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Arkansas State University-Jonesboro submits the following
Minority Retention Plan Progress Report
in compliance with ACT 1091 of 1999.

For the purpose of the report, "minority™ will refer to the ethnic
populations of African Americans, Asian Americans,
Hispanic Americans, and Native Americans only.

The ASU-Jonesboro Minority Retention Plan Progress Report is available
to the Arkansas State University community on the
World Wide Web at the following address:

http://www.astate.edu

Questions or comments concerning
this document can be directed to:
Office of Diversity Initiatives
Arkansas State University

P.O. Box 179

State University, Arkansas 72467
Telephone: (870)972-2030

Fax:: (870)972-2036

E-Mail: diversity@astate.edu
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The university has extended it five year diversity plan for an additional two years given the
success Arkansas State University has enjoyed in the area of diversity under the current plan.
Further, the university will be developing a new strategic plan in Fall 2010 and the development
of a new diversity plan will follow this process.

The university has a Senior Diversity Officer who monitors all progress of the minority retention
plan and works throughout the campus to facilitate the attainment of all objectives within the
plan. The plan is reviewed periodically by the Diversity Officer and information is shared
throughout the campus community to provide campus units with data concerning their progress
in this area. The university’s Executive Council, which consists of the Chancellor, Provost, Vice
Chancellors, and the Director of Athletics, dedicates an agenda item to diversity at every annual
retreat of this group. The group reviews the university’s progress in diversity for the most recent
year while establishing goals and objectives for the following year. Additionally, progress
towards these goals and objectives is monitored by this group throughout the year.

Periodically, the university conducts campus climate surveys to measure campus attitudes
surrounding diversity initiatives and to assess the impact that various campus initiatives are
having on faculty, staff, and students. Finally, the university benchmarks itself against other
Arkansas universities, Southern Regional Education Board universities, and other universities
throughout the nation to assess diversity progress in comparison to these peer institutions. Other
assessment measures are outlined in the attached Diversity Strategic Plan. While the total
dedicated budget for the diversity initiatives is $199,618, several thousand more is expended by
the various campus units in advancing their individual/unit-based initiates. These unit-based
initiatives are set for in Appendix D.

ASU MISSION & GOALS

Arkansas State University is committed to all aspects of minority recruitment and retention
within its student body and its employees, both faculty and staff. As emphasized in its mission
statement, ASU is dedicated to equity and diversity within a community that fosters learning and
growth. The Arkansas State University Minority Retention Plan is based solidly on the mission
statement of the university and the Affirmative Action policies and procedures of ASU.

MISSION:
Arkansas State University educates leaders, enhances intellectual growth, and enriches lives.
(ASU = ¢°)

CORE VALUES:
Arkansas State University values the following as central to our success:
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e Student-Centered: We are committed to education, inquiry, and service in order to meet
students’ changing needs. We foster lifelong learning, civic and social responsibility,
leadership, and individual and career growth.

e Learning-Centered: We nurture intellectual flexibility, knowledge, and skills by
integrating teaching, research, assessment, and learning to promote continuous
improvement of our scholarly community.

e Excellence: We pursue excellence within the campus community through opportunities
for achievement in teaching, research, scholarship, creative activity, and service.

e Diversity: We embrace diversity in all its dimensions realizing that mutual respect for
individuality and the inclusion of all are vital for both personal and institutional success.

e Service: We support and recognize service at all levels of the University. We strive to
contribute to the benefit of the University, the Delta, the state, the nation and the world.

e Integrity: We hold high standards of character and integrity as the foundations upon
which the University is built.

VISION:

Arkansas State University aspires to be an academic leader recognized for innovation and quality
in teaching and learning, international standing in strategic research areas, and commitment to
outreach and service to the Delta and beyond.

SUMMARY
ACT 1091

Act 1091 of 1999 requires all state-supported colleges and universities to establish a program for
the retention of blacks and other members of minority groups as students, faculty, and staff.
Under the Act, the term "minority" refers to African Americans, Hispanic Americans, Asian
Americans, and Native Americans.

The requirements of the Act are:

» Each institution must annually prepare a progress report on the steps that have been taken
to reach the goals of the plan. The report must include information relative to students,
faculty, and staff within the institution. (Refer to Appendix A)

ARKANSAS STATE UNIVERSITY
The 2008/2009 Progress Report continues the pursuit of enhancing structural diversity as a

means of retaining minority students, faculty, and staff. Thus, information regarding recruitment
is included in the report. The student section of the report continues to update efforts and
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progress in four key areas: (1) Student Recruitment; (2) Programs and Initiatives; (3) Leadership
Development and Campus Involvement; and (4) Cultural Awareness and Growth Opportunities.
The goals in the student section have been re-worded to more clearly communicate the purpose
of the initial Minority Retention Plan: To develop programs and initiatives to retain more
minority students.

The following are a few of the initiatives and highlights that can be found within the report.

> The Diversity Strategic Plan, which details the university’s plan for pursuing and
maintaining campus diversity, was implemented Fall 2005. The Minority Retention
Plan focuses exclusively on the progress of the plan and its five strategic goals: (1) The
faculty and staff composition at Arkansas State University shall reflect the
demographics of the student body; (2) Create and maintain an environment on the ASU
campus that makes it a desirable place for minorities to work and develop
professionally; (3) Introduce initiatives to the campus that will encourage
understanding of diversity, build support for an inclusive environment and create
opportunities for diversity dialogue; (4) Recruit, retain, and graduate larger numbers of
minority students; and (5) Effectively incorporate diversity into the curriculum.

> The Office of Diversity, working in conjunction with campus partners, has
implemented the Strategic Hiring Fund, the Quality Teaching Circle, Diversity Lecture
Series, Reaching Across Difference, Freshman Mixer, Brother-2-Brother and Circle of
Trust, mentoring programs; and the administration of the Intercultural Development
Inventory. The Office of Diversity has also added a Faculty Fellow to assist in meeting
the needs of diversity faculty members throughout the campus.

> The proportion of full-time ASU employees who are minorities increased from 12.8%
to 14.2%, while the actual number of full-time minority employees has increased by 21
to 204. This places the university back into its original trajectory after the 1.16%
decline from 2006/2007. Two female minority faculty members earned tenure while a
third was promoted to full professor.

> Fall 2008 full-time, first-time minority students who returned to enroll during Fall
2009 was 69.3%, an increase of 5.3% over the Fall 2008 rate. The most recent six-year
graduation rate for minority students was 30.3%, anincrease of 6.8% over the prior
year’s percentage .  Since the six-year graduation rate for minority students continues
to lag behind the graduate rate for all students, the university will continue to conduct
in-depth analyses of minority student achievement and develop strategies to address
any negative trends in this area.
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STUDENTS

Goal 1: Providing Minority Students With Continuous Opportunities To
Access Knowledge

Providing access to capable students continues to be a hallmark of Arkansas State
University open-access policy continues to be the primary means of providing opportunities for
all students to access knowledge and information. New academic standards for the university
were implemented in Fall 2009. As a result, a student must possess a composite ACT score of
18 and a 2.35 High School GPA to qualify for unconditional admission into. Twelve hundred
twenty-two (1222) first-time minority freshmen and transfer students applied for admission, a
decrease of over .5% from the prior year’s total. Eight hundred forty-two (842) were admitted,
while 526 enrolled in Fall 2009. Minority students comprised approximately 23% of the Fall
2009 Freshman class.

Once students are admitted into the university there are several programs and initiatives
that address retention from an academic perspective. The hallmark of each initiative is that
students work directly with faculty members or professional staff members to enhance their
current skill level or receive guidance on how to manage what can be very difficult and stressful
academic situations. The following programs or initiatives continue to be part of the Arkansas
State University student retention effort:

A. Increase Structural Diversity of the Minority Faculty and Staff:

The university continues its efforts to increase the number of minority faculty and staff members
on the campus of Arkansas State University. Research has shown that minority students benefit
from the increased presence of minority faculty and staff members on campus, especially when
this is coupled with a clear commitment to diversity (Smith, 1997). The likelihood for mentoring
and modeling opportunities are significantly enhanced. The university’s efforts in addressing
this initiative are outlined in the sections pertaining to faculty and staff. Fall 2009 saw the
number of minority faculty members on campus increase26% from the prior year (67 individuals
in Fall 2008 to 85 individuals in Fall 2009). Similarly, the number of minority staff members
increased by 19.6%(204 individuals in Fall 2008 to 244 individuals in Fall 2009). In Fall 2009,
minority employees accounted for 16% of the university’s employment base. Minority
employees accounted for 14.2% of the university’s employment base in Fall 2008.

B.  First-Year Experience Seminars:

Making Connections is a semester-long elective course designed to assist students
transitioning from high school to college by providing students with the knowledge and skills to
be successful at Arkansas State University. Academic performance skills, understanding the
university’s culture, policies and expectations, self-management skills, and other relevant issues
are covered. Since its inception, students in the First-Year Experience (FYE) seminars generally
outperform (retention rate and GPA) students who do not enroll in the course. Two hundred
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twenty-two (222) of the 1,203 (18.5%) students enrolled in FYE seminars during 2009-2010
were minority students.

The purpose of the course is to provide students with the information and skills needed
for success in college. Many high school students are unprepared for the expectations of college
faculty, have not developed effective study skills, and are unfamiliar with college policies and
procedures. Topical coverage includes decision making, goal setting, planning, time
management, and group team building skills.

C. Right Start Program:

The Right Start Program is designed to assist students whose ACT or other scores require
that they complete developmental courses when they enter college. Students in the program take
required developmental courses and UC 1023 — Strategies for College Success. Strategies
instructors provide individual academic advising to students in their classes and the course
focuses on study skills and learning strategies to help students be successful in their courses. In
addition, instructors in reading and language development provide individual instruction to
students who request the additional help. During the 2009-10 academic year, 190 (42.8%) of the
Fall 2009 program participants were minority students while 77 (29.1%) of the Spring 2010
program participants were minority students.

D. Early Alert Program:

The Early Alert Program (EAP) is a simple referral system in which faculty can refer any
first-year student of concern to the Advisement Center for follow up. Faculty may refer students
based on class performance, attendance, or any general concern based on their discretion. A
website referral form is available on the Advisement Center homepage for easy faculty access.

The transition from high school to college is a challenging endeavor for many students,
even those who are academically prepared. In an effort to retain potentially successful first-year
students, it is imperative that students in jeopardy be identified as early as possible. Early
referral is one key to improving student academic performance, motivation, and satisfaction
during the first year of college, thus increasing the likelihood of long-term success. Early
intervention is critical so students can be reached and assisted before frustration and doubt begins
to set in.

E. The Next Steps Mentor Program:

The Next Steps Mentor Program is an extension of The Early Alert Program. This
program does not rely on referral by faculty but mandates that all first-year students check-in
with the Advising Center within the first few weeks of the fall semester. ASU staff, faculty, and
key administrators volunteer one day of service to meet with first-year students. Appropriate
steps are in place to ensure that necessary follow up will be utilized based on the feedback of
mentors. The Advising Center provides limited tutorial/study skills assistance to referred first-
year students.

F. Restart@state Program:

2010 Annual Comprehensive Report Page 1.4. 8



The Restart@state Program, first implemented Fall 2000, is an intervention tool for
students placed on academic suspension from Arkansas State University. Students suspended for
their academic standing are permitted to attend ASU under set criteria during the suspended
term. Those who wish to continue enrollment at ASU during the subsequent semester must sign
a formal agreement, which allows conditional enrollment during their suspension period.
Successful completion of the term (minimum of 2.0 for the semester) and of the agreement
conditions will permit regular enrollment the following semester. The primary intervention tool
is mandatory participation in the Restart Seminar, a one-credit course taught by the staff of the
Advising Center. Other terms of the agreement state that the student must: 1) fulfill at least two
in-person visits with their academic advisors; 2) maintain a minimum 2.0 grade point average for
the semester; 3) adhere to the freshman/sophomore level attendance policy; and, 4) enroll in no
more than 14 semester hours including the Restart Seminar (one credit).

