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2015 – 2016 Diversity and Inclusion 
Action Plan & Assessment 
for Colleges and Campuses
SECTION 1: 2016 DIVERSITY AND INCLUSION PLAN TEMPLATE
Campus Unit:  The Ohio State University at Newark
Dean authorizing this plan:  William L. MacDonald
1. As the campus develops its 2016-2017 diversity and inclusion initiatives, what are the:

· Strengths to build on 

· Diversity of our student population

· Success of the Buckeye Generation Learning Community
· Resources for students with disabilities

· Service-learning and outreach activities related to diversity and inclusion

· Designation of a room for prayer and meditation

· Barriers to overcome

· Racial and ethnic homogeneity of the local community

· Lack of resources to support ESL students

· Imbalance in representation of human diversity through art on campus
· Inequities in graduation and retention rates across race and ethnicity

· Inadequacy of dining options
· Underrepresentation of minority groups in our faculty 

· Opportunities to capitalize upon
· Development of a new strategic plan for the campus

· Dining services’ interest in improving food options

· Design work for a new residence hall

· A positive budget outlook

· Strong faculty, staff, and student interest in celebrating diversity
· Time to provide implicit-bias training to faculty ahead of searches for tenure-track faculty
2. List the campus’s diversity and inclusions goals for 2016-2017, giving significant consideration to the following areas: the mission, vision and values of Ohio State and those areas identified in the campus’s assessment (section 2 of this document) as having the greatest need.  For each goal, outline: 

Goals for 2016-17

1. Better serve the diverse culinary tastes and dietary needs of our students.
· Supporting task: Dean MacDonald will contact Zia Ahmed in dining services, to discuss increasing vegetarian menu options and menu options for Muslim students.

· Measurable outcome: Changes in food options at the Table of Contents, including an increase in vegetarian options and options that better suit the tastes of Muslim students.
· System of accountability: Responsibility for communicating the request to dining services staff in the Office of Student Life rests with Dean MacDonald. Responsibility for changing food options rests with dining services in the Office of Student Life, Changes that occur will inform the next review of the campus’s contract with dining services

· Realistic timeline: Changes in food options should be complete by the end of autumn semester, 2016, but should start in spring semester, 2016.
2. Revise the campus’s guidelines for mentoring to include a plan for retaining faculty who are women or underrepresented minorities.
· Concrete objective: The Faculty Well-Being Committee will revise its guidelines for mentoring 

· Measurable outcome: Publication of the new guidelines as an online document in the campus’s portal.

· System of accountability: The chair of the Faculty Well-Being Committee will submit the new document to the Faculty Assembly Executive Committee

· Realistic timeline: The new document should be available online no later than the end of autumn semester, 2016.

3. Improve the degree to which art on campus reflects the spectrum of human diversity, especially with respect to race and ethnicity and gender.
· Supporting task: The Faculty Assembly’s Cultural Arts and Events Committee will work with representatives from Student Government, the faculty, and the staff, to identify a person or persons, living or deceased, who made notable contributions to humanity and who represents women, an underrepresented minority, or both. Dean MacDonald and development director Matt Kelly will seek funding to create and install a sculpture representing the person.

· Measurable outcome: A new sculpture bearing the likeness of the person or persons identified by the Cultural Arts and Events Committee.
· System of accountability: The chair of the Faculty Well-Being Committee will deliver a recommendation to Dean MacDonald, who will then be responsible for securing funds to create the sculpture and install it on campus. Dean MacDonald will work with the Cultural Arts and Events Committee and our facilities office to identify a suitable location for the sculpture.
· Realistic timeline: The recommendation should come to Dean MacDonald by the end of spring semester, 2016. Securing private funds could take as long as two years, but campus funds are likely to be available much sooner. If the sculpture becomes part of the campus’s residence hall project, the sculpture should be in place by the end of autumn semester, 2017.
4. Continue to offer Open Doors diversity training to faculty and staff and increase participation in Title IX training.
· Concrete objectives: Offer Open Doors training to faculty and staff (responsible parties: Human resources via Dr. Jackie Parrill and multicultural student affairs via Ms. Vorley Taylor); significantly increase the participation rate in the online Title IX training program.
· Measurable outcome: Strong staff and faculty participation in both programs.
· System of accountability: Dean MacDonald, Dr. Parrill, and Ms. Taylor will track participation rates and send communication to faculty and staff to encourage participation.
· Realistic timeline: Program will be complete by the end of spring semester, 2016. For those who are not able to participate, the campus will offer the training again next year.
5. Integrate the goals of the Plan to Increase Diversity and Inclusion into the campus’s next strategic plan, which will launch in January of 2017.
· Concrete objective: Dean MacDonald will ask the Diversity and Inclusion Advisory Council (which serves both Ohio State Newark and Central Ohio Technical College) to commence this work in January and deliver recommendations to Dean MacDonald at its spring, 2016 meeting.
· Measurable outcome: The 2017-2020 strategic plan will include goals and initiatives for increasing diversity and inclusion.

