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2020 Florida Educational Equity Act Report 

University of South Florida 

Year 2020-2021 

 

 

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 Chair 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, Equity, and Inclusion (ODEI) 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 Academics 

and Campus Environment Advisory Council (ACEAC), the Board of Trustees Academics and 

Campus Environment Committee (ACE), 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.  

 

 

 

DocuSign Envelope ID: 540A340B-CC32-4BF8-9F00-9F7FB7C17038



 

UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2022 

6 

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: 

 

The University of South Florida’s First Time in College (FTIC) enrollment of underrepresented 

students increased to 51.4% from 43.7% in the previous year. The gender composition remained 

relatively consistent with women representing 58% of FTIC students and men representing 42%. 

USF’s transfer enrollment increased proportionally for all underrepresented racial and ethnic 

groups, except Hispanic, which decreased by 1% from 27% to 26%. The proportion of female 

transfers remained consistent with women representing 61% of the transfer population, down 

slightly from 62.2% in the previous year.  

 

In the 2020-2021 year, the overall six-year graduation rate at USF increased to 75%, up from the 

previous year’s rate of 73.7%. 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 recognizes the continuing 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, after several years of increasing 

gains in the enrollment of Hispanic students this number dropped 4% in 2020 – 2021, while 

Black student degree achievement remained flat. As these two groups represent the largest 

groups of underrepresented racial and ethnic minorities at USF, 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 2019-2020 Equity Report, we identified opportunities for improvement with 

regards to Academic Programs. Having achieved increases in the majority of all racial and ethnic 

student populations, we articulated the need to focus less on effort and more on outcomes that 

illustrate how we have advanced our equity goals. USF was successful in improving its processes 

towards systemizing its ongoing equity goals as demonstrated by our initiatives. 

 

Goals for 2021-2022:  Our goals for 2021-2022 focus on increased participation from our 

community partners and their respective stakeholders to drive the enrollment of underrepresented 

minorities, as well as the continued use of strategic approaches to admission yield. This includes 

building genuine relationships and partnerships with diverse communities and connecting with 

diverse populations as early as middle school. Additional options that should be considered 

include training faculty, advisors, coaches, and staff to more effectively support and recognize 

the challenges and stresses that underrepresented, non-traditional, and international students face, 
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from initial enrollment, through their academic and co-curricular experiences, and, ultimately, 

graduation.  

 

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 57% of the 

undergraduate 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 37.7% of the athletic scholarships, while 

men receive 62.3%. 

 

Goal for 2021-2022: Our goal is to increase the availability of funding for female student-

athletes and to review salary equity for all sports.  

 

Employment Presentation (Part V)  

Overall, the total number of tenured faculty slightly decreased from 2020 to 2021 (from 853 to 

813 faculty). Of tenured faculty, Asian faculty and those identifying as Two or More Races had 

the greatest proportional gains over the past year, with their numbers increasing by 3% and 13%, 

respectively. Rates for the number of tenured faculty over the past five years were flat with 

notable gains being made by faculty in two groups: Asian faculty (31% increase), and faculty 

identifying as Two or More Races (86% increase). The number of Hispanic faculty has 

decreased by 19% when compared to five years ago, with a -14% decrease from 2020 to 2021. 

Tenured faculty who are women represented 36.6% of all tenured faculty in 2021, while men 

represented 63.3%. Women remain significantly underrepresented as tenured faculty. This 

proportional disparity has remained relatively unchanged in comparison to the previous year, but 

it represents an 8% increase from five years ago. 