The Fall 2009 semester saw 33.8% (24) minority students participate in the
program while another 41.7% (35) participated in the program during the Spring 2010
semester. Historically, these students would not have been allowed to complete the semester and
limited assistance would have been provided to assist them in addressing their academic
deficiencies.

G. College Choices:

A pilot program for first-year students on academic probation was implemented Spring
2006. A mandatory one-credit, one-session, course was added to the schedules of all first-year
students on academic probation. The course was a hybrid — taught both online and in the
traditional classroom-setting.

l. Student Support Services:

Student Support Services (SSS) is a comprehensive program designed to promote
retention and academic success in college. SSS provides participants with academic and
support services in a caring environment that seeks to ensure their successful completion
of a baccalaureate degree at Arkansas State University. These services are free to
participants and include tutoring, academic advising, counseling, mentoring, workshops,
and cultural enrichment trips.

To be considered for SSS, a student must meet the following conditions: be a United
States citizen, national, or meet the residence requirements for federal student aid and
have a need for academic support. A student also must meet at least one of the following
criteria: be either a first-generation college student (neither parent has a four-year
degree) and/or meet income guidelines and/or be an individual with a disability.

The program served the needs of 99 minority students during the 2009-2010 academic
year. Approximately 84.38% of the students were considered low-income, first-
generation college students. Over 86% of the students were retained from Fall 2009 to
Spring 2010
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J. RISE — Research Internships in Science of the Environment:

The Environmental Science program at Arkansas State University continues to provide a
10-week summer research experience for 10 highly motivated, traditionally under-represented
minority undergraduate students interested in environmental research. This program is funded
by a grant from the Division of Biological Infrastructure at the National Science Foundation.
The principal objectives are to promote the professional development of undergraduate
researchers and instill a better appreciation for interdisciplinary approaches to problem solving.
The RISE interns, individually and in small groups, work closely with faculty mentors on
research projects ranging from ecotoxicology, geochemistry, biogeochemistry, vertebrate and
invertebrate ecology, to resource management, policy, law, and economics. The program
challenges interns to expand their disciplinary focus and develop an interdisciplinary perspective.
Interns are from universities and colleges across the United States with most students coming to
ASU from historically black colleges and university campuses. Of the 10 internships awarded
each summer, two are dedicated to ASU students. Interns receive a full summer stipend,
research budget, and university housing.

The program served over 10 students, 7 of whom were minority, during the 2009-2010
academic year. Every student who completed their bachelor’s has continued their education in
graduate programs. Three of the students are enrolled in graduate programs at ASU.
Additionally, several minority high school students (all African American) have participated in
the RISE program through supplemental funding with each of these students entering ASU as
freshmen after completion of the RISE program. Finally, a minority high school teacher will
participate in RISE this summer through supplemental funding.

K. RISE-UP — Research Internships in Science of the Environment University Program:

Faculty in the Environmental Science program at Arkansas State University received a
research grant from the National Science Foundation. This research is interdisciplinary and will
expose participating students to ecological and geochemical techniques used in the field of
fisheries ecology. This program supports six first-generation undergraduate researchers each
year and provides an academic and summer stipend, tuition, and travel to scientific meetings.
Students participating in the RISE-UP program work alongside summer RISE students. Ten
minority students participated in the program; five under graduates and five high school students
during the current academic year. Since its inception, all students in the program have graduated
from their respective universities and are pursuing graduate degrees.
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Goal 2:  Enhance Structural Diversity Within the Student Body

Arkansas State University will continue to recruit a significant cluster of minority
students each year as a continued component of its retention plan. The goal is to provide
increased opportunities for peer mentoring and the development of larger peer support systems.
The following initiatives have been undertaken:

A. Community Leaders Luncheon:

The Associate Vice Chancellor worked with African American ministers in West
Memphis and Jonesboro. Luncheons were held with the ministers to maintain relationships with
community leaders and to solicit their continued support in the recruitment of students. Forty
clergy and leaders attended the conference held during the Fall semester.

B. The Thompson Minority Scholarship Program:

The Thompson Minority Scholarship Program awards scholarships to incoming African
American freshmen and currently enrolled African American students. It also provides funding
to help support the efforts of the Strong-Turner Alumni Association. Five (5) incoming
freshmen received $1,000 in the fall and spring semesters of their first academic year for 2009-
2010, and five (5) returning students received the scholarships as well.

The long-term goal of this program is to increase the enrollment of entering African
American freshman, and retention rates of currently enrolled African Americans students by
honoring academic achievement and eliminating financial barriers.

C. Delta Promise Scholarship Day:

The Enrollment Services office assisted in the coordination of the Delta Promise
Scholarship Day. High school seniors and their guidance counselors attended this event to learn
more about ASU. The event was attended by 27 students, who were offered $1,500 scholarships.
The outcome of this effort is to increase the college-going rate of minority students and their
preparation level for financing their college education.

D. Minority Teacher Scholarship Program

The Minority Teacher Scholars Program (MTSP) provides forgivable loans to
African-American, Asian American, Native American, and Hispanic students attending Arkansas
higher education institutions with approved teacher education programs. These students were
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award a maximum of $5,000 for 2009/2010 academic year.
The Junior/Senior Minority Teacher Scholars Program at ASU consisted of 10 recipients.

The Arkansas Geographical Critical Needs Minority Teacher Scholarship Program is designed to
provide scholarships to students attending public or private institutions of higher education in the
State of Arkansas with approved teacher education programs. This scholarship is awarded by the
University of Arkansas at Pine Bluff for a maximum of four (4) academic years or until such
time as they have completed certification requirements. These students may or may not have
passed the Praxis | exam.

A total of twenty (20) scholars received $1,500.00 for academic year 2009/2010 at ASU. An
additional ten (10) scholars received $750.00 as new Spring 2010 applicants.

E. Recruitment Brochure:

A recruitment brochure specifically targeting minority students is part of the Admissions
mail flow each year. Recruitment materials highlight programs, activities, and information to
ensure a look that is inviting to students of color. This effort targets both print and electronic
materials.

F. 3.0 Club Induction Ceremony:

This event traditionally recognizes African American students who have maintained at
least a 3.0 cumulative grade point average. This is the second year the program recognized the
academic accomplishments of students from the freshman class who performed well during their
first semester on campus. The purpose of this initiative is to: (1) encourage students to continue
to perform well academically; (2) recognize and appreciate the honorees for their hard work; (3)
inform students about the Strong-Turner Alumni Association; (4) enhance the visibility of
minority student accomplishments during Convocation of Scholars week. Two hundred twenty
students attended the event in Spring 2010 while two hundred fifty-six were eligible to be
recognized and invited to attend.

G. “Back to School” Day:

The university has partnered with the Delta Sigma Theta sorority to provide an
educational venue for African American high school students and their parents in preparation for
the start of a new school year. During the academic year 2009-2010, this event served over 60
high school minority students and 20 parents. The program provides educational and
motivational sessions for students and parents to prepare them for the upcoming school year.
Topics include self-esteem, importance of the ACT test, reasons to avoid the legal system and
answers parent questions. The goal is to reduce the number of incidents in the schools and
improve the students” motivation to succeed.

H. Arkansas Single Parent Scholarship Fund:
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This scholarship provides single parent students with a scholarship along with guidance
for retaining the award. Seven of the 14 recipients this year were minority single parents.

Goal 3. Creating a Welcoming Environment for Minority Students

A. Fall Explosion:

The annual Fall Explosion has been an ASU tradition for 16 years. The Fall 2008 event
involved over 600 students, faculty, and staff. The purpose of this event is to serve as a kick-off
of multicultural programming and to set a positive, welcoming tone for academic engagement
and social involvement. The event gives minority students a chance to meet and visit with non-
minority campus administrators and minority faculty and staff members. The goal of this event
is to formally welcome minority students to the campus and to make them aware of the resources
available to help serve their needs.

B. Freshman Mixer:

This event is sponsored by the 1) Dean of Humanities and Social Sciences, 2) the Office
of Diversity, and 3) the Office of Multicultural Affairs. It is designed to target African American
first-time freshman by equipping them with the essential tools for success at Arkansas State
University. This event introduces first year students to student leaders, faculty and staff of color,
and other key university officials. Approximately 250 students participated during the Fall 2009
semester. this initiative serves as a preemptive retention mechanism by sharing critical
information along with academic success tools, early in the semester when they are most needed
by students.

C. Residence Assistant Training:

Each fall semester, Resident Assistants (RAS) participate in the diversity component of
RA training. While RAs participate in the training, the training typically leads to more
discussions on the RA’s floors with residents. The expected outcome is to train staff in
recognizing and appreciating the differences in their communities. All minority student residents
are served by this training as it creates a more positive living environment that supports a diverse
community. The outcomes of this program are to develop staff that are aware of the diversities
that exist, understand how to create a community between minority and majority individuals, and
make the living environment one of inclusion and support for minority students.
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Goal 4:  Provide Leadership Development and Campus Involvement
Activities

A. NAACP Student Chapter:

The student chapter of the NAACP is under the direction of five officers. This
organization serves as an advocate for students and student-led initiatives.

B. Southwestern Black Student Leadership Conference:

In the Spring of 2010 ASU sent 11 delegates to the Southwestern Black Student
Leadership Conference in College Station, Texas. This program is designed to provide current
ASU students the opportunity to gain exposure, experience, and knowledge by attending a
conference with students of color from similar campuses. The students are exposed to a variety
of workshops and leadership training experiences that are valuable to their personal lives and the
various roles that they play on the ASU campus.

C. Student Government Association:

The diversity efforts of the SGA continue to expand through the recruitment of minority
students to participate as members, providing financial support for minority student groups,
offering more diverse student programming, and implementing a series of minority roundtable
discussions. The SGA President’s Discretionary fund continues to support minority events and
the activities of minority student organizations.

D. Leadership Center:

The Leadership Center is committed to the development of the holistic student by
providing opportunities to obtain excellence through involvement, service learning, leadership,
and appreciation for diversity.

E. Student Activities Board

The Student Activities Board (SAB) works closely with the International Student
Association and the Office of Multicultural Affairs to provide a diverse series of programming
for all students. Events include Multicultural Thanksgiving Dinner, Martin Luther King, Jr.
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Remembrance Week, and Multicultural Week. The object of this board is to educate the student
body through diverse programming. This board has served over 2,000 minority faculty, staff and
students.

F. Action Fund

The Student Government Association Action Fund is designed to support student
organizations by awarding money for sponsored events, conferences, or other student
organization functions. This fund allows students an opportunity to plan and implement social
and educational programming for student on campus.

G. Student Union

Student organizations are assigned office space within the Student Union to use for
meetings, work space, and as a study area. Each office is equipped with a computer, phone, and
office furniture. Ten of the twelve office spaces are assigned to minority student organizations.
This will provide student organizations with a central meeting area on campus.

H. Speaker Series

Charles Holt: Music and Storytelling have always been a virtual part of Charles's life.
However, despite growing up in the shadows of the Grand Ole Opry and country music in
Nashville, a grandmother who taught him church hymns, and surrounded by a narrative
environment, he never aspired to be a performing artist. Yet performing and entertaining
opportunities have opened for him. For the past eight seasons, Charles Holt has received national
acclaim for his 20-character portrayal and performance of his one-man stage play, “Black Boy,”
based on the life of noted author Richard Wright. His autobiographical landmark, The Voice
That Matters, about his journey in finding his own unique voice will be published in 2009.
Charles even worked out for several NFL scouts as defensive back and kick return specialists
before turning to music and entertainment.

Maxine Ballard Jenkins: Mrs. Maxine Ballard Jenkins, sister of Florence Ballard--the
late founder of the Motown female R & B musical group, The Supremes, has authored the book
The True Story of Florence (Blondie) Ballard. The presentation will address overcoming a
family legacy of alcoholism; resilience from poverty; the impact of domestic violence; finding
one’s purpose and passion; and setting and achieving goals. The lecture will mainly be
comprised of a personal account of Mrs. Ballard Jenkins' life, alongside a discussion of Flo
Ballard’s life and untimely death, with the overarching goal of helping the audience to
understand that individuals are not tied to their circumstances--that we can overcome even the
most adverse conditions by taking several steps and paths to get to an established plan for our
lives.