· System of accountability: The Diversity and Inclusion Advisory Council will deliver recommendations to Dean MacDonald, who will take the recommendations to the Strategic Planning Steering Committee. 

· Realistic timeline: The Council will deliver its recommendations to Dean MacDonald at its spring, 2016 meeting, and the SPSC will consider the recommendations as it drafts the strategic plan, which will launch in January of 2017.

6. Implement Respect Ambassadors Workshop entitled, “Exploring Differences, Voicing Respect” (funded by a Mobile Coffee Grant awarded to Dr. Elizabeth Weiser and Ms. Vorley Taylor).
· Concrete objective: The objective of the workshop is to train key faculty and student leaders to be Campus Respect Ambassadors who will help fellow campus members interact respectfully, explore cultural differences in an atmosphere of mutual growth in understanding, and air grievances.
· Measurable outcomes: Increased scores on relevant NSSE items.
· System of accountability: Dr. Weiser and Ms. Taylor will deliver the program and share the results of the workshop with the Executive Committee of the Faculty Assembly, the directors of human resources and student life, and the dean/director and associate deans.
· Realistic timeline: The workshop will occur before the end of autumn semester, 2016 and may occur as early as spring semester, 2016. Multiple workshops may follow, depending on the success of the initial workshop.
7. Explore the possibility of providing implicit-bias training for all faculty and ensure that all members of any faculty search committee receive training before any searches commence.
· Concrete objective: Encourage faculty to participate in January, 2016 implicit-bias training programs at the Columbus campus. Ask the Office of Diversity and Inclusion to bring the training programs to the regional campuses.
· Measurable outcome: Percentage of faculty participating.

· System of accountability: In appointing search committees, Dean MacDonald will consider only faculty who have received implicit-bias training.

· Realistic timeline: Autumn semester, 2016.

8. Ask the Diversity Advisory Council and our retention coordinator to recommend initiatives to reduce the racial and ethnic disparity in retention and graduation rates.
· Concrete objective: Dean MacDonald will ask the Ohio State members of the Diversity and Inclusion Advisory Council and the campus’s retention coordinator, Jamie White, to deliver recommendations at its spring, 2016 meeting and to continue to study the issue over the life of the next strategic plan (2017-2022). Dean MacDonald will ask the Council to look especially at initiatives that relate to students for whom English is a second language.
· Measurable outcome: The 2017-2020 strategic plan will include goals and initiatives for reducing racial and ethnic disparity in retention and graduation rates.

· System of accountability: Dr. John Low, Chairman of the Diversity and Inclusion Advisory Council, and Jamie White, the campus’s retention coordinator, will work with Dean MacDonald and Associate Dean Melissa Jungers to get recommendations to the Strategic Planning Steering Committee.

· Realistic timeline: The Council will deliver its recommendations to Dean MacDonald at its spring, 2016 meeting, and the SPSC will consider the recommendations as it drafts the strategic plan, which will launch in January of 2017. The Council will continue to recommend initiatives over the five-year span of the strategic plan.

9. Complete the conversion of the meditation/prayer room.
· Concrete objective: Select and install furniture in the room and name the room.
· Measurable outcome: Use of the room.

· System of accountability: Holly Mason, Director of Student Life, and her staff are responsible for the conversion and operation of the room.

· Realistic timeline: The room will be open for use before Spring Break, 2016.

10. Include diversity and inclusion and white male privilege as a topic for the spring, 2016 Faculty Forum
· Supporting task: Dr. Donald Yau, Faculty Assembly Chair, will include the item on the agenda for the forum, and Dean MacDonald will facilitate the session

· Measurable outcome: A discussion that produces ideas for changing campus culture.
· System of accountability: Dr. Yau and Dean MacDonald will lead the session.
· Realistic timeline: The forum will take place before the end of spring semester, 2016.
11. Explore requiring students to participate in diversity training, possibly through their orientation programs.

· Supporting task: Dean MacDonald is a member of the Buckeyes ACT task force and is exploring how the regional campuses will fulfill this goal.
· Measurable outcome: All freshmen participate in diversity and inclusion training.
· System of accountability: Dean MacDonald and director of student life, Holly Mason, will explore the potential of this initiative.
· Realistic timeline: Fall semester, 2016.
SECTION 2: ASSESSING THE CURRENT LANDSCAPE
Campus Unit:  The Ohio State University at Newark
Dean authorizing this Plan:  William L. MacDonald
Part I: Historical Overview

· How has the campus addressed diversity and inclusion over time?

