and

admissions that could be attributed to the Graduate School efforts at those events. The number was zero.

As a result, | decided to suspend our participation in those events for 2014 — 2015 and save the money

(registration fees, travel, and employee time.) Some of the graduate programs continue to attend various

events and career fairs. | used a portion of the money that we saved to support the efforts of the College

of Business, especially in the recruitment of applicants for their new weekend MBA program. A similar

offer was made to other programs.

The following processes are in development and being tested:

e Creation of Argos access so that coordinators will have access to admission and retention
information for their programs;
e Development of a web site for graduate coordinators so that information they need will be readily

accessible in one place. This site will include online form processing (change of status,
committee appointment and decision forms, etc.);

e New admission and recruitment initiatives supported by the Office of Communication;

Graduate School Student Success and Retention Initiatives:

While much of the work of retention rests with the academic units of the various disciplines, the Graduate
School assists in several ways.

Distribution of graduate assistantships: Distribution was both difficult and late last year because of
restructuring. This year each dean has been given a portion of the GA allotment for distribution within
his or her college. The hope is that the deans will be in a better position to make subjective judgments
about how and where to spend the money. Assistantships in the administrative offices will be more
closely managed through the Graduate School. The ultimate goal is to more align the award of the GA’s
in the administrative offices with the academic units so that we accommodate the needs of the
administrative units and at the same time allow the academic units to use those assistantships for
recruitment and retention.

Division of graduate levels in Banner: The graduate schools wants to divide the record of work in
academic programs to better track students. Currently, all graduate work is recorded and tabulated
together, which leads to problems and misunderstandings about a student’s actual standing in a particular
program.

The Graduate School is working to achieve automated degree audit for graduate programs. Students
would be able to check their degree plans and progress through BOSS, which would decrease the
problems of students not understanding outstanding program requirements. This would also greatly
increase our efficiency during graduation checkout.
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University of Arkansas at Monticello
Annual Report
Fiscal Year Ended June 30, 2016

The University of Arkansas at Monticello’s Minority Recruitment and Retention
Annual Report is presented herein. The updated Affirmative Action Plan reaffirms the
University’s commitment to providing educational and employment opportunities to all
individuals.

I.  STUDENTS

The University continued to offer campus programs and activities that enhanced
the educational environment for minority students as well as supported retention efforts.
The University continued its outreach and summer bridge programs for beginning
students and pre-college enrichment as well as its concurrent enrollment program. The
University also maintained its tutoring, counseling initiatives, and the peer mentoring
program. Workshops regarding financial aid, job skills, time management, and other
areas of student interest were held throughout the year. In the past year, E-Mentoring
Workshops were held for students who were new to distance education courses via
Blackboard as well as other electronic services for students. The Provost set committees
of faculty and staff for different retention initiatives including committees for “The First
Four Weeks,” a retention committee.

Total minority population since 2011 has been approximately 36 percent: 2011,
37.7%; 2012, 37.0%; 2013, 36.2%; 2014, 35.5% and in 2015, 32.3%. Since 2009, the
African American population has held relatively steady from 30.8% of total student
population to a high of 32.7% of student population in 2011. In 2015, however, the
African American population declined to 24.6%; a decline of two straight years. It
should be noted here that total student enrollment also declined from 2013-2015 by 250
total students. The Hispanic population has increased, albeit slowly since 2009 from
1.1% in 2009 to 3.6% in 2015. Other ethnic minorities have stayed relatively constant
from 2010-2015. The number of students who identified themselves as having two or
more ethnicities has continued to show a slight increase from 0.4% in 2009 to 2.6% in
2015.

Using Fall 2014 and Fall 2015 data provided by the Office of Institutional
Research, the following table indicates changes in ethnic minority enrollment for the last
two years.

Fall 2014 Headcount Fall 2015 Headcount
African American 1051 African American 895
Hispanic 130 Hispanic 130
American Indian 17 American Indian 10
Asian 23 Asian 27
Non Resident Alien 17 Non-resident Alien 19



Unknown 54 Unknown 3
Two or more 72 Two or more 93
Hawaiian 4

A review of University baccalaureate major fields of study by ethnicity indicated
that African-American enrollment was highest in the following areas: Psychology,
Criminal Justice, the Bachelor of Business Administration, and Health and Physical
Education-non-licensure. Hispanic enroliment was highest Biology, Bachelor of
Business Administration, Criminal Justice, Music, and Nursing. It should be noted that
for non-minority populations, General Studies, Nursing (BSN), and Business
Administration were also some of the more popular major fields of study.

In the technical programs, minority enrollment was highest for African-
Americans in the Associate of Applied Science in General Technology, Practical
Nursing, Automotive Technology, and Early Childhood Education programs. The
majority of Hispanic students in enrolled in technical students chose Practical Nursing or
Electromechanical Instrumentation.

Minority and non-minority enrollment in pre-professional studies is no longer
calculated due to changes in financial aid awards requiring that pre-professionals must
declare a major in order to receive financial aid. No particular major showed a
significant decline in any minority population from 2014 to 2015.

Il.  STUDENT AFFAIRS

Vice Chancellor Report

I. Minority Students’ Special Interest Activities

A. African-American Step Shows
UAM sponsored four step shows hosted by African-American student
organizations.

1. August 26, 2015, the Office of Student Programs and Activities hosted Meet
the Greek. The NPHC organizations stepped individually and together. There
were 300 plus students, faculty, and staff in attendance.

2. October 10, 2015, Alpha Phi Alpha hosted a Homecoming Step Show

students, faculty, staff, alumni, and guests were in attendance.

3. January 13, 2016, the Office of Student Programs and Activities
hosted Meet the Greek. The organizations stepped individually and
together. There were 325 students, faculty, and staff in attendance.

4. February 10, 2016, the Office of Student Programs and Activities hosted a
Black History Month step show. 400 plus students, faculty, staff, and
community members witnessed the history of stepping in African American
culture and its symbolism. 11 University of Arkansas at Monticello chapters,



one Henderson State University chapter (Phi Beta Sigma), and one Pine
Bluff chapter (Omega Psi Phi) participated in this event.
5. April 16, 2016, Kappa Alpha Psi hosted a Halftime Step Show for all

Greeks to participate in during the Power 92 Jams basketball games at
the University of Arkansas at Monticello Steelman Fieldhouse.

B. Martin Luther King, Jr. Appreciation Program

1. January 19, 2016, 289 students, faculty, and staff attended a banquet styled
dinner to honor Martin Luther King Jr. The Office of Student Programs and
Activities created a power point presentation that played repetitively
throughout the evening. University of Arkansas at Monticello’s Student
Government Association prepared a special presentation in honor of MLK
being a member of the Alpha Phi Alpha Fraternity. Aramark prepared the
meal featuring MLK’s favorite dishes.

C. Black History Month

1. February 2, 2016, The Tunican Chapter of the Arkansas Archeological
Society invited Kathy Anderson and Carla Coleman, Preservation of
African American Cemeteries and Holly Hope, Arkansas Historic
Preservation Program to discuss and learn about the Preservation.

2. February 15, 2016, the Office of Student Programs and Activities
arranged for the showing of the movie “Creed.” 73 students, faculty,
and staff attended our on campus movie night. Students were provided
with popcorn, candy, and drinks.

3. February 18, 2016, 92 students attended the Office of Student Programs and
Activities and MBSF co-sponsored event featuring Marquis L. Cooper, Sr.,
Black History Month presenter and High School Counselor at J.A. Fair and
Native of Marianna, AR.

4. February 22, 2016, The Office of Student Programs and Activities hosted Big
Money Bingo- Black History Month Edition. 93 students, faculty, and staff
attended this event to play bingo and win prizes. A question would be asked
and students had answers to different African American historical figures on
their bingo cards. In order to get bingo they had to answer the question
correctly.

1. Minority Based Recognized Student Organizations

A. NPHC- National PanHellenic Council
The NPHC of the University of Arkansas at Monticello (UAM) is
comprised of six African American fraternities and sororities; each
organization takes a week out of the year to celebrate their heritage,
culture, and special traditions.
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Fraternities:

1. Alpha Phi Alpha
2. Kappa Alpha Psi
3. Omega Psi Phi
4. Phi Beta Sigma

Sororities:

1. Delta Sigma Theta
2. ZetaPhi Beta

B. International Student Association

The Division of Student Affairs in collaboration with the Office of
Admissions and Aramark Food Service sponsored an International Culture
Bazaar on February 8-12, 2016. This event exposes the UAM student
body to the cultural traditions of our international students. Students from
the following nations participated in the event:

Argentina
Australia
Brazil
Canada
Colombia
England
Iceland
Korea

. Malaysia
10. Mexico
11. Nepal
12. Sweden
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C. Other Recognized Student Organizations
1. Foreign Language Club

2. French Club
3. Japanese Club

M. Individual Group Activities

A. Celebration Weeks



1. The groups identified below hosted their own celebration weeks to
recognize their history, chartering and significance to the African-
American Culture. All groups below had several events both on and off
campus ranging from voter registration, social events, and educational
programs re: hazing, sexual abstinence, conflict resolution, community
service programs, and award banquets.