Among tenure-track faculty, USF experienced an 11.7% decrease in tenure-track faculty 

between Fall 2020 and Fall 2021 due to a reduction in hiring (COVID-19 related). All racial 

categories experienced either no growth or a decline during this period except for those who 

identify as Two or More Races who increased by 63%. Overall, the number of tenure-track 

faculty has reduced by 42% over the past five years. Hispanic faculty numbers have experienced 

the greatest decrease with 38% fewer than last year and a 78% decline compared to 2016. With 

diversity, equity, and inclusion being a core commitment of USF’s strategic plan, as well as the 

university’s aspirational goal of becoming a Hispanic Serving Institution, the fact that tenured 

and tenure-track Hispanic faculty continue to decline calls for an immediate assessment and 

systematic course correction. The most notable observation is that, over the past five years, the 

number of faculty who identify as Two or More Races increased by 117%. In terms of gender, 

women are represented almost equally with men, representing 48.9% of tenure-track faculty (a 

number that has declined 0.6% since 2016). Men make up 51% of tenure-track faculty, a number 

that has increased by 0.6% since 2016).  
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The number of non-tenure earning faculty in 2020-2021 experienced a 25% increase when 

compared to the 2016 numbers. These trends are reflected across all racial and ethnic groups, 

except among Hispanic faculty, who decreased by 9% since last year. Notably, the number of 

faculty identifying with Two or More Races increased 163% since 2016. Hispanic faculty 

experienced the highest percentage of decline both over last year (9% decline) and over the past 

five years (2% decline). Women represent 55% of non-tenure earning faculty, which is a number 

that has increased by 2% since 2016. 

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 

since 2016 but declined by 8% since last year. 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. Further data and analysis are necessary to determine why this is 

happening, especially as tenured faculty are the single largest source of senior academic and 

institutional leadership at USF. Without a strong, diverse base, growing inclusive leadership will 

become more challenging. 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 of 

women and members of underrepresented racial and ethnic groups, especially Hispanic, Black, 

American Indian/Alaskan Native, and Native Hawaiian/Pacific Islander. 

Goal for 2021 – 2022: 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 a 16% increase in the 

overall number of employees in this category between Fall 2016 (406) and Fall 2021 (470). In 

comparison to five years ago, Black managers increased by 100% and those identifying as Two 

or More Races increased by 230% and Hispanics decreased by 17%. As mentioned earlier, 

further analysis should be conducted to determine why Hispanic representation is falling across 

multiple key areas at USF: faculty, administration, and student enrollment. In a state with a 26% 

Hispanic population, and 30% in Hillsborough County, where the university is located, this 

continued decline is unacceptable and needs to be addressed immediately. From Fall 2020 to Fall 

2021, Black managers increased by 3% and those identifying with Two or More Races increased 

by 38%, while Hispanics decreased by 34% and Asians declined by 7%. Women represented 

50.4% of managers, which is a 1.9% increase from five years ago.   

Goal 2021 – 2022: USF should increase the overall proportional representation of managers who 

identify as female and/or a member of an underrepresented racial and ethnic group. In a 

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. 
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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 only represent 50% 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. The university 

needs to take a proactive stance and evaluate current support efforts specifically focused on 

underrepresented leadership and add mechanisms as needed. Specific examples include targeted 

recruitment, promotions, and orientation, with a concerted and deliberate effort to foster an 

inclusive leadership environment across all campuses.  

 

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 the 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. 

As a direct response to the murder of George Floyd in 2020 and the subsequent Black Lives 

Matter movement, the University of South Florida launched its Diversity, Anti-Racism, and 

Equity (DARE) Dashboards: performance dashboards designed to complement the Equity 

Report. The DARE dashboards have established 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 have 

allowed us to set goals and track our progress related to diversity, equity, and inclusion. The 

metrics included in the DARE dashboard contain many of the measures included in the Equity 

report as well as other subjective measures of experience fundamental to equity.  

 

This past year USF also created a new position: Senior Advisor to the President and Provost for 

Diversity and Inclusion. Dr. Elizabeth Hordge-Freeman was the first person appointed to this 

role in alignment with USF’s Principles of Community, with the primary task of supporting the 

university’s efforts to create a more unified and equitable campus. Strategic plan priorities 

include recruiting and retaining diverse students, faculty, and staff; enhancing academic 

programs and curricula; creating adaptable instructional and research workspaces; cultivating 

positive employee experiences; and fostering community partnerships. We will have detailed 

discussions and analyses regarding the role DEI initiatives play in USF’s strategic plan in next 

year’s Equity Report.   