The campus’s first strategic move to address diversity and inclusion occurred in 1996, when the campus’s office of student life hired a program manager to oversee multicultural activities for students. Often, the multicultural activities sponsored by our office of student life were open to the public in the hope that the events would foster the local community’s appreciation for diversity. Between 1996 and 2004, the faculty and the administration addressed diversity and inclusion primarily through initiatives to enhance students’ opportunities to learn about and appreciate diversity through coursework. 

At the present, the campus continues to promote multicultural activities, but in light of the dramatic increase in the racial and ethnic diversity of the campus’s student population, we have increased our efforts to build the local community’s appreciation and support for diversity and inclusion. We have also turned our attention to improving student success through a learning community for first-generation college students. Last year, the dean/director of Ohio State Newark and the President of Central Ohio Technical College dissolved the campus’s Diversity Committee and created the Diversity and Inclusion Advisory Council to elevate the campus’s efforts to increase diversity and inclusion.
· Where was the focus on diversity 10 years ago?
Ten years ago, the campus’s diversity efforts centered on enhancing courses addressing diversity, on understanding Somalian culture to ensure that the campus welcomed and supported students coming to us from the growing number of Somalian families migrating to the Columbus area, and on expanding student activities to promote positive intercultural relations among students.
· What initiatives are already in place to support diversity and inclusion?
Current initiatives include the following:

· Annual diversity training offered to faculty and staff

· Annual review of staff salaries compared to market

· Exit interview process for all faculty and staff has been in place for many years

· Regular administration of the Noel Levitz staff satisfaction survey over the past 10 years; Faculty Well-being conducts annual survey; participation in the university culture surveys

· Search committee orientation provided before all searches (practice has been in place for many years)

· All faculty postings include at least one minority-focused posting (practice has been in place for many years)

· Faculty Hiring Guide has been in place for many years (documents hiring process)

· Diverse visual representations of faculty, staff and students in marketing and PR publications

· Annual COTC president/Ohio State Newark dean & director Diversity Award program

· Women’s Caucus group on campus

· Active involvement in the American Council on Education (ACE) Women’s Network – Ohio; Jackie Parrill has been an executive board member of this group for 5+ years

· Fresh Image program for incoming African American students

· Black Heritage Dinner

· Intercultural Relations Conference

· Diversity Through Artistry
· Muslim Social

· MLK Commemoration

· Various projects coordinated by the Newark Earthworks Center

· The Women’s Caucus

· Diversity and Inclusion Advisory Council
· Dean MacDonald and COTC President Bonnie Coe’s annual luncheon with the Muslim student organization.

· What efforts have been made to integrate issues of diversity and inclusion into the day-to-day academic lives of all faculty, staff and students in the campus?

The strong diversity of the student population naturally integrates the issue of diversity into the day-to-day academic lives of our faculty, staff, and students. The most direct way we encourage faculty and staff to promote diversity and inclusion is through diversity training that our human resources office makes available annually. The most direct way we encourage our students to promote diversity and inclusion on a day-to-day basis is through student activities organized to illustrate and encourage inclusivity.
· What are the particular imperatives driving the diversity and inclusion initiative within the campus?

As is perhaps true at all institutions of higher education, two basic imperatives driving diversity and inclusion initiatives at the Newark campus is the recognition that diversity and inclusivity contribute to student and faculty success, creativity, and innovation and the recognition that interacting in a diverse social environment contributes to students’ preparation for living in a global community. An additional and more urgent imperative lies in the disparities in graduation and retention rates across categories of race and ethnicity. Although the campus has welcomed the dramatic increase in the racial and ethnic diversity of our student population over the past several decades and has sought to maximize the learning opportunities that it provides for all of our students, we are not yet where we want to be with respect to eliminating racial and ethnic inequities in student success. In light of our mission to provide affordable access to an Ohio State education, eliminating inequities in student success has to be one of our top priorities. 
Part II: Diversity Leadership
Responsibility for increasing diversity and inclusion is embedded in the duties of all administrative offices at the campus, but Jackie Parrill and the office of human resources commonly lead initiatives relating to faculty and staff. Vorley Taylor, and Justin Khol, both of whom are in our student life office, commonly lead initiatives relating to students. Our retention initiatives are an exception. Responsibility for increasing retention of underrepresented students belongs to our retention coordinator, Jamie White, who reports to the associate dean for curricular affairs and associated faculty. 
Any faculty member and any staff member who manages a unit budget can submit an action plan during the campus’s annual budgeting cycle to request funds to support diversity and inclusion initiatives. Dean MacDonald and COTC President Bonnie Coe share a Diversity and Inclusion Advisory Council, from which they regularly seek recommendations regarding diversity and inclusion initiatives.
Campus Leadership Report
Table 1. Demographics of Campus Leadership
	Position
	Total Number
	Number of Female
	Number of Underrepresented

