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2020 Florida Educational Equity Act Report 

University of South Florida 
Year 2019-2020 

 
 

Part I. Executive Summary 
 
The Annual Florida Equity Report is required under Florida Statutes as stipulated in the 
following documents: The Florida Educational Equity Act (Section 1000.05 F.S.) and the Florida 
Board of Governors Regulation 2.003 Equity and Access. Each year, the University of South 
Florida (One USF) Equity report provides an analysis of key equity indicators identified by the 
Florida Board of Governors. The report identifies, measures, and provides an analysis of equity 
and performance, and it provides recommendations that clarify opportunities for improvement to 
achieve the appropriate representation of protected classes, including women and minorities, in 
selected areas.  
 
In 2020, under the leadership of Governor Brian Lamb, the Florida Board of Governors produced 
a diversity, equity, and inclusion (DEI) memo intended to clarify expectations for measurable 
performance outcomes and foster opportunities to share and/or develop practices that would 
facilitate the advancement of SUS DEI initiatives. The four critical components of that memo 
included: 1) listening and feedback processes, 2) learning and training processes, 3) recruitment, 
talent development and advancement processes, and 4) supplier diversity.  Where appropriate, 
the analysis of the trends highlighted in this report will be analyzed in the context of these four 
critical components.   
 
A. Description of Plan Development  
The USF Office of Diversity, Inclusion and Equal Opportunity (DIEO) coordinated and 
compiled the Florida Equity Report with several University departments across all three 
campuses to produce each section of the report. These units and their lead coordinators are listed 
in Appendix A. The data that form the basis of this report were provided by the Office of 
Decision Support and includes hiring data from the Office of the Provost, student services data 
from the Office of Student Success, and Athletics. Prior to submission, the data were reviewed 
by the Executive Committee for data integrity, the Academic and Campus Environment 
Committee of the Board of Trustees and finally the President and the Board of Trustees of the 
University of South Florida.  
 
B. Summary of Institutional Progress  
 
Policies and Procedures in Support of Equity (Part II)  
The University of South Florida’s policies for Non-Discrimination and Title IX are included in 
this document.  
 
Academic Programs (Part III)  
In this section of the report, we analyze data related to enrollment, retention/graduation rates, and 
program completions. The major findings from the section include: 
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The University of South Florida’s First Time in College (FTIC) enrollment of underrepresented 
students increased to 43.7% from 41.1% in the previous year. The gender composition remained 
relatively consistent with women representing 59.3% of FTIC students and men representing 
40.7%. USF’s transfer enrollment increased proportionally for all underrepresented racial and 
ethnic groups. The proportion of female transfers represented an all-time high of 62.2% of the 
transfer population up from 59.9% in the previous year. In the 2019-2020 year, the overall six-
year graduation rate at USF was 73.7%, which is the same rate as the previous year. During the 
past five years, the achievement gap among underrepresented groups was eliminated and, in 
some cases, underrepresented students graduated at a higher rate than white students. USF has 
recognized the gender gap in male graduation rates and is strengthening academic advising to 
improve male student attainment. USF has also developed strategic initiatives to continue 
outreach to underrepresented students with the goal of sustaining our current achievements and 
cultivating a more diverse student body. Efforts to support the increased enrollment of 
undergraduate Black students over the past several years is being addressed with collaborations 
between the Black Leadership Network and the Office of Student Success. 
 
As it relates to graduate and professional program enrollment, there have been increasing gains 
in the enrollment of Hispanic students but declines in Black student enrollment. As these two 
groups represent the largest groups of racial and ethnic minorities, efforts to establish pipeline 
programs at the graduate and professional level would be beneficial. In all areas of graduate 
programs (masters, doctoral, and professional), the proportion of women enrolled was greater 
than the proportion of men.  
 
In the previous 2018-2019 Equity Report, we identified opportunities for improvement with 
regards to Academic Programs. We articulated the need to “continue to address gender 
disparities, which exist across all racial and ethnic groups” and “intensify efforts to recruit and 
enroll under-represented minority students.” We are pleased to have met both goals, as 
evidenced by our initiatives. This year, we propose goals that focus less on effort on more on 
outcomes that illustrate how we have advanced our equity goals.  
 
Goals  for  2020-2021:  Increase the proportion of under-represented  students  at  all  levels 
including undergraduate (FTIC and Transfer), graduate, and First Professional Degree programs. 
 
Gender Equity (Part IV) 
 
Across the eleven metrics of gender equity in athletics, our analysis reveals that USF was in 
compliance, as it relates to the provision of resources and support for the participation of female 
athletes. There are still important efforts to be taken to ensure sex equity. While 56% of the 
student population is female, the sex composition of athletes is 49% female and 51% male. The 
training facilities and locker rooms to support sports for each group are comparable, but we 
believe there are opportunities for improvement related to the provision of scholarships and the 
addition of sports. Women receive 38.1% of the athletic scholarships, while men receive 61.9%. 
 
Goal for 2020-2021: Our goal is to increase the availability of funding for female student-
athletes and to review salary equity for all sports.  
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Employment Presentation (Part V)  

Overall, the total number of tenured faculty slightly increased from the year 2019 to the 2020 
year (from 805 to 853 faculty). Of tenured faculty, Black faculty and those identifying as Two or 
More Races had the greatest proportional gains over the past year, with their numbers increasing 
by 16% and 28%, respectively. There was also an increase in the number of tenured faculty over 
the past five years with notable gains being made by faculty in two groups: Asian faculty (29% 
increase), and faculty identifying as Two or More Races (1050% increase). The number of 
Hispanic faculty has decreased by 19% when compared to five years ago. However, this 
percentage increased by 9% from 2019 to 2020. Tenured faculty who are women represent 36% 
of all tenured faculty in 2020, while men represented 64%. Women are significantly 
underrepresented as tenured faculty. This proportional disparity has remained relatively 
unchanged in comparison to the previous year, but it represents a 2% increase from five years 
ago. 

Among tenure-track faculty, USF experienced a 29% decrease in tenure-track faculty between 
Fall 2019 and Fall 2020 due to a reduction in hiring (COVID-19 related). All major racial 
categories experienced a decline during this period. Overall, the number of tenure-track faculty 
decreased by 35% over the past five years. These decreases are observed across all major racial 
categories except for Black faculty. This group had modest gains over the span of five years (6% 
increase); however, it decreased by 15% over the past year. Hispanic faculty experienced the 
greatest decline: a 50% decline compared to last year and a 64% decline in numbers when 
compared to 2015. The most notable observation is that over the past five years, the number of 
faculty who identify as Two or More Races increased by 300%. In terms of gender, women are 
underrepresented as they represent 47% of tenure-track faculty, which is a number that has 
declined 2% since 2015. 

The number of non-tenure earning faculty in 2019-2020 has experienced a 26% increase when 
compared to the 2015 numbers. These trends are reflected across all racial and ethnic groups 
except among Hispanic faculty. Notably, the number of faculty identifying with Two or More 
Races increased from 1 in Fall 2015 to 47 in Fall 2020, which represented a 4700% increase. 
Hispanic faculty experienced the highest percentage of decline both over last year (6% decline) 
and over the past five years (21% decline). Women represent 55% of non-tenure earning faculty, 
which is a number that has increased by 2% since 2015. 

Overall, women are underrepresented in tenure and tenure-earning faculty positions and 
represent the majority of non-tenure earning faculty. Among racial and ethnic groups, Hispanic 
faculty numbers have declined the most across all faculty ranks, even as Hispanic student 
enrollment has steadily increased. Black faculty numbers have been steady or slightly declining, 
and the proportion of Black faculty stable, but low. Asian faculty are over-represented in all 
faculty ranks relative to their proportion of the population. However, they have had declines in 
tenure-track faculty numbers. The faculty numbers for American Indian/Alaskan Native and 
Native Hawaiian/Pacific Islander are very low and are in some cases zero. Faculty trends suggest 
the need to support tenure-track hires and these efforts should emphasize equitable proportions 
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of women and members of underrepresented racial and ethnic groups, especially Hispanic, 
Black, American Indian/Alaskan Native, and Native Hawaiian/Pacific Islander. 

 
Goal for 2020-2021: USF should increase the proportion of under-represented tenured, tenure-
track faculty, and non-tenure earning faculty who identify as female,  Black,  American 
Indian/Alaskan Native, Hispanic,  and  Native  Hawaiian/Other  Pacific  Islander.  

In terms of Executive/Administrative/Managerial, USF experienced decreases in the numbers 
of employees in this category between Fall 2020 (476) and Fall 2015 (397). In comparison to 
five years ago, Black managers increased by 61% and those identifying as Two or More Races 
increased by 2300% (from 1 to 24 employees). Hispanics increased by 4% during this same 
period. From Fall 2019 to Fall 2020, Black managers increased by 9% and those identifying with 
Two or More increased by 41%, while Hispanics decreased by 22% and Asians declined by 3%. 
Women represented 48% of managers, which is a 2% decrease from five years ago.   

Goal 2020-2021: USF should increase  the  overall  proportional representation of managers  that  
identify  as  female and/or a member of an underrepresented racial and ethnic group. In 
comparative analysis using data from our peers, the composition of managers who are women 
and members of underrepresented groups is not proportionally represented. Given the student 
population, investments in recruitment of Hispanic and Black staff would support the success of 
our increasingly diverse students. Efforts to increase those numbers should be further bolstered. 
 
Areas of Improvement and Achievement (Part VI)  
Our review of comparative national standards for management occupations allows us to 
determine that women should represent 55% of managers, but they represent 48% at USF. 
Comparative peer data about Asian managers reveals they should represent 4.4% of managers, 
and they represent about 6% of USF’s managers. Given comparative standards, our focus should 
include female,  Hispanic, Black, American Indian/Native Alaskan, and Native  Hawaiian/Other 
Pacific Islander, which are represented at levels that are lower than our peer data.  
 
Several areas of improvement have been embedded in the sections above in the form of future 
goals. In addition, there are numerous opportunities for improvement in connection to four major 
areas: 1) Student Access, Recruitment, Retention and Graduation, 2) Faculty and Staff 
recruitment, retention and advancement, 3) Collaboration across academic and institutional units 
in order to embed USF Principles of Community, specifically Equity with Excellence across all 
units, and 4) Greater use of data infrastructure to advance equity beyond the metrics included in 
the Equity report.    
 
We believe the Equity Report represents the preliminary stage of the thorough institutional self-
assessment necessary to achieve our goals of becoming a more anti-racist and inclusive campus. 
We have already begun to develop the Diversity, Anti-Racism, and Equity (DARE) Dashboards, 
which are performance dashboards designed to complement the Equity Report. The DARE 
dashboards will establish our baseline across numerous metrics, allowing us to identify the other 
fundamental factors related to experience and sense of belonging that are critical to student, 
faculty, and staff success. Most importantly, the DARE dashboards will allow us to set goals and 
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track our progress related to diversity, inclusion, and equity. The metrics included in the DARE 
dashboard will include many of the measures included in the Equity report and other subjective 
measures of experience that are also fundamental to equity. This will be further highlighted in 
next year’s report. 
 
Protected Class Representation in the Tenure Process (Part VII)  
Of the faculty who applied for tenure, 90% percent were granted tenure. In all, out of 27 faculty 
who were granted tenure, twelve were women, eleven were from underrepresented racial and 
ethnic groups, and five were both women and members of an underrepresented racial/ethnic 
groups. Beyond considering who receives tenure once the application is submitted, USF should 
use data analytics to determine the frequency with which pre-tenure faculty attrition is occurring 
especially among under-represented groups. 
 
Promotion and Tenure Committee Composition (Part VIII)  
In the table included as part of Part VIII on the participation of underrepresented groups on 
tenure and promotion committees, the data reveal low gender and racial/ethnic diversity on the 
committees. There is some, though very little, participation of white women on committees, but 
far less engagement of underrepresented racial and ethnic group members. During the 2019-2020 
year, The College of Arts and Sciences, as well as the College of Behavioral and Community 
Sciences included no racial and ethnic group members on their university tenure and promotion 
committees and, in many cases, only one white woman. The College of Education tended to have 
the most diverse representation from women and members of underrepresented racial and ethnic 
minority groups. While female and faculty from underrepresented racial and ethnic groups are 
involved in the tenure process, the University of South Florida must develop practices to ensure 
diverse faculty participation in Promotion and Tenure Committees. 
 
C. Budget Plan  
One USF System has maintained resources that support equity goals and, in some instances, has 
identified other areas for improvement and added additional resources, which are detailed in 
Section IX of this report. 
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Part II. Review of Policies and Procedures 
 
The policies that are specifically formulated to ensure equity at USF and their respective web 
links are: 
 

• Anti-Discrimination Policy  
• Diversity and Equal Opportunity Policy (Policy 0-007) 
• Sexual Misconduct/Harassment Policy (Policy 0-004) 
• Disability and Accommodations Policy (Policy 0-108) 
• Recruitment and Hiring of University Employees (Policy 0-617) 
• USF Principles of Community 

 
 
Please note that while all regulations must be approved by the USF Board of Trustees, policies 
are not approved at BOT meetings. New and Amended policies are signed by the responsible 
office and the President.  
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Part III. Academic Program Reviews 
 
The Academic Program Reviews covers undergraduate, graduate, and first professional degree 
enrollment as required by Florida statute. Tables 1-8 and the corresponding narrative will address 
section A, B, and C. These data are obtained from the Office of Decision Support through the 
Integrated Postsecondary Education Data System (IPEDS). 
 

Academic Program Reviews (Part III. A, B, C) 
 
Table 1. First Time in College Enrollment 
 

 
 
A review of USF’s First Time in College (FTIC) Enrollment data for 2020-2021 reveal that 
underrepresented racial and ethnic groups comprise 43.7% of the FTIC population.  This is a 
slight increase from the previous year at 41.1%.  The FTIC student enrollment increased from 
2015 to 2020 by 17%, from 4,753 to 5,559 students. The gender representation is consistent with 
data from the previous year.  For the 2019-2020 academic year, the USF FTIC enrollment 
included a proportion that was 59% female and 41% male. 
 
The 43.7% of the FTIC student population is comprised of various racial and ethnic groups 
including: Black (6.7%), American Indian/Alaskan Native (0.1%), Asian (9.7%), Hispanic 
(22.4%), Native Hawaiian/Other Pacific Islander (0.1%), and Two or more (4.7%). White 
students represented 47.8%, Non-Resident Alien students represented 5.6%, and students 
identifying as Unknown represented 3.0% of USF’s FTIC fulltime students during fall 2020 
enrollment.  
 
The FTIC Enrollment data indicated both increases and decreases in the student population from 
2015 to 2020.  Data in the following student groups revealed increases: Non-Resident Alien 
increased by 55.3% (199 to 309), America Indian/Alaskan Native increased by 66.7% (3 to 5), 
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Asian increased by 55% (347 to 538), Hispanic increased by 24.8% (997 to 1,244), and two or 
more increased by 22.3% (215 to 263). Two populations experienced decreased enrollment, 
Black decreased by 4.8% (394 to 375) and Native Hawaiian/Other Pacific Islander decreased by 
60% (10 to 4).  
 
All categories increased in proportional representation except Black students and Native 
Hawaiian/Other Pacific Islander students. Our goal to increase the enrollment of 
underrepresented groups is designed to address this pattern. 
 