Beverly Lindsay: Beverly Lindsay is Professor and Senior Scientist of Higher Education

and International Policy Studies at Pennsylvania State University. Her scholarship examines
American domestic and international higher education, academic program development,
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comparative and international education policy issues, and international affairs. Her publications
include Ralph Johnson Bunche: Public Intellectual and Nobel Peace Laureate, Terrorism’s
Unanswered Questions and The Quest for Equity in Higher Education. Her work in international
higher education has taken her to six continents to work in executive and faculty development,
peace and conflict resolution, and academic program development. She has been awarded
Distinguished Fulbright Fellowships to South Korea, Zimbabwe, and Mozambique where she
taught and engaged in research on peace and conflict resolution. She is currently chair of the

International Commission of the American Educational Research and a member of the Council
on Foreign Relations.

Melissa Cornick: Melissa Cornick, an award-winning investigative producer whose
career spans the three broadcast news shows including Walter Cronkite documentaries, 60
Minutes, Dateline, 20/20 and Nightline, will discuss how ones personal ethics through higher
standards and practices can make a positive difference in the age of unchallenged hate speech
and the demise of journalism. Cornick will illustrate ethical dilemmas she has confronted while
producing her original investigation, “Cruelty to Owners?” which won five honors, including the
Edward R. Murrow Award for Investigative Journalism and the Mongerson Prize for Ethics in
Journalism.

The Core Ensemble: "Ain't | A Woman?'': "Ain't | A Woman?" is a new music theatre work for actress
and chamber music trio (cello, piano, percussion) which celebrates the life and times of four powerful African
American women: novelist and anthropologist Zora Neale Hurston, folk artist Clementine Hunter, ex-slave and
abolitionist Sojourner Truth, and civil rights worker Fannie Lou Hamer. The musical score is drawn from the
heartfelt spirituals and blues of the Deep South, the urban vitality of the Jazz Age, and contemporary concert music
by such American composers such as Charles Mingus, Thelonius Monk, Max Roach, and Diane Monroe. "Ain't | A
Woman?" is the name given to a speech, delivered extemporaneously, by Sojourner Truth, a slave in New York
State at the Women's Convention in Akron, Ohio in 1851. Truth argued that while American antebellum (pre-Civil
War) culture often placed white women upon a pedestal and gave them certain privileges (most notably that of not
working), this attitude was not extended to black women.
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Goal 5:  Provide Minority Students with Opportunities to Experience
Cultural Awareness and Growth Opportunities

A. Black History Month:

A collaborative effort among various student organizations sponsored Black History
Month. Events included:

e Black History Month Kickoff Reception provided an opportunity for minority students to
interact with faculty, staff, and the community.

e The Department of Teacher Education sponsored the African American Read-In. Minority
faculty members read books written by African American authors to students in various
classes.

e The celebration allowed the university to connect with State Senator Tracy Steele.

e The month also sparked a wonderful fellowship with the Strong-Turner Alumni
Association.

e The month long celebration concluded with a keynote address from Arkansas notable, Ms.
Deborah Mathis.

Black History Month Celebration is designed to bring awareness to the community about
the importance of remembering our nation’s entire history by hosting our annual Black History
Month March. The month long celebration featured a civil rights reflection series that focused
on the civil rights struggle in Arkansas. Activities provided the university community with a
comprehensive observation of African American history, created open dialogue about African
Americans on the ASU campus, and served as a educational, social, and recreation tool. An
estimated 2,000 minority and non-minority students, faculty, and staff attend the month long
series of events.

B. Rev. Martin Luther King, Jr. Week 2010:

In Spring 2010, the university continued hosting the annual community-wide celebration
of Martin Luther King Day. The event had over 1,000 participants and serves as an opportunity
to encourage everyone to play their part in supporting Dr. King’s legacy. Martin Luther King, Jr.
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Week activities served to commemorate the life and the legacy of Martin Luther King, Jr.
Student organizations and campus departments united as one for Martin Luther King, Jr. Week.
Student groups and offices included the Student Activities Board-Multicultural Committee.

The week-long event brought awareness to the campus, promoted involvement, and
togetherness. ASU was made more visible in the community as being a forerunner in the quest
and legacy of Dr. King, and served as an aid in bridging ethnic divides. A large number of
students participated in the Alpha Phi Alpha March and the MLK Day of Service.

C. Hispanic Heritage Week:

This inaugural program was designed to bring awareness to both the ASU and Jonesboro
communities about the increasing presence and need for understanding of the Hispanic/Latino
culture. Through this program, ASU brought awareness to the growing trend of Hispanic/Latino
students and culture on our campus and in the community.

D. Multicultural Week:

The purpose of Multicultural Week is to increase awareness of different cultures around
the world. This program is sponsored by the International Students Association and Student
Activities Board. Events included: Cultural Night and Fashion Show, International Food
Festival, Foreign Film, and Multicultural Thanksgiving Dinner, and a sporting event. Events
have various sponsors, provide entertainment, and inform students and the ASU community
about the different cultures.

Multicultural Week provides all students a glimpse into other cultures not only within
Arkansas, but around the world. This program educates the campus about various cultures,
creates open dialogue about ethnic diversity, and serves as a social outlet where various cultures
can interact. The various components of this weeklong event are very well attended.

E. Delta Blues Symposium:

The fifteenth annual Delta Blues Symposium featured the writer, publisher, and former
presidential diarist Janis Kearney as well as musicians Lem Sheppard, Valerie June, and Terry
“Harmonica” Bean. These individuals come from a range of disciplines across campus but they
all share an interest in the Delta. Our goal is to rethink some aspects of the symposium and to
revitalize it for 2010. We hope to do much of the important work on this during the summer to be
sure that we can attract talented speakers and performers of varying backgrounds to the
Jonesboro campus.

F. Soul Food Dinner:

The Soul Food Dinner is a community potluck, where over 500 individuals from all
ethnic backgrounds participated. Everyone prepares and brings a favorite dish. This is a
longstanding part of the Strong-Turner Alumni Chapter of the Arkansas State University Alumni
Association’s operating history and tradition here at ASU. Traditionally, these potlucks are held
to welcome special visitors and new faculty and to sustain links with the larger Jonesboro
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community.

Recognizing that African American foodways constitute a significant dimension of
African American culture and tradition, this year’s theme, “Soul Food: African American
Heritage and Health” and program will also educate and inform regarding African American
history, heritage, and culture, while sharing good food and company.

G. International Student Mixer/Reception:

The International Mixer was a collaborative effort between International Programs,
Academic Affairs, and Student Affairs. The International Student Mixer/Reception assists
International Students with making the transition to Arkansas State University in a relaxing and
student friendly environment. The event was the kick-off of Multicultural Week. The attendees

were provided with games, food, and door prizes. There were roughly 125 participants that
attended this event.

H. World AIDS Day Conference

The conference is designed to increase awareness of the impact of HIV/AIDS in rural
communities, especially in northeast Arkansas. The conference will serve as a foundation for
future research, investigating the relationship between HIV knowledge and HIV stigma,
substance abuse, and sexual risk behaviors. The second annual conference was held in
December 2009 and attracted approximately 150 participants.
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FACULTY

Goal 1:  Improve retention by enhancing structural diversity through
establishing a nucleus of minority faculty and academic
administrators.

1.1  Obijective 1: Increase the number of minority faculty members and academic
administrators.
Strategies & Current Activities:

1.1.1 Educate individual search committees and departments on the process of
identifying and recruiting minority applicants.

> The Executive Assistant to the Chancellor for Diversity Initiatives works
with all non-classified position search committees to identify and recruit
minority applicants.

1.1.2 Extend and document good-faith efforts to identify minority candidates
and invite them into faculty applicant pools.

> As positions become available, every college, department, and
administrative unit works to identify and extend personal
contacts to qualified minority candidates to assure them of Arkansas State

University's commitment to diversity.

> In 2007, the university transitioned to a web-based employment process
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which made it easier for individuals to apply for positions and to track
applicant data.

1.1.3 Extend competitive offers to qualified minority candidates.
> The following is a sample of positions accepted:

Assistant Professor of Chemistry (2)

Associate Professor of Social Work

Instructor in Early Childhood

Assistant Professor of Political Science

Coordinator of Teaching Internship and Field Experiences
Assistant Professor of Civil Engineering

Assistant Professor of Finance

Assistant Professor of Renewable Energy Technology

Goal 2: Create and maintain a campus environment that affords all
people, including minority faculty, equitable access to all learning and
teaching resources, on and off campus.

2.1 Objective 1: Encourage and support minority faculty in the pursuit of
additional education.

Strategies & Current Activities:

2.1.1 Provide minority faculty opportunities to pursue advanced degrees
and other professional development goals.

> Paid sabbaticals and unpaid leave requests are available for faculty
members who meet the stated qualifications.

> One minority person was granted release time to pursue a
doctoral degree during the Fall 2009 semester and will continue
their doctoral pursuit throughout the 2010-2011 academic year.

> The university will continue to recruit prospective minority
doctoral candidates from within the current faculty. Specifically,
the university will focus on persons who are instructors or who
hold temporary appointments.

2.2 Objective 2: Encourage and support minority faculty professional

development within their discipline and the pursuit of
pedagogical methodologies.

2010 Annual Comprehensive Report Page 1.4. 21



Strategies & Current Activities:

2.2.1 Provide faculty development funds to minority faculty to attend
professional conferences that directly address teaching and learning issues.

> Financial support was provided to assist minority faculty
members in presenting papers at academic conferences in support
of their efforts to gain tenure and promotion.

2.2.2  Provide faculty development opportunities within the campus for minority
faculty members.

> The Office of Diversity sponsored four sessions of the Quality
Teaching Circle and Learning Initiative in the Fall 2009 semester.
The purpose of this initiative is to promote excellence in teaching,
research, and service among minority faculty members by creating
positive and safe environments for faculty members to exchange
ideas, receive enriching criticism, express concerns, and access a
university-wide support system. Approximately 12 faculty
members participated in the process.

2.3 Objective 3: Support and encourage open and free communication among
diverse groups through all activities at the university.

Strategies & Current Activities:

2.3.1 Promote the concept of academic freedom in all university discussions,
publications, classes, student affairs forums, and committees.

Develop and present monthly diversity discussion forums
centering around topics of interest to the campus.

2.3.2 Actively seek out minority faculty to represent minority issues on
university wide committees.

> The composition of each university-wide committee continues to
be reviewed and efforts are made to ensure all committees, to the
extent possible, have minority representation.

> The membership of each university committee is reviewed each
year to ensure, to the extent possible, diverse representation on
each committee.

2.4 Objective 4: Provide support for minority faculty salaries and facilitate the
creation of prominent new minority faculty positions.

2010 Annual Comprehensive Report Page 1.4. 22



Strategies & Current Activities:

24.1

24.2

Identify private sources of support to establish minority faculty endowed
lectureships, endowed professorships, and endowed chairs. These sources
will be informed about the potential for an ASU partnership.

> The second Pre-doctoral Teaching Fellowship was awarded during
the Spring 2010 semester and the individual will begin teaching.
The sole purpose of this initiative is to provide a mechanism for
increasing faculty diversity in strategic areas throughout the
campus.

> The Office of University Advancement and the African American
alumni chapter will work collaboratively to identify potential
sources of funding, in addition to creating a strategic fund-raising
plan.

Develop an internal mechanism to provide salary support to enable
campus units and departments to make competitive offers to promising
minority candidates.

> The Office of Diversity introduced the Strategic Hiring Fund
Initiative during the 2003-2004 academic year. A pool of funds is
made available to assist in the recruitment of minorities and
women in areas where they are underrepresented on the campus.

2.5  Objective 5: Seek out unique partnerships that provide for ongoing support for

the research and professional development in which minority
faculty are engaged.

Strategies & Current Activities:

251

Establish discretionary funding that would be used in support of minority
faculty research and professional development.

> The Office of Diversity provides limited financial support to

academic units to support research and professional development
opportunities for minority faculty.
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Goal 3: Establish and encourage a clear commitment to the value of
diversity for all members of the university community.

3.1 Objective 1: Review and evaluate personnel policies and procedures for
minority faculty retention.

Strategies & Current Activities:

3.1.1 Encourage minority faculty to serve on shared governance committees,

especially those committees on recruitment and retention of minority
faculty.