	Dean/director
	1
	0
	0

	Associate dean 1
	1
	1
	0

	Associate dean 2
	1
	1
	0

	Coordinator of alumni relations
	1
	1
	0

	Faculty Assembly chair
	1
	0
	0

	Director of business & finance
	1
	0
	0

	Director of development
	1
	0
	0

	Director of enrollment
	1
	1
	0

	Director of human resources
	1
	1
	0

	Director of information technology services
	1
	0
	0

	Director of library
	1
	1
	0

	Director of marketing & public relations
	1
	1
	0

	Director of student life
	1
	1
	0


Part III: Faculty
A. Demographics
	The Ohio State University
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	Jun 2015

	Ethnic Summary
	Gender Desc
	Employee Group
	Track Current Rank Desc
	Employee Count
	FTE

	Am. Indian
	Male
	Tenure Track Faculty
	Assistant Professor
	1
	1.00

	Am. Indian Total
	1
	1.00

	Asian
	Male
	Tenure Track Faculty
	Associate Professor
	2
	2.00

	Asian Total
	2
	2.00

	Black
	Female
	Tenure Track Faculty
	Associate Professor
	1
	1.00

	
	Male
	Tenure Track Faculty
	Assistant Professor
	1
	1.00

	Black Total
	2
	2.00

	Hispanic
	Female
	Tenure Track Faculty
	Associate Professor
	1
	1.00

	
	Male
	Tenure Track Faculty
	Assistant Professor
	1
	1.00

	
	
	
	Associate Professor
	2
	2.00

	Hispanic Total
	4
	4.00

	Undisclsd
	Male
	Tenure Track Faculty
	Assistant Professor
	1
	1.00

	
	
	
	Associate Professor
	1
	1.00

	Undisclsd Total
	2
	2.00

	White
	Female
	Tenure Track Faculty
	Assistant Professor
	4
	4.00

	
	
	
	Associate Professor
	11
	11.00

	
	
	
	Professor
	2
	2.00

	
	Male
	Tenure Track Faculty
	Assistant Professor
	7
	7.00

	
	
	
	Associate Professor
	15
	15.00

	
	
	
	Professor
	3
	3.00

	White Total
	42
	42.00

	Grand Total
	53
	53.00


B.  Departures
· Male faculty departures from July 1, 2014 through June 30, 2015 
None

· Female faculty departures from July 1, 2014 through June 30, 2015

	Ethnicity
	Number of Faculty
	Department
	Reason for departure (retirement, not promoted, recruited away, other)


	White
	1
	Teaching & Learning
	Retirement


· Did the campus conduct exit interviews following faculty departures? 
Yes.
· If so, who conducted the interviews (full titles)? 
The Newark campus office of human resources routinely conducts exit interviews for all regular faculty members who are voluntarily leaving the institution.  The interviews are conducted by the HR generalist and a portion of the process is online.
· What did the campus learn that might improve, enhance or enrich the campus’s diversity and inclusion initiatives or practices?  
Only one faculty member participated in the exit interview process during this reporting period.  In response to comments regarding departmental leadership on the campus, a new performance management tool is being developed that will allow faculty members the opportunity to provide input on the evaluation of the faculty member serving as departmental coordinator.

· If not, provide the rationale.
C. Faculty Recruitment
· What populations are underrepresented in the campus?
Ohio State Newark uses the campus’s current student enrollment ratios as benchmarks for measuring success in the employment of women and underrepresented minorities. Detailed information appears in the section presenting the assessment of student diversity. Comparing the student data to the faculty data supports the conclusion that African Americans and women are underrepresented in the campus’s faculty.
· What strategies does the college employ to proactively recruit faculty from underrepresented populations?  Describe the impact of these strategies, as well as the challenges.
In addition to posting advertisements for faculty positions to discipline-specific websites, all tenure-track faculty job advertisements are posted on the Insight into Diversity website, specifically aimed to recruit qualified minority applicants. Search committees are charged to recruit actively. Vigorous efforts to ensure a diverse pool of highly qualified candidates are required and specific strategies are suggested on page 8 of The Ohio State Newark Faculty Search Guide available at http://newark.osu.edu/assets/newark/uploads/HR/OSUN_FACULTY_SEARCH_GUIDE_-_Rev_June_2015.pdf.  

D. Faculty Search and Hiring Process
· Did the college’s faculty search committees receive diversity and inclusion and/or implicit bias training prior to the search process?

No faculty searches were conducted during this period.