Opportunities for growth: 
In order to address what we have observed as increasing declines in Black student enrollment, 
we plan to explore the barriers to Black student enrollment. We will also review our admissions 
application and determine where we may be losing potential admitted students. This would 
benefit all students and have a particularly positive impact on Black student applicants. In 
addition, we are considering expanding the Guaranteed Admissions Pathway Program (GAPP 
programs), whereby our Admissions Offices will work more closely with local high schools in 
order to increase our visibility in schools that have high proportions of high achieving 
underrepresented students. Finally, we have been engaged in conversations about how to develop 
a holistic admission review process. Once students are admitted to USF, we believe more 
innovative approaches to admissions yield, including call campaigns and targeting marketing 
material may also be beneficial. We hope to see the results of these efforts reflected in next 
year’s Equity Report.  
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Table 2. Florida Community College A.A. Transfers 
 

 
 
For the 2019-2020 academic year, the USF Full-time Transfer student population included a 
proportion that was 62.2% female and 37.8% male.  This percentage of transfer students 
indicated a significant transition in gender diversity, with a decrease of male students from 2015 
to 2020 by 7.4% (734 to 680).  
 
Data comparisons from 2015 to 2020 in the following racial and ethnic student groups revealed 
increases in Non-Resident Alien by 32.6% (46 to 61), Black 15.1% (179 to 206), American 
Indian/Alaskan Native by 100% (1 to 2), Asian by 38.8% (67 to 93), Hispanic by 28.5% (375 to 
482), and Two or more races by 20.4% (49 to 59). Data also revealed a decrease in White 
students by 14% (945 to 813).  The data represented a total increase in transfer student 
enrollment from 2015 to 2020 by 6.6% (1,688 to 1,799).  
 
Opportunities for growth: 
The profile of our transfer students is significantly different than the profile of our FTIC 
students. While there has been a decline in FTIC enrollment for Black students and only slight 
increases in enrollment each year for most other underrepresented groups, there are significant 
and increasing representation of underrepresented groups among the transfer population. We 
plan to create new programs that bolster our transfer student pipeline program which includes 
developing closer ties with our local community colleges, including Hillsborough Community 
College, State College of Florida, St. Petersburg College. These programs are in the process of 
being discussed, but we hope to launch them and report results in next year’s report. 
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Table 3. Retention of Full-Time FTICs After One Year  
 

 
 
 
The overall retention rate for USF FTICs after one year was 92%, which was a slight increase 
from the previous year (90.5%). The overall retention rates for females and males increased. 
Specifically, for female students, the retention rate was 92%, which was an increase from the 
previous year 90.7%. For male students, the retention rate was 91%, which was a slight increase 
from the previous year 90.1%.  
 
For the second consecutive year, Black students were retained at a higher rate (95%) than the 
overall retention rate. For Fall 2020, Non-Resident Alien students were retained at 91%, America 
Indian/Alaskan Native students were retained at 75%, Asian students were retained 95%, 
Hispanic students were retained at 92%, Native Hawaiian/Other Pacific Islander students were 
retained at 88%, and Two or more retained at 91%.  White students were retained at 90.6% and 
students identified as Unknown were retained at 94%.  
 
Opportunities for growth: 
The retention data remained relatively unchanged from the previous academic year. Given our 
success with student retention and, in the context of COVID-19, our goal is to seek to sustain our 
nationally ranked trajectory of success with retention. Our efforts to sustain academic 
performance have been supported by government funding that provides financial support for 
qualifying students across all years, with an important impact on retention from year one to year 
two.  
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Table 4. Graduation Rate of Full-Time FTICs by Race/Ethnicity 

 
 
The overall graduation rate for USF after six years was 74%, which remains unchanged from the 
previous year. While female graduation rates increased respectively from the previous year 
76.7% to 78%, male graduation rates decreased respectively from 69.6% to 68%.  A gender gap 
continues to exist as females graduated at a rate of 78%, while males graduated as a rate of 68%.  
 
With regard to racially and ethnically diverse students, three student categories exceeded the 
overall USF 6-year graduation goal of 77%, Non-Resident Alien (79%), Asian (86%), and 
Unknown (77%).  The majority of the other categories did not meet the graduation goal of 77%, 
including Black (75%), American Indian/Alaskan Native (75%), Hispanic (70%), Native 
Hawaiian/Other Pacific Islander (60%), White (73%), and Two or more (67%). 
 
Summary of Action steps to support student enrollment: 
USF has continued its commitment to a timely completion while maintaining a diverse student 
population through various programs and initiatives.   

• USF continues to leverage predictive analytics to identify students who need extra 
support to succeed.  

• Case management, or care management at USF is utilized to identify and track the 
appropriate level of care for students who are: (1) Persisting students who only needed to 
utilize the traditional campus resources; (2) At-risk students needing more intensified 
monitoring and intentional resources; and (3) High-risk students who needed a care team 
to provide immediate and urgent interventions to resolve issues quickly.   

• Academic Advocates continue to promote undergraduate student persistence, 
progression, and completion in support of key strategic University goals and measures by 
removing barriers to academic success and supporting a timely progression to graduation.  
This is accomplished by working with students individually who are in academic distress 
to review their options, and collaborate with academic departments, colleges and 
university personnel to improve retention and progression to graduation.  

• The Persistence Committee continues to meet biweekly to assist the academic advocates 
with additional information about students in their curricular and co-curricular 
environments, by providing feedback regarding interventions and next steps, affecting 
needed changes to problematic policies, procedures and systems.  
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Table 5. Bachelor’s Degrees Awarded by Race 
 

 
The number of USF bachelor’s degrees awarded in the 2019-2020 academic year was 10,242, 
which was a slight increase from the previous year (10,009).  Of the degrees awarded, 60% were 
earned by female students and 40% were earned by male students, which remained consistent 
with the previous year.   
 
Compared to the 2014-2015 academic year, USF increased the total number of Bachelor’s 
degrees awarded by approximately 10.2% in 2019-2020 (9,291 to 10,242).  The number of 
degrees awarded to racially and ethnically diverse students was as follows: Black 10% (1,033), 
America Indian/Alaskan Native 0% (22), Asian 6% (664), Hispanic by 20% (2,088), Native 
Hawaiian/Other Pacific Islander 0% (20), and Two or more 4% (361), Non-Resident Alien 5% 
(560) and Unknown 3% (327). There was a slight decrease in degrees awarded to White students 
50% (5,167) in comparison to the previous year 52% (5,171).  
 
While comparisons to the previous year revealed only slight changes in proportional 
representation, compared to the 2014-2015 year, greater declines in degrees awarded were 
observed for Black students (from 19% to 10.1%) and White students (from 58% to 50%). In 
contrast, significant increases in degrees awarded were observed for NRA (from 2% to 5%), 
Asians (5% to 6%), Hispanics (11% to 20%), and Two or more races (from 3% to 4%).  
 
Opportunities for growth: 
We recognize the close connection between declining undergraduate enrollment of Black 
students and the striking declines in Bachelor’s degree attainment. Our opportunities of growth 
are closely tied to the strategies to increase Black student recruitment through access at the high 
school and community college level. Among our largest racial/ethnic group, Hispanic students 
are attaining Bachelor’s degrees in increasing numbers: the proportion of Bachelor’s degrees has 
doubled over the past five years. This signals the importance of renewed efforts to create access 
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for this community and provide appropriate resources on campus to support student success. 
Moreover, as we continue to increase the overall number of students that are graduating each 
year, we should closely examine whether under-represented groups are attaining degrees in areas 
of strategic interest, STEM fields, and across diverse disciplines. 
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Table 6. Master’s Degrees Awarded by Race 
 

 
 
The number of USF Master’s degrees awarded in the 2019-2020 academic year was 3,422, 
which was a slight decrease from the previous year (3532).  Of the degrees awarded, 59.2% were 
earned by female students and 40.8% were earned by male students, which remained consistent 
with the previous year. Across all groups, women earned a greater proportion of M.A. degrees 
than men.  
 
In the 2019-2020 year, there were minimal changes to the percentages of Master’s degrees 
awarded across racial and ethnic category when compared to the previous year. The number of 
degrees awarded to racially and ethnically diverse students was as follows: Black 8% (272), 
America Indian/Alaskan Native 0% (4), Asian 5% (172), Hispanic by 13% (433), Native 
Hawaiian/Other Pacific Islander 0% (4), Two or more 2% (68), Non-Resident Alien 21% (726) 
and Unknown 3% (99). Non-Resident alien students (21%) experienced a 4% decrease in 
comparison to the 2018-19 year. White students (48%) experienced 2% increase in comparison 
to the 2018-19 year, which is 46%. A comparative analysis of M.A. degree awardees from five 
years ago revealed an overall increase in the proportion of students who identify as NRA, Asian, 
Hispanic, and Unknown race. Those who identify as Black, White, and American Indian/Alaskan 
Native experienced slight declines over the same five-year period. 
 
The trends in M.A. degree attainment among underrepresented groups are notable. Hispanic 
students represented 22% of the undergraduate population, yet they represent only 13% of  M.A. 
degree awardees. Other racial and ethnic groups are represented about equally in terms of their 
proportion at the undergraduate and graduate level. This suggests that Hispanic students are not 
accessing graduate education at the same rate as other students. At the same time, the proportion 
of M.A. degree attainment among Hispanics increased by more than 50% over the past five years. 
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Sharp declines in the enrollment of Black M.A. awardees mirror declines that have been observed 
at the undergraduate level.  
 
Opportunities for growth: 
At the graduate level, intentional efforts to cultivate a graduate student pipeline program to 
facilitate the move of underrepresented students, especially Black and Hispanic students, from 
undergraduate studies to M.A. studies would be beneficial. We are collaborating with our local 
and external community partners including our Presidential Advisory Councils (PACs), such as 
the USF Latin Community Advisory Council and external stakeholders to build those 
relationships. Additionally, closer relationships with donors that comprise our Latino Scholarship 
Program could also offer opportunities for mentorship that would allow us to achieve parity related 
to proportional representation in our M.A. programs in comparison to the bachelor’s program. 
Similarly, for women and racial and ethnic minorities, we plan to work closely with existing PACs 
to achieve similar goals. Currently, the student mentorship program that exists between the Black 
Faculty and Staff Association, Black Leadership Network, and the Latino Scholarship Program 
provides a model that could be scaled up to benefit all underrepresented groups. Additionally, the 
provision of addition financial aid to Master’s students might also improve the significant 
decreases in enrollment among Black students and support the degree attainment of all students.  
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Table 7. Doctoral Degrees Awarded by Race 
 

 
 
The number of USF doctoral degrees awarded in the 2019-2020 academic year was 397, which 
was a slight increase from the previous year (373).  Of the degrees awarded, 51.9% were earned 
by female students and 48.2% were earned by male students, which represented a slight increase 
in male representation over the previous year. Across all racial and ethnic groups (excluding 
NRA), women earned a greater proportion of doctoral degrees than men. The most significant 
gender differences within student groups were among African Americans and Non-Resident 
Aliens (NRA). We found that 71% of all Black doctoral awardees were Black women, and 71% 
of all NRA doctoral awardees were men. Among Hispanic students, there is near parity between 
doctoral awards for men (51%) and women (49%). Hispanic students are also the only group of 
domestic students for which the proportion of male awardees surpasses that of female awardees.  
 
In the 2019-2020 year, there were minimal changes in the percentages of doctoral degrees 
awarded across racial and ethnic category when compared to the previous year. The number of 
degrees awarded to racially and ethnically diverse students was as follows: Black 7% (28), 
America Indian/Alaskan Native 0% (0), Asian 5% (19), Hispanic by 9% (35), Native 
Hawaiian/Other Pacific Islander 0% (0), Two or more 3% (11), Non-Resident Alien 27% (108) 
and Unknown 3% (12). Hispanic students and those identifying as two or more races 
significantly gained in comparison to AY 2018-2019.  
 
The proportion of Hispanic doctoral degrees awardees increased by more than 50% in 
comparison to the 2018-2019 year (an increase from 20 to 35). Moreover, the raw numbers of 
doctoral degree awardees who identify as two or more races increased by five-fold (from 2 to 11 
doctoral awardees). With regards to other racial and ethnic groups, the proportion of White 
graduates dropped by 10% (from 56% to 46%) and the proportion of Black, American 
Indian/Alaskan Native, and Native Hawaiian/Pacific Islander, remained unchanged from the 
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previous year. When considering the five-year comparison, both Black and Asian students 
experienced a slight 1% decrease in their proportional representation. White students 
experienced a 12% decrease in proportional representation. 
 
Opportunities for growth: 
 
Overall, the proportional representation of women and racial and ethnic minorities in doctoral 
degree programs has been stable. The historically low representation of Black and Hispanic 
students, especially relative to their overall population size, continues to be an area of concern. In 
December 2019 year, the Office of the Provost produced a Graduate and Professional Student 
Success Workshop report. Specific recommendations that emerged in the Graduate Student 
Success Council included the establishment of a Graduate Student Success Council, a robust 
mentorship program, re-evaluation of Admissions practices, development of more expansive web 
presence, a clearinghouse of graduate fellowships/financial aid, and metrics assessing graduation 
and career progress of graduates. As these recommendations were made in 2019, the upcoming 
Equity Report should provide an evaluation of our progress with implementing these 
recommendations.   
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Table 8. First Professional Degrees Awarded by Race  
 

 
 
The number of USF professional degrees awarded in the 2019-2020 academic year was 375 which 
was a slight decrease from the previous year (379).  Of the degrees awarded, 61.6% were earned 
by female students and 38.4% were earned by male students, which represented a slight increase 
in female representation over the previous year. 
 
Among those graduating with a First Professional Degree, there were increases among Hispanics 
and those identifying as Two or More Races. The proportion of Hispanic students earning 
professional degrees increased by 38% over the prior year. Similarly, while the raw numbers are 
small, those identifying as Two or more races, increased from five to 11 professional awardees. 
Black students experienced a slight 1% decrease and Asian students had a 21% drop over the 
previous year. White students gained 2 graduates (1%) over the previous year.    
 
Opportunities for growth: 
As indicated by our efforts to support Graduate and Professional Programs (previously explained 
in the previous section on doctoral degrees), we believe that the strategies developed by the 
Graduate and Professional Student Success Workshop including the establishment of a Graduate 
Student Success Council, a robust mentorship program, re-evaluation of Admissions practices, 
development of more expansive web presence, a clearinghouse of graduate fellowships/financial 
aid, and consistent use of data tracking to evaluate career progress will support our efforts. The 
rapid growth in the proportion of professional degrees awarded to Hispanic students is indicative 
that we are increasingly viewed as an appealing destination for Hispanic students, and we 
anticipate this market continuing to grow. Therefore, we should remain proactive about supporting 
the success of these students. We also plan to monitor the decreases in Asian student enrollment, 
while also working to strengthen our recruitment of underrepresented groups, including Black and 
Hispanic students.  
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Part III D. Student Services 
 
Student Services at USF is required to conduct periodic review by the institution to determine 
compliance with equity laws and regulations.  Non-discrimination on the basis of race, color, 
national origin, sex, religion, age, disability, marital status, veteran status or any other basis 
protected by law is required.  The following is a self-assessment by institution of the following 
areas: Academic Advising, Admission to Academic Program, Health Services, Club and 
Intramural Athletics, Student Financial Assistance, Housing, Student Employment, Educational 
and Work Environment, and Personnel. 
 
Academic Advising  
 
The Council on Academic Advising (CAA) serves as the primary mechanism for representation, 
communication, coordination, and education for the undergraduate academic advising community 
across the University of South Florida’s three campuses. The council has six sub-committees to 
engage in high priority activities within the community, including the Multi-Cultural Academic 
Advising Council (MCAAC) which adheres to a mission statement to “build a networking system 
that encourages advisors to engage in successful advising interactions with multicultural and 
underrepresented students, as well as engage in successful networking and partnership 
opportunities with diverse advising colleagues”. 

 
The 2020-2021 academic year was an active one for MCAAC. The Council organized several 
well-attended virtual events offered throughout the Fall and Spring semesters including: 

• July 16, 2020: “Voice of the People on Race & Justice” - This forum allowed students 
to express their perspectives and voices on issues related to race and justice.  

