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Status Report } May 2016-May 2017

sifying the faculty through enhanced recruitment and
retention activities. These activities include work on
the dual career protocols (which improves recruitment
of talented and diverse faculty); the UD Faculty Cli-
mate Survey, which brought to light climare issues that
are relevant to all faculey, but particularly to faculey of
color and to women faculty; and the operationalization
of ADVANCE Fellows, who serve as emissaries to
support professional development of faculty regarding
faculty recruitment. ADVANCE, in partnership with
anumber of University offices on campus, held the
national conference “Women of Color in the Acade-
my: What's Next” April 20 - May 1, 2016. Over 175
scholars from 50 institutions in 20 states participated
in the conference.

THE UNIVERSITY 'S EMPLOYEE ASSISTANCE
PROGRAM REBOOT STAR Health at the University
of Delaware began offering new counseling services—
including mediation, conflict resolution and mental
health—rto employees and the general public. The Rev.
Cecily Sawyer Harmon, a licensed clinical social work-
er who previously worked with UD’s Employee As-
sistance Program (EAP), is co-located with the Nurse
Managed Primary Care Center at the STAR Campus
Health Sciences Complex. At STAR, Harmon will
work in concert with clinicians at the Nurse Managed
Primary Care Center. Harmon will also work closely
with the UD Employee Health and Wellbeing team
with a primary goal “to provide employees resources to
bring their best selves to work each day”

Student Success

Goal: Continue to create and retain a
diverse student body

‘The University resolves to move from diversicy to
inclusion and be prepared to cultivate a campus climate
that promotes student success by improving persistence
to graduation for undergraduate students, and time to
degree for graduate students,

Undergraduate

TEST OPTIONAL ADMISSION (SAT/ACT) In 2016,
The University of Delaware Faculty Senate approved
implementation of a four-year pilot program (begin-
ning with the class considered for fall 2017) in which
Delaware students are able to choose whether or not
to submit their SAT or ACT test scores for first-year
admission to the University. The University’s com-
mitment to equity and inclusion, and to providing
access to those students from diverse backgrounds and
learning experiences, precipitated this change. The Uni-
versity of Delaware joins a growing list of about 850
US. colleges and universities—including close to 200
schools designated “top tier” by ULS. News and World
Report—rthat no longer require applicants to submit
results from the SAT or ACT, as reported by the Na-
tional Center for Fair and Open Testing (Fair Test).

BLUE HEN SUCCESS GRANTS In fall 2016 the
University of Delaware piloted a program focused on
providing financial support to undergraduate students
nearing their expected graduation date. The program
provides small grants (up to $3,000) to eligible stu-
dents in an effort to lessen financial hardships to help
them graduate in a timely manner. Carla Lord-Powalski
has been named coordinator of the program, charged
with not only implementing it across campus, bur also
proactively directing students to these resources along
their path to graduation.

BLUE HEN SUCCESS COLLABORATIVE Infall

2016, the University of Delaware launched the Blue
Hen Success Collaborative (BHSC) which will help
increase retention and graduation rates for all students,
but particularly those who are from underrepresented
and underserved populations. Although UD’s four-
year graduation rate is well above the national average
(70%), the University wants to do better. UD'’s goal is
to improve not only the overall graduation rates, but
also the four-year graduation rate for underrepresented
and underserved students, e.g., low-income and firse
generation students, which lag behind the rates for the
University as a whole. The BHSC integrates technol-
ogy, best practice research and predictive analytics

to assist advisors, faculty and academic leadership in

Inclusive Excellence: A Plan for Diversity at UD

Faculty & Staff

Goal: Recruit, develop, retain and
promote a diverse faculty and staff

The University of Delaware’s commitment to Inclusive
Excellence requires that our campus reflect the nation
and world in which we all live. Inclusive Excellence
stems from having exceptional, creative and diverse
faculey and staff committed to excellence and poised to
lead innovation in their respective fields.

This year, we strengthened recruitment protocols and
enhanced professional development and education-
al opportunities for faculry and staff in an effore to
improve search committee processes and the ways we

diversify our candidate pools.