Faculty search committees are charged by the campus dean/director, and committee members are required to participate in a search committee orientation conducted by HR staff prior to the start of the search. Additionally, committee members receive the Faculty Search Guide, a guide to recruiting and hiring an excellent and diverse faculty at The Ohio State University at Newark. The guide was revised in June, 2015 to incorporate much of the information included in the implicit-bias training. The guide is available at http://newark.osu.edu/assets/newark/uploads/HR/OSUN_FACULTY_SEARCH_GUIDE_-_Rev_June_2015.pdf. 
E. Faculty Retention 

· Does the campus have an active onboarding and/or retention plan for new hires from underrepresented populations?

The Faculty Well-Being Committee is responsible for onboarding new faculty and for holding events supporting retention. The committee does not, however, have a plan tailored specifically for faculty from underrepresented populations.

· If so, how are new hires made aware of retention initiatives and resources?

The Faculty Well-Being Committee hosts an orientation for new faculty ahead of the start of autumn semester. Through the orientation, through email from the committee throughout the year, and through faculty mentors, new faculty members learn of retention initiatives and resources.
· Describe any other strategies that the college uses to retain its underrepresented populations?  Describe the impact of these strategies, as well as the challenges.
F. Faculty Promotion 
· Does the campus have an active mentoring program to advance junior faculty members through the promotion and tenure process? 
Yes.

· If so, provide a description of the mentorship opportunities.  What has been the impact of these opportunities?  The challenges?
The chair of the Faculty Well-Being Committee works out mentoring assignments before a new faculty member arrives. Our mentoring guidelines encourage the mentor to provide a thorough campus tour, cover basic operating procedures, explain the budgeting and purchasing processes, explain student attendance and grading procedures, introduce Research in View, and have lunch with the mentee before the start of the new hire’s first semester. The guidelines encourage the mentor to continue contact with the mentee throughout the year about specific things, such as handling student misconduct, department meetings at the Columbus campus, etc., and to offer to try to answer any questions the mentee might have.
At both the level of the committee and the level of the mentor-mentee relationship, mentoring has been effective. The transition between committee chairs and the transition of faculty members from visiting positions to tenure-track positions have created situations in which mentors were not offered in a timely manner. The committee has addressed the issue but needs to update its mentoring guidelines. The committee will need to include plans for onboarding URM faculty, describe the process for assigning mentors, publish the guidelines online, change references to quarters to references to semesters, and specify how it will get feedback from mentees so the campus can continually improve its mentoring process.
G. Faculty Climate

· Does the campus conduct regular climate assessments?  
The campus routinely participates in the University Culture Survey that is conducted centrally form the Columbus campus. In addition, the Faculty Wellbeing Committee, a subcommittee of the Newark campus Faculty Assembly, annually conducts the Faculty Feedback Survey to assess faculty satisfaction. Neither of these surveys measures the climate for diversity and inclusion.

· If so, do these assessments include diversity and inclusion metrics?

· If so, how does this information impact the college’s diversity and inclusion strategies?
H. Accountability
· How does the college assist departments in understanding and overcoming department-specific challenges to the recruitment, retention and promotion of a diverse faculty?
NA—The campus does not have academic departments.

· How does the campus assess whether or not it’s leveraging the benefits of a diverse faculty? 
Our faculty is not diverse enough for us to say that we are leveraging the benefits of a diverse faculty. We do, however, examine the retention and graduation rates of underrepresented minorities and we monitor NSSE metrics related to diversity and inclusion. 
· Does the faculty perceive that a critical mass of underrepresented students has been achieved for the campus? 

Faculty responses to requests for input into this plan suggest that indeed the faculty do believe that a critical mass of underrepresented students has been achieved.

Part IV: Staff
A. Demographics
· Insert data table of staff demographics by race, sex, and level (Civil Service, A&P, Senior A&P): [insert data table] 
	The Ohio State University

	HRB620COL - Diversity Assessment Data (College) : Regular Staff Demographics
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	Jun 2015
	

	Ethnic Summary
	Gender Desc
	Employee Group
	Employee Count
	FTE
	

	Am. Indian
	Female
	Unclassified
	1
	1.00
	

	Am. Indian Total
	1
	1.00
	

	Black
	Female
	Unclassified
	2
	2.00
	

	
	
	CCS
	1
	1.00
	

	
	Male
	Unclassified
	1
	1.00
	

	Black Total
	4
	4.00
	

	Hispanic
	Male
	Unclassified
	2
	2.00
	

	Hispanic Total
	2
	2.00
	

	Undisclsd
	Female
	Unclassified
	5
	5.00
	

	
	Male
	Unclassified
	1
	1.00
	

	
	
	CCS
	1
	1.00
	

	Undisclsd Total
	7
	7.00
	

	White
	Female
	Unclassified - SAP
	3
	3.00
	

	
	
	Unclassified
	24
	23.00
	

	
	
	CCS
	16
	14.75
	

	
	Male
	Unclassified - SAP
	2
	2.00
	

	
	
	Unclassified
	11
	10.50
	

	
	
	CCS
	18
	18.00
	

	White Total
	74
	71.25
	

	Grand Total
	88
	85.25
	


B.  A & P Departures

· Male A&P staff departures from July 1, 2014 through June 30, 2015
None.