• August 6, 2020: “Voice of the People Lunch & Learn” – This event explored the basics 
of allyship including answering questions about what allyship means, what resources are 
available, and how advisors can better support our students and colleagues of color.   

• October 16, 2020: “How to Overcome Your Biases While Advising Students” – This 
workshop helped advisors become more self-aware when guiding students of different 
cultures and backgrounds on academic and career success.  

• December 10, 2020: “Developing Advising Competence for Diverse Student 
Populations” – This workshop provided information and modelled approaches for 
working with underrepresented students and those from different cultures. 

• March 19, 2021: “International Women’s Day: Highlighting USF’s Unsung Heroes” 
– This event highlighted uplifting stories and dialogue in honor of International Women’s 
Day. 

• May 6, 2021: "Operating on Autopilot in the Midst of Political Tension” – With the 
collaboration with support from the Counseling Center, this session discussed the impact 
of tragedies such as police violence and hate crimes on mental health. 
 

Finally, in February 2021, MCAAC distributed the sub-committee’s first newsletter, which 
corresponded with Black History Month, to profile the accomplishments of lesser-known scholars 
and artists of African descent. 
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With a centralized academic advising model on two of the campuses, academic advising on these 
campuses has been enhanced through the use of technology and strategic initiatives to help address 
the needs of the students on these campuses.  

 
In alignment with the BOG’s DEI memo, the virtual events that we organized over the 2019-2020 
academic year illustrate how we are actively engaged in two of the four critical components of the 
memo. These areas include fostering opportunities for listening and feedback processes, while also 
supporting learning and training processes. Given the success of these events and our desire to 
promote an inclusive USF, our goal is to continue providing opportunities for virtual engagement 
in order to contribute to the exchange of knowledge between academic advisors on all campuses. 
We should also produce assessment tools to gauge the extent to which participants report that these 
sessions are beneficial. 

 
Enhanced Advising through Technology 

 
During fall 2019, Archivum, a student success dashboard and online academic advising 
scheduling system was expanded across campuses. The system provides advisors real-time 
information on a student’s academic profile (GPA, academic standing, hours earned/attempted) 
to assess the student’s academic success and level of support needed to meet progression and on-
time graduation. Advisors review and discuss the various key success indicators as displayed on 
the student’s dashboard. This information is also accessible to the student. Through the use of 
on-time data, students and advisors are able to discuss areas in need of improvement and identify 
key resources to help meet academic and personal goals.  The Archivum advising appointment 
scheduling system improved students’ ability to make in-person or online appointment from any 
computer or mobile device.  This new tool became a critical component to empower students to 
access Academic Advising Services remotely during the COVID-19 global pandemic.  These 
services as part of the services offered through our coordinated Office of Academic Advocacy 
reflect our proactive approach to promote equity across our campuses.  

 
Online Learning and Instructional Services 

 
With support from the faculty in Online Learning and Instructional Technology Services 
(OLITS) Services, Academic Advising developed a series of instructional videos to assist 
students with the registration process. These interactive videos were designed with the student in 
mind and to address the many questions they have as they navigate various USF systems for 
course selection and registration.  Advising shared this information through their social media 
platform, website, and via e-mail to address students’ questions in a timely manner without 
needing to make an advising appointment. Some topics include: How to use Degreeworks 
(degree audit system) to search for a class, add/drop a course, verify your student schedule, and 
use schedule planner tool, to name a few. The instructional videos were well received by both 
student, advisors, and staff.  Students reported that they found them to be very useful.  Other 
departments across campus, including the Registrar, Compass Peer Advocates, and Residence 
Life, shared the instructional videos on their own websites or through their communication 
campaigns for students (department newsletters, e-mails).    
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Communications 
 

In collaboration with the Registrar, Academic Advising provided feedback to University 
Communications to develop a comprehensive marketing campaign to increase early registration 
for all students. Marketing materials and a social media campaign were developed and featured 
throughout the university and specific spaces (student center, dining halls, residence halls) to 
promote on-time registration.  To support the “Register On-Time” campaign, Academic 
Advising sent timely e-mails and social media posts to specific student cohorts (i.e., graduating 
seniors in their last term not yet registered) to encourage students to meet with an academic 
advisor and finalize course registration, internship, and or post-secondary to career transition 
plans.  The “Register On-Time” campaign proved to be an effective way to engage students in 
the registration process. Our online communication was a vital strategy due to the pandemic, but 
some of these virtual strategies will continue to be beneficial in the upcoming academic year. 
 
Tracking Finish in Four 
Academic Advising continues to support 4-year degree completion through timely review of 
student progress indicators. Advisors review specific cohort registration activity through the 
analysis of discrepancy between the student’s schedule planner (courses recommend each term 
by an advisor for 4-year completion) versus what the actual student registration.  In some cases, 
such discrepancies increase time to completion as students enroll in courses that may delay their 
graduation, increase excess hours, and overall cost of education. When a discrepancy occurs, the 
advisor contacts each student to discuss their academic plan and make the necessary changes to 
remain on a 4-year graduation path.   

 
Increased Online Drop-in Advising Hours 
During the spring 2020 semester, students faced significant academic and personal challenges 
during the global pandemic.  The health concerns forced the institution to quarantine and 
work/study fully online. In addition to the pandemic, the effects of national protests due to social 
injustice and unrest, loss of jobs, food insecurities, and other difficulties brought forth additional 
challenges on campus. Academic Advising became a significant lifeline for many students as 
they tried to remain focused on achieving their academic goals. Many times, students contacted 
their advisor to help understand extensive and ever-changing information provided by the 
university in an effort to navigate through the challenges of the pandemic. The start of the 
pandemic was also the beginning of the institution’s peak registration season. Therefore, our 
Advising team made sure to remain accessible to students by increasing online drop-in days by 
50% over an extended period of time as well as continuing to provide scheduled advising 
appointments.   
 
Admission to Academic Program 
 
The Outreach and Access Unit within the USF Office of Admissions is committed and focused 
on engaging prospective students from underrepresented backgrounds to become competitive 
applicants.  In an effort to increase the enrollment of students from underrepresented 
backgrounds, the Outreach and Access Unit the University of South Florida continues to develop 
and execute strategies and programs to attract students from historically underserved 
communities.  Although there are some challenges to increasing and enhancing the presence of 
historically marginalized populations as undergraduate students at USF, the Outreach and Access 
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unit has strategically designed recruitment materials specifically for these audiences; and focused 
admission recruitment efforts in schools and school districts with a high concentration of students from 
underrepresented backgrounds. 
 
Targeted Outside Collaborations 
There are various programs and initiatives that USF Admissions has partnered with in order to 
promote the recruitment and admission of underrepresented students.   
 
The Ron Brown Scholar Program (RBS)  
RBS is an innovative college access and navigational tool with the potential to reach thousands 
of African American high school students.  In an effort to target high-achieving Black students, 
the Outreach & Access unit collaborated with RBS as an Educational Partner in 2019-20 and 
2020-21 and has committed to this continued partnership for 2021-2022, and beyond. 

 
College Board Recognition Program (CBRP) 
In the past, USF has rewarded National Hispanic Scholar (NHS) who excelled on their 
PSAT/NMSQT and in their classrooms.  USF recognizes students with the NHS by recognizing 
them with the Tradition of Excellence National Hispanic award, which grants $5,000 per year 
($20,000 over 4 years).  In 2020-21, College Board expanded the CBRP to include National 
African American and National Indigenous programs. With this expansion, USF is able to 
incentivize high achieving and underrepresented students to enroll at USF by awarding all CBRP 
scholars with the $5,000 per year Tradition of Excellence award. 

 
Advancement Via Individual Determination (AVID) 
AVID is a nonprofit organization that focuses on assisting schools shift to a more equitable, 
student-centered approach to close the opportunity gap, and to help more schools prepare all 
students for college, careers, and life. USF partnered with the School District of Hillsborough 
County’s AVID office, to host a month-long series of AVID Days. During AVID Days, middle 
and high school students were able to visit USF and engage in a University Life Session 
presentation, followed by a campus tour.  In the Fall of 2019, USF hosted 57 Hillsborough 
County schools and 2,280 Hillsborough County students.  Due to the pandemic, this on campus 
initiative had to be paused, with plans to resume AVID on-campus days in Fall 2021. 
 
Targeted Campus Partnerships 
The USF Office of Admissions campus partnerships include Upward Bound (UB), College 
Reach Out Program (CROP), Student Support Services (SSS), College Assistance Migrant 
Program (CAMP) and Advising Financial Literacy Objective and Training (AFLOAT).  The 
campus partnerships provide specific services which include: 

 
• Priority consideration beyond the published priority deadline 
• Targeted communication via email, phone, and invitation only events 
• Application completion assistance 
• Delayed decision to allow additional testing opportunities to meet criteria 
• Direct access to admissions personnel  
• Parental counseling on the opportunities of pathway programs, financial aid, and 

admissions requirements 
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• Special access to campus 
 
Upward Bound (UB) and College Reach Out Program (CROP) 
In partnership with Undergraduate Studies, the Office of Admissions ensures that applicants 
from the UB and CROP TRIO-based programs are provided the above listed services. 
 
Student Support Services (SSS) 
In partnership with the SSS program, the Office of Admissions ensures that applicants for SSS 
are prioritized based on SSS criteria.  This includes academic criteria as established at BOG 
minimums and are not subject to USF admissions profile grids. 

 
Below are the admissions metrics for SSS over the past 2 years: 

 
Term Admits Enrolled 

Summer 2020 159 97 
Summer 2021 151 69* 
* Registration is in-progress. 

 
USF also launched a similar program to SSS at the USF St. Petersburg campus in summer 2020.  
For Summer 2021, the USF St. Petersburg campus anticipates enrollment of 15 students with a 
target of 25 students in future years. 

 
College Assistance Migrant Program (CAMP) 
In partnership with the College of Education, the Office of Admissions ensures that applicants to 
the CAMP are prioritized based on CAMP criteria.  This includes academic criteria established 
at BOG minimums and are not subject to USF admissions profile grids. 
 
Below are the admissions metrics for CAMP over the past 2 years: 

 
Term Admits Enrolled 

Summer 2020 34 21 
Summer 2021 36 14* 
* Registration is in-progress. 

 
It is notable that slightly more than 60% of both CAMP and SSS admitted students ultimately 
enroll at USF. This yield is nearly two times higher than the yield rate for students admitted 
through traditional venues. 
 
Marketing Materials 
The Office of Admissions has enhanced marketing materials focused on recruiting a diverse 
student body.  This includes: 

• New Outreach and Access website: 
https://www.usf.edu/admissions/freshmen/admission-information/outreach-and-
access/ 

• Diversity email campaign focused on students of color 
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Health Services  
Student Health Services (SHS) utilizes an integrated care model, combining a wide range of 
medical, counseling, prevention, and wellness services to help support individual USF students 
to be personally and academically healthy and successful. With locations on each campus, USF 
students can utilize medical services on the campus most convenient to them without paying 
additional Health & Wellness fees. SHS does not provide x-ray, dental, or optometry services but 
will provide referrals to facilities/providers that provide these services. SHS also assist students 
with immunization and insurance compliance and administer the student health insurance plan.  

 
The combined usage of student health services for the last year includes: 

 
 
All Campuses 

 
 

2019-20 
        

        
Total Clinic Visits 37215         
Average Daily Visits 144         
Individuals Served 14568         
            
Insurance           
   No Insurance 30%         
   USF Insurance 17%         
   Private Insurance 53%         
            
Ethnicity           
   African American 11%         
   Hispanic* 18%         
   Asian 13%         
   American Indian 0%         
   Caucasian 45%         
   Unknown 13%         
 International 
students  N/A 

        
  

        

 
Club and Intramural Athletics  
Clubs 
USF has more than 700 registered student clubs and organizations.  These clubs and 
organizations provide opportunities for students to learn about great campus events, gain 
leadership skills, and connect with valuable members of the campus and surrounding 
communities.   

 
The Centers for Student Involvement, Leadership and Civic Engagement, and Multicultural 
Affairs focus on cultivating an environment in which every student at USF will be engaged in 
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transformational experiences.  Their mission is to provide educational, cultural, and social 
programs to students and the USF community to foster experiences that create interculturally 
mature global citizens who are prepared to thrive in diverse environments.  These experiences 
will lead to lifelong learning, personal growth, and connection to the university, that will help 
develop students into leaders who will be prepared to make a positive difference in the world.   

 
The following programs and resources that focus on creating an inclusive and diverse campus 
community.   

 
iBuddy  
iBuddy is a free 9-week program that takes place during the Fall and Spring semesters. The 
program partners international and domestic students from all campuses to increase cultural 
awareness and build lasting friendships through a series of campus events and social programs. 
The iBuddy program enhances and encourages out of classroom student engagement that assists 
participants in becoming global citizens. 

 
Intercultural Student Leadership Conference 
The Intercultural Student Leadership Conference (ISLC) is designed to strengthen the 
engagement and retention of underrepresented students at the University of South Florida by 
providing inspiration, co-curricular connections, and campus resources to support their path to 
success.  
 
Multicultural Resource Library 
The Office of Multicultural Affairs seeks to provide resources to increase education and 
knowledge of diversity and multiculturalism. The Multicultural Resource Library provides 
books, CDs, DVDs, and magazines that are available at no cost to students. 

 
Safe Zone Training 
The USF Safe Zone Training Program is the institutionally recognized Lesbian, Gay, Bisexual, 
Transgender/Trans+, and Queer/Questioning (LGBTQ+) diversity training program. The Safe 
Zone Training Program educates future leaders and the USF community on support for the 
LGBTQ+ community by promoting understanding and inclusivity through interactive 
conversations and activities by certifying supportive Allies to promote understanding and 
advocacy. 

 
UndocuALLY 
Modeled after UndocuALLY training at other institutions of higher education, this training was 
created to educate the USF community on the history, relevant legislation, and current realities of 
the undocumented community. This training strives to cultivate a more supportive environment 
for undocumented students in higher education and the University of South Florida. 
 
Unity Council 
The Multicultural Unity Council’s mission is to unite multicultural student organizations and 
leaders while connecting with the university at large.  This is accomplished through the 
promotion of inclusiveness and the engagement in cultural education, informative 
communication, collaborative programming, and personal and professional development. 

DocuSign Envelope ID: 35EBB96F-0D14-4AA7-9B08-099244CF6568



 
UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2021 

30 

 
Intramural Athletics 
The Recreation and Wellness educational experience is enhanced and enriched through diverse 
health and wellness programs. Recreation and Wellness creates on-campus opportunities for 
students, faculty, and staff to engage by providing various programs, services, and first-class 
facilities for USF members to enjoy physical activity in a safe learning and supportive 
environment.  

  
Campus Recreation is one of the largest departments of student employees with approximately 
70% who identified as female and 30% who identified as male across the campuses.  Regarding 
race, those who identified as White were the highest percentage of student employees.  The 
student participation in Campus Recreation facilities and activities represents approximately 37% 
females and 63% males.  

 
Areas of growth will include focusing on more female participation in all areas of Campus 
Recreation, increasing male student employees, and increasing the diversity of the student 
employees to better represent the University demographics. Campus Recreation will also focus 
on increased awareness by providing a safe culture for those that may be gender non-binary or 
gender non-conforming. 
 
Student Financial Assistance  
The Office of Financial Aid (OFA) is committed to policies and practices that increase access to 
higher education and support retention and progression to graduation.  OFA responsibly and 
effectively administers over $480 million in financial aid dollars to qualified students, and also 
provides information and tools to promote college access and affordability, particularly to first-
generation and underrepresented students.  OFA complies with the National Association of 
Student Financial Aid Administrators Code of Conduct and are guided by the USF Strategic Plan 
as it relates to Student Success. 