3.2  Objective 2: Provide each academic department with resources to establish
goals and objectives for minority faculty retention.

Strategies & Current Activities:

3.2.1 Provide diversity workshops and other opportunities for diversity training
to all employees at ASU.

3.2.2 ldentify and train minorities for senior roles.

3.2.3 ldentify potential minority faculty from among our graduate students and
temporary faculty.
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3.3  Objective 3: Establish meaningful programs of awareness and sensitivity to

diversity issues.

Strategies & Current Activities:

3.3.1

3.3.2

3.3.3

Establish a formal minority faculty mentorship program.

> An informal minority faculty mentor program has been initiated.
Once structural diversity has increased, then a more formal
initiative will be implemented.

> More opportunities will be provided for minority faculty members
to network and fellowship.

> Affinity groups will be created to provide minority groups with a
collective campus voice.

Provide seminars, speakers, forums, and festivals on cultural diversity.

> The Annual Diversity Excellence Awards featured Mr. Joe Black,
President of Southern Bancorp Capital Partners.

> Members of the campus community sponsored, supported, or
organized the following: (1) The 2010 Hispanic May Celebration;
(2) Multicultural Week; (3) Black History Month and
(4) MLK Day. Each event featured noted local and regional
speakers.

> Diversity seminars and workshops have been developed to address
issues such as diversity in the curriculum, teaching minority
students, recruiting minority faculty members, and retaining
minority faculty and staff members by building inclusive work
environments.

Involve faculty in the planning and implementation of minority student
programs, services, activities, and programs.

> The Associate Vice-Chancellor for Student Affairs and the
Assistant Dean of Students for Multicultural Affairs continue to
work closely with faculty and staff in planning and implementing
such programs.

> Minority faculty and staff members serve as advisors to many
minority student organizations.
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> The full faculty is encouraged to participate in minority student
activities and programs.

3.3.4 Evaluate and assess all programs and activities annually to measure
effectiveness and impact.

> An assessment committee, established by the Presidential Diversity
Taskforce, has the sole purpose to assess all diversity-related
programs and activities.

Staff

Goal 1:  Improve retention by enhancing structural diversity through
establishing a nucleus of minority administrative and support
staff members.

1.1  Objective 1: Increase the number of minority administrative and support staff
members and academic administrators.

Strategies & Current Activities:

1.1.1 Educate individual search committees and departments on the process of
identifying and recruiting minority applicants.

> The Executive Assistant to the Chancellor for Diversity Initiatives
works with all search committees to identify and recruit minority
applicants.

> Human Resources actively works with all classified search
committees to identify potential minority applicants and to ensure
qualified minority applicants are not inadvertently omitted from
applicant pools.

1.1.2 Extend and document good-faith efforts to identify minority candidates
and invite them into the applicant pools.

> Search committees for non-classified positions are provided
guidance on how to conduct searches and are required to document
the efforts they made to identify minority candidates.
Additionally, search committees are required to document the
outcomes for any minority applicants included in a given applicant pool.
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1.1.3 Extend competitive offers to qualified minority candidates.

> Eighteen (18) staff positions were filled by minority candidates.
during the 209-2010 academic year.

Goal 2:  Create and maintain a campus environment that affords all
people, including minority staff, equitable access to all
learning resources, on and off campus.

2.1  Objective 1: Encourage and support minority staff in the pursuit of additional
education.

Strategies & Current Activities:

2.1.1 Provide an opportunity for minority staff to pursue additional education
and professional development at ASU.

> All employees are eligible to take courses at significantly reduced
tuition rates.

> Supervisors are flexible regarding reasonable requests to take a
course during business hours.

> Some campus units provide registration and travel funds to
minority staff for conference attendance and other professional
development activities.

> Finance and Administration continues to encourage minority
employees to participate in training and staff development
activities, including taking academic courses relevant to their
employment area.

> Information Technology employees are required to develop an

annual plan consisting of a professional development initiative and
a technical development initiative.

2.2 Objective 2: Support and encourage open and free communication among
diverse groups through all activities at the university.

Strategies & Current Activities:

2.2.1 Promote various forums for minority staff to express concerns about
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2.2.2

diversity issues as they arise on campus.

> More opportunities will be provided for minority staff members to
network and fellowship.

> Affinity groups have been created to provide minority groups with
a collective campus voice and opportunities to interact with each
other.

> The strategic planning process has allowed all campus members to
provide feedback regarding their views and concerns regarding
diversity.

Seek out minority staff to represent minority issues and to enhance
diversity on university wide committees.

> The composition of each university-wide committee has been
reviewed and efforts will be made to ensure all committees, to the
extent possible, have minority representation.

Goal 3:  Establish and encourage a clear commitment to the value of
diversity for all members of the university community.

3.1 Objective 1: Review and evaluate personnel policies and procedures for

minority staff retention.

Strategies & Current Activities:

3.11

3.1.2

Encourage minority staff to serve on shared governance committees,
especially those committees on recruitment and retention of staff.

> Minority staff members are encouraged to volunteer for committee
service. Additionally, appointing bodies are strongly encouraged
to consider minority representation when making committee
appointments.

> Staff Senate actively seeks to include minority staff members in its
planning and implementation process.

Review practices concerning the retention of minority staff.
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> The Office of Human Resources monitors the retention of all staff.
> The Office of Human Resources monitors reasons staff leave ASU.
3.1.3  Orient new minority administrative staff members.

> All new employees are required to undergo a detailed orientation
process.

3.1.4 Todirect resources toward recruitment efforts to attract qualified minority
staff in highly competitive functions and services.

> Strategic Hiring Fund.

> The Office of University Advancement and the African American
alumni chapter will work collaboratively to identify potential
sources of funding, in addition to creating a strategic fund-raising
plan.

3.2  Objective 2: Provide each department with resources to establish goals and
objectives for minority staff retention.
Strategies & Current Activities:
3.2.1 The Senior Associate Vice Chancellor of Academic Affairs and Research
will continue to work with each department to establish goals for minority
staff recruitment and retention.
3.2.2 ldentify and train minorities for senior roles.
> The university will continue to seek qualified minorities with the
qualifications to serve in senior administrative roles as they
become available.

> Close supervision and mentoring will be provided to junior
administrators to prepare them to become competitive for future

senior administrative roles.

3.2.3 Promote professional development opportunities to develop skills of
minority employees at the non-professional levels.

> Employees are encouraged to pursue attaining a college degree at
the significantly reduced tuition rates.

3.2.4 As positions become available, every college, department, and
administrative unit will extend personal contacts to qualified minority
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candidates to assure them of Arkansas State University's commitment to
diversity.

> The university’s search process document continues to emphasize
the importance of person-to-person contact in the recruitment of
prospective employees. Additionally, the document adds more
accountability to the process of identifying, recruiting, and
extending offers to minority faculty members.

3.2.5 To identify potential minority staff from among our graduate students and
temporary employees.

3.3  Objective 3: Establish meaningful programs of awareness and sensitivity to
diversity issues.

Strategies & Current Activities:

3.3.1 Establish a minority staff mentorship program.

> Informal mentoring opportunities continue to exist on the campus.
However, a formal staff mentoring program has not been
developed to date.

3.3.2 Provide seminars, speakers, forums, and festivals on cultural diversity.

> Members of the campus community sponsored, supported or
organized the following: (1) The 2009 Hispanic May Celebration;
(2) Multicultural Week; (3) Black History Month and (4) MLK
Day. Each event feature noted local, regional, and national
speakers.

> Diversity seminars and workshops have been developed to address
issues such as diversity in the curriculum, teaching minority
students, recruiting minority faculty members, and retaining
minority faculty and staff members by building inclusive work
environments.

3.3.3 Develop opportunities for mentoring and partnering between ASU staff
and the off-campus community.

> An African American pastoral advisory committee to the Division
of Student Affairs strives to meet quarterly and provides an
opportunity for the community to engage in direct dialogue with
the campus.

3.3.4 Provide training for staff to help them become more understanding of the
various minority student, faculty, and staff groups and their needs.
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> The Office of Diversity and the Counseling Center have
collaborated to develop diversity sensitivity and awareness training
for the campus.

3.3.5 Support minority networks by providing resources and recognition.

> Funding will be provided to increase the number of minority
fellowship and networking opportunities.

3.4  Objective 4: Facilitate in the development of minority staff positions that can
provide support for the mission of minority retention among
students, faculty, and staff.

Strategies & Current Activities:

> Fund through private or public resources a position within
University Advancement specifically designed to develop
communications/outreach programs with minority alumni. No
progress has been made in this area.

APPENDIX A - ACT 1901 of 1999

Act Entitled: “An Act to Require State Supported Colleges and Universities to Establish Programs
to Enhance the Retention of Minority Students, Faculty, and Staff, and for Other Purposes.”

SECTION 1.
For purposes of this act, the term “minority” refers to African Americans, Hispanic
Americans, Asian Americans, and Native Americans.

SECTION 2.

a) All state-supported colleges and universities shall establish a program for the
retention of blacks and other members of minority groups as students, faculty,
and staff. Retention action plans shall be prepared on a continuing basis for
future five-year periods.

b) Each state-supported college and university shall annually prepare a progress
report on the steps that have been taken to reach the goals of the plan. The
report shall include information relative to students, faculty, and staff within the
institution.

C) Copies of each institution’s five-year plan and annual reports shall be filed by
June 30 with the Department of Higher Education, the Board of Trustees of the
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Institution, the House and Senate Interim Committees on Education, and the
Board of Visitors of the institution, if applicable.

d) The Department of Higher Education shall develop appropriate forms for
reporting and shall monitor the retention plans and annual reports.
e) In carrying out the retention action plans, each institution shall provide for a

part-time or full-time employee by reassignment, appointment, or employment
to assist the institution in the retention of blacks and members of other minority
groups for faculty and staff positions.

SECTION 3.

All provisions of this act of a general and permanent nature are amendatory to the
Arkansas code of 1987 annotated and the Arkansas Code Revision Commission shall
incorporate the same in the Code.

SECTION 4.

If any provision of the act or the application thereof to any person or circumstance

is held invalid, such invalidity shall not affect other provisions or applications of the
act which can be given effect without the invalid provision or application, and to this
end the provisions of this act are declared to be severable.

SECTION 5.
All laws and parts of laws in conflict with this act are hereby repealed.

Supplemental Information:

Act 1091 of 1999 was enacted by The State of Arkansas 82™ General Assembly during its regular

session of 1999. The bill was sponsored by Representatives Johnson, Green, Steele, White, Wilkins,
Willis, and Smith. The Act is very similar to Act 99 of 1989, codified as A C A 6-63-103, which applies to
minority recruitment (rather than retention) Act 1091 of 1999 differs from Act 99 in that Act 1091 requires
ADHE to develop appropriate forms for reporting and to monitor the retention plans and annual reports. It
also defines “minority,” which was not done in the 1989 Act.

INFORMATION SOURCE: Act 1091 of 1999 enacted by the General Assembly of the State of Arkansas
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APPENDIX B - ASU AFFIRMATIVE ACTION POLICY & GOALS

Arkansas State University is committed to the goal of equal opportunity for all. This policy is adopted by the Arkansas State University Board of
Trustees. Implementation is responsibility of the President.

The day-to-day supervision of ASU’s compliance efforts is delegated to the Associate Vice Chancellor for Administration. In this regard, the duties
of the Associate Vice Chancellor for Administration include, but are not limited to, developing policy statements, affirmative action programs and
plans, internal and external communication techniques, assisting in the identification and resolution of problems related to equal opportunity and
affirmative action, and designating and implementing reporting systems that will measure the effectiveness of ASU’s affirmative action program and
the degree to which ASU attains its goals.

All vice presidents, deans, directors, departmental officers, supervisors, and other personnel responsible for hiring employees and recruiting students
share a responsibility to support the university’s equal opportunity and affirmative action program and to provide leadership in achieving its goals.

Avreas addressed in this plan include the recruitment of African American faculty, administrators, and staff, and the recruitment of African American
students at the undergraduate and graduate levels.