· Female A&P staff departures from July 1, 2014 through June 30, 2015

	Ethnicity
	Number of Staff
	Reason for departure (retirement, not promoted, recruited away, other)


	White
	5
	Retirement, recruited away, other.


· Did your college conduct exit interviews following staff departures? 

· If so, who conducted the interviews (full title)? What did the college learn that might improve, enhance or enrich the college’s diversity and inclusion initiatives or practices?  
The Newark Campus office of human resources routinely conducts exit interviews for all regular employees who are voluntarily leaving the institution. The HR generalist conducts the interviews, and a portion of the process is online. Eight staff members participated in the exit interview process during this reporting period. One hundred percent of the participants indicated that they felt there is an attempt to understand and appreciate differences in gender, race, ethnicity, veteran status, sexual orientation, disabilities, and age in their departments.

· If not, provide the rationale for not conducting exit interviews.
C. A&P Staff Recruitment
· What populations are underrepresented? 
Ohio State Newark uses the campus’s current student enrollment ratios as benchmarks for measuring success in the employment of females and underrepresented minorities. Staff at all levels on the Newark campus mirror or exceed the percentage of females in the comparison population. African Americans and Asians are underrepresented in all staff categories. Hispanics and American Indians are underrepresented in the Civil Service and Senior A&P categories. There are no underrepresented minorities among the five senior A&P positions.

· What strategies has the campus employed to recruit underrepresented populations into administrative positions? Describe the impact of these strategies, as well as the challenges.  
Advertisements for A&P staff positions are posted online at national websites that target all qualified applicants including minorities (i.e. Higheredjobs.com, CareerBuilder, Indeed.com, Insight Into Diversity), and social media sites (FaceBook, Twitter, and Linkedin). Advertisements are also posted in local newspaper print issues including the Newspaper Network (Newark Advocate, Coshocton Tribune, Zanesville Recorder, and Pataskala Standard), the Mount Vernon News, and the Columbus Dispatch. Advertisements are also posted on program-specific websites relevant to the position as requested by the hiring manager. Senior A&P positions are also typically advertised via the ACE Women’s Network of Ohio.

Generally, these recruitment strategies have some effect, however limited. Given the racial and ethnic homogeneity of our surrounding communities, the diversity of the applicant pools has not been substantial.

· What strategies has the college employed to retain administrative professionals from underrepresented populations?  Describe the impact of these strategies, as well as the challenges.
D.  Staff Climate

· Does the college conduct regular climate assessments for staff?  
The campus routinely participates in the University Culture Survey that is conducted centrally form the Columbus campus.  In addition, the campus, in partnership with Central Ohio Technical College, our campus partner, regularly conducts the Noel Levitz Employee Satisfaction Survey.  They survey is typically administered every two to three years. Most recently, we conducted the survey in November 2015.

· If so, do these assessments include diversity and inclusion metrics?

The 2014 Culture Survey included numerous items relating to the work environment. The Newark campus staff means of these items were consistently higher than were the means for the other regional campuses and for the university in general. Note, though, that the Culture Survey does not call ask respondents specifically about diversity and inclusivity.
	 
	Newark Campus
	 
	Other Regional Campuses
	 
	All Non-Regional Campuses

	 
	2008
(40)
	2011
(45)
	2014
(34)
	 
	2008
	2011
	2014
	 
	2008
	2011
	2014

	 
	% Positive
	 
	% Positive
	 
	% Positive

	Overall Satisfaction
	95.0%
	93.3%
	91.2%
	
	93.2%
	80.9%
	73.6%
	
	85.5%
	84.4%
	79.5%

	Work Environment
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	My Unit- Is a good fit for me.
	85.0%
	84.1%
	79.4%
	
	83.4%
	70.5%
	69.8%
	
	74.6%
	71.1%
	73.6%

	My Unit- Is an emotionally healthy place to work.
	72.5%
	77.8%
	73.5%
	
	69.0%
	56.1%
	53.3%
	
	59.2%
	56.0%
	60.8%

	In my unit- The environment is positive/optimistic.
	82.5%
	77.8%
	73.5%
	
	64.1%
	48.7%
	45.8%
	
	55.1%
	53.0%
	58.3%

	In my unit- People have fun -- they enjoy themselves.
	90.0%
	86.7%
	79.4%
	
	75.9%
	62.2%
	51.4%
	
	62.2%
	59.9%
	61.0%

	In my unit- People are open -- communicate candidly and openly.
	82.5%
	77.8%
	73.5%
	