 
• Much of the work accomplished by OFA this past year resulted from the 

unanticipated receipt of over $27.5 million in Federal CARES/CRRSAA funds.  In 
addition to block grants automatically awarded to students with unmet financial need, 
an Archivum application was launched in collaboration with USF IT to quickly 
identify students who were experiencing financial hardships due to additional COVID 
related expenses or reduction in family income.  Over 8,300 students were helped 
with these federal dollars. 

 
• In fall 2020, USF enrolled an undergraduate population that was 33% Pell Grant 

eligible, demonstrating the institutions commitment to economically disadvantaged 
students.  The financial aid awarding policies in support of these students resulted in 
graduation rates at or just below the rate for non-Pell eligible students, a distinction 
that sets USF apart from most institutions. 

 
• In fall 2020, the We Got U-SF program was launched to provide students financial 

support to enroll full-time at USF.  Over $15.4 million was distributed to over 21,600 
students. 
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• The Financial Education Office was launched in April 2013 to provide a broad range 

of financial topics relevant to students during college and after their USF experience. 
To date for FY21, 336 financial coaching sessions were conducted, and 189 students 
completed the online student loan exit counseling process. The Bulls-2-Bulls 
Education program, a peer coaching program has been particularly successful at 
providing guidance about how students can decrease their loan debt. 

 
Continued assistance was provided to 27 families of entering out of state students to 
help them understand the process of paying for their students’ education.  
 
All 77 students in the entering summer class from Student Support Services were 
required to participate in mandatory financial wellness coaching. Participation in 
these coaching sessions provides students from underrepresented populations the 
basic information they need in order to successfully apply for financial aid, pay their 
institutional charges and minimize their student loan debt.  
 
The services offered on the St. Petersburg campus, previously called AFLOAT, have 
been integrated with the Tampa campus office, re-branded, and services and 
programs expanded, and these programs have also been launched on the Sarasota-
Manatee campus. 
 

• Get Started Website: OFA maintains a college planning website with information and 
tools for students and their families, especially those who view cost as a barrier in 
achieving a college degree. The website provides quick links to a number of college 
planning resources including, step-by-step financial aid process, information on high 
school planning nights coordinated by the Hillsborough County School District, and 
other college planning resources. Professional staff from OFA conducts many of 
these sessions.  OFA created videos (FAFSA Step By Step, Financial Aid 101, 
Orientation videos for First Year and Transfer) to help students navigate and 
understand the financial process. Videos are also available to guide students through 
filing the FAFSA and using USF’s OASIS student system. 

 
• Cost Calculator: The Cost Calculator is provided to families at district financial aid 

high school nights, Office of Admissions events, and New Student Orientation. The 
calculator is also available in Spanish. OFA is focused on increased awareness of the 
online calculator for students and families to use in determining the cost of attending 
USF. OFA recently launched a step-by-step video to help students and families self-
serve in using the tool which is embedded in the calculator.  

  
• TEAMS Virtual Counseling: Due to COVID, the self-service computer stations 

located on the campuses, in the lobby of the offices, had to be removed.  In order to 
continue helping students navigate various websites to apply for and locate financial 
aid offered to them, OFA transitioned to virtual counseling sessions via TEAMS.  
This allowed the office to maintain an aspect of face-to-face service for students who 
needed additional help. 
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• Outreach Programs & Services: OFA develops and participates in many outreach 

programs and services throughout the year to assist students and their families in 
establishing realistic financial plans for achieving a college education through 
planning, budgeting and applying early for financial aid, including orientation 
sessions. OFA participates in numerous events during the year hosted by the Office of 
Undergraduate Admissions.  These events include students who have indicated an 
interest in attending USF or have already been admitted.  

 
• Events, both in person and virtual, help to support the efforts of the admissions and 

yield staff, as well as community partners, such as LEAP.  LEAP provides grants to 
states to assist them in providing need-based grants and community service work-
study assistance to eligible postsecondary students.  

 
• Summer Access Programs: OFA provides financial aid and financial education 

presentations to students in the Student Support Services (TRIO) and Upward 
Bound/College Reach Out. Students in these programs are from underrepresented 
populations. Assistance was also provided to these students through FAFSA help 
sessions in the OFA lobby.  

 
Staff members serve on the Persistence Committee with a focus on ensuring that 
eligible freshmen who started at USF in summer/fall 2020 are able to continue their 
enrollment for fall 2021. 

 
OFA is an integral member of the Archivum Case Management system, providing 
individualized assistance to students who are at risk of not persisting and/or 
graduating. 

 
Housing 
Housing and Residential Education is dedicated to creating safe and welcoming residential 
communities that promote student success. All residents are supported by a team of Resident 
Assistants (RA) or Community Managers (CM) who are student para-professional staff members 
living in their community.  RAs/CMs are knowledgeable of campus resources, and trained in 
conflict resolution, multicultural awareness, community building, crisis response, and more.  
  
Through our Residential Curriculum and programmatic efforts, we promote the academic 
success and intellectual development of our residents and strive to enhance their ability to 
graduate on time.  Within Housing and Residential Education, students have access to Living 
Learning Communities and Residential Community Programs designed to provide a cohort 
experience with peers that share similar academic, career and co-curricular interests.  A broad 
array of academic initiative programs provides unique learning experiences and opportunities to 
interact with faculty outside of the classroom. 
  
Our residential population, which self-identifies during the Admission’s application process, is 
59% female and 41% male. Self-reported race/ethnicity data of the residential population 
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identifies reveals the following: 
 

• 55% (2,132) White 
• 19% (724) Hispanic  
• 10% (367) Black 
• 3% (121) Non-resident Alien 
• 6% (219) Asian 
• 4% (173) Two or more races 
• 3% of residents chose not to report on their race and ethnicity (105) 
• > 1% American Indian/Alaskan Native and Native Hawaiian or Pacific Islander (9) 

 
81% percent (3,129) of the students living on-campus are Florida residents, 13% (498) are from 
out of state, 3% (118) from outside the United States, and 3% (105) are special Florida residents. 

 
Student Employment  
Student Employment is coordinated through Human Resources, Career Services, and Financial 
Aid.  The recruitment of student employees is managed through two platforms: Careers@USF 
and Handshake. Access to all job postings including student employment positions is provided to 
students upon their first day of class in the Handshake platform.  

 
Student Employment and these platforms are open to all students without regard to race, 
color, ethnicity, nationality, origin, sex, religion, age, disability, marital status, veteran status or 
any other basis protected by law.  

  
Student Employment is open to all current students and postings provide opportunities for 
internships, Co-op, part-time, and full-time jobs. Students will need to have requested the 
Federal Work Study (FWS) options to their Financial Aid package in order to qualify for FWS 
funded student employment positions. These options are used at all USF campuses and Career 
Services staff are trained in the use of the platform, sign a user agreement and comply with: 
FERPA laws, NACE Principles (National Association of Colleges and Employer (NACE) 
Professional Standards), and NCDA Code of Ethics.  

 
Student employment on campus also makes significant contributions to their overall success.  
Student Success is a significant employer to student employees with approximately 62% who 
identified as female and 38% identified as male.  The racial/ethnic composition of student 
employees include 17% Asian, 22% Black, 21% Hispanic, 38% White and approximately 1% for 
all other populations.   

 
During the Covid-19 pandemic, student employees were eligible to work from home for any of 
the jobs that could be transitioned to a virtual environment.  
 
Educational and Work Environment 
USF provides a rigorous academic curriculum that is comprehensive, strategic, competitive, and 
intentional in facilitating the overall student learning experience. The vast resources available to 
students include both academic and student services to include tutoring, advising, peer mentors, 
counselors, student accessibility services, on-campus employment, academic advocates, and 
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health and wellness, all making significant contributions to the student learning outcomes. While 
academic success is important, the out of classroom learning experiences are equally important.  
The university offers valuable out of class opportunities, which support the personal growth and 
development of our students through engagement, leadership, wellness and student employment.  
Student Success also focuses on the co-curricular by creating dynamic learning experiences in an 
inclusive community. These experiences build the personal, social, civic, leadership, cultural, 
physical, character and intellectual development of the students.  

 
USF is committed to providing the right resources, at the right time to ensure all students, faculty 
and staff are successful.  Embracing the practice of equal rights and opportunities for all USF 
community members in academics and employment, the university complies with Title I of the 
Americans with Disabilities Act 1990, Title VII of the Civil Rights Act of 1964, The Equal Pay 
Act of 1963, Age in Discrimination in Employment Act of 1967, Section 501 of the 
Rehabilitation Act of 1973, Civil Rights Act of 1991, The Genetic Information 
Nondiscrimination Act of 2008.   
 
Student Success continues to partner with the various institutional stakeholders in providing the 
right educational, employment, and co-curricular experiences and resources that augment student 
success and help prepare students for success beyond college.   

 
Personnel  
USF is a global research university that inspires learning, creativity, innovation and 
collaboration, all while prioritizing student success.  The university is committed to equal access, 
equal employment without regard to race, color, marital status, sex, religion, national origin, 
disability, age, or veteran status, and equal opportunity. These principles are interwoven into the 
fabric of the recruitment and hiring processes and also included in the programs and services 
provided to employees and students.   
 
There are a number of opportunities for growth that include strengthening leadership pipeline 
programs that focus on staff personnel from underrepresented groups. As more than 40% of our 
student population is from an underrepresented group, proactive efforts to both cultivate existing 
staff and recruit in the community could yield a more diverse workforce. Important to note, 
research consistently has demonstrated the positive impact of same-race/same-gender mentors, 
teachers, and advisors on the success of under-represented groups. An investment in a more 
diverse workforce represents an investment in the success of our increasingly diverse students. 
These efforts would also address “recruitment, talent development and advancement processes” 
which is one of the four critical components listed in the BOG diversity, equity and inclusion 
memo. 
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Part III:  Academic Program Reviews:  
Overall Effectiveness of Equity in Enrollment (Section E) 

 
Upon arrival to USF in 2019, President Steve Currall assembled a taskforce to develop what we 
now refer to as the USF Principles of Community. Among the many values espoused by these 
principles include ‘Diversity with Inclusion’ and ‘Equity with Excellence,’ which drive our 
efforts to promote inclusive excellence across our three campuses and in the broader community. 
These values have been particularly valuable in our efforts to expand access for students. Below 
we outline notable programs and partnerships with outcomes that reflect our overall effectiveness 
of equity in admissions and enrollment.   
 
Guaranteed Admissions Partnership Program (GAPP) 
In our efforts to create a diverse student body, the Outreach & Access unit of the University of 
South Florida’s Office of Admissions, developed the GAPP in 2018.  The goal of the GAPP is 
two-fold: 

• Expand and strengthen university–community engagement locally in support of 
USF's strategic priorities to cultivate and nurture mutually beneficial partnerships. 

• Recruitment of the best and brightest students from underserved populations.  
 
Initially, we identified nine (9) GAPP high schools to pilot our GAPP within Hillsborough, 
Pinellas, Sarasota, and Manatee counties: 

• Hillsborough County: Armwood, Leto, and Middleton 
• Pinellas County: Dixie Hollins, Lakewood, and Boca Ciega 
• Sarasota County: Booker 
• Manatee County: Southeast and Bayshore  

 
Recently, USF added eight (8) more GAPP high schools in the local 7 counties: 

• Hillsborough: Jefferson, and Hillsborough 
• Pinellas: Gibbs 
• Pasco County: Zephyrhills and Gulf 
• Polk: Kathleen 
• Hernando: Central 
• Lake: Leesburg 

 
Below are the admissions metrics for GAPP over the past 2 years: 

 
Term Applications Admits 

Summer/Fall 2020 (8 GAPP schools) 836 359 
Summer/Fall 2021 (8 GAPP Schools) 867 417 
Summer/Fall 2021 (17 GAPP 
schools) 

1397 653 

 
Some improvements in the GAPP planned for the class of 2022 and beyond: 

• No expansion of the number of high schools;  
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• No change to academic criteria;  
• Consistent criteria from year-to-year to promote to freshman/sophomores;  
• Earlier release of criteria (mid-August); and 
• Development of partnership with principal and guidance counselors. 

 
In addition to collecting data on the admission rates of GAPP students, future analysis should 
include the yield rate of these students to determine the extent to which these students ultimately 
enroll at USF.  
 
Diversity Immersive Visitation Experience (DIVE) 
In an effort to generate interest among the talented underrepresented student populations while 
increasing the diversity of the USF applicant pool, the USF Office of Admissions Outreach & 
Access unit developed the Diversity Immersive Visitation Experience (DIVE).  DIVE is a three-
day/two-night residential program housed at the Tampa campus.  Over the course of three days, 
students will gain access to workshops that include: SAT Prep, Applying to College, Financial 
Aid, Academic Mindset, Campus Involvement, and much more. Students that complete the 
application for DIVE and are invited to participate in the program, will have all costs associated 
with food, housing, and possibly transportation (for out of state students) sponsored by USF 
Admissions.  Some highlights: 

 
• The first DIVE program was scheduled June 16-18, 2020, with a targeted attendance 

ranging between 75-100 students.  Due to the pandemic, the program was offered in a 
virtual setting in August 2020. 

• The 2021 version of DIVE is also scheduled as a virtual program from July 13-15, 
2021.  

• In late 2021, the Office of Admissions will start preparations to host the program on-
campus in upcoming years.  

 
College Preview Day 
The College Preview program is designed for prospective students, grades 10th-12th from 
historically underserved/underrepresented and first-generation populations. During College 
Preview Day, students are equipped with the knowledge and tools necessary to understand the 
college admission process in addition to participating in programming on financial aid, 
exploratory majors, campus tour, and a question-and-answer session with a diverse student 
panel.  College Preview Day is currently being expanded to all USF campuses.   

 
FUSE 
Fuse is a transfer program between the University of South Florida and eight Florida State 
Colleges. This program encourages timely completion of both the A.A. and Bachelors’ degrees 
while academic advisors at all partner schools, and USF advisors monitor the process to ensure 
students meet the necessary requirements to enroll at a USF System institution.  The FUSE 
program provides a pathway for all students, especially those from underrepresented groups.  In 
addition to FUSE, the USF St. Petersburg campus offers similar programs, Community Scholars 
(CS) and Pinellas Access to Higher Education (PATHe). 
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The increases in transfer student enrollment (Part III, Table 2 – Florida Community College A.A. 
Transfers) that has been observed for nearly underrepresented racial and ethnic groups can be 
attributed, in part, to the success of the outreach programs targeting transfer students. 
 
Community Scholars 
The Community Scholars program is a pathway program to the USF St. Petersburg campus 
designed to convert previously denied Freshman applicants into admissible, lower-level transfer 
students.  Students start their college experience at a regionally accredited institution for one 
semester as a full-time student and then seamlessly transition to the USF St. Petersburg campus 
as a fully matriculated student.  Students that complete the program’s initial requirements receive 
a one-time $1,000 transfer scholarship.  This program is offered to non-remedial, previously 
denied USF St. Petersburg campus first-year students throughout the U.S. who reside outside of 
Pinellas County.   

 
PATHe – Pinellas Access to Higher Education 
The Pinellas Access to Higher Education (PATHe) initiative is a collaborative partnership for 
Pinellas County residents, established between St. Petersburg College and the University of 
South Florida St. Petersburg campus. The program provides equitable access to higher education 
to all students and offers K-12 students a wide variety of options with the most efficient 
pathways for post-secondary education, including scholarship opportunities. In order to support 
these efforts, PATHe offers a variety of programming opportunities, including its signature event 
"Discover Your PATHe."  
 
Opportunities for growth 
We are very pleased with the level of programming and support that we have been able to offer 
our students. As we move into the next year, we plan to continue to develop targeted programs 
that will bridge the gap between the success of our underrepresented students. For example, we 
plan to re-apply for the Seal of Excelencia program because we believe our expanded programs 
supporting Latino students might allow us to be selected for the certification program.  
 