Alpha Phi Alpha January 24-30, 2016
Kappa Alpha Psi April 10-16, 2016

Omega Psi Phi March 27- April 2, 2016
Phi Beta Sigma April 17-23, 2016
Zeta Phi Beta February 28-March 5, 2016

Office of Admissions Report

The UAM Office of Admissions’ involvement in minority recruitment and retention
for the 2015--2016 year follows:

e All new freshmen and transfer students were offered orientation sessions in
fall/spring.

e UAM serves as a host international college for F-1 and M-1 VISA students
through U. S. Immigration and Customs Enforcement on all three campuses.

e The International Club membership remained stable in 2015--2016, meeting
monthly for lunch and community speakers. All international students were
participants. International week was held, featuring international cuisine, and an
international display placed in area middle schools. Community assistance was
sought to provide international students with opportunities in the community.
Four events resulted from this, at Pauline Baptist, Rotary International, and two
recognition events at St. Mark’s Catholic Church. In addition, international
students volunteered in community English as Second Language classes.
International students had the opportunity to visit area homes as guests for dinner
on a regular basis. International students were provided with transportation for
personal needs, as well as area social events.

e International brochures were updated to provide changes in Homeland Security
requirements, area resources, travel information, and information on living needs
in this area.

e Special Student Services reference material was provided to all academic units.

e Special Student Services brochures were updated to better educate the campus
and provide information regarding services and resources.

e Ten minority recruitment fairs were attended in Arkansas.



Recruitment/campus representation was available during area/regional programs
and fairs.

Recruitment presentations were offered to all high school seniors across the state,
and in neighboring states.

Recruitment opportunities were available at Dislocated Worker events throughout
Arkansas.

Information and representation was offered to the Single Parent Scholarship
Committee in Drew County. The same was offered to any of the Southeast
Arkansas counties.

Scholarship opportunities were made available to all students, faculty, and staff.
These included opportunities both on and off campus.

The Office of Admissions attended all Articulation Workshops in Arkansas.
There, counselors were given information regarding UAM. Regional Articulation
workshops were also attended in Mississippi and Louisiana and Texas.

The Office of Admissions attended all College Planning Programs. This allowed
high school students and parents the opportunity to visit with an admissions
officer. Likewise, these were attended in identified regions of Louisiana,
Mississippi, and Texas.

Two Weevil Welcome Days and a fall Senior Visitation Day were held for high
school seniors and parents. These allowed them to learn about admission,
scholarships, academic areas, programs, activities, residence life, financial aid,
athletics and other services offered on the UAM campuses.

An admissions representative provided materials to all work force sites.

Regional libraries were provided with UAM information, including contact cards
for interested visitors.

Website information regarding admission, scholarships, special student services,
visitation days, international services, programs, activities, and general university
information was updated regularly.

Live Chat sessions were offered monthly, which allowed anyone the chance to
“chat” live with a representative from the Office of Admissions.

The Ambassadors provided 32 phone nights, where prospective students were
contacted. The Ambassadors also provided follow-up emails and social media
contacts to these students on a regular basis.

The Office of Admissions accepted invitations to high school awards programs to
present students with scholarship awards. This also allowed those interested in
the campuses to visit with an admissions officer.

Any high school in Arkansas and some surrounding states were offered visits for
prospective students and parents.

Prospective student contact information was provided to areas on campus, when
students requested information.



e Scholarship opportunities were offered to pageants across the state, when
requested.

e Science fair and art fair scholarship opportunities were offered for any students
who participated and met the criteria.

e All Arkansas two-year school transfer fairs were attended. Scholarship
opportunities for transfer students were discussed and provided. Some out of state
transfer fairs were also attended.

e EAST scholarship opportunities were made available to all interested students.

e Institutional/private scholarship information was made available throughout the
state and neighboring states.

e Any off campus scholarship information was released to all students, faculty and
staff.

e Extensive marketing of campus opportunities was provided through billboards,
radio announcements, newspaper releases, movie theatres, commercials, and
social media.

e AmeriCorps scholarship opportunities were made available through the local
AmeriCorps sponsors.

e Representation at area and neighboring county events was provided.

e Admission and concurrent credit opportunities were offered at participating high
schools.

e Packets of information regarding student services were made available to all who
attended visitation days and/or attended pre-registration and orientation events.

I1I.FINANCIAL ASSISTANCE
The University provides strong financial assistance to minority
students. The following schedule shows the number of students awarded

aid for the Fall 2014 through Summer 2015.

2014-15 Aid by Ethnicity
Unduplicated

Students White  Minority Unreported

Loans 2,199 1,135 1,053 11
Scholarships 1,985 1,322 634 29
Federal WS 137 76 61 0
Institutional

WS 227 168 58 1
All Grants 2,216 1,101 1,107

Pell Grants 2,193 1,089 1,096



SEOG 199 92 107 0

Career
Pathways 53 23 30 0

The unduplicated student listing represents the number of
students that received some type of award within the category. A listing
of all available scholarships is provided in the University's online
catalog.

FACULTY AND STAFFE

Recruitment and retention of a diverse faculty and professional staff were basic
expectations in all searches to fill job openings. The University advertised, as needed, in
newspapers and periodicals that target minority groups. Also, internet advertisements
were used to target a wide ethnically diverse population.

During the 2013-14 fiscal year, the University hired minorities in both staff and
faculty positions.

On June 30, 2014, the percentage of minorities employed on a full-time basis
was as follows:

Non-Classified 18.81%
Classified 23.61%
Faculty 9.86%

As of June 30, 2014, the University hired the following percentage of
minorities in full-time positions during the 2013-14 fiscal year:

Non-Classified 13%
Classified 25%

UAM COLLEGE OF TECHNOLOGY-CROSSETT

The staff and faculty of the UAM College of Technology-Crossett (UAM-CTC) are
committed to the policy of providing educational opportunities to all qualified students
and employment opportunities to all persons regardless of their race, color, religion,
creed, gender, ethnic or national origin, disability, age, veteran status, or any other legally
protected class. The personnel and student statistics and activities reported in the
University of Arkansas at Monticello’s Affirmative Action Plan Report include data and
common activities for all three campuses of the University which includes UAM-CTC.
The following report includes data and activities that extend beyond the University’s
report and is specific to UAM-CTC.



The ethnic enrollment for the UAM-CTC campus for college credit-hour students during
the period of July 1, 2015, through May 2, 2016, (excluding the Summer | term) is
provided below in comparison with two previous years’ statistics:

UAM-CTC Students 2013-2014 2014-2015 2015-2016
Ethnicity

Asian 4 .6% 1 .25% 1 0.3%
Black/African America 213  34.3% 145 34.5% 110 30.1%
Hispanic/Latino 20 3.2% 13 3.10% 6 1.6%
White/Caucasian 364 58.6% 250 59.50% 241  65.8%
American Indian 2 3% 0 0.00% 0 0.0%
Two or more races 11 1.8% 1 .25% 0 0.0%
Non Resident Alien 1 2% 7  1.70% 5 1.4%
Other 5 .8% 2 .50% 3 0.8%
Hawaiian 1 2% 1 .25% 0 .0%

Total Students 621 100% 420  100% 366 100%

The ethnicity of the non-credit Adult Education students served at the UAM-CTC’s
Crossett and Hamburg facilities during the period of July 1, 2015, through May 2, 2016,
(most recent data) is provided below in comparison with two previous years’ statistics:

Adult Education Program 2013-2014 2014-2015 2015-2016
Ethnicity

Asian 2 .9% 2 1.2% 2 1%
Black/African America 83 36.4% 43 25.1% 26 18%
Hispanic/Latino 38 16.7% 28  16.4% 29 19%
White/Caucasian 104 45.6% 97 56.7% 88 58%
Two or more races 0 0% 1 .6% 0 0%
Native Hawaiian or Other 1 4% 0 0 6 4%
Pacific Islander