	64.1%
	52.9%
	38.3%
	
	56.8%
	56.1%
	58.0%

	In my unit- People are trustworthy.
	95.0%
	86.4%
	76.5%
	
	66.2%
	51.0%
	43.9%
	
	61.4%
	58.8%
	63.0%

	In my unit- People look for opportunities to learn new things.
	82.5%
	77.8%
	82.4%
	
	68.3%
	51.0%
	54.2%
	
	63.8%
	62.8%
	66.0%

	In my unit- My coworkers generally treat each other with respect.
	92.5%
	93.3%
	88.2%
	
	84.1%
	72.0%
	72.8%
	
	76.9%
	77.0%
	79.7%

	In my unit- My coworkers say what they mean and mean what they say.
	82.5%
	81.8%
	73.5%
	 
	62.8%
	53.2%
	44.2%
	 
	57.8%
	58.8%
	63.1%


The Noel Levitz Employee Satisfaction Survey also includes items related to diversity and inclusion. The Noel Levitz Employee Satisfaction Survey also includes several items related to diversity and inclusion. In response to those items, staff indicated they are satisfied.  Specific responses to the individual items are noted below:
	Item:
	RATING

	
	Ohio State Newark Staff

Non Cost Shared
	Cost-shared Staff

	Institutional personnel welcome employees from all backgrounds
	4.20
	4.25

	I am personally treated with respect at this institution
	4.31
	4.07

	My supervisor supports my need to balance work and family issues
	4.06
	4.33


  
In addition, staff indicated that “meeting the varied educational needs of students” should be one of the campus’s priorities. 

· If so, how does this information impact the college’s diversity and inclusion strategies?

This information informs the campus’s strategic planning process.
E. Accountability

· How does the college assist the departments in understanding and overcoming department-specific challenges to staff diversity and inclusion?

NA – The campus does not have academic departments.
· How does the campus assess whether or not it is leveraging the benefits of a diverse staff? 
We examine the retention and graduation rates of our underrepresented minority students and we monitor the NSSE metrics related to diversity and inclusion.  
Part V: Students
A. Demographics 
The racial and ethnic diversity of the student population at Ohio State Newark has increased substantially over the past several decades. Explanatory factors include the campus’s close proximity to Columbus, improvements to State Route 161, selective admission to the Columbus campus, and the availability of campus housing. The increase in ease of travel over State Route 161 has made the campus more accessible to students from Franklin County, which is much more racially and ethnically diverse than is Licking County. Selective admission to the Columbus campus has made Ohio State Newark an attractive option to students from multiple metropolitan areas of Ohio, including Cincinnati, Columbus, Dayton, Toledo, and Cleveland, which are more racially and ethnically diverse than is Licking County. The availability of campus housing, though limited, has made the campus an entryway to the Columbus campus for students from outside the region. Figure 1 shows the evolution of the racial/ethnic composition of our student population from 2001 to 2015.
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For comparative purposes, we provide demographic data for the campus’s student population and the populations of Franklin County, Licking County, and Ohio in the following two tables. The data show that the racial/ethnic composition of our student body more closely matches that of Ohio than it does the population of Licking County. That pattern is consistent with the notion that the campus serves the entire State of Ohio.

· Insert undergraduate student data table showing students by race/ethnicity and sex (International student data should be included but distinctly categorized). 
Racial/Ethnic Composition of Autumn 2015 Ohio State Newark Undergraduate Population, Ohio Population, and Populations of Counties from which the Campus Draws the Majority of Its Students
	Ethnicity
	Ohio State Newark Students
	Ohio
	Franklin and Licking Counties (Weighted)
	Franklin County
	Licking County

	American Indian
	0.3%
	0.3%
	0.3%
	0.3%
	0.3%

	Asian
	4.2%
	2.0%
	2.9%
	4.6%
	0.9%

	Black/African American 
	13.1%
	12.6%
	13.6%
	22.2%
	3.8%

	Hawaiian/Pacific Islander
	0.1%
	0.1%
	0.1%
	0.1%
	0.0%

	Hispanic
	3.4%
	3.5%
	3.5%
	5.1%
	1.7%

	Two or More Races
	3.8%
	2.1%
	2.5%
	3.0%
	2.0%

	Undisclosed
	2.9%
	--
	--
	--
	--

	White
	72.2%
	80.1%
	77.8%
	65.7%
	91.5%


Source of county and state data: http://quickfacts.census.gov/qfd/states/39000.html.
Note: Student data are from the Office of Enrollment Services, and census data are from 2014 estimates.