Additionally, we believe that further expansion of the GAPP program will be beneficial. Over 
and beyond the number of schools represented in the program, we would like to strengthen the 
relationships that we have with guidance counselors and our relationships with the equity 
officers across the Hillsborough, Sarasota-Manatee and Pinellas County. Closer attention to the 
challenges and opportunities of recent graduates will inform the services that we are prepared to 
offer students.  
 
Overall, the comprehensive list of student programs outlined above and our unique approach to 
student care have helped us achieve our diversity, equity and inclusion goals. We hope to sustain 
these programs and our goal is to further expand staff resources in the Office of Multicultural 
Affairs in order to better address the needs of underrepresented students. The groups that would 
benefit from this expanded services would include not only protected classes, but men who have 
experienced lower retention and graduate rates, in comparison to women. Furthermore, we hope 
to link our Office of Student Success more closely to our Academic Affairs unit in order to 
create opportunities for equity, inclusion, and anti-racism to be embedded in our curriculum for 
all students. We believe that this will not only promote a culture of inclusive excellence, but it 
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will also help support the success of underrepresented students by promoting high-impact 
practices (research and internships) and critical mentorship opportunities.  
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Part III. Accolades for the University of South Florida  (F) 
 

Below are the accolades for USF that are relevant for the 2019-2020 academic year: 
 

• In fall 2019, USF admitted its most academically accomplished and largest freshman 
class with a GPA of 4.13 and ACT score of 29. 

• USF ranked one of the ‘Best Value’ universities according to the Princeton Review. 
• U.S. News and World Reports recognized USF as the fastest-rising university because of 

its national rankings.  
• In 2019, USF received the HEED (Higher Education Excellence in Diversity) Award 

which recognizes U.S. colleges and universities that demonstrate an outstanding 
commitment to diversity and inclusion. 

• In 2019, USF recognized as a finalist in the Seal of Excelencia award which recognizes 
institutions that have implemented strong programs and initiatives that reflect a 
commitment to serving Latino students. 

• The National Oceanic and Atmospheric Administration (NOAA) rated USF as the top 
institution in the nation in awarding marine science PhD degrees to Hispanic/Latino and 
African-American/Black students, and number two for master’s degrees.  

• In 2019, USF was recognized with the American Council on Education/Fidelity 
Investments Award for Institutional Transformation, a recognition of USF’s commitment 
to student success. 

• In 2018, the Journal of Black Higher Education recognized USF for being one of the top 
two undergraduate institutions that feed the greatest number of Black students to medical 
school. Our current 2019-2020 trajectory related to professional medical degrees 
illustrate that we have worked to maintain and build our commitment to these students. 
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Part IV. GENDER EQUITY IN INTERCOLLEGIATE ATHLETICS  (A, B, & C) 
 
Table 1. Sex Equity in Athletics Update  
 
Table 1.  Sex Equity in Athletics Update 

Element Assessment 

Area for 
improvement? 
(check if yes, 
and describe 

on form 
below) 

1. Sports 
offerings 

USF sponsors ten varsity sports for women and nine varsity sports for 
men. All of the sports are NCAA sponsored and compete in the 
American Athletic Conference with the exception of Sailing. The 
Women’s Sailing program competes nationally each year. Additionally, 
USF Athletics is in the exploratory phase of evaluating the potential of 
adding additional sports for women. 

  

2. 
Participation 
rates, male 
and female, 
compared 
with full-time 
undergraduate 
enrollment 

The difference between the university’s female undergraduate enrollment 
ratio for the 2019-20  academic year was 56%.  The university’s male 
undergraduate enrollment was 44%. The female athlete participation ratio 
was 45%. The male athlete participation ratio was 55%. The disparity in 
roster size is -6.1% for females. Some of the disparity is due to the 
cancelled seasons due to COVID. 

Yes 
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3. Availability 
of facilities, 
defined as 
locker room, 
practice, and 
competitive 
facilities 

The Lee Roy Selmon Athletics Center provides modern locker room 
facilities for women’s cross country, indoor and outdoor track, soccer, 
softball, and tennis.  Women’s and men’s basketball are housed in a 
state-of-the-art basketball practice facility with identical 
accommodations for each team.  The women’s and men’s golf programs 
are in their Golf Training Center which houses each team’s locker and 
meeting space as well as coaches’ offices and specialty training areas.  
They also share the campus-owned golf course. Women’s volleyball 
utilizes a renovated locker room and meeting space just below their 
venue.  Competition facilities include the Yuengling Center Corral for 
women’s volleyball; the women’s and men’s soccer teams compete at a 
soccer specific stadium with seating for 1,500 and berm seating for an 
additional 1,500 fans.  Furthermore, Women’s and Men’s basketball 
share the 10,000 seat USF Yuengling Center located within the Athletics 
District. Women’s and men’s track and field and cross country compete 
in a refurbished track facility.  Softball and baseball have their own state-
of-the-art facilities for competition on campus. The sailing facility is 
located on the St. Petersburg campus with access to boats, etc. We 
provide a locker room in the Yuengling Center for those sailors as well.  

  

4. Scholarship 
offerings for 
athletes 

Female athletes received 38.1% of the athletic scholarship funds and the 
male athletes 61.9% of the athletic scholarship funds. Both of these 
numbers are comparable to last year. However, the governing body for 
collegiate sailing does not permit athletic based grants-in-aid and 
therefore, they do not receive funding, they are operationally supported 
by the athletics department which includes traveling, academic support, 
and other student services. The disparity of aid is -6.4% for the female 
athletes. This is slightly lower than the rate last year. 

Yes 

5. Funds 
allocated for:     

a) the athletic 
program as a 
whole 

Both women’s and men’s programs are provided with all the necessary 
resources to be competitive in the American Athletic Conference. This 
assessment is currently determined to be equitable.  

  

b) 
administration 

Funds allocated to administrative services are equitably distributed 
between men and women’s programs.  This assessment is currently 
determined to be equitable. 
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c) travel and 
per diem 
allowances 

Per diem allowances are standard for the department with mode and 
method of travel determined by destination, size of team, academic 
considerations, and schedule.  Teams have per diem based on destination 
with a maximum determined annually by Florida State statute.  The 
general rule for all programs is that teams fly to out-of-state competitions 
and travel by bus or van within state.   This assessment is currently 
determined to be equitable. 

  

d) recruitment 

Budgets allocated for recruitment of women’s student-athletes are 
comparable to their male counterparts.  All programs have successfully 
recruited regionally, nationally, and internationally.  This assessment is 
currently determined to be equitable. 

  

e) comparable 
coaching 

Experience and number of coaches available in the women’s programs are 
comparable to their male counterparts.  This assessment is currently 
determined to be equitable. We have recently hired a new Head Track & 
Field coach for the 2019-20 academic year. 

  

f) publicity 
and promotion 

Publicity and promotion for our programs is equitable in like sports and is 
accomplished through a robust website, media relation initiatives, and the 
video streaming of nearly all non-televised home competition in our team 
sports of men’s and women’s soccer, volleyball, women’s basketball, 
softball, and baseball.  Production and printing of collateral materials (e.g., 
posters, schedule cards, etc.) is equitable among like sports.  

  

g) other 
support costs     

6. Provision of 
equipment and 
supplies 

Coaches request funding based on condition of current equipment, 
replacement needs and requirements for new uniforms, and equipment for 
new student-athletes.  An annual budget is provided for each sport, and 
adjustments are allowed for contingencies in any given year.   

  

7. Scheduling of 
games and 
practice times 

Teams that share facilities alternate requested practice times each year.  
Regular practice times are accommodated for continuity and student-
athlete academic schedules.  Competitions scheduled for the same date are 
arranged between coaches and administrators.  Due to the extent of quality 
facilities, very few conflicts arise.  This assessment is currently determined 
to be equitable. 
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8. 
Opportunities 
to receive 
tutoring 

A full-time employee supervises a staff of approximately 70 qualified 
student tutors.  This group of tutors assists student-athletes in every 
possible course from entry-level math, English and science courses to 
upper-level courses required for their major.  The tutors all go through 
training offered by the USF Learning Commons staff and are CRLA 
(College Reading and Learning Association) Level 1 certified.  All tutors 
are regularly informed of the policies concerning academic integrity.  All 
student-athletes have access to schedule tutoring on their own or through 
their academic advisors.  This assessment is currently determined to be 
equitable. 

  

9. 
Compensation 
of coaches and 
tutors 

Coaches are provided in like numbers for like sports and in proportion 
equal to or greater than the American Athletic Conference program 
standards.  Compensation for coaches is determined based on comparison 
with other conference institutions, the fair market value, years, and type of 
experience.  Tutors are compensated according to their level of experience 
and degree earned.  All tutors, independent of assignments to students, 
teams or gender are paid equivalently.  This assessment is currently 
determined to be equitable. 

  

10. Medical and 
training 
services 

There is a complete sports medicine clinic within the Lee Roy Selmon 
Athletics Center as well as a satellite clinic within the Yuengling Center.  
All student-athletes have equal access to treatment and medical care as 
needed.  A certified licensed athletics trainer is assigned to each sport.  
We have an extensive partnership with USF Health allowing for top 
notch medical care including surgeries and day-to-day care for all 
student-athletes. This assessment is currently determined to be equitable. 
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11. Housing and 
dining facilities 
and services 

Student-athletes, like all students, reside either on campus in general 
student residences or off campus in private residences available to all.  
On campus residences include apartment style units, as well as 
traditional college residence units.  All sport teams are offered spaces in 
the apartment style housing as well as traditional housing   equally. 
Additionally, the University has a great dining hall that has nutritional 
offers (Champions Choice); open to all students, which is located 
adjacent to the Yuengling Center.  All student-athletes receive breakfast 
during the week at Champions Choice, as provided by the Athletic 
Department, regardless of if the student-athlete has a meal plan or not.  
This is both permissible by the NCAA, Conference Office, and Financial 
Aid. This dining opportunity provides all students and student-athletes 
with healthy food options to maximize performance.  This assessment is 
currently determined to be equitable. 

  

 
 
Table 2. Sex Equity in Athletics – Areas of Improvement 
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Table 3. Student Athletes by Gender, 2019-2020 
 

 
 

Basis for Ensuring Compliance 
    X    Accommodation of Interest and Abilities 
_____ Substantial Proportionality  
_____ History and Practice of Expansion of Sports 

 
 
The university is in the process of transitioning from the substantial proportionality prong to the 
accommodation of interest and abilities prong.  In taking this step, the university is actively 
gathering data and evaluating opportunities that meet the interests of our current student body 
population.  The focus of this effort is to identify and implement new intercollegiate sports 
programs to increase the number of competitive participation opportunities for female student-
athletes within the next three years. 
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Part V.  EMPLOYMENT REPRESENTATION 
 
Table 1. Category Representation – Tenured Faculty 
 

 
 
As evident in Table 1, the number of tenured faculty increased at USF from Fall 2019 to Fall 2020, 
across all major racial and ethnic categories, except American Indian/Alaskan Native. Black 
faculty and those identifying as Two or More Races had the greatest proportional gains, 16% and 
25% increases, respectively. The increase in the number of tenured faculty in 2020 compared to 
Fall 2015 is 48, with notable gains being made by faculty who are Non-Resident Aliens (92% 
increase), Asian (28% increase), and those reporting Two or More Races (1050% increase). Steep 
declines in Hispanic and American Indian/Alaskan Native tenured faculty (over the past five years) 
necessitate intentional efforts to restore those numbers. Women represent 36% of all tenured 
faculty in 2020, while men represented 64%. This has remained relatively unchanged since last 
year. However, over the last five years, the proportion of female tenured faculty increased more 
than male during this time, increasing their proportional representation.  
 
Opportunities for growth: 
A comparative analysis of the growth of tenured faculty suggests that overall USF fares 
relatively well in comparison to other institutions. In a 2018 report on 52 peer institutions 
including USF, Public Association of American Universities (AAU), Public AAU Prospects and 
SUS Research Institutions, USF was ranked 17/52 for the percentage of overall minority faculty. 
Within this group, USF was ranked in the following way: Black faculty (10/52), for Hispanic 
faculty (12/52), American Indian/Alaskan Native (36/52), Asian (18/52), Native 
Hawaiian/Pacific Islander (16/52), Two or more races (1/52). Based on national standards, we 
should improve our recruitment of tenured faculty who are women and who identify as Black, 
American Indian/Native Alaskan, Hispanic, and Native Hawaiian Pacific Islander. It is notable 
that we ranked number one out of all 52 peers for the percentage of faculty identified in the Two 
or more races category. Over the past five years, the significant increase in the proportion of 
faculty who identified as Two of more races likely contributed to this ranking. It is valuable to 
understand the factors that have impacted this increase in the category of Two or More races. A 
preliminary review of the detailed breakdown of faculty and staff at USF who identify in this 
group reveals that the overwhelming majority of these individuals mark Hispanic as one of their 
identities. We should continue to pursue opportunities to develop more robust pipeline programs 
to promote the recruitment and retention of diverse faculty members with a focus on Hispanic 
and Black faculty. 
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Table 2. Category Representation – Tenure-Track Faculty 
 

 

USF experienced a 29% decrease of tenure-track faculty between Fall 2019 and Fall 2020 due to 
a reduction in hiring. All major racial and ethnic categories experienced a decline, as did the 
numbers of males and females. Reductions in male and female faculty were relatively similar. 
However, Hispanic faculty experienced the greatest decline: a 50% decline compared to last year 
and a 64% decline in numbers when compared to 2015. Asian faculty also declined in 
comparison to last year (43%) and five years prior (38%) Since fall 2015, the university has 
experienced a five-year decrease of 35% in tenure-track faculty, a decrease observed across all 
major racial categories except for modest gains by Black faculty. The most pronounced change is 
among faculty that identified as Two or More Races which increased by 300%. Women 
represent 47% of tenure-track faculty, which is a number that has declined 2% since 2015. 

Opportunities for growth: 
Based on national standards, we should improve our recruitment of tenure-track faculty who are 
women and who identify as Black, American Indian/Native Alaskan, Hispanic, and Native 
Hawaiian Pacific Islander. Declines in Hispanic faculty may necessitate innovative recruiting and 
retention strategies. In addition to documenting the number of tenure-track professors, we plan to 
invest in opportunities that support recruitment in and progression through the tenure-track. As we 
recover from the COVID-19 crisis, attention should be paid to how we can ensure that women and 
underrepresented racial and ethnic minority groups are recruited into tenure-track positions. 
Upcoming faculty search, hiring, and pipeline processes should be used to address these 
disparities. These will be detailed in the Areas of Improvement (Part VI). 
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Table 3. Category Representation – Non-Tenure-Earning Faculty or Faculty at Non-
Tenure Granting Universities 
 

 
 

There was a minor decrease in Non-Tenure Earning Faculty from Fall 2019 to Fall 2020, and a 
26% increase when compared to the 2015 year. While no racial group significantly declined, 
Black faculty and, in particular, those identifying with Two or More Races increased by 6% and 
47%, respectively. Overall, there has been a significant increase in non-tenure earning faculty 
compared with Fall 2015, a fact reflected in all major racial and ethnic categories, except 
Hispanic. The proportion of Hispanic faculty in non-tenure earning positions decreased by 21% 
over the past five years. Of particular note, the number of faculty identifying with Two or More 
Races increased from 1 in Fall 2015 to 47 in Fall 2020 (a 4700% increase). Likewise, faculty not 
reporting their race increased over this time period from 1 to 38. The proportional representation 
of females increased in this category during this period, as well. Women represent 55% of non-
tenure earning faculty, which is a number that has increased by 2% since 2015.  