1. Faculty/Staff Affirmative Action Employment Goals: It is the ultimate goal of ASU for each academic department and/or administrative unit
to employ a percentage of African American employees that is equal to the percentage of minorities served by that unit. During the next five years,
each academic department and/or administrative unit with three or more employees will attempt to meet this goal. An annual report will be
submitted to the Office of Human Resources by each academic department and/or administrative unit stating the progress being made in achieving
the affirmative action goals. If a unit has not met its goal, justification for non-achievement must be submitted. Justification could include no
vacancies occurring within the unit, no qualified African American applicants for the vacancy, an African American employee was available, but the
applicant refused the position, an African American employee terminated his/her employment and no replacement has been hired.

2. Strategies for Accomplishing Employment Goals:

2.1  All administrative and faculty positions will be advertised in national publications that reach African American audiences.

2.2 All academic departments that currently have no African American employees will identify in each applicant pool any qualified African
American prospects, one of who will be invited to campus and given preference in filling the position.

2.3 The university shall identify and hire exceptional African American candidates from within the ranks of its own Master’s degree programs.
Where appropriate, African American employees will be encouraged to work toward the terminal degree. After three years of satisfactory
service, the African American employee is eligible for 50 percent of salary for two years while working on a terminal degree. The employee
must return and complete an amount of time equal to the compensated leave.

3. Affirmative Action Student Recruitment Goals: It is the goal of Arkansas State University to enroll a percentage of African American
students that is equal to the percentage of African American students who graduate meeting appropriate admission criteria from high schools in
ASU’s traditional draw area.

4. Affirmative Action Student Recruitment Strategies:

4.1  Admission Office staff will target attendance at day/night programs throughout the state of Arkansas providing follow-up activities for all
students and planning specific activities for African American students.

4.2 Invite students to attend ASU Preview Day programs.

4.3 Mail financial aid resource booklets to all African American students.

4.4  Conduct spring and summer follow ups on prospective African American students via mail, telephone, and personal contacts.

45 Mail personalized letters to outstanding African American students from Arkansas and surrounding areas who are semifinalists in the National
Achievement Scholarship Programs for Outstanding Negro Students. Mailing should include general information sheets and admissions
booklets.

4.6  Record race information on recruiting report forms to more accurately reflect numbers of minorities visited.

4.7  Record race information into the student information database to better identify African American students who should receive personalized
mailings.

5. Affirmative Action Graduate Student Recruitment Goals: It is the goal of Arkansas State University to enroll in graduate programs a

percentage of African American students that is equal to the percentage of African American students who graduate from undergraduate institutions
with degrees in fields which correspond to ASU’s graduate programs.
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6. Affirmative Action Graduate Student Recruitment Strategies:

6.1

6.2

6.3.

6.4

The graduate dean will maintain frequent contact with the University of Arkansas Pine Bluff, Philander Smith College, Lemoyne Owen
College, and selected other African American institutions through visits, participation in programs, etc.

The Graduate School will maintain graduate assistantships for African American students.

All members of the Graduate Faculty will be involved in the African American Student Recruitment Program.

African American students in graduate programs will be involved in the African American Student Recruitment Program.
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APPENDIX C

MINORITY PROGRESS REPORT * Arkansas State University

2009/2010

Jonesboro

Students, Faculty, & Staff Information

-
Minority Employee Headcount (Fall)
Based on Fall 2009 information, 16.0% of Fall 2009 fullime employees classified themselves as minority. Since Fall
2000, the percentage of minority employees has averaged 12.5%.
Full-Time Fall
Employees 2000 2001 2002 2003 2004 2005 2008 2007 2008 2008
9- & 12- Month Faculty 431 429 432 446 454 447 456 469 470 485
Minerity Faculty 30 34 38 49 49 58 57 55 67 85
% Minority Faculty 7.0% 7.9% 8.8% 11.0% 10.8% 13.2% 125% 11.7% 143% 17.2%
All Full-Time Staff 842 848 875 884 875 895 914 965 965 1,026
Minerity Staff 79 a2 92 110 1186 128 133 128 137 159
% Minority Staff 9.4% 10.8% 10.5% 12.4% 13.3% 14.3% 14.6% 13.3% 14.2% 15.5%
All Full-Time Employees 1,273 1,277 1,307 1,330 1,329 1,342 1,370 1,434 1,435 1,521
Minerity Employees 109 126 130 159 165 187 190 183 204 244
% Minerity Employees 8.6% 9.9% 9.9% 12.0% 12.4% 13.9% 13.9% 12.8% 14.2% 16.0%
——
Minority Student Headcount (Fall)
According to Fall 2009 enrcliment figures, 19.3% of Fall 2009 students classified themselves as minority. Since Fall 2000,
ASUJ fall minority enroliment has averaged 17.1%.
Student Fall
Headcount 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009

Undergraduate Students 9,289 9426 9,275 9,413 9,262 9,138 9,340 9,385 9,764 10,024
Minority Undergraduates 1,323 1,346 1,392 1,534 1,595 1,681 1,834 1.847 1,943 2,012

% Minority Students 14.2% 14.3% 15.0% 165.3% 17.2% 18.4% 19.6% 18.7% 19.9% 20.1%
Graduate Students 1,140 1,142 1,160 4,160 1,246 1,276 1,387 1,484 1726 2132
Minority Graduates 136 138 141 167 181 188 212 242 263 340
% Minority Students 11.9% 121% 12.2% 14.4% 14.5% 14.7% 15.3% 16.3% 15.2% 15.9%
All Students 10,429 10568 10435 10573 10508 10414 10,727 10869 11,490 12,156
Minority Students 1,459 1.484 1,533 1,701 1,776 1,869 2,046 2,089 2,206 2,352
% Minority Students 14.0%  14.0% 14.7% 16.1% 16.9% 17.8% 19.1% 18.2% 19.2% 19.3%
Percent Minority
25%
20% ——
15% T ——— —_— ¢
10% ﬁ_—#/'
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2000 2001 2002 2003 2004 2005 2006 2007 2008 2008
e %, Minority Faculty % Minority Staff s % Minority Students
"For the purpose of the report, 'minonty” will refer to the ethnic populations of Afican Amencans, Amencan Indians/Maskan Matives, Asian Amencans, Hispanic Amencans,

Native Hawalians/Padific Islanders and those reporting OF MOTe races
Analysis Prepared by The Office of Instituional Research, Planring, & Assessment, web address: www astate edufirp, email address: asurp@astate edu
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Retention Rates for Minority Students (Ful-Time, First-Time Freshmen)

Based on the 2009 Consortium for Student Retention (CSRDE) Survey, 67.9% of Fall 2008 full-time, first-time freshmen
returned in Fall 2009. In contrast, the one-year retention rate for Fall 2008 minority students was 69.3%. Since 1999, one-
year retention rates for all full-time, first-time freshmen have averaged 68.4%; whereas, rates for minorities have averaged

64.6%.
First-Year Fall to Fall
Retention 1999 - 2000 - 2001 - 2002 - 2003 - 2004 -
Rates 2000 2001 2002 2003 2004 2005
All Students 66.2% T706% 67.3% 699% 68.0% 654% 71.9% 686% 68.3% 67.9%
Minority Students B3.2% 687% 61.7% 674% 59.1% 598% 691% 627% 64.0% 69.3%
Historical ASUJ First-Year Student Retention Rates
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20%
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[

Graduation Rates for Minority Students (Full-Time, First-Time Freshmen)

Based on the 2002 Consortium for Student Retention (CSRDE) Survey, 38.0% of Fall 2003 full-time, first-time freshmen
graduated within six years. In contrast, the six-year graduation rate for Fall 2003 minority students was 30.3%. Since
1994, six-year graduation rates for all full-time, first-time freshmen have averaged 38.0%; whereas, rates for minorities
have averaged 27.1%.

Six-Year Fall Cohorts
Graduation Rates 1984 1885 1896 1897 1988 1899 2000 2001 2002 2003
All Students 33.8% 378% 3BS5% 391% 365% 392% 41.0% 386% 30.8% 38.0%
Minority Students 27% 216% 275% 293% 27.5% 26.0% 33.5% 288% 23.5% 30.3%
Historical ASUJ Six-Year Student Graduation Rates
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*For the purpose of the report, minority” will refer to the ethnic populations of Afican Americans, American Indians/&laskan Natives, Asian Americans, Hispanic Americans,

MNative Hawaiians/Pacific Islanders and those reporting two or more racas
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Degrees Conferred to Minority Students (Fiscal Year)
Based on 2008/2009 degrees conferred information, 15.3% of the 2008/2009 degrees conferred were awarded to students
who classified themselves as minority. Since 1999/2000, the proportion of the number of degrees conferred to minority
students has averaged 12.3%.

Number of Fiscal Year

All Students 1,880 1,810 2,051 2,055 1,999 2147 2123 2,047 2,026 2,174
Minority Students 178 204 230 227 221 281 267 270 303 333
Associate Degrees 8 15 18 12 10 18 14 20 24 48
Bachelor Degrees 141 147 168 190 169 213 185 185 214 218
Graduate Degrees 29 42 44 25 42 50 68 65 65 87

% Minority Students 95% 107% 112% 11.0% 11.1% 131% 126% 13.2% 150% 15.3%

Number of Degrees Conferred to Minority Students
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Applications for First-Time Freshmen Minority Students (Fall)
Based on Fall 2009 applications, 54.7% of Fall 2009 first-time freshmen applicants that were admitted enrolled in the fall.
Fall 2009, the rate of admitted to enrolled for minorities was 61.1%. Since 2000, the average admitted to enrolled rate has

been 68.1% for all first-time freshmen; whereas, rates for minorities have averaged 69.2%.

First-Time Freshmen

Applications

All Students
Applied 2641 2,757 2,823 3,088 3171 3,488 4388 3,298 4,288 4118
Admitted 1728 2,255 2,051 2,039 2,029 2,259 2,657 2634 351 3,156
Enrolled 1,663 1,704 1,632 1,525 1,378 1,584 1,727 1,733 1,902 1,725
% Admitted-Enrolled 96.2% 756% 796% 748% 67.9% 701% 650% 65.8% 542% 54.7%
Minority Students
Applied 534 538 605 672 835 994 977 217 1,046 957
Admitted 289 383 369 399 499 565 634 639 762 648
Enrolled 282 271 285 290 363 388 414 436 466 396
% Admitted-Enrolled 97 .6% 70.8% 77.2% 72.7% 72.7% 58.7% 65.3% 68.2% 61.2% 61.1%
"For the purpose of the report, “minonty” will refer to the ethnic populations of African Americans, Amencan Indians/daskan Mabves, Asian Amencans, Hispamc Amerncans,

Native Hawaiians/Pacific Islanders and those reporting two or more races
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Applications for Undergraduate Transfer Minority Students (Fall)

Based on Fall 2009 applications, 70.1% of Fall 2009 undergraduate transfer applicants that were admitted enrolled in the
fall. Fall 2009, the rate of admitted to enrolled for minorities was 67.0%. Since 2000, the average admitted to enrolled rate
has been 76.8% for all undergraduate transfers; whereas, rates for minorities have averaged 71.7%.

Undergraduate Transfer

Applications 2000 2001 2002 2003 2005 2006
All Students
Applied 1,166 1,382 1,284 1,377 1,372 1,446 1,493 1,389 1,564 1,539
Admitted 845 1,163 992 1,083 1,091 1,110 1,120 1,115 1,227 1,256
Enrolled 803 881 827 898 886 842 772 826 840 880
% Admitted-Enrolled 95.0% 758% 834% B29% B12% 759% 68.9% T41% 685% T0.1%
Minority Students
Applied 206 217 245 281 303 334 359 350 293 265
Admitted 128 164 161 202 223 220 254 249 206 194
Enrolled 120 108 124 163 178 157 162 165 127 130
% Admitted-Enrolled 938% 665% 770% 80.7% 79.8% 714% 638% 663% 61.7% 67.0%

Applications for New Graduate Minority Students (Fall)

Based on Fall 2009 applications, 55.8% of Fall 2009 new graduate student applicants that were admitted enrolled in the
fall. Fall 2009, the rate of admitted to enrolled for minorities was 53.7%. Since 2000, the average admitted to enrolled rate
has been 66.1% for all new graduates students; whereas, rates for minorities have averaged 68.1%.