FACULTY HIRING PROTOCOL A working group

has finalized a clear hiring protocol that all will follow,
supplemented by resources to facilitate their work and
promote best practices. This includes:

} ‘Training for all search commirtree members (focusing
on implicit bias)

} Use of a rubric/rating sheer for evaluaring candidares

} Reporting of the affirmarive steps the commirree has
taken to create a diverse candidare pool

} Post-search assessment

AFFIRMATIVE ACTION PLAN AND GOAL SET-

TiNG The Office of Equity and Inclusion and the
Office of Human Resources, in collaboration with the
Provost Office, began piloting a process this year to
share data in the yearly Affirmative Action report with
colleges, academic and non-academic units to uilize
as a benchmarking tool for advance planning in future
hires at both the staff and faculty level. Noted goal
areas will be monitored through quarterly reporting,
and OEIand HR will provide resources to assist in
improving outcomes for those noted goal areas.

TENURE TRACK COMMISSION The Tenure Track
Commission is finalizing a report for 2017 that will
address the important role of tenure-track faculty in
fulfilling the University’s mission. Special artention

will be given to issues of clarity and equity in our
Promotion and Tenure Process, along with a revision of
evaluative criteria to promote public engagement and
research and teaching excellence.

INCLUSIVE EXCELLENCE CLUSTER HIRES 2021 INI-
TIATIVE In April 2016, resources were set aside in the
Provost office to strengthen and expand our diversity
profile among faculty and staff. These funds, which
provide bridge support (50% salary and benefits), were
joined with resources from the Vice Provost for Diver-
sity and select deans from each of the seven colleges to
form the Inclusive Excellence Cluster Hire Initiative
2021. The goal of this initiative is multi-fold: to create
a critical mass of faculty in a knowledge content area
not available in traditional departmental configura-
tions; build a cohort of scholars who can support each
other and build a scholar community to thrive across
disciplines; alter campus climate; mitigate the isolation
for faculty of color who are the only faculty of color in
their department or college; and to provide graduate
students with the added benefit of engaging with the
synergistic intellectual energy of those scholars.

In the past year, four of the five faculty slots have been
filled, and a fifth position has been allocated for a

FY 18 search. Additionally, parterships wich the Vice
Provost for Diversity and various deans have resulted in
bridge funding (50% salary and benefits) for two addi-
tional faculty hires in the College of Arts and Sciences;
one post-doc in the College of Earth, Ocean, and the
Environment; and one staff position each in Lerner
College of Business & Economics and Admissions.
Plans are in place to expand this initiative as more
bridge funding becomes available.

FACULTY MENTORING Faculty success depends

upon a culture committed to mentoring, To that end,
the Vice Provost for Faculty Affairs is establishing an
advisory council that will meet periodically each year to
promote informal and formal mentoring, The goal is to
establish a culrure of murual responsibility, focusing on
both junior and mid-career faculry.

UD ADVANCE, a program funded by the National

Science Foundation, continues its work toward diver-
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Disparities at state flagships

An interactive look at how many African-American and Latino high schoalers
make it to their state’s main collage or university
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®  The most recent data from 2013 1o
2015 shows that the percentage of
Hispanic/Latino(a) and Black/ African
American high school graduates in
Delaware is higher than the
percentage of Hispanic/Latino(a) and
Black/ African Amerncan Delawareans
who enroll at UD as first-time, first-
year students (by 2-3% and 20-21%
points, respectively).

e From 2013 to 2015, the proportion of
low income Delawarean high school
graduates was higher than the
proportion of low income first-time,
first-year Delawareans who enrolled at
UD.

How does ULYs student enrollment compare w the State of Delaware’s demographic make-up?
Though the racial/cthnic diversity of first-time, first-year Delawarcans enmolling at UD has increased since 2013, a large gap exists between
UD enrolled Black/Afiican American first-time, first-year students from Delaware and the population of Black/Afiican American high school
graduates from Delaware and similar gaps exist for low-income Delawareans.