Opportunities for growth: 
We should continue to pursue opportunities to recruit non-tenure earning faculty. Across all groups 
and over the past five years, except NRA and Hispanic faculty, the numbers have been rising.  
percentage change has been rising. Using national standards, we should recruit non-tenured faculty 
who identify as Black, American Indian/Native Alaskan, Hispanic, and Native Hawaiian Pacific 
Islander. At the same time, we should ensure that non-tenured faculty have opportunities for 
promotion within their ranks as part of our retention strategy. Moreover, women and racial and 
ethnic minorities are more likely to be non-tenured faculty which means they occupy faculty 
positions that may be more vulnerable. While there is substantial representation of 
underrepresented groups among non-tenure earning faculty, these same trends are not evident 
among tenured or tenure-track faculty. Best practices recommend that we closely monitor trends 
of non-tenured faculty, in order to cultivate a climate wherein women and racial and ethnic 
minorities have equal access to both tenure and non-tenured faculty appointments. The declining 
proportions of Hispanic faculty at all levels require coordinated efforts to address this disparity. 
This is especially important to address given that Hispanic students represent more than 20% of 
our student population. 
 
 
 
 

DocuSign Envelope ID: 35EBB96F-0D14-4AA7-9B08-099244CF6568



 
UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2021 

49 

Table 4. Category Representation – Executive/Administrative/Managerial 
 

 

USF experienced an increase in the numbers of employees in this category between Fall 2019 
and Fall 2020, as well as between Fall 2015 and Fall 2020. Overall, in the 2019-2020 year, the 
composition of USF managers was: 74% white, 7.8% Black, 6.10% Hispanic, Asian 5.9%, and 
Two or More 5%. Over the past five years, Black managers increased by 61%, and those 
identifying as Two or More Races increased by 2300% (from 1 to 24 employees). Hispanics 
increased by 4% during this same period. From Fall 2019 to Fall 2020, Black managers 
increased by 9% as did those identifying with Two or More Races (41%). In this same period, 
Hispanics decreased by 22%.  

Opportunities for growth: 

Given our diverse student population and location in a diverse, urban community, it is important 
that under-represented groups are present in executive/administrative/managerial roles. Our 
review of comparative national standards for management occupations allows us to determine 
that women should represent 55% of managers, but they represent 48% at USF. Comparative 
peer data about Asian managers reveals they should represent 4.4% of managers, and they 
represent about 6% of USF’s managers. While representation of women and racial and ethnic 
groups has increased over the last five years, there is significant work to be done to bring 
representation among our leaders into closer parity with our student demographics and the 
broader community. Consideration of comparative standards suggests USF should focus on 
female, Hispanic, Black, American Indian/Native Alaskan, and Native Hawaiian/Other Pacific 
Islander managers, who are represented at levels that are lower than our peer data.  

Attention to trends over the last year also reveals declines in Hispanic 
executive/administrative/managerial representation, which suggests that stronger recruitment and 
retention efforts would be beneficial. Accelerated efforts to address these declines would be in 
alignment with the Board of Governors’ DEI memo recommendations related to talent 
acquisition. National best practices recommend the establishment of leadership academies or 
programs at USF that identify promising leaders from underrepresented groups and provide them 
with the opportunity to gain the skills necessary to assume leadership roles.  
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Part VI. Florida Equity Report  
University of South Florida 

 
Guidelines from the Board of Governors require that the areas of achievement from last year 
(2018-2019) be compared with the areas of improvement from the current year (2019-2020). A 
description of the areas of achievement is provided, as well as a table that represents 
comparisons over the past year related to student enrollment, faculty recruitment, managerial 
representation, and athletics. 
 
Areas of Achievement: 2019-2020 
 
Student Success  
 
We have continued to advance Student Success by maintaining a graduation and retention rate 
that reflects our elimination of gaps across racial and ethnic groups. In 2019, Black and Asian 
FTIC students had the highest retention from year 1 to year 2. We have also been successful at 
recruiting transfer students especially those who are members of underrepresented groups. 
Specifically, the composition of our transfer population is much more representative of our 
diverse population and this offers opportunity for the enrollment of a more diverse population. 
For all levels of undergraduate education, the proportion of women exceeded the proportion of 
men in terms of enrollment. 
 
Overall, our current undergraduate Hispanic student population is 22% percent. As we continue 
to recruit high-achieving Hispanic students, including National Hispanic Scholars, we will likely 
reach 25% in the coming years. This would potentially permit USF to be considered a Hispanic-
Serving Institution status. Given the growth of the Hispanic population and our successes at 
enrolling these students in increasing proportions each year, continued investments in specific 
academic programs, support services, faculty and staff recruitment will be critical. In addition to 
undergraduate enrollment, significant strides are evident in the awarding of professional degrees 
to Hispanic students and students who identify as Two or more races. These rising numbers 
suggest that USF is on a trajectory of growth that will continue to diversify the campus.   
 
In addition to the new programs and initiatives thoroughly outlined in the Part III, Section, D, we 
are working to continue to increase access to USF for Black students. In fall 2020, the Office of 
Student Success applied for and received a Helios grant to work with the USF Black Leadership 
Network and consultant, Dr. Lincoln Chandler to identify barriers to Black student access and 
recruitment. Our Equity report next year should reflect the impact of those findings on access, 
recruitment, and enrollment. If successful, any initiatives proposed through this program could 
be extended to support greater access among other under-represented student groups. Overall, 
potential future efforts might focus on earlier outreach programs (middle school and high 
school), calling campaigns, closer ties to high school guidance counselors, SAT/ACT preparation 
courses, and additional collaborations with community organizations. We plan to apply for 
federal funding to support the development of programming that focuses on the recruitment and 
retention of students of color. 
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Faculty Success 
In 2019-2020, 90% of those faculty members who applied for tenure received it. In terms of 
candidates for tenure, the proportion of women and men was virtually the same (14/30 versus 
16/30). Of those candidates who did not receive tenure were one Asian man, one Black woman, 
and a white woman. This was a relatively successful year for females and minority faculty in the 
tenure and promotion process.  
 
The primary methods of promoting diversity/inclusion among faculty was making all search 
committees aware of best practices in enhancing diversity in recruiting, the use of Target of 
Opportunity hiring (hiring without searches) when opportunities arose, the Provost office 
reviewing applicant pool demographics and requiring descriptions of explicit efforts made to 
diversity applicant pools, and placing an emphasis on aggressively advertising faculty positions 
in outlets that were determined to be directed to minority faculty audiences. This is in addition to 
the salary adjustment strategies captured in the figures provided in the Budget Plan (Part IX of 
this report). In addition, individual departments have established “pipeline programs” with 
minority-serving institutions to enhance the likelihood of having minority candidates apply for 
positions in their departments. We will continue to review tenure and promotion guidelines 
across the Colleges in order to promote transparency and equity and ensure equitable faculty 
assignments. This is consistent with the USF Principle of Community value of Transparency 
with Accountability.  
 
Athletics 
Most of the department’s competition seasons were cancelled due to COVID-19, but prior to that 
the department had sports teams in their respective NCAA tournaments. We have hired a new 
track and field coach, and we are actively working to explore the possibilities of expanding 
options for women’s sports.  
 
Pursuant to the Board of Governors request, below are the areas of achievement from last year 
(2018-2019) compared with the areas of improvement for the current year (2019-2020): 
 

Areas of Improvement Pertaining to Academic 
Services, Programs, and Student Enrollment  

(This year: 2019-2020) 

Achievement Report for Areas of 
Improvement Pertaining to 

Academic Services, Programs, and 
Student Enrollment Identified  

(Identified Last Year: 2018-2019) 
 
Goals  for  2020-2021:  Increase the proportion of 
under-represented  students  at  all  levels including 
undergraduate (FTIC and Transfer), graduate, and First 
Professional Degree programs. 
 
 
Undergraduate Enrollment (FTIC and Transfer): 
One USF has continued its efforts to close the retention 
and graduation rate gaps by race and ethnicity (as well 
as by socio-economic status) and has been successful at 

These are the Areas of Achievement as 
listed on page 36 of the 2018-2019 USF 
Equity Report:     
 
“While One USF has made great strides in 
closing graduation rate gaps by race and 
ethnicity, a significant gender gap 
continues to exist in the six-year  
graduation  rate.   Male students  graduate 
at 69.7%  while female students graduate 
at 76.7%.  While this gap of 7.1% has 
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doing so. However, a gender gap exists in the six-year  
graduation  rate: Male students graduate at 67.8%  while 
female students graduate at 78.0%.  This represents a 
10.2% gap that  has widened over last year’s difference 
of 7.1%. We should continue to address gender 
disparities, which exist across all racial and ethnic 
groups as it relates to access, retention and graduation. 
Our goal is to intensify efforts to recruit with the goal of 
increasing under-represented minority students. In 
particular, the proportion of Black FTIC students has 
declined from 8.3% (2015) to 6.7% (2020), while the 
numbers of other underrepresented groups have 
experienced gains or remained stable. Black transfer 
student enrollment dropped only 0.1%  over  the  same  
period,  signaling  that  the  overall undergraduate 
decline  can  be  addressed  through  more  aggressive  
recruitment efforts  and a  more  comprehensive  
university-wide  effort  to  attract transfers. Indeed, 
transfer student enrollment was elevated for all 
underrepresented racial and ethnic groups, which 
suggests that an expansion of our transfer outreach to 
those who live within the seven-county area would be 
beneficial. Overall, our Hispanic student undergraduate 
population is 22% percent. As we continue to recruit 
high-achieving Hispanic students, including National 
Hispanic Scholars, we will likely reach 25% in the 
coming years which could qualify USF to be 
categorized as a Hispanic-Serving Institution status. As 
this population grows, continued investments in 
increasing faculty diversity and equity, including among 
Hispanic faculty and other racial and ethnic groups will 
be critical.  
 
Graduate Enrollment (MA, doctoral and 
professional): Racial and ethnic minorities are 
underrepresented in MA, doctoral and professional 
degree program, which is most pronounced for Black 
and Hispanic students. As it relates to graduate 
programs, there is a relatively low proportion of 
Hispanic students in M.A. programs, especially when 
compared to their representation in undergraduate 
programs. There may be opportunities to develop 
stronger pipeline programs to facilitate the enrollment 
and recruitment of Hispanic students and other 
underrepresented students into graduate programs by 
targeting Hispanic serving institutions. Further 

narrowed thanks to focused efforts over 
the past three years, One USF will 
continue to address gender disparities, 
which exist across all racial and ethnic 
groups.  One USF will intensify efforts to 
recruit and enroll under-represented 
minority students, recognizing that black 
FTIC student enrollment declined 2.4% 
over from 2014 to 2019.  Black transfer 
student enrollment dropped only 0.7%  
over  the  same  period,  signaling  that  
the  decline  can  be  addressed  through  
more  aggressive  recruitment efforts  and  
a  more  comprehensive  university-wide  
effort  to  make  USF  a  more  attractive  
destination  for  Black students.” 
 
Results: The goals that we established 
last year did not include specific 
outcomes, but rather, they focused on 
efforts. In this way, we did meet our goal 
to “intensify” efforts and “continue to 
address” gender disparities. This is best 
represented by the number of our high 
school visits, establishment of a GAPP 
program, additional outreach programs 
and expansion of our transfer programs. 
The 2019-2020 goals are more outcome 
oriented. 
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promotion of the McKnight Fellowship program would 
help support recruitment of women and 
underrepresented students.  
 
In terms of graduate and professional programs, across 
all under-represented groups, closer attention not only to 
degree attainment, but to the areas in which degrees are 
earned will help ensure that there is equity in degree 
attainment across disciplines. For Black students, their 
declining enrollment at the undergraduate level 
corresponds with their relatively low representation in 
graduate programs, as well. Significant strides in 
professional degrees awarded to Hispanic students and 
students who identify as Two or more races serve as a 
promising indicator of our momentum in terms of the 
potential for graduate student diversity with excellence. 
  

Areas of Improvement Pertaining to Gender 
Equity in Athletics 

(This Year) 

Achievement Report for Areas of 
Improvement Pertaining to 

Employment  
(Identified Last Year) 

Goal for 2020-2021: Our goal is to increase the 
availability of funding for female student-athletes and to 
review the salary equity for all sports. Currently, female 
athletes receive 38.1% of athletic scholarships and male 
athletes receive 61.9% of the scholarship funds.  
 
 
Gender Equity in Athletics:                                                                                                                                                                                                            
Currently, the primary areas of focus will be increasing 
athletics participation for female students, roster 
management for all sports, increasing scholarship 
allotments for female student-athletes, and a review of 
salary equity for all sports. The university is migrating 
from one tier to another tier to strategically align the 
university’s athletic program offerings with the interests 
of its student body. Our goal is to make the transition in 
the most efficient manner possible by balancing the 
university’s needs and available resources. The 
recommended approach is to transition in stages over 
the course of the next three years with the initial focus 
on identifying and implementing the most impactful 
program(s) for our university. 

Areas of Achievement as listed on page 
36 of the 2018-2019 USF Equity 
Report: “The majority of the 
department’s  competition  seasons  were  
cancelled  due  to  COVID-19,  but  prior  
to  that  the department had two fall sport 
teams in their respective NCAA 
tournaments. The department also hired 
two new coaches in Football and 
Volleyball; with a female in the Head 
Volleyball coach position.” 
 
Results: We have not yet added 
additional sports nor have we reached 
parity with scholarships, but the 
opportunities for growth that were listed 
this year as “ongoing” continue to be 
pursued as we transition over the next 
three years. 
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Areas for Improvement Pertaining to 
Employment Identified 

(This Year) 

Achievement Report for Areas of 
Improvement Pertaining to 

Employment  
(Identified Last Year) 

Goal for 2020-2021 (faculty): USF should increase the 
number of under-represented tenured, tenure-track 
faculty, and non-tenure earning faculty who identify as 
female,  Black,  American Indian/Alaskan Native, 
Hispanic,  and  Native  Hawaiian/Other  Pacific  
Islander.  
 
Tenure-track faculty recruitment: USF should 
prioritize tenure-track faculty positions with a goal of 
recruiting high performing faculty members who are 
women and members of underrepresented racial and 
ethnic groups. Our goal is to enhance efforts to both 
diversify the applicant  pools and cultivate the type of 
long-lasting relationships with institutions and 
organizations that can consistently attract 
underrepresented faculty to our campuses. This involves 
a transition toward a more relationship-based approach 
in our pursuit of talent acquisition. In addition to faculty 
recruitment, funds should be allocated to advance the 
retention of high achieving faculty especially minority 
faculty and females in fields where they are 
underrepresented (including and extending beyond 
STEM fields).  
 
Pre-tenure attrition: While the faculty tenure statistics 
are promising, closer attention should be paid to faculty 
attrition before application to tenure to ensure that 
underrepresented group members are not exiting USF 
before even applying for tenure. By doing so, we would 
be in alignment with our stated goal of increasing 
recruitment of faculty who are women and from 
underrepresented racial and ethnic groups.  
 