Total Students 228 100.0% 171 100% 151  100%

Recruitment and Retention of Students

The UAM-CTC campus exercises a policy of equal educational opportunity in keeping
with the University. All applicants for admission are considered solely on the basis of
individual qualifications. Activities beyond the University’s role and specific to the
Crossett campus that are indicative of the campus’ professional staff and faculty
commitment to maintaining diversity of student enrollment and increasing retention are:



Implementing a Technical Orientation course for students with an ACT score
below 14 that are enrolling in technical programs,

Placing professional banners around the campus to promote the diversity in
enrollment for technical fields and non-traditional occupations,

Utilizing the campus’ new electronic sign to promote the diversity of the student
body and training specific to non-traditional gender occupations,

Recognizing Black and Hispanic holidays through bulletin board presentations
and displays,

Monitoring the attendance and academic performance of all students and
providing students with guidance and access to available resources that will assist
them with accomplishing their educational goals,

Developing campus advertisements, promotions, and flyers that have multi-racial
and gender representation,

Providing tutoring services to assist students and increasing academic retention
(targeting first-generation college students who are low-income and/or who are
disabled),

Utilizing DVDs relative to civil rights for student instruction and class discussion
to understand all perspectives on racial injustices,

Recruiting Hispanic students for ESL (English as a Second Language) classes,
Arranging interpreters for Hispanic students taking non-credit courses such as
electrical apprenticeship and industrial safety classes, and

Administering a Career Pathways Initiative program through a grant which
provides academic and financial assistance to eligible populations composed of
the following ethnicity.

Career Pathways 2013-2014 2014-2015 2015-2016
Ethnicity
Asian 0 0% 0 0% 0 0.0%
Black/African America 44 61% 21 40% 39 42%
Hispanic/Latino 3 4% 5 9% 3 4%
White/Caucasian 25 35% 27 51% 49 53%
Other 0 0 0 0% 1 1%
Total Students 72 100% 53 100% 92 100%

UAM COLLEGE OF TECHNOLOGY-MCGEHEE

The UAM CTM Advisory Board, Program Advisory Committees, staff, faculty and
students are committed to the policy of providing educational opportunities to all

qualified students and employment opportunities to all persons regardless of their race,

color, religion, creed, gender, ethnic or national origin, disability, age, veteran status, or

any other legally protected class. The personnel and student statistics and activities

10



reported in the University of Arkansas at Monticello’s Affirmative Action Plan Report
include data and common activities for all three campuses of the university which
includes UAM CTM. The following report includes data and activities that extends
beyond the university’s report and is specific to UAM CTM.

The McGehee campus, during the past academic year, had a minority student body of
approximately 53% percent. Using data provided by the Director of Institutional
Research/FOI Officer, the following table indicates all ethnic minority enrollment for
July 1, 2015 through census of spring 2016; 377 total students with 202 being minority as
follows:

UAM-CTM

Students 2015-16

Asian 0 0.00%
Black 177 46.95%
Hispanic 15 3.98%
White 175 46.42%
American Indian 1 0.26%
Hawaiian 0 0.00%
Two or More

Races 9 23%
Non-Resident

Alien 0 0.00%
Unknown 0 0.00%
Total 377

The campus seeks special interest in recruiting minority students, faculty, and staff;
however, the campus also wants the most qualified employees. The campus continuously
seeks to recruit minorities for its faculty and staff positions. The Vice Chancellor for the
campus is minority (African American). The minority representation of the faculty and
staff is as follows: Emergency Medical Technology Instructor/Director — Asian or
Pacific. We also have other staff members that are minority, all are African American:
School Counselor, Information Technology Director, Director of Career Pathways,
Human Resource Specialist, an Administrative Specialist 11, and a maintenance assistant.

Recruitment and Retention of Students

The UAM CTM campus exercises a policy of equal educational opportunity. All
applicants for admission are considered solely on the basis of individual qualifications.
Activities supportive of a professional staff and faculty committed to maintaining
diversity of student enrollment and increasing retention beyond that of the university
include the following:
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e The development of campus advertisements, promotions, and flyers.

e The development of tutoring services to assist students academically to aid in
student retention.

e The Adult Education Program is non-credit instruction. The number of students
served in the program was 70 % minority (74/105 students) for Desha County,
31% minority (10/32 students) for Lincoln County, 41% minority (54/132
students) for Ashley County, 83% minority (81/98) for Chicot County. All Adult
Education Programs incorporated lessons across the curriculum that highlighted
Native Americans in November, Black History month in January, and
biographical readings covering various minority leaders. The lessons covered the
content areas of reading, social studies, science, and writing. Videos, essay
writing, and additional content readings were some of the activities in which the
students participated.

e The recruitment of Hispanic students for ESL (English as a Second Language)
classes is a continual effort. Flyers promoting ESL classes were distributed
throughout the community. The Adult Education website has a Spanish link and
brochures in Spanish are also available.

e The utilization of the Career Pathways Initiative program provides tutoring and
financial aid resources and contributes to the recruitment and retention of
students. The percentage of minority students served FY16 through this program
is approximately 90% (104 minorities out of a total of 115 students).

e Implementing a Technical Orientation course for students with an ACT score
below 14 that are enrolling in technical programs,

e Placing professional banners around the campus to promote the diversity in
enrollment for technical fields and non-traditional occupations,

Because of its location, and the minority population, the campus is afforded the
opportunity to serve minority students and provide much-needed educational
opportunities for the area.

Appendixes
UAM Student Major/Ethnicity Report

Employee Report
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UNIVERSITY OF ARKANSAS FOR MEDICAL SCIENCES
RECRUITMENT AND RETENTION OF AFRICAN AMERICANS, OTHER
MINORITIES AND FEMALES 2015 - 2016

l. About UAMS

The University of Arkansas for Medical Sciences was founded in 1879 by eight
physicians. Today UAMS is the state’s only academic health center, part of a statewide
network of post-secondary education institutions of the University of Arkansas System
governed by a 10-member Board of Trustees.

Our Mission:

The mission of UAMS is to improve the health, health care and well-being of Arkansans
and of others in the region, nation and the world by:

e Educating current and future health professionals and the public

« Providing high-quality, innovative, patient- and family — centered health care and
specialty expertise not routinely available in community settings

« Advancing knowledge in areas of human health and disease and translating and
accelerating discoveries into health improvements

Our Core Values
Integrity, Respect, Teamwork, Creativity, Excellence, and Diversity.
Vision 2020

UAMS, with its intersection of education, research and clinical programs, brings a
unique capacity to lead health care improvement in Arkansas. Among its assets for
leadership are its status as the only academic health center in the state, its statewide
network of centers for public education and clinical outreach, its emphasis on population
health, and its leadership in health informatics and statewide information technology. In
addition, UAMS has a unique capacity for translational research — speeding the rate at
which research can inform clinical care and health improvement.



Student Metrics

Graduates 923

3,02

Enroliment 2 890

0 1,000 2,000 3,000 4,000 5,000

B 2015 = 2014

5.8% Mgraduates

FyO8-Fyl4
4.5% Menrollmemt
FyO8-Fyl14
Education
3,021 students

789 residents

2 dental residents

College of Nursing — 781 students*

College of Medicine — 694 students*

College of Health Professions — 662 students*
College of Pharmacy — 475 students*

College of Public Health — 180 students*
Graduate School — 229 students*

1,429 faculty members

* As of September, 2015

The Donald W. Reynolds Department of Geriatrics educational program ranked in the U.S. News
& World Report magazine’s top 10 postdoctoral education programs in the U.S. for seven
consecutive years

Chronicle of Higher Education ranks Pharmaceutical Sciences program 5th in nation


http://web.uams.edu/files/2015/11/student.png

UAMS Northwest campus total enrollment 158

o College of Medicine — 33

o College of Pharmacy — 51

o College of Nursing — 48

o College of Health Professions — 26

o Number of Residents — 32 (not included in total enrollment)
Family Medical Centers at six Regional Centers — 180,022 outpatient visits in 2015 FY
Hospital capacity — 450 adult beds including adult beds, newborn bassinets and psychiatry beds

Only adult Level One Trauma Center in Arkansas

Research

Total research funding near $88 million across UAMS and UAMS researchers working in the
Arkansas Children’s Hospital Research Institute and Central Arkansas Veterans Healthcare
System

Ranking in top 18% of all U.S. Colleges & Universities in research funding from
federal government

Total National Institutes of Health (NIH) funding — $34.5 million
More than 500,000 sg. ft. devoted to research on UAMS campus

The UAMS BioVentures business incubator has created 46 companies since its
beginning, currently 19 of these companies produce annual payroll of $26.5 million.