UD Declawarcan First-Time, First-Year Students and Delawarcan High

IPEDS Race/Ethnicity and Low Incomei™:

School Graduates (Fall 2013 to Fall 2017)
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How does diversity and inclusion within ULPs student body compare to other institutions?

Though lower at UD than at other instinntions for undergraduate and graduate students, the representation of underrepresented

students and students of color increases every year at UD within Associate in Arts, undergraduate, graduate, and Professional & Continuing

Studies student populations,

*  Since 2012, the representation of underrepresented minority students and students of color at UD has consistently mereased
among Associate in Arts, undergraduate, graduate, and Professional & Continuing Studies students.

*  Since 2012, the proportion of underrepresented mumonty students 15 lower at UD than at AAU public mstitutions by abos
5% for undergraduate students and 1-2% for graduate students cach year. Similaely, students of color make up a lower
proportion of the student body at UD than at AAU public institutions.

o The representation of International students and Pell grant recipients at UD 1s characterized by either consistency or small gains
singe 2012 yet typically lags AAU public mnstitutions.

Underrepresented Minorities', Students of Color'ii, International Students, & Pell Grant Recipients
UD and AAU Public Institutions™ by Student Type (Fall 2012 to Fall 2017)
Associate m Arts' and Undergraduare™ Graduate and Professional & Continuing Studies
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Underrepresented Minorities", Students of Color"ii, International Students, & Pell Grant RecipientsViii:
UD and AAU Public Institutions™ by Student Type (Fall 2012 to Fall 2017)
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Students Trend Peer State/Region
Race /Ethnicity, URM, or POC

Compositional Diversity Socio-economic status

International
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STEMx Majors: Gender
(Fall 2012 to Fall 2017)
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OUTCOMES Trend Peer State/Region
Gender
Race /Ethnicity, URM, or POC

STEM majors
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OUTCOMES

STEM maijors

STEM degrees

Gender
Race /Ethnicity, URM, or POC

Gender
Race /Ethnicity, URM, or POC

International

Trend

Peer
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OUTCOMES

STEM maijors

STEM degrees

Graduation Rates

Gender
Race /Ethnicity, URM, or POC
Gender
Race /Ethnicity, URM, or POC

International

Gender
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Trend
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State/Region
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OUTCOMES

STEM maijors

STEM degrees

Graduation Rates

Time to Degree

Gender
Race /Ethnicity, URM, or POC
Gender
Race /Ethnicity, URM, or POC

International

Gender

Race /Ethnicity, URM, or POC
International

Gender

Race /Ethnicity, URM, or POC

Trend

>
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State/Region




Students

Compositional
Diversity

STEM maijors

STEM degrees

Graduation Rates

Time to Degree

Race /Ethnicity, URM, or POC

Socio-economic status
International

Gender

Race /Ethnicity, URM, or POC
Gender

Race /Ethnicity, URM, or POC
Gender

Race /Ethnicity, URM, or POC
International

Gender

Race /Ethnicity, URM, or POC
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Faculty Trend Peer State/Region

Race /Ethnicity, URM, or POC

Compositional Diversity
Gender

Staff Trend Peer State/Region
Race /Ethnicity, URM, or POC

Compositional Diversity

Gender
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Tenured/Tenure Track Non-Tenure Track
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Faculty Outcomes Trend Peer State/Region

Gender
Rank

Race /Ethnicity, URM, or POC

Gender

Leadership
Race /Ethnicity, URM, or POC
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NSSE Ratings Related to UID’s Diversity and Inclusion Climate
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Climate & Culture

Faculty

Students

Gender
Race /Ethnicity, URM, or POC

International
Gender
Race /Ethnicity, URM, or POC

International

Current

Trend

Peer
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REPORT COMPARISONS

GOOGLE SEARCH

KEYWORDS: DIVERSITY INCLUSION REPORT UNIVERSITY
ASSOCIATION OF AMERICAN UNIVERSITIES (AAU)