 

Protected Class Representation in the Tenure Process (Part VII)  

Of the faculty who applied for tenure, 97% percent were granted tenure. In all, out of 29 faculty 

who were granted tenure, ten were women, ten were from underrepresented racial and ethnic 

groups, and four were both women and members of an underrepresented racial/ethnic groups. 
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Beyond considering who receives tenure once the application is submitted, USF is leveraging 

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 that USF has made significant improvements 

in the diversity of its tenure and promotion committees, with all Colleges having at least one 

underrepresented minority participant on a promotion and tenure committee, as well as a marked 

increase in female participation. For example, during the past academic year, the College of Arts 

& Sciences had 55% male and 45% female overall committee membership, a dramatic 

improvement over 2019-2020. Unfortunately, overall committee demographics remained 

homogenized, with white professors making up 70% of all tenure and promotion committees 

across USF. This disparity demonstrates the ongoing need for the university to ensure that 

committees encourage greater diversity in the tenure and promotions process and continue to 

develop practices to that end. 

 

C. Budget Plan  

The 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 Review (A, B, and C) 
 

The Academic Program Review 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). 

 

Table 1. First Time in College Enrollment 

 

 
 

USF’s First Time in College (FTIC) Enrollment data for 2021-2022 reveal that underrepresented 

racial and ethnic groups comprise 51.4% of the FTIC population which is a significant increase 

from 2020-2021 where 43.7% was the racial and ethnic FTIC student population. The total FTIC 

student enrollment increased from 2016 to 2021 by 29%, from 4,722 to 6,096 students. The 

gender representation is relatively consistent with data from the previous year. For the 2021-

2022 academic year, the USF FTIC enrollment included a proportion that was 58% female and 

42% male.  

The 51.4% of the FTIC student population is comprised of various racial and ethnic groups 

including: Black (7%), American Indian/Alaskan Native (0.1%), Asian (10%), Hispanic (21%), 

Native Hawaiian/Other Pacific Islander (0.13%), and Two or more (5%). White students 

represented 45%, Non-Resident Alien students represented 7.9%, and students identifying as 

Unknown represented 3.2% of USF’s FTIC fulltime students during fall 2021 enrollment.  

The FTIC Enrollment data indicated increases in all student populations with one exception from 

2016 to 2021. Data in the following student groups revealed increases: Non-Resident Alien 

145% (196 to 481), Black 7.5% (398 to 428), Asian 74% (357 to 622), Hispanic 38.9% (924 to 

1,284), Native Hawaiian/Other Pacific Islander 14% (7 to 8), Two or more 30% (233 to 303), 

America Indian/Alaskan Native remained unchanged.    

Table 1.  First-Time-In-College Enrollment (Full-time)

NRA B AI/AN A H NH/OPI W ≥ TWO* UNK TOTAL

Men 277 176 3 283 557 7 1082 120 85 2590

Women 204 252 3 339 727 1 1688 183 109 3506

Total 

Fall 2021

481 428 6 622 1284 8 2770 303 194 6096

Category %               

of Total

Fall 2021      

8% 7% 0% 10% 21% 0% 45% 5% 3% 100%

Total FTIC 

Fall 2016

196 398 6 357 924 7 2477 233 124 4722

Category %                

of Total              

Fall 2016

4% 8% 0% 8% 20% 0% 52% 5% 3% 100%

Percentage 

Change in 

number from 

Fall 2016 

to Fall 2021

3.7% -1.4% 0.0% 2.6% 1.5% 0.0% -7.0% 0.0% 0.6% 0%

Source:  IPEDS Part A, Fall enrollment by race, ethnicity, and gender. Full-time, First-time students. 
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Opportunities for growth/development:  