Contributing to expand scientific knowledge: 1099 articles in scientific journals included UAMS-
affiliated authors in 2012-2013; a 65% increase from 2003 to 2013.

Home to Arkansas Biosciences Institute — A research consortium of Arkansas institutions using
funds from the state’s tobacco settlement on work to reduce or prevent smoking-related illness

World leader in multiple myeloma research and treatment
Cancer Institute — two new research floor opened in 2012 with 33,660 sq. ft.

Translational Research Institute — Funded by $19.9 million award in 2009 from NIH to support
research that will improve health and health care

UAMS is an active participant in the Arkansas Research Alliance

Fully operational Research Data Warehouse that facilitates clinical and translational research and
houses data on more than 1 million unique patients

J. Thomas May Center for ALS Research — only research for Amyotrophic lateral sclerosis in
Arkansas



Statewide Reach

o Eight Regional Centers and a comprehensive Rural Hospital Program
e 11 KIDS FIRST Program Sites
o Regional campus in Northwest Arkansas
o UAMS students participate in delivering care to residents in the Arkansas State Veterans Home
o Has education programs for the Colleges of Medicine, Pharmacy, Nursing and Health Professions
o Physical therapy clinic opened in 2014
o Doctor of Physical Therapy program begins in 2015
o Expanded access to medical and mental health care with new psychiatric medical residencies
o 35 Pediatric Subspecialty Clinics

o Head Start — 14 sites in Pulaski County serve 840 children ages 3-5, and three sites serve
88 infants and toddlers

e Poison Control Hotline — 40,000 calls/year
o Eight Centers on Aging, supported by the Donald W. Reynolds Institute on Aging

o Center for Distance Health Stroke Diagnosis and Treatment Network — connecting more than 40
rural Arkansas hospitals with stroke neurologists

o Center for Distance Health ANGELS high-risk pregnancy consultation, diagnosis through real-
time telemedicine with 36 sites across Arkansas

e Evidence-Based Prescription Drug Program (College of Pharmacy) saved state $70M
since inception in 2005

e Arkansas e-Link — linking health, education, research and public safety by connecting 454 sites
across the state to a 5,600-mile highspeed optical network making Arkansas one of the most well-
connected states in the country

e Eight Schmieding Home Caregiver Training Program sites across the state

e The Psychiatric Research Institute’s, Psych TLC program, in partnership with the Arkansas
Department of Human Services, provides Arkansas’ primary care physicians with access to child
and adolescent mental health expertise.



Institutes

Winthrop P. Rockefeller Cancer Institute

Harvey & Bernice Jones Eye Institute

Myeloma Institute

Donald W. Reynolds Institute on Aging

Jackson T. Stephens Spine & Neurosciences Institute
Psychiatric Research Institute

Translational Research Institute

Economic Impact*

$ 3.92 billion/year economic impact — UAMS and affiliates Arkansas Children’s Hospital
and Central Arkansas Veterans Healthcare System

The eight regional centers (formerly AHECS) generate 657 jobs and $87 million annually
in economic impact across the state.

UAMS Bio Ventures business incubator — 46 companies started, current annual payroll of $ 26.5
million

As the state’s only comprehensive academic facility and largest public employer, we are
committed to providing a welcoming and inclusive environment that emphasizes the
dignity and worth of every member of our campus community. We will not discriminate
on the basis of, or use race, color, religion, national origin, creed, service in the
uniformed services, status as a protected veteran, sex, age, marital or family status,
pregnancy, physical or mental disability, genetic information, gender identity, gender
expression, or sexual orientation as a criterion in deciding against any individual in
matters of admission, placement, transfer, hiring, dismissal, compensation, fringe
benefits, training, tuition assistance, and other personnel or educationally related
actions and will administer our policies, practices and activities without regard to these
factors. We remain committed to taking positive, good faith efforts to recruit, employ,
retain and promote people of color, women, individuals with physical and mental
disabilities and protected veterans.



Our student and workforce populations are largely female, and the majority of our
talented Non-Academic workforce comes from Pulaski and Saline counties. We will
continue to recruit, employ and retain minorities and females in numbers that reflect
their availability in the geographical area from which we recruit.

While some of our Professional Staff are recruited internationally, and some of our
Executive/Administrative Managerial and Faculty personnel are recruited nationally,
some are also recruited on a state level. This progress report for the academic year
2015-2016 measures our progress since the previous academic year.



Il. Non-Academic Personnel
A. Utilization of Minority Non-Academic Full-Time Personnel

B. Utilization of Minority Non-Academic Part-Time Personnel

See tables on pages 9 and 10.



Utilization of Minority Non-Academic Full-Time Personnel

UNIVERSITY OF ARKANSAS FOR MEDICAL SCIENCES

NON-ACADEMIC FULL-TIME WORKFORCE BY RACE AND SEX AS OF 1-25-2016

Grand Total

2015-2016
NATIVE ASIAN AFRICAN HISPANIC WHITE

JOB TOTAL AMERICAN AMERICAN AMERICAN AMERICAN AMERICAN FEMALE MALE
CATEGORIES # # % # % # % # % # % # % # %
Executive 65 0 - 4 - 2 - 1 - 58 - 21 - 44 -
Administrative 2072 9 - 62 - 408 - 30 - 1559 - 1487 - 585 -
Professional 4045 +198 | 24 0.6 +2 139 34 (0) 1189 294 +79 107 2.6 +10 | 2580 63.8 +104 3371 83.3 +180 674 16.7 +18
Non-Faculty
Secretarial/ 272 34 |1 04 ) 2 0.7 +1 139 511 -18 6 22 -1 123 452 -16 241 88.6 -32 31 114 -2
Clerical
Technical/ Para- | 746 -36 |6 08 -3 11 15 -3 301 403 -7 15 20 -1 412 552 -21 662 88.7 -35 84 113 -1
Professional
Skilled/Craft 105 -12 10 0.0 (0 0 0.0 (0 29 276 -3 2 19 -1 73 695 -9 7 6.7 (0) 98 93.3 -12
Service/ 240 +7 |1 04 -2 3 12 (0) 165 27.6 +7 5 21 0 66 275 +2 101 421 +12 139 579 -5
Maintenance

7545 +193 | 41 05 (-4) 221 29 +3 2233 29.6 +99 166 2.2 +8 4871 645 +83 5890 78.1 +186 1655 21.9 +7

+plus indicates increase over 2014-2015

-minus indicates decrease over 2014-2015

%percent indicates percentage of job category/total workforce 2015-2016
() indicates same number as 2014-2015
Please note: Total #, Admin (4), Professional Non-Faculty (6), Secretarial/Clerical (1), Technical Para-Professional (1), Skilled Craft (1) and Grand Total include thirteen (13) non-disclosed
racel/ethnicity.
For the first time in this report, the Executive category is separated from the Administrative category. As a result, increases and decreases are not shown, although the two categories
collectively increased positions by 70 and increased in every racial/ethnic category, with the exception of Native Americans where the number of Native Americans decreased by one. The
number of positions held by females (+61) and males (+9) also increased collectively.




Utilization of Minority Non-Academic Part-Time Personnel

UNIVERSITY OF ARKANSAS FOR MEDICAL SCIENCES

NON-ACADEMIC PART-TIME WORKFORCE BY RACE AND SEX AS OF 1-25-2016

2015-2016
NATIVE ASIAN AFRICAN HISPANIC WHITE

JOB TOTAL AMERICAN AMERICAN AMERICAN AMERICAN AMERICAN FEMALE MALE
CATEGORIES # + - # % +- # % +- # % +- # % +- # % +- # % +- # % +-

0 - 0 - 0 - 0 - 0 - 0 - 0 - 0 -
Executive

45 -14 0 O -1 2 44 +1 3 67 -2 1 22 -1 39 867 -11 33 733 -11 12 267 -3
Administrative

251 +16 2 08 -1 7 28 -2 32 127 +8 6 24 +2 204 81.3 49 228 90.8 +13 23 92 +3
Professional
Non-Faculty

15 -2 0 00 0) 0 0.0 (0 2 133 +1 0 00 -1 13 86.7 -2 13 86.7 -3 2 133 +1
Secretarial/
Clerical

20 -2 0 0.0 0) 2 100 O 9 450 +3 0 00 (0 9 450 5 16 80.0 O 4 20.0 -2
Technical/ Para-
Professional

1 0) 0 0.0 ) 0 0.0 (0) 0 0.0 0) 0 0.0 (0) 1 1000 (0) 0 00 (0) 1 100.0 (0)
Skilled/Craft

10 -7 0 0.0 0) 0 0.0 (0) 7 70.0 -6 1 00 +1 2 200 -2 7 700 -4 3 300 -3
Service/
Maintenance

342 -9 2 06 -2 11 32 -1 53 155 +4 8 23 +1 268 784 -11 297 86.8 -5 45 132 -4
Grand Total

+plus indicates increase over 2014-2015

-minus indicates decrease over 2014-2015

%percent indicates percentage of job category/total workforce 2015-2016
() indicates same number as 2014-2015
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C. Explanation and Examples of Each Job Category

1A.