New Graduate

Applications 2001 2002 2003 2004 2005 2006
All Siudents
Applied 676 763 576 508 538 534 974 676 1,365 1,843
Admitted 556 612 485 452 535 526 658 530 1123 1,348
Enrolled 339 399 376 356 448 424 450 390 580 752
% Admitted-Enrolled 61.0% 652% 77.5% T73.8% B837% 306% 684% 736% S516% 558%
Minority Students
Applied 72 119 86 98 68 85 156 124 174 314
Admitted 66 91 77 84 68 82 100 90 130 205
Enrolled 43 57 55 63 57 64 74 68 85 110
% Admitted-Enrolled 652% 626% T71.4% 75.0% 838% 78.0% 740% 756% 654% 53.7%
Number of New ASUJ Minority Student Applications
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*For the purpose of the report, “minarity” will refer to the ethnic populations of African Americans, Amenican Indians/Alaskan Matives, Asian Americans, Hispanic Americans,
Native Hawaiians/Padific Islanders and those reporting two or more races
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I
Retention Rates for Minority Faculty (Full-Time Faculty)

Based on 2009/2010 faculty information, 93.4% of the 2008/2008 full-time faculty returned in 2009/2010. In contrast, the
one-year retention rate for 2008/2009 minority faculty was 90.4%. Since 1999/2000, one-year retention rates for all full-
time faculty have averaged 91.1%; whereas, rates for minorities have averaged 89.7%.

One-Year Fiscal Year

Retention 2003 - 2004 -

LEICH 2004 2005

All Faculty 92.8%  897% 94.7% 83.68%  89.7% 91.0% 91.3%  89.3% 89.9% 93.4%
Minority Faculty 92.9% 97 1% 94.7% 89.5% 85.4% 91.8% 88.5% 80.0% 86.8% 90.4%

Historical ASUJ Faculty One-Year Retention Rates
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Retention Rates for Minority Staff (Full-Time Staff)

Based on 2009/2010 staff informaticn, 91.3% of the 2008/2009 full-time staff returned in 2009/2010. In contrast, the one-
year retention rate for 2008/2009 minerity staff was 86.9%. Since 1999/2000, one-year retention rates for all full-time staff
have averaged 85.6%, whereas, rates for minorities have averaged 79.9%.

One-Year Fiscal Year

Retention 1999 - 2000 - 2001 - 2002 - 2003 - 2004 -
Rates 2000 2001 2002 2003 2004 2005

All Staff 809% 818% 846% 83.0% 87.4% 339% 856% 88.0% 840% 91.3%
Minority Staff 1% 721% 73.3% 859% 846% 321% 823% 80.0% B806% 86.9%

Historical ASUJ Staff One-Year Retention Rates
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"For the purpose of the report, “minonty” will refer o the ethnic poput
Native Hawalians/Padific Islanders and those reporting two or more races
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APPENDIX D—Employed Minorities

Employed Minorities

Department Title Ethnic Description

Athletic Administration Administrative Specialist 111 Asian or Pacific Islander

Football ASU Asst Head Football Coach Asian or Pacific Islander

Office of International Programs Academic Advisor Asian or Pacific Islander

Office of International Programs Project Program Specialist Asian or Pacific Islander

English as Second Language Assistant Professor Asian or Pacific Islander

Arkansas Biosciences Institute Research Assistant Professor Asian or Pacific Islander

Arkansas Biosciences Institute Research Assistant Professor Asian or Pacific Islander

O|N|O|(CAW|IN|F-

Arkansas Biosciences Institute Research Assistant Professor Asian or Pacific Islander

9 | Arkansas Biosciences Institute Research Asst Professor Asian or Pacific Islander

10 | Arkansas Biosciences Institute Research Associate Asian or Pacific Islander

11 | Agriculture Studies Assistant Professor Asian or Pacific Islander

12 | Agriculture Studies Research Assistant Professor Asian or Pacific Islander

Agriculture Studies

Research Assistant

Asian or Pacific Islander

Agriculture Studies

Research Assoc

Asian or Pacific Islander

Agriculture Studies

Instructor

Asian or Pacific Islander

16 | Technology Associate Professor Asian or Pacific Islander
17 | Economics and Finance Assistant Professor Asian or Pacific Islander
18 | Economics and Finance Assistant Professor Asian or Pacific Islander
19 | Management and Marketing Professor Asian or Pacific Islander
20 | Radio and Television Instructor Asian or Pacific Islander
21 | Radio and Television Assistant Professor Asian or Pacific Islander
22 | Teacher Education Assistant Professor Asian or Pacific Islander
23 | Teacher Education Assistant Professor Asian or Pacific Islander
24 | Teacher Education Instructor Asian or Pacific Islander
25 | Teacher Education Instructor Asian or Pacific Islander
26 | Engineering Instruction Assistant Professor Asian or Pacific Islander
27 | Engineering Instruction Assistant Professor Asian or Pacific Islander

Engineering Instruction

Assistant Professor

Asian or Pacific Islander

29 | History Assistant Professor Asian or Pacific Islander
30 | Political Science Assistant Professor Asian or Pacific Islander
31 | Social Work Associate Professor Asian or Pacific Islander
32 | Social Work Assistant Professor Asian or Pacific Islander
33 | Biological Sciences Assistant Professor Asian or Pacific Islander

34 | Biological Sciences Research Associate Asian or Pacific Islander
35 | Biological Sciences Fiscal Support Specialist Asian or Pacific Islander
36 | Chemistry and Physics Associate Professor Asian or Pacific Islander
37 | Chemistry and Physics Instructor Asian or Pacific Islander

Chemistry and Physics

Assistant Professor

Asian or Pacific Islander

39 | Chemistry and Physics Assistant Professor Asian or Pacific Islander
40 | Chemistry and Physics Research Assoc Asian or Pacific Islander
41 | Computer Sciences Associate Professor Asian or Pacific Islander
42 | Computer Sciences Associate Professor Asian or Pacific Islander

Computer Sciences

Assistant Professor

Asian or Pacific Islander

Mathematics and Statistics

Associate Professor

Asian or Pacific Islander

Mathematics and Statistics

Assistant Professor

Asian or Pacific Islander

Mathematics and Statistics

Assistant Professor

Asian or Pacific Islander
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47 | Mathematics and Statistics Assistant Professor Asian or Pacific Islander
48 | Custodial Institutional Svcs Assistant Asian or Pacific Islander
49 | Disability Services Project Program Specialist Asian or Pacific Islander

50

Criminology Sociology Geography

Assistant Professor

Asian or Pacific Islander

51 | Arkansas Biosciences Institute Research Asst Professor Asian or Pacific Islander
52 | English and Philosophy Assistant Professor Asian or Pacific Islander
53 | Computer and Information Technology Associate Professor Asian or Pacific Islander
54 | Accounting Assistant Professor Asian or Pacific Islander

55

Criminology Sociology Geography

Associate Professor

Asian or Pacific Islander

56 | Agriculture Studies Instructor Asian or Pacific Islander
57 | Information and Technology Services Information Technology Manager | Asian or Pacific Islander
58 | Computer and Information Technology Associate Professor Asian or Pacific Islander
Total 58

1 | Office of the Chancellor Research Assistant Black/African-American

2 | Athletic Administration Asst Dir Athletics Black/African-American

3 | Football Asst Football Coach Black/African-American

4 | Football Asst Football Coach Black/African-American

5 | Football Asst Football Coach Black/African-American

6 | Mens Basketball Asst Coach Black/African-American

7 | Soccer Head Coach Black/African-American

8 | Womens Basketball Asst Coach Black/African-American

9 | Womens Basketball Asst Coach Black/African-American
10 | VC-Academic Affairs and Research Senior Assoc VC for AAR Black/African-American
11 | VC-Academic Affairs and Research Research Assistant Black/African-American
12 | Military Science and Leadership Administrative Specialist |1 Black/African-American
13 | English as Second Language Instructor Black/African-American
14 | Museum Administrative Specialist 111 Black/African-American
15 | Mid South Degree Center Coor of ASU Cmnty College Black/African-American
16 | Office of the Registrar Assistant Registrar Black/African-American
17 | Arkansas Biosciences Institute Research Assistant Black/African-American
18 | Arkansas Biosciences Institute Research Associate Black/African-American
19 | Agriculture Studies Professor Black/African-American
20 | Technology Instructor Black/African-American
21 | Management and Marketing Assistant Professor Black/African-American
22 | COB Student Services Center Academic Advisor Black/African-American
23 | Radio and Televison Department Chairperson Black/African-American
24 | Radio Production Broadcast Prod Specialist Black/African-American
25 | Communication Studies Instructor Black/African-American
26 | Leadership and Special Education Assistant Professor Black/African-American
27 | Leadership and Special Education Assistant Professor Black/African-American
28 | Teacher Education Instructor Black/African-American
29 | Health Physical Educ Sports Science Instructor Black/African-American
30 | Psychology and Counseling Department Chairperson Black/African-American
31 | Professional Education Programs Administrative Specialist I Black/African-American
32 | Professional Education Programs Assistant Professor Black/African-American
33 | Childhood Services Project Program Manager Black/African-American
34 | Childhood Services Project Program Manager Black/African-American
35 | Childhood Services Data Entry Specialist Black/African-American
36 | Childhood Services Project Program Manager Black/African-American
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37 | Childhood Services Caregiver | Black/African-American
38 | Childhood Services Project Program Manager Black/African-American
39 | Childhood Services Project Program Manager Black/African-American
40 | Childhood Services Project Program Manager Black/African-American
41 | Childhood Services Project Program Manager Black/African-American
42 | Childhood Services Caregiver Il Black/African-American
43 | Childhood Services Caregiver | Black/African-American
44 | Childhood Services Caregiver Il Black/African-American
45 | Childhood Services Caregiver Il Black/African-American
46 | Childhood Services Caregiver Il Black/African-American
47 | Childhood Services Caregiver | Black/African-American
48 | Childhood Services Project Program Manager Black/African-American
49 | Childhood Services Project Program Manager Black/African-American
50 | Childhood Services Caregiver Il Black/African-American
51 | Childhood Services Caregiver Il Black/African-American
52 | Childhood Services Childcare Technician Black/African-American
53 | Childhood Services Project Program Manager Black/African-American
54 | ABC Program Project Program Manager Black/African-American
55 | Dean of Humanities and Soc Science Fiscal Support Technician Black/African-American
56 | Criminology Sociology Geography Instructor Black/African-American
57 | English and Philosophy Instructor Black/African-American
58 | English and Philosophy Instructor Black/African-American
59 | English and Philosophy Assistant Professor Black/African-American
60 | English and Philosophy Instructor Black/African-American
61 | English and Philosophy Instructor Black/African-American
62 | History Assistant Professor Black/African-American
63 | History Administrative Specialist 11 Black/African-American
64 | Political Science Instructor Black/African-American
65 | Beck Pride Center Project Program Manager Black/African-American
66 | Nursing Assistant Professor Black/African-American
67 | Social Work Assistant Professor Black/African-American
68 | Social Work Department Chairperson Black/African-American
69 | Social Work Assistant Professor Black/African-American
70 | Social Work Assistant Professor Black/African-American
71 | Clinical Lab Sciences Assistant Professor Black/African-American
72 | Communication Disorders Assistant Professor Black/African-American
73 | Chemistry and Physics Administrative Specialist | Black/African-American
74 | Chemistry and Physics Assistant Professor Black/African-American
75 | Chemistry and Physics Assistant Professor Black/African-American
76 | Chemistry and Physics Assistant Professor Black/African-American
77 | Chemistry and Physics Research Assoc Black/African-American
78 | Dean of University College Instructor Black/African-American
79 | Office of Advisement Services Instructor Black/African-American
80 | Office of Student Support Services Assoc Director Student Support Black/African-American
81 | Office of Student Support Services Research Assistant Black/African-American
82 | Upward Bound Program Dir of Upward Bound Black/African-American
83 | Upward Bound Program Academic Advisor Black/African-American
84 | Dean of Library Administrative Specialist | Black/African-American
85 | Library Operations Library Technician Black/African-American
86 | Library Operations Library Support Assistant Black/African-American
87 | Library Operations Library Support Assistant Black/African-American
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88 | Student Account Services Fiscal Support Supervisor Black/African-American