In 2020 – 2021 USF addressed the decline in enrollment and realized increases in the majority of 

all racial and ethnic student populations. We reviewed our admissions application process and 

adjusted outreach strategies while focusing on data-driven efforts to increase enrollment of 

underrepresented students. Specific outreach programs included a calling campaign where 

administrators, faculty, and staff reached out to admitted students from underrepresented 

populations to address any concerns or questions they might have had as they finalized their 

college decisions. USF also administered the Guaranteed Admissions Pathway Program (GAPP), 

designed to strengthen university-community engagement while increasing admissions 

opportunities for students of underserved populations. The Admissions Offices worked more 

closely with local high schools to increase visibility in schools with high achieving 

underrepresented students and hosted events virtually and some in person to reengage in the 

admissions process. Once students were admitted to USF, we were more strategic in our 

approaches to admissions yield, which included calling campaigns by various university and 

community stakeholders, including the Presidential African American Advisory Council, 

Presidential Latin Community Advisory Council, and the Advancing Latino Access and Success 

(ALAS) Task Force, along with university faculty and staff, which contributed to the increases in 

enrollment. Additional targeting materials focused on these respective communities were also 

beneficial. These initiatives will continue with the goal of increased participation from respective 

stakeholders.   
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Table 2. Florida Community College A.A. Transfers 

 

 
 
 

For the 2021-2022 academic year, the USF Full-time Transfer student population was 61% 

female and 39% male. These percentages of transfer students indicated a significant transition in 

gender diversity, with a decrease in female student enrollment from 2016 to 2021 by 6.6% (1,061 

to 991) and a decrease in male student enrollment from 2016 to 2021 by 22% (746 to 583).  

Data comparisons from 2016 to 2021 in the following racial and ethnic student groups revealed 

an increase in Hispanic enrollment by 9% (363 to 396). Data also revealed a decrease in all other 

racial and ethnic student groups as follows: Non-Resident Alien decreased by 3.9% (51 to 49), 

Black decreased by 10.6% (206 to 184), American Indian/Alaskan Native decreased by 66.6% (6 

to 2), Asian decreased by 12% (99 to 87), and Two or More Races decreased by 23.8% (63 to 

48). Data also revealed a decrease in White students by 27.4% (942 to 683). The data represented 

a total decrease in transfer student enrollment from 2016 to 2021 by 16.9% (1,807 to 1,502).  

Opportunities for growth/development:  

The profile of our transfer students is significantly different than the profile of our FTIC students 

and continues to change each year. While there has been a decline in transfer student enrollment 

at USF, state college enrollment overall has declined significantly. While Florida realized a 5.5 

percent decrease in enrollment for transfer students in both community and state colleges, these 

numbers are also reflected at USF. New programs are being created that enhance outcomes and 

experiences and strengthen our transfer student pipeline by developing closer ties with our local 

community colleges. To assist in these efforts, a Transfer Success Student Council was created 

as an umbrella group for all things transfer at USF. Their mission is to champion and coordinate 

efforts to ensure transfer students succeed and graduate on time across OneUSF; to advance 

transfer student success through collaboration and action with our institutional, community, and 

state partners to ensure we are transfer ready; and to promote an institutional culture that values 

the contributions of transfer students and incorporates them into a culture of care that supports 

their success. Another initiative to assist with transfer student success was the creation of a 

transfer dashboard as an operational resource to allow for proactive and timely outreach to 

NRA B AI/AN A H NH/OPI* W ≥ TWO* UNK FEMALE MALE TOTAL

Total 

Fall 2021

49 184 2 87 396 683 48 53 919 583 1502

Category %               

of Total

Fall 2021    

3% 12% 0% 6% 26% 0% 45% 3% 4% 61% 39% 100%

Total 

Fall 2016

51 206 6 99 363 3 942 63 74 1061 746 1807

Category %                

of Total              

Fall 2016

3% 11% 0% 5% 20% 0% 52% 3% 4% 59% 41% 100%

Category % 

Change from 

2016 to 2021

0.4% 0.9% -0.2% 0.3% 6.3% -0.2% -6.7% -0.3% -0.6% 2.5% -2.5% 0%

Table 2. Florida Community College A.A. Transfers (Full-time)