1B.

Executive: Job duties require primary responsibility for the management of the institution.
Examples:

Chancellor
Vice Chancellor

Administrative: Job duties require the responsibility for management of a customarily
recognized department or subdivision thereof. Assignments require the performance of work
directly related to management policies or general business operation of the institution,
department, or subdivision. Assignments in this category customarily and regularly require
the incumbent to exercise discretion and independent judgment, and to direct the work of
others.

Examples:

Director

Associate Director
Assistant Director
Manager

Department Chairperson

. Professional Non-Faculty: Included in this category are persons employed for the primary

purpose of performing specialized skills and duties that require either a college graduation
or experience of such kind and amount as to provide a comparable background.

Examples:

Registered Nurse
Pharmacist

Nurse Anesthetist
Social Worker
Accountant
Audiologist

Medical Technician

. Secretarial/Clerical: These jobs involve non-managerial tasks providing administrative

and support assistance, primarily in office settings.
Examples:

Administrative Analyst
Administrative Assistant
Clerk

Cashier

Medical Records Technician
Claims Examiner

11



4. Technical Para-Professional: Included in this category are persons whose assignments
include activities that require applied scientific skills, usually obtained by post-secondary
education of varying lengths, depending on the particular occupation, recognizing that in
some instances additional training, certification, or comparable experience is required.

Examples:

Computer Programmer and Operator
Licensed Practical Nurse

ECG Technician

EEG Technician

Histology Tech

Dental Assistant

Surgical Technician

5. Skilled/Craft: Included in this category are persons whose assignments typically require
special skills and a thorough and comprehensive knowledge of the processes involved
in the work acquired through on-the-job training and experience, or through apprenticeship
or other formal training programs.

Examples:

Carpenter

Electrician

Painter

Stationary Engineer

Heating and Air Conditioning Mechanic

6. Service/Maintenance: Included in this category are persons whose assignments require
limited degrees of previously acquired skills and knowledge through formal training, job-
related training or direct experience. These workers perform duties that result in or
contribute to the comfort, convenience, and hygiene of personnel; that contribute to
the upkeep and care of buildings, facilities, or grounds, or that involve protective service
activities.

Examples:

Environmental Services Personnel
Food Preparation Technician
Groundskeeper

Institutional Services Assistant
General Maintenance Repair Person
Police Officer

Cook

12



D. Salary Analysis

Full-time non-academic employees with an annual salary below $25,000 as compared
to total number of full time non-academic employees by race/ethnicity and sex:?

# Race/Ethnicity #Employees <$25K # FT Non-Academic ESS % Race/Ethnicity % Employees <$25K

African American 454 2233 20.0 61.0
Asian American 50 221 22.6 6.7
Hispanic American 29 166 174 .3
Native American 5 41 12.1 .6
White American 206 4871 4.2 27.7
Non-Disclosed 0 13 0.0 .0
Total 744 7545 9.9 100
Sex # Employees <$25K # FT Non-Academic ESS % Sex % Employees <$25K
Female 545 5890 9.2 73.3
Male 199 1655 12.0 26.7
Total 744 7545 9.9 100

Full-time non-academic employees with an annual salary of $75,000 and above, as compared to total
number of full-time non-academic employees by race/ethnicity and sex: ?

Race/Ethnicity # Employees >$75K # FT Non-Academic ESS % Race/Ethnicity % Employees >$75K
African American 57 2233 25 5.6

Asian American 33 221 14.9 3.3

Hispanic American 10 166 6.0 1.0

Native American 4 41 9.7 0.3

White American 904 4871 18.5 89.6

Non-Disclosed 2 13 15.4 0.2

Total 1010 7545 13.4 100

Sex #Employees >$75K #FT Non-Academic ESS % Race/Ethnicity % Employees >$75K
Female 680 5890 11.5 67.3

Male 330 1655 19.9 32.7

Total 1010 7545 13.4 100

! Percentages are based on the number of employees in each race/ethnicity and sex category and on the total number of employees earning
less than $25,000 and earning $75,000 and above rather than the total workforce.
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E. Summary

UAMS has a total of 7,545 full-time non-academic employees of which 2,233 (29.6%) are
African American; 41 (0.5%) are Native American; 221 (2.9%) are Asian American; 166
(2.2%) are Hispanic American; and 4,871 (64.5%) are White American, and 13 are non-
disclosed (0.1). Our total full-time non-academic minority workforce includes 2,674
employees, who represent 35.5% of workforce. We have 5,890 (78.1%) full-time non-
academic female employees. There are 1,655 (21.9%) full-time non-academic male
employees.

UAMS has a total of 342 part-time non-academic employees. Of this number, 74 (21.6%)
are minorities. There are 297(86.8%) part-time non-academic female employees and 45
(13.2%) part-time non-academic male employees.

We experienced an overall increase (193) in the number of positions held by full-time, non-
academic employees. The number of positions held by African American full-time, non-
academic employees increased overall by 99; positions held by Native American full-time,
non-academic employees decreased overall by 4; positions held by Asian American full
time non-academic employees increased overall by 3; and positions held by Hispanic
American employees increased overall by 8. The number of positions held by White
American, non-academic full-time employees increased overall by 83. Our overall number
of positions held by female non-academic full-time employees increased overall by 186,
while our overall number of positions held by male non-academic full-time employees
increased by 7.

For the first time in our reporting history, the category of Executive/Administrative is
separated into an Executive category and an Administrative category. This separation
allows the categories to reflect EEO-1 categories. While the separation of the categories
does not allow us to compare increases and decreases from the previous year, the two
categories collectively increased full-time non-academic positions by 70 and increased its
representation in every racial/ethnic category, with the exception of Native Americans
where the number of positions held by Native Americans decreased by one. The number
of full-time non-academic positions held by females (+61) and males (+9) also increased
collectively.

Our Professional Non-Faculty job category of full-time non-academic employees
experienced an overall increase of 198 positions. The number of positions held by African
American professional non-faculty, full-time non-academic employees increased by 79.
The number of positions held by Asian American professional non-faculty full-time non-
academic employees remained the same. The number of positions held by Hispanic
American employees in this category increased by 10. Positions held by Native American
professional non-faculty full-time non-academic employees increased by 2. The number of
positions held by White American professional non-faculty full-time non-academic
employees increased by 104. We increased the number of positions held by female
professional non-faculty, full-time, non-academic employees increased by 180. The
number of positions held by male professional non-faculty, full-time employees increased
by 18.
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The Secretarial/Clerical job category of full-time non-academic employees continues to
decrease and experienced an overall decrease of 34 positions during this reporting period.
Positions held by African American full-time non-academic employees in this category
decreased by 18. However, positions held by Asian American secretarial/clerical full time
non-academic employees increased by 1. The number of positions held by our Hispanic
American employees decreased by one, while the number of Native American
secretarial/clerical full-time non-academic employees remained the same. Positions held
by our White American secretarial/clerical full-time non-academic employees decreased by
16. The number of positions held by female Secretarial/Clerical full-time non-academic
employees decreased by 32, and male Secretarial/Clerical full-time non-academic
employees decreased by 2.

The Technical/Para-Professional job category of full-time non-academic employees
decreased by 36 positions. The number of positions held by African American
technical/para-professional full-time non-academic employees decreased by 7. Positions
held by Asian American and Native American technical/para-professional full-time non-
academic employees decreased by 3, and the number of positions held by Hispanic
American technical/para-professional full-time non-academic employees decreased by 1.
Positions held by White American technical/para-professional full-time non-academic
employees decreased by 21. Female technical/para-professional full-time non-academic
employees decreased by 35. Male technical/para-professional full-time non-academic
employees decreased by 1.