89 | Treasurer Cashier Black/African-American

90 | Banner Technical Support Administrative Analyst Black/African-American

91 | Associate VC for Adminstration Assoc VC Black/African-American

92 | Human Resources Human Resources Assistant Black/African-American

93 | Information and Technology Services Computer Support Specialist Black/African-American

94 | Convocation Center Apprentice Tradesman Black/African-American

95 | Custodial Institutional Svcs Assistant Black/African-American

96 | Custodial Institutional Svcs Assistant Black/African-American

97 | Custodial Coordinator of Housekeeping Black/African-American

98 | Custodial Institutional Svcs Assistant Black/African-American

99 | Custodial Institutional Svcs Assistant Black/African-American
100 | Custodial Institutional Svcs Assistant Black/African-American
101 | Custodial Institutional Svcs Assistant Black/African-American
102 | Custodial Institutional Svcs Assistant Black/African-American
103 | Custodial Institutional Svcs Assistant Black/African-American
104 | Custodial Institutional Svcs Supervisor Black/African-American
105 | Grounds and Landscape Equipment Operator Black/African-American
106 | Grounds and Landscape Athletic Facility Supervisor Black/African-American
107 | Grounds and Landscape Landscape Specialist Black/African-American
108 | Project Services Skilled Tradesman Black/African-American
109 | Planning and Design Comm Artist I/Graphic Artist | Black/African-American
110 | Energy Management Skilled Tradesman Black/African-American
111 | Recycling and Solid Waste Heavy Equipment Operator Black/African-American
112 | Vice Chancellor for Student Affairs Assoc VC Black/African-American
113 | Vice Chancellor for Student Affairs Computer Support Specialist Black/African-American
114 | Assistant VVC for Student Affairs Assoc Dean of Stdnt Affairs Black/African-American
115 | Director of Residence Life Institutional Svcs Assistant Black/African-American
116 | Student Development and Leadership Dir of Stdnt Activities Black/African-American
117 | Student Union Student Union Night Manager Black/African-American
118 | Student Union Institutional Svcs Assistant Black/African-American
119 | Student Union Athletic Facility Supervisor Black/African-American
120 | Student Union Institutional Svcs Assistant Black/African-American
121 | Office of Fin Aid and Scholarships HEI Program Coordinator Black/African-American
122 | Office of Fin Aid and Scholarships Administrative Specialist 11 Black/African-American
123 | Office of Fin Aid and Scholarships Financial Aid Analyst Black/African-American
124 | Office of Fin Aid and Scholarships Administrative Specialist | Black/African-American
125 | Office of Admissions Administrative Specialist | Black/African-American
126 | Office of Admissions Student Development Specialist Black/African-American
127 | Office of Admissions Student Development Specialist Black/African-American
128 | Career Services Counselor Black/African-American
129 | Disability Services Education Counselor Black/African-American
130 | Disability Services Education Counselor Black/African-American
131 | Director of University Police Public Safety Officer Black/African-American
132 | Director of University Police HE Public Safety Dispatcher Black/African-American
133 | Director of University Police Public Safety Officer Black/African-American
134 | Director of University Police Public Safety Officer Black/African-American
135 | ASUJ Advancement Services Administrative Specialist 111 Black/African-American
136 | Vice President-System Operations Assoc for Admin Black/African-American
137 | Criminology Sociology Geography Department Chairperson Black/African-American
138 | Sports Medicine Supplement Instructor Black/African-American
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139 | Library Operations Librarian Black/African-American
140 | Journalism and Printing Assistant Professor Black/African-American
141 | Custodial Institutional Svcs Assistant Black/African-American
142 | Information and Technology Services Computer Support Specialist Black/African-American
143 | Office of Fin Aid and Scholarships Asst Dir of Financial Aid Black/African-American
144 | Energy Management Skilled Tradesman Black/African-American
145 | Childhood Services Project Program Manager Black/African-American
146 | Environmental Health Administrative Specialist | Black/African-American
147 | Childhood Services Caregiver Il Black/African-American
148 | Student Union Institutional Svcs Assistant Black/African-American
149 | Teacher Education Instructor Black/African-American
150 | Mens Track Intern Coach Black/African-American
151 | Music Assistant Professor Black/African-American
152 | Political Science Assistant Professor Black/African-American
153 | Childhood Services Project Program Manager Black/African-American
154 | Childhood Services Caregiver 1l Black/African-American
155 | Office of the Registrar Registrars Assistant Black/African-American
156 | English as Second Language Administrative Specialist | Black/African-American
157 | Custodial Institutional Svcs Supervisor Black/African-American
158 | Teacher Education Instructor Black/African-American
159 | Grounds and Landscape Apprentice Tradesman Black/African-American
160 | Childhood Services Project Program Specialist Black/African-American
161 | Assoc VC-Research and Tech Transfer HEI Program Coordinator Black/African-American
162 | Center for Regional Programs Administrative Specialist | Black/African-American
163 | Childhood Services Caregiver Il Black/African-American
164 | Radio and Televison Instructor Black/African-American
165 | Childhood Services Childcare Technician Black/African-American
Total 165

1 | Strength Dir of Strength and Conditioni Hispanic or Latino

2 | Sports Medicine Supplement Intern Coach Hispanic or Latino

3 | Interactive Teaching-Technology Ctr Research Assoc Hispanic or Latino

4 | Arkansas Biosciences Institute Research Assoc Professor 9 Mo Hispanic or Latino

5 | Arkansas Biosciences Institute Research Assistant Hispanic or Latino

6 | Arkansas Biosciences Institute Research Assistant Hispanic or Latino

7 | Arkansas Biosciences Institute Research Asst Professor 9 Mo Hispanic or Latino

8 | Arkansas Biosciences Institute Research Assistant Hispanic or Latino

9 | Agriculture Studies Research Assoc Hispanic or Latino

10 | Management and Marketing Assistant Professor Hispanic or Latino

11 | Printing Services Institutional Printer Hispanic or Latino

12 | Dean of Education Fiscal Support Specialist Hispanic or Latino

13 | Psychology and Counseling Administrative Specialist |1 Hispanic or Latino

14 | Childhood Services Project Program Manager Hispanic or Latino

15 | World Languages and Cultures Associate Professor Hispanic or Latino

16 | World Languages and Cultures Instructor Hispanic or Latino

17 | Heritage Studies Administrative Specialist 111 Hispanic or Latino

18 | Office of Advisement Services Administrative Specialist |1 Hispanic or Latino

19 | Information and Technology Services Research Assistant Hispanic or Latino

20 | Director of Residence Life Institutional Svcs Assistant Hispanic or Latino

21 | MH-AP Admissions Admissions Analyst |1 Hispanic or Latino
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22 | Social Work Associate Professor Hispanic or Latino
23 | Arkansas Biosciences Institute Research Assistant Professor Hispanic or Latino
Total 23
1 | Center for Regional Programs Research Assistant American Indian/Alaskan Native
2 | Radio and Televison Instructor American Indian/Alaskan Native
3 | Teacher Education Assistant Professor American Indian/Alaskan Native
4 | Childhood Services Project Program Specialist American Indian/Alaskan Native
5 | Mathematics and Statistics Instructor American Indian/Alaskan Native
6 | Quality Improvement Program Administrative Specialist 111 American Indian/Alaskan Native
7 | Recreation Center Maintenance Skilled Tradesman American Indian/Alaskan Native
8 | Childhood Services Project Program Specialist American Indian/Alaskan Native
Total 8
1 | Interactive Teaching-Technology Ctr Research Assistant Other
2 | Computer and Information Technology Assistant Professor Other
3 | Childhood Services Project Program Specialist Other
4 | Office of International Programs Dir of Ofc of Intl Stdnt Servs Other
5 | Childhood Services Caregiver | Other
6 | Chemistry and Physics Research Assoc Other
7 | Criminology Sociology Geography Assistant Professor Other
8 | Palitical Science Assistant Professor Other
Total 8
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Appendix D—Minority Hires

Minority Hires July 1, 2009 - Present

Department

Title

Ethnic Description

Athletic Administration

Administrative Specialist 111

Asian or Pacific Islander

Economics and Finance

Assistant Professor

Asian or Pacific Islander

Radio and Televison Instructor Asian or Pacific Islander
Teacher Education Instructor Asian or Pacific Islander
Teacher Education Instructor Asian or Pacific Islander

Engineering Instruction

Assistant Professor

Asian or Pacific Islander

Social Work

Associate Professor

Asian or Pacific Islander

Social Work

Assistant Professor

Asian or Pacific Islander

Biological Sciences

Research Associate

Asian or Pacific Islander

Biological Sciences

Fiscal Support Specialist

Asian or Pacific Islander

Chemistry and Physics

Research Assoc

Asian or Pacific Islander

Office of International Programs

Academic Advisor

Asian or Pacific Islander

English as Second Language

Assistant Professor

Asian or Pacific Islander

Total 13

Professional Education Programs

Administrative Specialist |1

Black/African-American

Professional Education Programs

Assistant Professor

Black/African-American

Childhood Services

Project Program Specialist

Black/African-American

Childhood Services

Project Program Manager

Black/African-American

Childhood Services

Childcare Technician

Black/African-American

History Administrative Specialist |1 Black/African-American
Political Science Instructor Black/African-American
Nursing Assistant Professor Black/African-American

Chemistry and Physics

Research Assoc

Black/African-American

Office of Student Support Services

Research Assistant

Black/African-American

Library Operations

Library Support Assistant

Black/African-American

Custodial

Institutional Svcs Assistant

Black/African-American

Grounds and Landscape

Apprentice Tradesman

Black/African-American

Student Union

Athletic Facility Supervisor

Black/African-American

Student Union

Institutional Svcs Assistant

Black/African-American

Office of Fin Aid and Scholarships

HEI Program Coordinator

Black/African-American

Office of Admissions

Administrative Specialist |

Black/African-American

ASUJ Advancement Services

Administrative Specialist |1l

Black/African-American

Soccer

Head Coach

Black/African-American

Childhood Services

Project Program Manager

Black/African-American

Childhood Services

Childcare Technician

Black/African-American

Childhood Services

Project Program Manager

Black/African-American

Chemistry and Physics

Administrative Specialist |

Black/African-American

Chemistry and Physics

Assistant Professor

Black/African-American

Total 14

Sports Medicine Supplement

Intern Coach

Hispanic or Latino

MH-AP Admissions

Admissions Analyst |1

Hispanic or Latino
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Office of Advisement Services Administrative Specialist I Hispanic or Latino
Total 3
Childhood Services Project Program Specialist American Indian/Alaskan Native
Mathematics and Statistics Instructor American Indian/Alaskan Native
Total 2
Political Science Assistant Professor Other
Total 1
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Appendix E

DIVERSITY AT ARKANSAS STATE UNIVERSITY
PREPARING FOR OUR SECOND CENTURY - A TIME FOR INCLUSION

l. The Meaning of Diversity

Il. Arkansas State University’s Diversity Rationale
1. Prerequisites for Success

IV.  Vision and Mission Statements

V. The Process of Achieving Diversity

VI. Measures Utilized to Assess Success

VII.  Accountability Measures

l. THE MEANING OF DIVERSITY

Diversity is the continuous process embracing the ideal of inclusion by accepting each person as an equal and
valued member of the university community.

. THE DIVERSITY RATIONALE

Many rationales exist for embracing diversity as an integral component of academe and its pursuit of
knowledge and excellence. Arkansas State University recognizes these rationales and rests the foundation of div-
ersity upon two factors: (1) Diversity is good for higher education and (2) Diversity is simply the right thing to do.