Strategies for faculty recruitment:  
The USF Office of the Provost organized a Faculty 
Success Workgroup in 2019 made a series of 
recommendations to support faculty diverse including:  
future programming and mentorship from senior 
scholars, attention to equitable service demands, and 
assessments of advancement to full professor, and 
pathways to leadership positions as a critical aspect of 

These are the Areas of Achievement as 
listed on page 36 of the 2018-2019 USF 
Equity Report: 
 
“2018-19 was a particularly successful 
year for females and minority faculty in 
the tenure and promotion process. All 
female and minority candidates 
considered for tenure during the year were 
successful and earned tenure and 
promotion to Associate Professor. Also, 
among all candidates considered for 
promotion to Full Professor, female and 
minority candidates were successful at a 
rate greater than their white male 
counterparts. Thus, the number of tenured 
and senior faculty at the university who 
have “come up through the ranks” 
continues to grow and contribute to the 
diversity of the university. Because of  
anticipated  reductions in state funding 
during the  coming  year, it is unlikely that  
One  USF will be engaged in hiring 
many new faculty, especially those 
whose positions are intended to be full-
time and continuing. To the extent that 
some hiring is pursued, the university will 
continue, and seek to enhance, its efforts 
at diversifying  the  applicant  pools,  thus  
increasing  the  likelihood  of  minority  
and  female  faculty  hiring.  As  the 
demographics of the new hires for Fall 
2020 show, some progress has been made 
in this regard, but focus and intentionality 
are important to be retained and enhanced. 
As well, funds that might have otherwise 
been dedicated to new hiring will likely 
have to be utilized for the retention of 
high achieving faculty who may be 
recruited by institutions that are better 
financially situated. This will be 
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faculty success. A university-wide mentorship program 
that builds on the model of the National Center for 
Faculty Development and Diversity was also 
recommended. Each department should also re-evaluate 
and update tenure and promotion guidelines in order to 
promote transparency, equity, and alignment with 
institutional DEI goals. The USF St. Petersburg campus 
has a postdoctoral program targeting minority Ph.D. 
graduates which has led to faculty hires that promote 
diversity. Finally, closely tied to transparency with 
accountability is the importance of leveraging data to 
better understand the experience of faculty. The 
COACHE survey data (collected last year) should be 
used to capture faculty perceptions of equity and 
inclusion on campus. Performance dashboards should 
be leveraged to set goals and track progress towards 
DEI metrics and outcomes. The DARE (Diversity, Anti-
Racism and Equity) dashboards includes DEI metrics 
and provides greater clarity about institutional DEI 
goals and outcomes. Created in fall 2020, the DARE 
dashboards will be discussed in next year’s Equity 
Report. 
 
Goal of 2020-2021 (staff): USF should increase  the  
overall  proportional representation of managers  that  
identify  as  female and/or a member of 
underrepresented racial and ethnic groups (listed 
above).  
 
Strategies for staff recruitment:  
There are several areas of improvement for staff 
including leadership/mentorship programs that target 
underrepresented groups and provide them with 
opportunities to gain leadership experience. Professional 
development opportunities (and funding) are also 
recommended to promote the advancement of 
underrepresented groups into managerial positions. USF 
should consider broadening the Target of Opportunity 
program to include non-faculty. This same program 
should be re-evaluated in order to ensure that Chairs, 
departments and supervisors understand how this 
program can be used to increase the diversity of the 
staff, including managers. Additional collaboration with 
the broader Tampa Bay community (job fairs, 
community career forums, etc.) is an important aspect of 
developing the pipelines for recruitment of diverse staff 

especially true for minority faculty and 
females in field where they are 
underrepresented.” 
 
Results: Over the last year, the percentage 
of tenured faculty increased by 6%, 
tenure-track faculty decreased by 29%, 
and non-tenure track faculty decreased by 
1%. These numbers can largely be 
attributed to the challenges of COVID-19. 
Hispanic faculty experienced the most 
significant impact in terms of declining 
numbers over the past year. 
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and managerial personnel. Finally, Human Resources 
has considered reformulating USF’s online presence and 
landing page in order to create a more user-friendly and 
positive experience for potential employees. Given that 
the proportion of Hispanics in tenure and tenure-track 
positions, along with their presence in managerial roles 
has declined, a concerted effort should be made to 
address these declines. We should develop a model that 
will address the unique concerns of this group, and that 
might be applicable to other underrepresented groups.  
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PART VII. PROTECTED-CLASS REPRESENTATION IN THE TENURE PROCESS  
 
Table 1. Protected-Class Representation in the Tenure Process, 2019-2020 
Table 1.  Protected-Class Representation in the Tenure Process, 2019-2020 

Sex, Race/Ethnicity Applied Withdrawn Denied Deferred Nominated 

MALES           

American Indian or Alaskan Native           

Asian  2   1    1 

Black or African American 2       2 

Hispanic 2       2 

Native Hawaiian/Other Pacific         

Two or More Races         

White 9     9 

Other, Not Reported 1      1 

Total Male (Include Other, Not Reported) 16 0 1 0  15 

            

FEMALES           

American Indian or Alaskan Native           

Asian  4       4 

Black or African American 1   1     

Hispanic 1      1 

Native Hawaiian/Other Pacific         

Two or More Races         

White 8  1    7 

Other, Not Reported        

Total Female (Include Other, Not Reported) 14  2  12 
GRAND TOTAL 30  3  27 
LEGEND: 

APPLIED: Faculty whose names have been submitted for tenure review.  

WITHDRAWN: Faculty who withdrew from tenure consideration after applying for review. 

DENIED: Faculty for whom tenure was denied during the review process. 

NOMINATED:  Faculty for whom tenure is granted 

 
There were a total of thirty (30) individuals who were considered for tenure during the 2019-
2020 academic year. Of those, 27 (90%) were granted tenure. Of those not recommended, there 
was 1 Asian male, 1 Black female, and 1 White female. Overall, 11 of 13 (85%) of non-White 
candidates were recommended for tenure while 12 of 14 (86%) female candidates were 
recommended. These numbers suggest that overwhelmingly faculty who apply for USF are 
successful.  
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Opportunities for growth: 
There are several opportunities for growth related to the tenure process and representation of 
protected classes. Overall, once faculty apply for tenure at USF, the data clearly illustrate that 
they have a high probability of achieving it. However, the numbers in the Table above also 
reflect our relatively low proportion of women who are also racial and ethnic minorities as tenure 
candidates. In order to strengthen the number of faculty who are applying for and receiving 
tenure, more attention to the faculty recruitment and retention process is necessary. Moreover, 
these data do not provide information about faculty attrition prior to the application process. 
There should be a systematic effort to understand the reasons for faculty attrition, which might 
include an evaluation of our exit interview process for faculty.  
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PART VIII. PROMOTION AND TENURE COMMITTEE COMPOSITION  
 
Table 1. Promotion and Tenure Committee Composition, AY 2019-2020 
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Our goal has been to ensure that faculty on tenure and promotion committees, although varying 
considerably across different disciplines, represent the diversity of our faculty. Our faculty 
continue to become more diverse and as we grow and utilize intentional strategies as mentioned 
in Part V, this process will continue to accelerate. The information regarding Promotion and 
Tenure committee composition within the tenure process can be seen in the charts above 
represent by each institutional unit. 
 
Opportunities for growth: 
It is important that university committee members who are deliberating on tenure cases reflect 
the diversity of our tenure candidates. As indicated in the chart above, for the College of Arts & 
Sciences, there were no racial and ethnic minorities on the university committees and only a very 
small number of women. The low representation of women and racial and ethnic minorities is by 
no means limited to CAS. However, it has been highlighted because it is our largest college.  
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Some Colleges have experienced success with establishing the diversity of their committees, and 
this is likely linked to the overall diverse representation of their faculty. While our university 
reporting guidelines require that the demographic information of all tenure and promotion 
committee members be included in each tenure and promotion file, we should elaborate a plan to 
ensure that we have sufficient diversity on each committee. Important to consider is that until we 
increase the recruitment and advancement of women and faculty members from racial and ethnic 
minority groups, this will continue to be a challenge. Currently, there are no university 
guidelines related to ensuring gender, race, and/or ethnicity in terms of representation on this 
committee. Faculty indicate their racial and ethnic background on the tenure and promotion 
documents, but there are no clear guidelines about how that information will be used. We 
recommend efforts to establish guidelines in the governance documents to achieve equitable 
representation.  
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PART IX. Other Requirements 

 
A. The Budget Plan 
 
In accordance with state and federal law, Authority: Section 7(d), Art. D. Fla. Const; History: 
New 11-4-10, we include below our budget plan to support the attainment of the university’s 
equity goals related to Employment Equity and Student Success: 
 
Employment Equity is managed through the Division of Human Resources. Equity is evaluated 
and achieved through Counter-Offer, Retention, Internal Equity, and Market Equity increases. 
Salary increases which are not due to new hires, promotions, or mandated raise processes fall 
under the broad category of Special Pay Increases (SPI’s). Such increases are proposed by 
managers to meet distinctive, case-by-case circumstances. Additional information regarding 
SPI’s can be found at https://usfweb.usf.edu/human-resources/resources/showfile/1/20. 
The university has made the following adjustment to reach equity in the named categories: 
Counter Offers - $108,297; Retention - $29,410, Internal Salary Inequity - $113,837; Market 
Equity - $607,477; Market Adjustment - $73,120. These adjustments total $932,142. 
Employment Equity is evaluated and adjustments are made annually. The goal for the university 
is to continue to evaluate and adjust salaries accordingly and address salary inequity, where 
possible. 
 
In 2019-2020, President Currall articulated the importance of initiating a Salary Equity Analysis. 
The goal of the analysis was to engage in a systematic review of salary inequity and identify 
wage gaps across the university. The proposed timeline for this salary equity was as follows: 
 

• Fall 2020: Announcement of the constitution of the Salary Equity Taskforce 
• January 2021: Initiation of the Salary Equity Taskforce Deliberations 
• Summer 2021: Submission of the Salary Equity Taskforce recommendations to the 

President 
• Fall 2021: Completion of the Salary Equity Analysis and discuss plans for future action. 

 
The Salary Analysis is ongoing and progress will be reported as part of next year’s Equity report. 
As part of our future plans, we will continue to support counter-offers and retention packages for 
faculty, when possible. Additionally, future investments in human resources infrastructure will 
support our ability to identify, recruit, and retain employees through the establishment of a robust 
talent acquisition and retention program.  
 
In addition to employment equity, the following programs, initiatives, and offices reflect how the 
Student Success efforts, along with specific support from the USF Foundation, promote student 
success and equity. The dollar amounts are high level estimates of the funding allocated to the 
AVP unit for those initiatives.   
 
Within Undergraduate Studies, our budget consists of approximately $2,250,000 to support our 
Office of Academic Advocacy, the use of Predictive Analytics to predict first-year persistence, 
and TRIO programs (SSS, Upward Bound, and College Reach-Out Program).  
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As part of the Office of the Dean of Students (DOS) and Support Services, our budget consists of 
approximately $1,000,000. The Dean of Students (DOS) Office is focused on the following 
areas:  Advocacy, Leadership Development, Involvement, Civic Engagement, Multiculturalism, 
Diversity, & Inclusion, and Responsible Community Behaviors. The most direct investment in 
equity and inclusion is through the Office of Multicultural Affairs (OMA).  OMA coordinates 
educational, cultural, and social programs to foster experiences which create interculturally 
mature global citizens who are prepared to thrive in diverse environments. OMA promotes 
intercultural dialogue, awareness, advocacy, and diversity, while helping students understand and 
appreciate a multitude of identities. Some of the programs and training includes iBuddy 
(International Buddy Program), Intercultural Student Leadership Conference, Safe Zone training, 
UndocuALLY training, and the Multicultural Community, which is a coalition of multicultural 
student organizations that fosters cross-cultural relationships. These programs have been 
previously described in the Student Services section (Part III D.) of the Equity report.  
 
As part of the Office of Admissions, our budget consists of approximately $1,500,000.  The most 
significant and valuable investment is in the History of Achievement Award, a scholarship that 
recognizes select students who have achieved above average academic records in high school 
while facing significant socioeconomic, educational, cultural or personal challenges.  The 
University will award approximately 150 scholarships per year at $2000 per year award for 4 
years, for a total of $300,000 annually. The budget is also used to support the GAPP and College 
Preview Day, previously described in the Student Services section (Part III D) of the Equity 
report.  
 
As part of the USF Foundation, we support the Latino Scholarship Program with a budget of 
$270,250.00. The USF Latino Scholarship is a university-wide, undergraduate (incoming 
freshman or junior level transfer) scholarship designed to assist USF in achieving and sustaining 
the education benefits of diversity and increasing the number of USF students interested in issues 
affecting the Latino community and/or likely to give back to the Latino community after 
graduation. Students must graduate from an accredited high school or community college in 
Hillsborough, Pinellas, Polk, Manatee, Pasco, Hernando, or Sarasota county. Strong 
consideration will be given to students who are: fluent in Spanish; first generation in their family 
to attend college; from diverse ethnic background. 
 
Finally, the budget for Black Leadership Network (BLN) Scholarships totals $62,505.00. The 
Black Leadership Network is a partnership-based group founded in 2016 focused on engaging 
the community and enhancing the educational and leadership opportunities for scholars engaged 
in the Black Leadership Network at the University of South Florida.  The scholarship funds 
student scholarships and programs that focus on life skills, professional development and 
mentoring.   
 
  

DocuSign Envelope ID: 35EBB96F-0D14-4AA7-9B08-099244CF6568



 
UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2021 

67 

B. President’s Evaluation 
 
The evaluation of President Currall is conducted by the USF Board of Trustees. Per 3.6 of 
President Currall’s contract for July 1, 2019-June 30, 2024:  
 

“On or before September 30 of each contract year, Dr. Currall shall initiate the evaluation 
process for the period that began on July 1 of the previous contract year and ended on 
June 30 of the same by submitting to the Board Chair and Governance Committee a self-
appraisal of the President's performance during said period. This appraisal shall address 
performance related to each of the goals and objectives determined for July I through 
June 30 of the previous contract year. 

 
At a special or regularly scheduled Board meeting after the President has submitted this 
self-appraisal the Board shall evaluate Dr. Currall's performance for the previous contract 
year (July 1 through June 30) based on achievement of the mutually agreed upon 
specified goals and objectives and other mutually agreed criteria. To aid the Board in its 
performance review, the President agrees to furnish such oral and written reports as may 
be requested by the Board Chair or Governance Committee Chair.” 
 

In September 2020, The USF Board of Trustee Chair, Jordan Zimmerman, recognized the 
President for his successful efforts at leading the university through significant challenges related 
to the COVID-19 pandemic and the consolidation process. As it related to diversity, equity, and 
inclusion, one element included in the President’s self-evaluation were updates related to the 
establishment of the Principles of Community document, which includes ‘Excellence with 
Equity’ and ‘Diversity with Inclusion.’ Commentary from the Board Chair during discussions of 
the President’s progress emphasized USF’s success with eliminating the achievement gap 
between racial and ethnic minorities and among Pell-grant and non-Pell grant students. Board 
Chair Zimmerman noted that USF’s ability to ensure equitable outcomes in retention and 
graduation as a point of pride that has been sustained under President Currall’s leadership.  
 
There remain opportunities for improvement across the university. As it relates to diversity, 
equity, and inclusion, the Board positively evaluated student outcomes and success. Future 
attention to staff and faculty outcomes by the Board of Trustees would ensure that their 
evaluation includes the full scope of the areas of interest highlighted in this report. Collaborative 
efforts that involve the Office of Supplier Diversity, Office of Human Resources, the Office of 
the Provost, and the Office of Admissions will be critical to addressing challenges related to the 
enrollment of racial and ethnic minorities at all levels, engagement with diverse suppliers, and 
recruitment, retention, and advancement of underrepresented faculty and staff. Additional 
attention to the Office of Diversity, Inclusion, and Equal Opportunity, which historically been an 
essential partner in ensuring compliance to state and federal laws, could ensure that both 
compliance and proactive measures are taken to support enrollment efforts and support an 
inclusive campus for protected classes and underrepresented groups. Moreover, the creation of a 
mechanism to clarify data-informed priorities and provide this information more regularly and 
transparently would ensure that equity, as represented in this report, is supported throughout the 
university. 
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C. Top Administrator’s Evaluations 
 
In the previous administration, the President’s direct reports were evaluated with regards to 
diversity, equity, and inclusion. To support the consistent use of these assessments, the current 
administration is planning an updated evaluation tool to be completed by the president’s direct 
reports (many of whom are Vice Presidents). These self-evaluations will be completed in 
advance of the individual’s scheduled annual review. Responses to these self-assessments should 
drive the performance appraisal process and clarify opportunities for improvement. The timeline 
for the implementation of an updated assessment tool for direct reports is fall 2020.  
 