The Skilled/Craft job category of full-time non-academic employees decreased overall by
12. The representation of Asian Americans and Native Americans in this category
continues to be zero. The number of positions held by African Americans decreased by 3;
the number of positions held by White Americans decreased by 9, and the number of
positions held by Hispanic Americans in this category decreased by 1. However, the
number of positions held by Non-Disclosed individuals increased by one. Female
skilled/craft full-time non-academic employees remained the same, while positions held by
male skilled/craft full-time non-academic employees decreased overall by 12.

The Service/Maintenance job category of full-time non-academic positions increased
overall by 7. Positions held by African American service/maintenance full-time non-
academic employees increased overall by 7. The number of positions held by Asian
Americans and Hispanic Americans in this group remained the same. Positions held by
Native Americans decreased by 2. The number of positions held by White Americans in
this category increased by 2. The overall number of positions for females in this category
increased by 12, while the overall number of positions held by males decreased by 5.

Although the overall number of positions held by Hispanic Americans increased during the
reporting period, the representation of Hispanic Americans in our full-time, non-academic
workforce continues to be significantly less than the demographics of this ethnic population
for the State of Arkansas.? With the exception of Hispanic Americans, our workforce
demographics are above the state of Arkansas’ population for every race/ethnicity.

2 Based on the 2010 U.S. Census Bureau Data for Arkansas, persons of Hispanic or Latino origin represent 6.4% of the
population in Arkansas.
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The percentage of full-time, non-academic positions held by African-American employees
in our workforce is 29.6%, which exceeds the percentage of African Americans in the state
of Arkansas, which is approximately 15.4%.2 The percentages are as follows:

executive (3.0%); administrative (19.7%); professional non-faculty (29.4%);
secretarial/clerical (51.1%); technical/para-professional (40.3%); skilled/craft (27.6%); and
service/maintenance (68.7%). Because the internal feeder group (Administrative) for
executive positions has a significant representation of African American employees and
other minorities, we are presented with an excellent opportunity to identify and to develop
internal talent as we consider succession planning.

Our full-time, non-academic workforce remains overwhelmingly female (78.1%). The
percentages of full-time, non-academic female employees represented in each job
category are as follows: executive (32.3%); administrative (71.8%); professional non-
faculty (83.3%); secretarial/clerical (88.6%); technical/para-professional (88.7%);
skilled/craft (6.7%); and service/maintenance (42.1%). Again, our internal feeder group
(Administrative) has a significant representation of females and will provide a valuable
avenue to identify and to develop internal talent as we consider succession planning for
executive positions. Although our skilled/craft job category experienced an overall
decrease in positions by 12, the number of females holding these positions remained the
same which demonstrates our success in retaining females in this category. We will
continue to make a good-faith effort to recruit and to retain qualified females in this job
grouping. Females hold 42.1% of positions within our service/maintenance job category;
however, we are aware that this percentage is significantly less than the overall
percentage of female representation in our full-time, non-academic workforce (78.1%) and
we are committed to making a good-faith effort to recruit and to retain females in this job
category.

A total of 744 (9.9%) of our full-time non-academic employees receive an annual salary of
less than $25,000. These employees hold classified positions, and salaries for classified
positions are determined by the Arkansas State Legislature. Of this number, 206 (27.7%)
are White Americans; 454 (61.0%) are African Americans; five (0.6%) are Native
Americans; 50 (6.7%) are Asian Americans; and 29 (0.3%) are Hispanic Americans. Of
the number of full-time, non-academic employees earning less than $25,000, 545 (73.3%)
are female. One hundred ninety-nine (26.7%) of the 744 employees earning less than
$25,000 are male.

One thousand and ten full-time non-academic employees earn a salary of $75,000 or
above. Of this number, 57 (5.6%) are African American, and a total of 104 are racial/ethnic
minorities, with two Non-Disclosed. Nine hundred and four White American full-time non-
academic employees receive an annual salary of $75,000 or above. Six hundred and
eighty female full-time non-academic employees receive an annual salary of $75,000 or
above. Three hundred and thirty male full-time non-academic employees also receive an
annual salary of $75,000 or above.

3 Based on 2010 U.S. Census Bureau Data for Arkansas.
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As part of our ongoing commitment to provide our campus community with relevant
resources and information regarding women, people with disabilities, people of color and
veteran and active duty employees we maintain an Affirmative Action webpage. The
webpage features articles designed to heighten the awareness of, and to celebrate the
accomplishments of these groups.

We routinely engage in outreach and recruitment activity designed to increase our
representation of qualified women, people of color, individuals with mental or physical
disabilities and veterans in our workforce. This past year, we participated in job fairs
designed specifically to attract people of color, women, people with disabilities and
veterans.

UAMS has more than 550 veteran employees, and in May 2016 we received the Arkansas
Disabled Veteran Employer of the Year Award, which was awarded in recognition of our
leadership and policies that ease the participation of employees in the National Guard or
Reserves. We continue to support our veteran employees and students with veteran-
related policies and practices, along with special initiatives.

We completed a successful third year of UAMS Project SEARCH, in partnership with
ACCESS Group, Inc., a non-profit organization that provides evaluation, education and
training programs for people with developmental disabilities and Arkansas Rehabilitation
Services, an agency that prepares Arkansans with disabilities to work and to lead
productive and independent lives by giving them the assistance they need to enter or to
return to the workplace. We serve as the host business for Project SEARCH and provide
entry-level work experiences with the goal of helping participants with disabilities build
competitive, marketable and transferable skills that will allow them the opportunity to apply
for related jobs upon completion of the internship. ACCESS advisors meet with UAMS
Project SEARCH interns daily on site at UAMS to provide vocational instruction, job
coaching and lessons in independent learning skills. Arkansas Rehabilitation provide
financial support for the program, which is applied directly to vocational education and
career development. Our program received an award in July 2015 for securing competitive
employment for 90% or more of our Project SEARCH graduates.

We are an inclusive community and our minority, female, people with disabilities and
veteran employees maintain a vital presence within our campus. Through their
participation in various career fairs, civic events, community events, career days, youth
motivation programs, our campus community is enriched. Diverse employee groups are
featured in UAMS publications/multi-media outlets, including consumer publications,
promotional publications, help-wanted advertisements, informational brochures and on our
website.

Employees who wish to attend a college or university within the University System are
provided the opportunity to do so through our tuition discount program. Employees are
informed of these programs and/or services and encouraged to participate. These
activities are geared toward enhancing the upward mobility of minorities and females, and
all employees, thereby increasing the number of minorities and females in higher paid
positions.
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As part of our ongoing commitment to provide an opportunity to mentor the development of
employees and the organization, we offer employees numerous opportunities to participate
in development courses and invite eligible employees to participate in the UAMS
Leadership Institute and the UAMS Leadership Academy.

The UAMS Leadership Institute is aimed at identifying and developing a diverse group of
leaders who will contribute to the continued success of UAMS. Individuals who hold the
position of director, business administrator, faculty or the equivalent are eligible to
participate. Participants have the opportunity to interact with colleagues and professionals
from the campus and community to gain a better understanding of their personal
leadership styles; to build relationships across campus; and to understand the issues
facing leaders in the health care industry.

The UAMS Leadership Academy is the third of four leadership courses designed
specifically for UAMS employees. The Academy is a twelve-month program designed to
promote the development of UAMS managers and to promote relationships across
departmental boundaries. The program invites individuals who have the desire to develop
their leadership skills and to be a positive contributing force at UAMS. The prerequisite for
participating in the program is a minimum of one year in a management position, not
necessarily at UAMS, and graduation from the UAMS Leadership Boot Camp and the
Leadership Essentials course.

We remain committed to the principles of diversity, inclusion and equity in all areas of
learning, employment and service that affect our students, staff, and faculty. Our
commitment to these principles is enhanced through the activities of the Center for
Diversity Affairs, the Chancellor’s Diversity Committee, the Chancellor’'s Minority
Recruitment and Retention Committee, the Women’s Faculty Development Caucus, the
Minority Faculty Development Caucus, and the Affirmative Action section of the Office of
Human Resources.
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F: Women’s Faculty Development Caucus (WFDC):

The WFDC is one of organizations on the UAMS campus that supports female faculty of all
races and ethnicities, and also does work to support all male faculty. Unfortunately, we
have no direct quantitative means of measuring the effect of the WFDC'’s on the
recruitment and retention of women and minority faculty and students. We are heartened
by the fact that the participation of faculty at the WFDC events has increased over its 26
year history, and the evaluations of individual activities are routinely favorable.