Gender Composition of Autumn 2015 Ohio State Newark Undergraduate Population (N=2,, Ohio Population, and Populations of Counties from which the Campus Draws the Majority of Its Students
	Ethnicity
	Ohio State Newark Students
	Ohio
	Franklin and Licking Counties (Weighted)
	Franklin County
	Licking County

	Female
	50.4%
	51.1%
	50.7%
	51.3%
	51.0%

	Male
	49.6%
	48.9%
	49.3%
	48.7%
	49.0%


Source of county and state data: http://quickfacts.census.gov/qfd/states/39000.html.
Note: Student data are from the Office of Enrollment Services, and census data are from 2014 estimates.
· Insert graduate/professional student data table showing students by race/ethnic and sex (International student data should be included but distinctly categorized).
Racial/Ethnic Composition of the Ohio State Newark Graduate Student Population, Autumn, 2015

	
	Number
	Percentage

	American Indian
	0
	0%

	Asian
	0
	0%

	Black/African American 
	1
	3.6%

	Hawaiian/Pacific Islander
	0
	0%

	Hispanic
	0
	0%

	Two or More Races
	1
	3.6%

	Undisclosed
	0
	0%

	White
	26
	92.9%

	TOTAL
	28
	100%


Note: Student data are from the Office of Enrollment Services.
Gender Composition of of Ohio State Newark Graduate Student Population, Autumn, 2015
	
	Number
	Percentage

	Men
	2
	7.1%

	Women
	26
	92.9%

	TOTAL
	28
	100%


Note: Student data are from the Office of Enrollment Services.
B. Student  Recruitment

· Undergraduate
· What is the review process to admit students into the majors for the departments/schools?  Does this process include a holistic review?   If not, please explain the campus’s rationale for not implementing a holistic review process?

Because the regional campuses have an open admissions process, we do not selectively review applications. Applicants need only a high school diploma or a GED to be admitted.
· Describe the campus’s strategies for recruiting undergraduate students who are underrepresented within the college.  Describe the impact of these strategies, as well as the challenges. 
The campus’s strategy for recruiting undergraduate students who are underrepresented at the campus is to promote Ohio State Newark in areas of the State that are more diverse than Licking County. For example, we attend college fairs in the Dayton and Cincinnati areas and promote the campus through media that extend throughout central Ohio, including Franklin County, a county from which we draw many of our underrepresented students.

· Graduate/Professional
· Describe the campus’s strategies for recruiting graduate or professional students who are underrepresented.  Describe the impact of these strategies, as well as the challenges. 
The M.A. in social work is our only active, master’s program (a partial program because students must complete some of it at the Columbus campus). Our limited resources allow us to recruit for this program primarily within Licking County.

· How does the college encourage accountability within the departments, schools or programs for the recruitment of underrepresented populations? 

Accountability is encouraged through annual reporting and through coaching from supervisors.

C. Student Retention
· Does your college have a strategic diversity and inclusion retention plan for undergraduate, graduate or professional students from underrepresented groups? If so, provide a brief overview of the plan including the impact of these strategies, as well as the challenges.

Although not labeled as a strategic diversity and inclusion retention plan, our Campus Implementation Plan supporting the regional campuses’ collective strategic plan includes a learning-community initiative we launched several years ago aimed at improving retention and graduation rates for first-generation college students. Underrepresented groups comprise a larger proportion of the community than they do in our overall student population.
D. Student Graduation 

· Does your college have a strategic diversity and inclusion graduation plan for undergraduate, graduate and professional students? Is so, provide a brief overview of the plan including the impact of the impact of these strategies, as well as the challenges.  

Our student-success initiatives have not set distinctly separate goals for retention as opposed to graduation. Initiatives to reduce racial/ethnic disparity in retention and graduation rates will not be part of a stand-alone plan and will instead be incorporated into the campus’s 2017-2020 strategic plan.
· Do you conduct exit interviews for your graduates? 

We do not confer degrees and therefore do not have graduates. Students completing coursework at the Newark campus for any specific degree program would be interviewed by their colleges if their colleges conduct such interviews.
E. Climate
· Does the campus conduct regular climate assessments for students?  
To avoid creating survey fatigue in our students, we prefer not to add our own student surveys to those that the university conducts. Our students will be participating in the survey that Buckeyes ACT is creating.
· If so, do these assessments include diversity and inclusion metrics?

· If so, how does this information impact the college’s diversity and inclusion strategies?
We review the results of the NSSE and weight them as we engage in strategic planning for the campus. 

F. Accountability
· How does the college assist departments in understanding and overcoming department-specific challenges to student diversity and inclusion?
NA—The campus does not have academic departments.
· How does the campus assess whether or not it is leveraging the benefits of a diverse student body?
We review the results of the NSSE and consider them as we engage in strategic planning for the campus. Dean MacDonald seeks feedback from various student groups, including Student Government.
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