REQUIREMENTS
DOCUMENT FORM
STUDENTS and FACULTY or STUDENTS, FACULTY, and STAFF
BOTH TEXT & FIGURES /TABLES
UNIVERSITY-LEVEL
PERCENTAGES /PROPORTIONS

Report Comparisons



]:mull}', Staff, Students: Fall 2011, 2013, 2015

Full
Associate
Assistant

Subtotal
Instructor
Lecturer
No Rank

Tenured
Tenure Track
Subtotal
m | 1362 |
| Total] 3985 | 4211 |

ANNUAL DIVERSITY REPORT SEGEive

Professional
Technical

Clerical
Skilled Craft
Servica/Mtn

Fall 2015 Subtotal

SITY REPORT FALL 2015

Undergraduate
Graduate
Professional (MD)

- Signfficant revisions to SAP job code structure were made in 2012. Many job groups and codes
reclassified under a new job type.

- In 2013, all faculty and staff with an Executive title were included in Staff counts only. In 2015,
faculty with Executive titles were included in Faculty counts only.

- Post-Dectoral counts include data from SIS, SAP, and the School of Medicine.

- Counts do not include SAIS Nanjing or Bologna.

ANNUAL DI

INSTITUTIONAL RESEARCH




REPORT COMPARISONS

GOOGLE SEARCH
KEYWORDS: DIVERSITY REPORT UNIVERSITY
ASSOCIATION OF AMERICAN UNIVERSITIES (AAU)

REQUIREMENTS
DOCUMENT FORM
STUDENTS, FACULTY and/or STAFF
BOTH TEXT & FIGURES /TABLES
UNIVERSITY-LEVEL
PERCENTAGES /PROPORTIONS

Report Comparisons



REPORT COMPARISONS

NINE UNIVERSITIES
INDIANA UNIVERSITY
MICHIGAN STATE UNIVERSITY
NORTHWESTERN UNIVERSITY
UNIVERSITY OF CONNECTICUT
UNIVERSITY OF COLORADO-BOULDER
UNIVERSITY OF NORTH CAROLINA-CHAPEL HILL
UNIVERSITY OF ROCHESTER
TEXAS A&M UNIVERSITY
TUFTS UNIVERSITY

Report Comparisons



STUDENTS

Compositional Diversity

Major

Yield

GPA or Academic Probation

Gender

Race /Ethnicity or URM /POC
Socio-economic status
International

First Generation

Disability

Race /Ethnicity or URM /POC
Gender
Race /Ethnicity or URM /POC
Gender
Race /Ethnicity or URM /POC

International

Trend
67% (6)
89% (8)
44% (4)
56% (5)
11% (1)
22% (2)

11% (1)

22% (2)
1% (1)




Gender 33% (3)

Race /Ethnicity or URM /POC 44% (4)
Persistence, Retention, or Transfers

International 22% (2)

Socio-economic status 11% (1)

Gender 11% (1)

Race /Ethnicity or URM /POC 22% (2)
Completed Degree Type

International 11% (1)

Socio-economic status 11% (1)
Gender 22% (2)

Race /Ethnicity or URM /POC 44% (4)
Graduation Rates

Socio-economic status 11% (1)

International
Gender

Time to Degree
Race /Ethnicity or URM /POC 11% (1)




Gender 67% (6) 11% (1) 11% (1)
Race /Ethnicity or URM/POC 89% (8) 44% (4) 22% (2)
Socio-economic status 44% (4)

International 56% (5) 22% (2)

First Generation 11% (1)

Disability 22% (2)

Compositional Diversity

Race /Ethnicity or URM /POC
Gender

Yield Race /Ethnicity or URM /POC 11% (1)
Gender

GPA or Academic Probation  Race/Ethnicity or URM/POC 22% (2)

International 11% (1)

Major




Gender 33% (3)

Race /Ethnicity or URM /POC 44% (4)
Persistence, Retention, or Transfers

International 22% (2)

Socio-economic status 11% (1)

Gender 11% (1)

Race /Ethnicity or URM/POC 22% (2)
Completed Degree Type

International 11% (1)

Socio-economic status 11% (1)
Gender 22% (2)