Goals

e To inspire, encourage and enable women physicians and scientists to realize their
professional and personal potential and goals.

e To serve as a training ground for future leadership and/or administrative positions for
women faculty.

Accomplishments:

e One of the first women’s groups established in a medical school, celebrating 25 years
this year

e Recognized nationally in 1997 by the Association of American Medical Colleges,
receiving the first Women in Leadership Award

e Open to women faculty in all UAMS colleges

e Many committee chairs and past presidents of WFDC have served or are serving in
various leadership positions on campus.

e Recipient of UAMS Phenomenal Women Award — 2014

Publish yearly publication: FIGS: The Absolutely Unofficial Faculty Handbook, which is

currently in its 17™ edition

Provide formal and informal mentoring

Complete a salary equity study every five years

Present an Outstanding Woman Faculty Award each year

Send two faculty members to Early and Mid-Career training through the AAMC each

year

e Provide WFDC List Serve to members to allow women faculty members to seek help
from other faculty members (i.e. nanny, housecleaner, babysitter, daycare, etc.).
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Events:

(0]

@]

Annual Professional Development Day, open to all faculty - this conference is
organized by a committee open to women faculty from all colleges. The women
meet and chose topics they feel are relevant to faculty at UAMS.

Monthly Faculty Development Seminar Series, open to everyone — this is a series
where we poll the mentoring committee for faculty development topics and find
appropriate speakers to lecture on the topic. The topics range from women specific
needs, to a broader audience. This series focuses on career planning, interpersonal
issues, “how to” write better, be more successful at research/grant submission,
work/life balance, promotion and tenure, etc.

Fall and Spring dinners allow women faculty to mingle, meet each other and
network.

Annual Freshmen Women'’s Luncheon — at this event, women faculty organize a
lunch where they can introduce themselves to incoming freshman women medical
students. The women faculty share what they do and provide insight into what it is
like to practice as women while maintaining family/personal life.

Bi-annual Residency Fair — The Women in Training Committee hosts this event and
invites all residencies to come and share what they do and what it is like to be in
that particular residency.

Quarterly research luncheons for post-docs and graduate students.

Quarterly networking events for women faculty and partners.
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G. Minority Faculty Development Caucus (MFDC)

The MFDC aims to unite minority faculty throughout the UAMS campus in a collective
effort to recruit and retain minority faculty from various healthcare fields. The MFDC
is supported through the CDA. The MFDC recently received an award of $25,000
from the UAMS Chancellor’s Circle. Funds will be used to recruit and retain minority
faculty, to support diversity and cultural competency workshops and to support
invited speakers.

MFDC supports minority faculty members throughout all of the colleges at UAMS
through professional development, mentorship, skills-building, advocacy, and
networking. The MFDC strives to substantially increase minority faculty recruitment and
retention at UAMS and thereby, help address health inequities faced by minority
populations at a local, state, and national level. The MFDC seeks to establish an
environment at UAMS that promotes career advancement among minority faculty,
trainees, and students.

MFDC sub-committees include:

Research

This is a group of health professionals dedicated to increasing the number of minority
investigator initiated research projects through collaborations and partnerships involving
UAMS and other academic institutions.

Mentoring

By offering a cross cultural mentoring program to support majority and minority faculty,
residents and students, this effort encourages the theme of “mutuality” which supports the
idea that each cultural group has values and knowledge that others need.

Residents and Students

This active committee focuses on encouraging and supporting minority students and

residents as they become actively involved in scholarly activities early in their professional
careers with the goal of retaining these students in academic medicine.
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Significant events over the past year:

1.

Continuation of mentoring programs, mentees and mentors, e.g. mentor/mentee program
through Translational Research Institute (TRI).

. Continued support of minority faculty through the TRI. KL-1 awards to minority faculty.

Of the current group of 5 KL-2 Scholars 2 are women and 2 are minority males.

. Health Equity Index (HEI): UAMS became one of three designated Leaders in LGBTQ

Health and Health Care in the state of Arkansas.

. Annual Faculty, Student and Staff Diversity Awards. Presented in 2016 — Excellence in

Diversity and Inclusion Award to Faculty, Staff and Students.

. UAMS LULAC Scholars Program. Targeting recipients of LULAC Scholarships. A reduction

in tuition in ALL colleges matching the amount of scholarship support provided by LULAC

. Continued collection and distribution of job postings — faculty positions from across the U.S.

Postings submitted by Group on Diversity and Inclusion (AAMC) members from medical
schools across the country. Positions are posted on the CDA website and sent directly to
minority faculty

. Development and implementation of a Pre-Orientation Program in the College of Medicine.

Targeting first year medical students. Open to all medical students. Limited number of seats.
A 3 day program in 2015. Expanding to a 2 week program in August 2016.

. Diversity and Cultural Competency Lecture Series:

0 Health and Health Disparities Conference targeting LGBTQ people (June). Partnered
with Human Rights Campaign (HRC), the State Health Department and the Fenway
Institute

0 Increasing Health Care Diversity from Pipeline to Professional’. Community-Campus
Partnership Conference to Address Health Disparities. College of Nursing, Center for
Diversity Affairs and Translational Research Institute

0 Through the Looking Glass: Unconscious Bias and Stereotyping. Dr. Erick Messias.
June 23, 2015.

0 Building Arkansas'’s Health Care Workforce. Strategies for Recruiting and Retaining
Rural and Racial Minority Students in the Health Care Fields. White Paper presented by
students, interns, from the Clinton School of Public Service. Partnership with UAMS
Regional Programs. April 2015
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Diversity Day: All colleges patrticipated in the Spring and Fall. This event targets
undergraduate students. More than 200 students participated in each event.

Continued support of Academic Enrichment Programs (K - 16).

Prep Programs for MCAT and PCAT.
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Current State of Minority Faculty:

University of Arkansas for Medical Sciences
Faculty Count by Race/Ethnicity, 2015

asof July 7, 2015
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(CMRRC) is the recruitment and retention of minority faculty and faculty from
disadvantaged backgrounds. Current activities include the development and
implementation of Faculty Search Guide to be utilized across colleges in the

recruitment and retention of minority faculty. The Guide places emphasis on diversity
providing support through the Center for Diversity Affairs and the Chancellors’ Minority
Recruitment and Retention Committee. This will include such practices as identifying
and tracking the composition of applicant pools that are considered for leadership and
faculty positions and the utilization of cluster and opportunity hires targeting minority

and faculty from disadvantaged backgrounds.
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H. Center for Diversity Affairs

The stated mission of the University of Arkansas for Medical Sciences (UAMS) is to
improve the health, health care and well-being of Arkansas and of others in the region,
nation and the world through patient-centered education, research, and community
service. With diversity has a core value the Center for Diversity Affairs (CDA) was
expanded to become a campus wide entity? As part of its mission and in its efforts to
address structural diversity the CDA strives to increase workforce diversity through the
recruitment and retention of students from traditionally underrepresented groups
(African Americans, Hispanics, Native Americans and Pacific Islanders). The CDA's
mission at the UAMS was broadened in 2010 when Chancellor Dan Rahn established
it as the campus's "center of gravity" for diversity and inclusion. In addition Dr.
Billy Thomas was named the first Vice Chancellor for Diversity and
Inclusion at UAMS. This was done in recognition of diversity as an institutional
core value and critical to the fulfillment of the mission of UAMS, as stated in the 2020
Strategic Plan.

The CDA operates to serve all components of the entire UAMS institution, including
the six academic units, seven institutes, and University Hospital, in its efforts to
become a more diverse, inclusive, and culturally competent academic health center,
through the provision of leadership, programs, and resources, as well as
collaboration and partnerships. The CDA seeks to advance diversity, inclusiveness,
equity, and cultural competency in all aspects campus life. The CDA has been
charged by the UAMS administration to take a leadership role in increasing diversity
and improving cultural competency across the four domains of the institutional
mission: patient and family centered care, education, research and outreach. As the
umbrella entity for diversity across the UAMS system, the CDA seeks to develop
structures and activities that will provide direction and support for the planning and
coordination of related activities across the UAMS system; conduct monitoring, data
collection and reporting; make recommendations on relevant policies and practices;
promote research and scholarship; facilitate dialogue and understanding; raise
awareness about UAMS initiatives, practices and programs; and provide coordination
and communication among UAMS entities dedicated to diversity, including the
Chancellor's Diversity Committee, and the Chancellor's Minority Recruitment and
Retention Committee.

Basic activities of the CDA include:

+ Development of pipeline programs to ensure adequate educational preparation of
underrepresented students in the public and private K-16 educational system
(UAMS Summer Academic Enrichment Programs).