Democratic Rationale

Arkansas State University’s responsibilities in an American democracy require a dedication to the principles
of equality, equity, and social justice. This social and political imperative demands the creation of an educational
environment in which people of all races, ethnicities, colors, genders, religions, social-economic classes, ages, and
sexual orientations be afforded an equitable opportunity to succeed in life. This is an essential part of America’s
continuing quest to respect the diverse nature of American society, while also overcoming the obstacles that all too
often impede that quest. The democratic responsibilities of Arkansas State University also demand that the students
it serves be given the opportunity to effectively participate in a diverse democratic society. Our American
democracy requires its public institutions of higher learning to help create future citizens who can effectively
participate in problem solving and ethical decision making that relates to the diverse nature of society. This can only
be done where a diverse setting exists, and where respect and understanding is nurtured between all individuals and
groups.

The Educational Rationale
The quest for knowledge is central to the very existence of Arkansas State University and universities in
general. While portions of knowledge may be attained in various segments of the university and society, the fullness
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of knowledge can only be obtained when people of all races, ethnicities, colors, genders, religions, socio-economic
statuses are free to gather and exchange their life’s experiences, problem solving skills, methods and styles of
communications, values, beliefs, and ways of thinking and learning in an environment that encourages the presence
and participation of all who desire to be affiliated with the academy.

Achieving this fullness of knowledge begins with recognizing that no single people group, personality,
discipline or trade is the caretaker of all knowledge or life experiences. Rather, the pursuit and sharing of knowledge
requires the presence, and meaningful participation, of those who may contribute their unique qualities and
experiences to this constantly changing mosaic we call diversity. As one writer noted:

Diversity is essential for excellence. Through diversity, the knowledge base that serves as the foundation of
the academy becomes richer, more accurate, and more nuanced. Diversity also encourages a deeper understanding
of students and the ways in which their complex and dynamic identifies influence what they learn and how they
learn it. In these ways, diversity drives higher education toward excellence in teaching and learning. (McTighe, et.
al., 1999).

Moral Rationale

Arkansas State University is uniquely situated given its immediate access to significant populations of
students who come from predominately white and predominately black school districts and counties that represent
some of the most economically disadvantaged communities in the United States, if not the world. The suburban and
urban populations of the Memphis metropolitan area add yet another dynamic/factor/element to this mix/equation.
While the demographics of the state of Arkansas reflect a population that is approximately 80% white and 15.7%
black and 4.3% consisting of other minorities. (Source, 2003-2004 Factbook) It is important to note that the broadly-
defined Delta Region, a major component of ASU’s service area, has a Black population of 24%.

The country and the world do not reflect these localized demographics and the incorrect views of the world
and people they may produce. Therefore, it is imperative that the university strive to create a campus environment
that accurately reflects the world in which our students will live, learn and lead. As the world continues to become
more diverse and interdependent, the marketplace is demanding that universities produce students who have the
skills to lead, work with or be governed by those who may differ from them. (See, Amicus Curae Briefs filed on
behalf of the Univ. of Michigan).

Specifically, all students have a right to see a consistent and meaningful reflection of themselves, and of
those from whom they differ, in the people, programs and activities of Arkansas State University. This reflection
should be contained in the faculty, staff, student body and in all of the programs of Arkansas State University. ASU
students must have continuous exposure to other cultures, racial and ethnic groups and the unique contributions this brings
to understanding and problem solving. While all staff and faculty are expected to serve as positive models for our
students, the fact remains that many minority students, and students in general, are drawn to those with whom they
feel familiar and comfortable.

Finally, diversity is simply the right thing to do. In a world where equality and equal opportunity continue to
exclude the disenfranchised, a commitment to diversity recognizes that equality, equal opportunity and even social
justice simply do not happen absent an institutional and personal commitment to include everyone in all facets of
academia. After all, diversity at its core is simply about inclusion and exclusion. It is an understanding of why we
choose to include certain people, ideas, methodologies, paradigms and practices while simultaneously,
systematically and sometimes, unconsciously excluding others.
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Ii. PREREQUISITE FOR SUCCESS

Successful and enduring diversity can only exist when certain factors and understandings exist on a campus.
These prerequisites for success include the following:

A. The university must continue to make a significant financial commitment and investment in people
and programs, most notably in the areas of faculty recruitment and the academic development of
minority students.

B. An understanding must exist that the challenges surrounding the issue of diversity must be shared,
and met, by all campus members. It cannot be the responsibility of a limited number of campus
participants.

C. Diversity does not simply happen. Rather, it is the result of coordinated and sustained efforts of all
members of the campus community. It requires that the university be innovative and willing to take
perceived risks and implement different strategies to build and sustain diversity throughout the
campus.

D. All campus members must be willing, to some degree, to embrace different people, ideas and
methods in significant and meaningful ways throughout the campus community.

IV.  VISION AND MISSION STATEMENTS

Vision Statement

ASU will be known for its commitment to diversity as evidenced by its inclusive work and learning environments, its
acceptance of differences as positive and enriching and its ability to attract, retain and advance a diverse faculty,
staff and student body.

ASU will have an environment where anyone, no matter who they are, will see a consistent reflection of themselves
on the campus and in its activities. They will feel comfortable, welcomed, and as if they belong at ASU.

Mission Statement
The Diversity Taskforce facilitates the process of embracing inclusion for ASU by educating the campus on diversity
and its benefits thereby enhancing the learning and work environments and enabling all campus members to become

more productive global citizens.

V. THE PROCESS FOR ACHIEVING DIVERSITY

A. Structural Diversity

Structural diversity refers to numerical and proportional representation of students, faculty and staff from
different racial/ethnic groups throughout the university, including its programs and activities. (Hurtado,
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Milem, Clayton-Pedersen, & Allen, 1998, 1999). This level of diversity will be achieved via the following
goal:

RECRUITMENT:

GOAL #1 - The faculty and staff composition at Arkansas State University shall reflect the demographics of the
student body.

Action Plan:

1. The university must continue to monitor the student/faculty ratio as they relate to gender and
ethnicity. According to the Fall 2003 IPEDS Fall Enrollment Survey, minorities accounted for
16.1% of the enrollment base. African Americans were the largest ethnic minority group accounting
for over 14% of the total enrollment base. Conversely, of the 446 total full-time faculty, only 11%
are minority with only 5.8% African American, 3.6% Asian and 1.5% classified as Hispanic or
Native American. From a student access standpoint, this equates to student-faculty ratios of 20:1 for
ethnicities classified as other, 21.6:1 for whites and 58:1 for blacks. The ratio for blacks rises to 72:1
when only traditional 9/10 month faculty are considered. The remaining groups suffer only mild
increases as a result of this adjustment. Goals for minority faculty recruitment must always consider
the following: (1) Retirement and Attrition of minority faculty members; (2) The number of total
faculty may continue to grow; and (3) The student body may continue to grow. Combined this
produces a “moving” target that the university must strive to meet.

2. The university must support a 10 year process for strategic hires in selected departments with an
emphasis on departments where there are no African American, Latino or female faculty members.

i. Additional faculty lines must be created to support and sustain this strategic hiring initiative.
ii. The university will initiate a formal “Grow-Your-Own” program whereby promising
minorities are provided financial support as they pursue terminal degrees.
iii. Implement and fund Pre-doctoral Teaching Fellowships for Minority Scholars.

3. The search and selection process must be continuously monitored to ensure potential minority
employees are treated fairly and equitably throughout the search and selection process.

4. The campus community and search committees must be continuously educated on how to conduct
searches that will attract more diverse applicants into each position pool

5. Review and modify the Search and Selection Plan on an annual basis to assess effectiveness of the
process and allow input from the various constituent groups.

RETENTION AND DEVELOPMENT:

GOAL No. 1: Create and maintain an environment on the ASU environment that makes it a desirable place
for minorities to work and develop professionally.

Action Plan:

1. Develop and recognize best practices in creating and maintaining a welcoming environment
for minority faculty, staff and students.
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Engage in intentional activities to maintain a welcome environment and to combat the “chilly
climate” that may be experienced by female and minority faculty members.

3. Assign mentors to all minority faculty and staff members who are new to the university or to
their current position.

4. Create friendly and honest peer evaluation groups to help assess the job performance of
minority employees.

5. Continuous individual meetings between faculty and department chairs to review teaching
evaluations, research progress, PRT progress and conduct yearly goal setting with interim
reporting.

6. Provide opportunities for minority faculty and staff to assess their satisfaction with the work
environment and their development as a professional.

7. Conduct an institutional climate review every three years.

8. Conduct exit interviews with persons who transfer to other departments or leave the
university altogether. Emphasis should be placed on ascertaining why individuals felt
compelled to seek employment elsewhere.

9. Encourage and support faculty in their pursuit of research that may fall outside of the
traditional realms of research.

10. Determine the role that service to students, the campus and the community will have in the
reward systems for faculty and staff, especially for those who advise and mentor significant
numbers of students.

11. Monitor departmental interactions to ensure that all faculty have an opportunity to participate
in all formal and informal departmental functions.

12. Define ombudsman and determine how to incorporate an ombudsman into the
employment/grievance process.

13. Provide continuing education for the ASU faculty and staff populations on diversity
employment and retention issues.

14, Ensure proper representation of minorities and women on all university committees, panels,
taskforces, etc. Particular care should be given to all selections or appointments that result in
recommendations or decisions that will impact the work environment.

15. Annually disseminate data regarding Ph.D. and M.A./MS production by race/gender across
fields to identify those areas where special efforts might be needed. Such data will come
from The American Council on Education’s annual status report on Minorities in Higher
Education, and the annual Survey of Earned Doctorates compiled by the National Science
Foundation, the National Institutes of Health, the U.S. Department of Education, The
National Endowment for the Humanities, the U.S. Department of Agriculture and the
National Aeronautics and Space Administration.

B. Diversity-Related Initiatives
GOAL: INTRODUCE INITIATIVES TO THE CAMPUS THAT WILL ENCOURAGE UNDERSTANDING OF

DIVERSITY, BUILD SUPPORT FOR AN INCLUSIVE ENVIRONMENT and CREATE

OPPORTUNITIES FOR DIVERSITY DIALOGUE.

STRATEGY: Celebrate diversity by recognizing and rewarding diversity-based research and the development of

programs that contribute to the overall objectives of diversity.
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Action Plan:

1.

10.

Diversity Excellence Award

The purpose of this award is to encourage excellence through diversity in academic departments
by recognizing those departments that exhibit the highest commitment to excellence through
diversity with an emphasis on recognizing best practices that are sustainable.

Diversity Pilots Program — Provides mini-grants to pilot new diversity initiatives throughout the
staff and student body. The goal of the program is to empower and encourage campus members
to become actively involved in diversity initiatives.

Quality Teaching Circle- The purpose of this initiative is to promote excellence in teaching,
research and service among minority faculty members by creating positive and safe environments
for faculty members to exchange ideas, receive enriching criticism, express concerns and access a
university-wide support system.

Strategic Hiring Fund — Provides recruitment and retention assistance by helping fund the first-
year salary of certain high-priority minority or female faculty and staff hires.

Diversity Conversation Series (Discussions in Diversity) — The goal of this initiative will be to
encourage small group diversity-based dialogue throughout the campus on a consistent basis.
Diversity Incentive Grants Program — Monetary grants will be provided to faculty and staff
members to pursue diversity-related research, create diversity-based courses or infuse diversity
into existing courses. Additionally, grants will be provided to staff members to engage in
initiatives designed to improve workplace climates.

Diversity Speaker Series - This series will formally introduce diversity dialogue to the campus
by inviting presentations from national, regional and local speakers.

Quality Learning Circle - The purpose of this initiative is to promote excellence in learning
among minority students by creating positive environments for students to learn from faculty
members and other students in non-classroom settings. Additionally, students will receive the
guidance, encouragement and support to become higher academic achievers.

ASU Diversity Education Initiative — The goal of this initiative is to educate all members of the
campus community on diversity sensitivity and awareness issues and to equip all with the skills
to navigate and manage across difference.

Student Incentive Grants - The goal of this initiative will be to encourage students to work
together by funding collaborative proposals that help impart the university’s commitment to
diversity throughout the student body.

DIVERSITY AND THE STUDENT BODY

Minority Student Outreach, Recruitment, Retention and Academic Performance:

Arkansas State University has the potential to recruit significantly larger numbers of minority students, specifically
African Americans and Hispanics. There are many counties and school districts with majority-minority populations
within driving distance to the university. Additionally, the growt