Race /Ethnicity or URM /POC 44% (4)
Graduation Rates

Socio-economic status 11% (1)

International
Gender

Time to Degree
Race /Ethnicity or URM /POC 11% (1)




] | Tend

Faculty

Compositional

Diversity

Rank /Promotion

Leadership

Compositional

Diversity

Race /Ethnicity or URM /POC
Gender

International

Gender

Race /Ethnicity or URM /POC
Gender

Race /Ethnicity or URM/POC
International

Gender

Race /Ethnicity or URM/POC
Gender

Race /Ethnicity or URM/POC
International

Disability

Veteran

Gender

Race /Ethnicity or URM /POC

International

89% (8)
89% (8)
22% (2)

22% (2)
22% (2)
1% (1)
22% (2)
22% (2)
89% (8)
100% (9)
22% (2)
1% (1)
1% (1)
22% (2)
22% (2)
1% (1)




| | Trend | Peer | State/Region

Faculty

Compositional

Diversity

Rank /Promotion

Leadership

Compositional

Diversity

Race /Ethnicity or URM /POC
Gender

International

Gender

Race /Ethnicity or URM /POC
Gender

Race /Ethnicity or URM/POC
International

Gender

Race /Ethnicity or URM/POC
Gender

Race /Ethnicity or URM/POC
International

Disability

Veteran

Gender

Race /Ethnicity or URM /POC

International

89% (8)
89% (8)
22% (2)

22% (2)
22% (2)
1% (1)
22% (2)
22% (2)
89% (8)
100% (9)
22% (2)
1% (1)
1% (1)
22% (2)
22% (2)
1% (1)

33% (3)
22% (2)

1% (1)




Climate & Culture

Students

Faculty

Gender

Race /Ethnicity or URM /POC
International
Socio-economic status
LGBTQ

Gender

Race /Ethnicity or URM /POC

International

Race /Ethnicity or URM /POC

Current
1% (1)
22% (2)
1% (1)
1% (1)
1% (1)

11% (1)

11% (1)

Trend

11% (1)

Peer




Other Notable Characteristics

POC 44% (4)

Faculty by Track or Type 67% (6)

Text in page with figures 33% (3)

Endnotes/Key Data Definitions 33% (3)

lllustrate Percentage Point Differences 11% (1)

IR office Commission/Council/Task Force | Diversity/Multi-cultural Office Other

Authorship 22% (2) 22% (2) 44% (4) 1% (1)

Acknowledgement - 29% (2 of 7) 29% (2 of 7) (0)
of IR office




REPORT COMPARISON: SUMMARY

Trend Data - Compositional Diversity Established Stage
Gender & Race /Ethnicity /URM /POC
+ 6 of reports
International, Veteran, First Generation, and Disability
1 or 2 reports

Peer & State /Regional Comparisons Developing Stage
Student, Faculty, & Staff Outcomes (O reports)
Compositional Diversity (1 to 4 reports)

Climate & Culture Developing Stage
Student, Faculty, & Staff: Current, Trend, and Peer (O to 2 reports)

Summary
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Fall 2017

IPEDS Race/Ethnicity

STUDENTS

Compositional
Diversity

Gender

Race /Ethnicity or URM/POC
Socio-economic status
International

First Generation

Disability

67% (6)
89% (8)
44% (4)
56% (5)
1% (1)
22% (2)

11% (1)
44% (4)
(0)
22% (2)
(0)
(0)

Peer State/Regional

11% (1)
22% (2)
(0)
(0)
(0)
(0)

Mote. Students include Associate in Arts (AA), Newark campus undergraduates (UGRAD), graduate (GRAD), and Professoinal & Continuing Studies (PCS). Faculty
include tenured/ tenure-track (I/TT) and non-tenure track (N'T). % of Color includes persons who identify as Asian, American Indian/Alaska Native, Black/ African
Amencan, Hispanic/Latino(a), or Native Hawaiian /Pacific Islander according to the IPEDS race/ethnicity classification system.

Source: UDSIS Official Extract and HR Official Extract.
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