% Assist students in their personal and professional development by providing
programs and initiatives that are educational, motivational and challenging.
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* Foster an institutional environment conducive to the recruitment, training and
success of an ethnically, socially and culturally diverse healthcare workforce.

% Develop and sustain community partnerships that promote community
engagement by students and faculty, community access to health care, and
improved community health (12t Street Wellness Center).

Our ultimate goal is the promotion and development of an institutional culture that is
sensitive to, supportive and inclusive of individuals from groups that are
underrepresented in the health professions.

Through the leadership of Dr. Billy Thomas, who serves as the Vice Chancellor
for Diversity and Inclusion, the CDA holds the following grant awards for the
2015-2016 school year:

e Initiative for Maximizing Student Diversity (IMSD) - NIH funding — National
Institute of General Medical Sciences. (2/2015 — 2/2019)

e Summer Undergraduate Research Program (SURP) - NIH funding.
National Heart Lung and Blood Institute (8/2016 — 8/2021).

e Local and State Funding: Annual funding
Bank of America, the Frueauff Foundation, and the City of Little Rock.
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Staff Diversity Initiatives

New Employee Orientation
During the last fiscal year, 39 New Employee Orientation Modules were
presented to approximately 2,600 new and returning UAMS employees as
a part of their Day-2 university on-boarding process. The purpose of this
presentation was to acquaint the employees with the UAMS Diversity and
Inclusion process, mission, goals and Anti-Discrimination Policy. Diversity
is defined as an organizational change effort which stresses the vital role
open, honest, authentic communication plays in creating and maintaining a
health care environment that respects and values each employee and their
contributions to the overall financial success of UAMS and its patient -and
family- centered care culture.

Conversational English
Going into its fourteenth year, Conversational English classes are offered
to international employees and/or their spouses one night a week free of
charge. Classes are kept small (5-7) so that individual attention may be
paid to improving the linguistic needs of each student. The goals are: to
increase the student’s ability to listen to and speak English more
proficiently; to increase the student’s vocabulary; to meet new people; to
increase the student’s knowledge of different cultures; and to learn about
living in Arkansas. The “English Language Acquisition Framework” from
the Arkansas Department of Education is used as a guide.
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The Chancellor’s Diversity and Inclusion Committee consists of employees
from various campus departments and Colleges who are committed to the
committee’s overarching goal of being recognized as a strategic partner in
execution of the University’s organizational change efforts. Listed below are
Campus Events, Activities and Programs for Fiscal Year 2015-2016 hosted by the
committee:

The Chancellor’s Diversity and Inclusion Committee was reorganized during 2015 with
Dr. Billy Thomas, MD as Chair, and the addition of Assistant and/or Associate Deans
from each of the colleges and the Graduate School. Listed below are events sponsored
by the Committee:

September 2015  18™ Annual Diversity Month Celebration for Team UAMS
Theme: “Through the Looking Glass (Part Il): A Whole New World”

September 9 “Through The Looking Glass - A Whole New World:
The Campus Leaders Who Helped Shape It!”
“State of Diversity and Inclusion at UAMS”
Presentation: “Excellence in Diversity and Inclusion”
Awards Dr. Billy Thomas, AVC Diversity and Inclusion and
Dr. Dan Rahn, Chancellor

September 17 “Through The Looking Glass - A Whole New World:
Engaging and Inclusive!”
LGBTQI 101: Kendra Johnson and Panel
Arkansas Human Rights Campaign
Facilitators: Carmelita Smith, Center for Diversity Affairs
Amber Booth, College of Medicine

September 24 “Through The Looking Glass - A Whole New World:
Advancing Human Value!”
“A Look at Micro-Inequities and How to Make a Better Workplace”
Presented by: Jeff Risinger, AVC, Chief Human Resources Officer
Facilitators: Carmelita Smith and Amber Booth

September 25 “International Fest” - Sponsored by the Graduate School
“Through The Looking Glass - A Whole New World:
Tasteful and Exciting!”
Cultural exhibits, ethnic attire, entertainment, food, fun

January 2016 Annual Dr. Martin Luther King, Jr. Commemoration
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January 21 Theme: Through the Looking Glass (Part Il):
“The Despair. The Dream. The Destiny”
Dr. Erick Messias MD, PhD, Vice President and Medical Director
Beacon Health Options, Arkansas

February Black History Month: “Voices of a Movement”
February 18 “Helena, Arkansas: Where Freedom Dawned in Civil War
Arkansas”

Historian Jonathan Wolfe, PhD, COP
Co-sponsored by the UAMS Library and Historical Research
Center

February 24 “Voices of a Movement”
Drama Department and Madrigals from LR Parkview High School

May 18 4™ Annual Asian American/Pacific Islander Heritage Month:
“Walk Together; Embrace Differences; Build Legacies”
Cultural Competency: “Best Practices in Marshallese Patient Care”
Williamina (Wanna) Bing, Project Coordinator, UAMS Northwest
Campus, Marshall Islands

CDA Outreach Programs

The overall aim of the Center for Diversity Affairs (CDA) outreach programs is to
increase the number of underrepresented minority/disadvantaged students in the
healthcare professions. Our programs reach kindergarten to college students and the
goal is to prepare these students for future studies in health care fields.

We started a new partnership with the City of Little Rock by providing an enhancement
program in STEM and Literacy. Our Pipeline to Health Professions Program (PHP2)
was offered to community based programs that are funded by the City of Little Rock.
PHP2 is a six week module of introduction to health professions, math and literacy to
include writing (through journaling, etc.) and book discussions.

This year's Summer Science Discovery Program (SSDP) was composed of two one-
week sessions, and a total of 80 students participated. Each session involved a different
group of students. Curriculum and instruction for the program is coordinated by the CDA
and St. Mark Baptist Church Y.E.S. Camp. In addition to these curricular aspects of the
program, motivational speakers were utilized from the Arkansas Medical, Dental, and
Pharmaceutical Association. Speakers discussed their professions, educational
backgrounds and the importance of valuing education. Students were also exposed to
health careers at the various colleges of UAMS.
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Bridging the Gap Il (BTG), our six week math and science enrichment program, was
enhanced with an ACT preparation component. Our BTG Il program was attended by
underrepresented minority/disadvantaged students in the 9th or 11th grade. Certified
teachers provided daily instruction in math, English and science. The science instruction
focused on body systems (anatomy & physiology) and development/implementation of
international science fair eligible projects. The students developed impressive
interactive presentations on health disparate conditions within their community as they
related to the science fair project that was completed.

In addition, the students completed career exploration tours across many
departments/schools of UAMS (nursing, pharmacy, medicine, public health, health
professions, Institutes, i.e. Spine, Cancer, etc.) Eleven males and 19 females comprised
the 2014 class of 30. Students were evaluated based on a pre/posttest of the ACT.

Arkansas Commitment scholars have participated in mentored research at UAMS since
2000. Last year, 7 scholars (2-males and 5-females) were placed in mentored research
positions at UAMS and Arkansas Children’s Hospital. The CDA also placed a scholar in
the pharmacogenomics department from Morehouse (GA) College and coordinated with
three Donaughey scholars Three of the students were recent high school graduates
headed to Middlebury (VT) College, Washington (St. Louis) University and Pomona (CA)
College. The returning college students attended Lehigh (PA) University, Agnes Scott
(GA) College and Trinity (TX) University.

Undergraduate Summer Science Enrichment Program (USSEP) | is a program for
freshmen/sophomore science majors interested in health careers. We did not hold a
phase one program this summer. The program aims to build core skills in science
incidental to the study of medicine although the students had an interest in pharmacy,
veterinary science, nursing and medicine.

Undergraduate Summer Science Enrichment Program (USSEP) Il is a MCAT
preparation program facilitated by Kaplan. The students also network with health
professionals and attempts are made to match students with members of our partner,
Arkansas Medical Dental and Pharmaceutical Association, and UAMS staff for
shadowing experiences. There were twenty students (3-male, 17-female) in the 2014
program hailing from UA-Pine Bluff, UA-Fayetteville, UA-Little Rock, Southern Arkansas
University, Hendrix, Kettering (OH) College of Medical Arts, Philander Smith College,
Oral Roberts University, Southern University/A& M College, University of Florida/Florida
Atlantic University and Hampton (VA) University. Eight of these students applied for
admittance to the Class of 2018 at UAMS.

Spring MCAT is a medical student facilitated MCAT preparation course held in the late
spring. 