Across the university, there are a variety of performance assessment tools that have been used to 
evaluate the performance of top administrators as it relates to diversity, equity, and inclusion. 
The Office of Provost consistently distributes a self-assessment to College Deans, Vice Provosts, 
and Vice Presidents wherein they are asked to report on their progress and areas of opportunities 
for growth in their respective departments. Administrative colleagues are also offered the 
opportunity to provide feedback to the Provost about the leadership of their colleagues. These 
reports have been consistently included as part of the performance appraisal process. We will 
further leverage these assessments to promote the strategic planning to support diversity, equity, 
and inclusion. An important recommendation is for the Office of the Provost to work more 
intentionally to provide opportunities for Deans, Vice Provosts, and Vice Presidents to receive 
structured feedback and support for goal-setting and implementation related to diversity, equity 
and inclusion. This process should be linked to decisions about budgetary allocation to ensure 
that established goals can be supported. Designated funds to support the recruitment and 
retention of faculty hires is especially critical to the support and hires of underrepresented 
faculty. The Office of the Provost might also consider providing an incentive structure for the 
academic and institutional units that are able to articulate and implement DEI goals. 
 
There are several Top Administrators who produce Annual Reports of their achievements and 
display them visibly online. We recommend that an area of opportunity is for all Deans to create 
an Annual Report that highlights agreed upon metrics connected to diversity, equity, and 
inclusion. Finally, each year, through the College Review process, facilitated by the Office of 
Decision Support and Office of the Provost, Deans are provided a wealth of data to assess 
important metrics over the past year and facilitate their planning. We recommend that the 
College Review process expand to include metrics that specifically highlight opportunities for 
growth connected to diversity, equity, and inclusion.  
 
As a best practice, all future assessment tools and guidance for top administrators should be data-
informed and include information about personnel hires/attrition/promotion, use of diverse 
suppliers, student enrollment, unit climate, salary equity, and composition of leadership team, 
among related metrics. Next year, our goal is to have established a more systematic evaluation of 
all top administrators and report on the extent to which their efforts have contribute to our overall 
equity goals. 
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Appendix A 
 
The USF Equity Report has been compiled through a collaborative process involving numerous 
academic and institutional units including team leads across our three campuses of Tampa, St. 
Petersburg and Sarasota-Manatee. Below, we outline the individuals and key units hat 
coordinated the data required for this report:  
 
USF Diversity, Inclusion and Equal Opportunity: Elizabeth Hordge-Freeman, Michelle 
Madden, and Corey Posey  
USF Office of Decision Support: Terri Chisolm, Valeria Garcia, Shabnam Mehra, and 
Xiaoying Liu 
USF Office of Student Success:  Carmen Goldsmith, Paul Dosal, Patti Helton, and Terranai 
Ovathanasin 
USF Office of Faculty Success: Dwayne Smith and Rosie Lopez 
USF Athletics: Marquita Armstead and Joel Londrigan 
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Appendix B 

FLORIDA EQUITY REPORT GUIDELINES 
Enrollment, Sex Equity in Athletics, and Employment  

 
The annual Florida Equity Report from each state public university must include information as 
required by Regulation 2.003 Equity and Access on the institution’s progress in implementing 
strategic initiatives and performance related to equity and access as they pertain to academic 
services, programs, and student enrollment; equity in athletics; and employment.  The 
Enrollment and Employment reports focus on women and members of specified race/ethnic 
protected classes.  Prior to Summer 2010, the race/ethnic classes were Black (B), non-Hispanic; 
Hispanic (H); Asian/Pacific Islander (A/PI); and American Indian/Alaska Native (AI/AN) and 
beginning Summer 2010, the classes were Black or African American (B); Hispanic (H); Asian 
(A); Native Hawaiian or Other Pacific Islander (NH/OPI); American Indian/Alaska Native 
(AI/AN); and Two or More Races (≥ Two). 1 These guidelines represent elements of the reports 
that must be completed, at a minimum. Each university is expected to utilize whatever additional 
measurements and goals needed to describe progress to achieve equity. 

 
Cover  
 
A.  Certification of Annual Approval Date by the University’s Governing Board (or Designee). 

Provide the date and format for the governing board (or designee) approval.2 Date 
certification may be in the form of written confirmation from the equity officer following the 
governing board’s approval vote or following written approval by the governing board’s 
designee.3 The signature of the university president is required, serving as approval of report 
results and plans.  

B. Following the cover, a Table of Contents may be included.  
 
Executive Summary and/or Description of Plan Development  
 
The Executive Summary should be 3-5 pages in length and provide highlights of progress the 
institution is making on the equity plans designed for Academic Programs, Gender Equity in 
Athletics, Employment, Promotion & Tenure, and Other Requirements. 

A. The Description of Plan Development describes the process used to prepare the reports.  
Included in this narrative are applicable discussions with responsible administrators, 
feedback from reviewing committees, sources utilized for data, or other appropriate 
components.  

                                                      
1  IPEDS terminology for protected classes was utilized. 
2  Formats might include: regular meeting; scheduled conference-call meeting; delegated approval to a particular 
subcommittee or designee; or other processes acceptable to the Florida Board of Governors. 
3  If the institution’s Board of Trustees (BOT) retains approval of the Florida Equity Report, it is understood that its 
approval may not have been made by the deadline for this report, in which case the signature of the university’s 
equity officer on the cover page will be acceptable until such time as the Board of Governors is advised that 
appropriate approval has been secured.  Such advisement shall include the date of BOT approval of the Florida 
Equity Reports for the subject year.  Each university is responsible for retaining formal documentation of the 
approval when it becomes available. 

DocuSign Envelope ID: 35EBB96F-0D14-4AA7-9B08-099244CF6568



 
UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2021 

71 

B. In the summary of institutional progress, include examples of goals met or unmet; 
initiatives and achievements; and best practices (successful/innovative programming) for 
the areas of Student Enrollment/Retention/Graduation, Faculty and Administrative 
employment, and Athletics. 

C. Budget Plan: 
a. In a concise summary describe how the university deployed its resources to 

accomplish Employment Equity goals.  
   

The Board office will use the information in each institution’s executive summary and data 
tables, to compose a consolidated SUS system-wide equity report.  
 
Review of Policies and Procedures  
 
A. Review of Policies and Procedures.  Identify updated/new policies and procedures that are 

specifically formulated to ensure equity.  Annually update the webpage links or provide 
copies of policies that relate to equity.  

 
B. Include Documentation of Non-Discrimination Policy.  Reprint in each annual document a 

copy of the policy adopted by the institution’s BOT.  Note the date of original approval.  
Include in these narrative procedures to notify campus affiliates and non-affiliates about the 
policy and the procedures for accessing it. 

 
Academic Program Reviews  
 
A. In the Academic Program Reviews section, as many as eight (8) areas of review are required 

of each university with programs at the specified levels.  These annual analyses display 
enrollment at these eight levels for the protected class students (female and the applicable 
protected class race/ethnic codes).  In addition, they display the official total including white, 
non-resident alien, and not reported.4  Universities not offering programs at one or more 
levels should key the charts with zeroes to present a complete report.  Measures of equity are:  

 
First Time in College Enrollment, Previous Academic Year (AY) 
Florida State College System A.A. Transfers, Previous AY 
Retention of Full-time FTICs Entering Previous AY, After One Year 
Graduation Rate of Full-Time FTICs After Six Years 
Bachelor’s Degrees Awarded, Previous AY 
Master’s Degrees Awarded, Previous AY 
Doctoral Degrees Awarded, Previous AY 
First Professional Degrees Awarded, Previous AY   
 
 

B. An analysis of the information shall be prepared annually by each university using the results 
of the above charts.  Include in each narrative an identification of the standard for 

                                                      
4  This total will be supplied from the university’s IPEDS report. Charts in TAB 3 will display the complete line from 
IPEDS including all reporting categories. Charts 1-8 will display percentage representation, calculated by formula on 
the table, for females and the four protected race/ethnic categories. 
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disproportionate enrollment or identification of an area for improvement.  Each university 
shall report its definition of “disproportionate” or “area for improvement” for each level 
offered at that institution. 

 
Examples of definitions to identify disproportion include “the 80% rule,” standard 
deviations, or other appropriate measures.  A university might identify an “area for 
improvement” as “retention of [specific protected class] at a rate equal to at least 80% of the 
highest retention rate.”  

 
Another example of goals set for improvement might be “increase by 0.2% per year” or 
“admission of protected class students at a rate exceeding representation in the national pool 
of bachelor’s degree recipients from doctoral-granting universities in the prior data year.” 

 
C. Using its own definition, each university shall identify areas for improvement in a period no 

longer than three years. This narrative section shall include goals established and the 
programs and timeline to achieve the goals. 

 
D. Student Services require periodic review by the institution to determine compliance with 

equity laws and regulations.  Non-discrimination on the basis of race, color, national origin, 
sex, religion, age, disability, marital status, veteran status or any other basis protected by law 
is required.  Those services include: 

 
1. Academic Advising 
2. Admission to Academic Program5 
3. Health Services 
4. Club and Intramural Athletics (report on sex equity only)6 
5. Student Financial Assistance 
6. Housing 
7. Student Employment 
8. Educational and Work Environment 
9. Personnel 

 
Each university shall design and conduct a review of the Student Service areas listed in 1-9 
above.  The review shall take the form of a self-assessment and may follow models 
established under other laws, guidelines, or requirements.  Such models may include 
appropriate reviews performed as part of a Title IX update, annual reporting process or 
institutional effectiveness assessment.  

 
The report of this procedural review shall, at a minimum, include the website address(es) 
used, titles of documents used, and statement of results of the area reviews.  Copies of 
documents are to be maintained by each university.  

 

                                                      
5  The universities shall define the “Academic Program” as admission to undergraduate status and admission to 
graduate status.  
6  Each university is required to provide its detailed report on intercollegiate athletics pursuant to Regulation 2.003 in 
the following section.  

DocuSign Envelope ID: 35EBB96F-0D14-4AA7-9B08-099244CF6568



 
UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2021 

73 

E. Each university shall evaluate the university’s overall effectiveness in enrollment equity in 
the reporting year.  Consider accolades, statistical achievement, climate surveys and other 
documentation to be added. Identify areas for improvement in the following year and the 
programs and timetable to achieve the improvement. 

 
Gender Equity in Intercollegiate Athletics 
 
This report responds to requirements of paragraph (4) of Regulation 2.003 dealing with equity in 
intercollegiate athletics.  Each university is required to develop a plan for sex equity in athletics.  
The plan must include consideration of sex equity in the areas listed below.  
 
A. Each university shall prepare an annual update to the Florida Equity Report related to sex 

equity in intercollegiate athletics.  The university shall include a description of the findings 
followed by an assessment of equity. If areas for improvement are identified, the programs 
and timetable for achieving improvement shall be specified.  The following areas are 
required in the assessment: 

1. Sports offerings  
2. Participation rates, by sex, compared with full-time undergraduate enrollment by 

sex.  (Percentages of participation rates in athletics are to be broken out by sex, and 
their sum is to equal 100%.  The percentage of total university undergraduate 
enrollment is to be broken out by sex, and the sum is to equal 100%.) 

3. Availability of facilities, defined as locker room, practice and competitive facilities 
4. Scholarship offerings for athletes 
5. Funds allocated for: 

a) The Athletic Program as a Whole  
b) Administration  
c) Travel and Per Diem Allowances  
d) Recruitment 
e) Comparable Coaching  
f) Publicity and Promotion 
g) Other Support Costs  

6. Provision of equipment and supplies 
7. Scheduling of games and practice times 
8. Opportunities to receive tutoring 
9. Compensation of coaches and tutors 
10. Medical and training services 
11. Housing and dining facilities and services 

 
B. Each university shall identify areas for improvement from the previous year’s update which 

included a timetable for improvement in this data year.  Each university shall specify the 
extent to which those sex equity goals have been accomplished.   

 
Each university shall evaluate the effectiveness of the university’s programs in sex equity in 
athletics in the reporting year.  Consider accolades, statistical achievement, climate surveys, 
correction of areas for improvement for prior years, and other documentation to be added.  
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Identify areas for improvement in the following year and the programs and timetable to 
achieve the improvement. 

 
C. Each university shall check one basis below for assuring that it is in compliance with the 

Florida Equity Report: 
 

___ accommodation of interests and abilities 
___ substantial proportionality 
___ history and practice of expansion of sports 

 
 
The annual review of compliance may be satisfied by processes implemented under other laws, 
guidelines, or requirements. Those might include campus Title IX reviews, the NCAA 
recertification process, analysis of the EADA, and other standard reports.  The report of this 
procedural review shall include the website address(es) used and titles of documents used to 
assess compliance in each of the areas. Copies are to be maintained by each university. 
 
Employment Representation 
 
The guidelines for the employment section of the Florida Equity Report measure achievement of 
remedying underutilization of women and minorities, as applicable, in senior-level 
administrative positions and by faculty rank and/or tenure status.  The guidelines for this section 
may be fulfilled by appropriate analyses completed for university Affirmative Action Plans or 
other required reports.  
 
Each university shall report race and sex representation within: 
 

1. Category Representation: Tenured instructional faculty 
2. Category Representation: Tenure-track instructional faculty 
3. Category Representation: Faculty not on tenure track instructional or faculty employed at 

a non-tenure-granting university 
4. Category Representation: Management Occupations 
 
(NOTE: IPEDS replaced the Executive/Administrative/Managerial grouping with 
Management Occupations in Fall 2012.) 

 
Using all information, evaluate the effectiveness of the university’s programs in employment 
equity this reporting year.  Consider accolades, statistical achievement, climate surveys, and 
other documentation.  
 
 
Areas of Improvement/Achievement 
 
Each university shall establish areas of improvement, at a minimum, for the following 
components:  
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 A.  Each university shall describe strategies used to address areas for improvement that were 
identified using comparable national standards. These may include targeted application of 
funding outlined in the budget plan required by paragraph (7) of Regulation 2.003 or programs 
listed in such documents as the Affirmative Action Plan, Institutional Effectiveness Plan, or 
Strategic Plan.  
B. Each university’s report should identify programmatic descriptions and the designated 
measure of effectiveness describing annual improvements and achievements from the previous 
year.  New areas for improvement for the current report should be included in the report, but 
achievements on current year areas of improvements will not be addressed until the next year’s 
report.   
 
Protected-class Representation in the Tenure Process 
 
Representation of females and protected class minorities within the tenure process at each stage 
shall be documented. Each university is required to address: (1) disparities identified from 
comparing protected-class success rates to the success rates for the majority race, and (2) 
disparities identified from comparing the success rates of females to the success rate of males. 
Include in the narrative a description of the university’s guidelines for equitable assignments for 
instructional faculty.   
 
Promotion and Tenure Committee Composition 
 
Each university is required to report the racial and sex composition of committees reviewing 
recommendations at each transaction level.  
 
Other Requirements 
 
A. The Budget Plan required by paragraph (7) of Regulation 2.003 is designed to accomplish 

Employment Equity goals. Describe how the university deployed its resources to do so.  Link 
the results to a discussion of goals achieved and areas for improvement. Establish timetables 
for achieving selected goals the following year.  

 
B. President’s Evaluation. Each university President may be evaluated on the results of the 

Florida Equity Reports. Describe the process at the university for accomplishing this 
evaluation, if required, as well as this year’s results.  

 
C. Top Administrators’ Evaluations.  Top administrators may have equity accomplishments 

evaluated in their annual performance appraisals. Describe the process at the university for 
accomplishing these evaluations, if required, as well as this year’s results. 
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