Source: Student Instruction File. Full-time students.
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students. The Transfer Dashboard has two primary features: a matriculation dashboard, which 

tracks the matriculation process from application to first semester enrollment, and a progression 

dashboard, which focuses on transfer student progression to graduation. This dashboard allows 

users to monitor the progress of transfer cohorts and other transfer interest groups as well as the 

ability to focus on individual students. 
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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 90%, which was a slight decrease 

from the previous year (92%). The overall retention rates for females and males decreased 

respectively. Specifically, for female students, the retention rate was 90%, which was a decrease 

from the previous year 92%. For male students, the retention rate was 89%, which was a slight 

increase from the previous year 91%.  

For Fall 2021 underrepresented racial and ethnic groups were retained based on the following 

data. Increases were realized for the following groups: Non-Resident Alien students at 93% 

(previous year 91%), Native Hawaiian/Other Pacific Islander students were retained at 100% 

(previous year 88%), American Indian/Alaskan Native 80% (previous year 75%).   

All other student populations realized decreases as follows: Black students at 91% (previous year 

at 95%), Asian students at 94% (previous year of 95%), Hispanic students at 89% (previous year 

of 92%), and Two or More retained at 89% (previous year of 91%). White students were retained 

at 88% which is a decrease from previous year of 91% and students identified as Unknown were 

retained at the same rate as previous year at 94%.  

Opportunities for growth/development:  

The retention data slightly declined from the previous academic year. While historic declines 

were evidenced during the height of COVID-19, we continued to have a strong student retention 

rate, even with the recent slight decline. Our goal is to continue along the upward trajectory for 

student retention, increase our retention rate, and maintain our nationally ranked student success 

metrics with retention. Our academic performance and student success efforts have been 

augmented by university administration and government funding which sustained our retention 

and provided financial support to students impacting the retention from the freshmen to 

sophomore year. Continued efforts are planned to ensure students persist and move towards the 

achievement of their academic goals.   

 
 
  

NRA B AI/AN A H NH/OPI W ≥ Two UNK FEMALE MALE TOTAL

Fall 2020 Cohort 309 375 5 538 1244 4 2657 263 165 3296 2264 5560

Category % of Total 6% 7% 0% 10% 22% 0% 48% 5% 3% 59% 41% 100%

Enrolled Fall 2021 287 342 4 506 1111 4 2333 235 155 2973 2004 4977

Retention Rate 93% 91% 80% 94% 89% 100% 88% 89% 94% 90% 89% 90%

Table 3.  Retention of Full-Time FTICs After One Year
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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 75% which remains relatively unchanged 

from the previous year at 74%. While female graduation rates remained the same at 78%, male 

graduation rate increase from 68% to 70%. A gender gap continues at the six-year graduation 

rate as female students graduated at a rate of 8 percentage points higher than male students.  

With regard to racially and ethnically diverse students, four student categories exceeded the 

overall USF 6-year graduation goal of 77%, Non-Resident Alien (78%), Asian/PI (88%), and 

Unknown (80%). The majority of the other categories did not meet the six-year graduation goal 

of 77%, including Black (73%), American Indian/Alaskan Native (67%), Hispanic (73%), Native 

Hawaiian/Other Pacific Islander (70%), White (74%), and Two or More (62%).  

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 will continue to leverage predictive analytics in identifying students who need 

additional support and resources to succeed.  
 USF will continue to utilize care management (case management) to identify and track 

the applicable level of care for students who need to utilize traditional campus resources 

to persist towards graduation; students who are at-risk and need intentional monitoring 

and specific resources; students who are at-risk and need immediate interventions.   
 Academic Advocates continue to promote undergraduate student persistence, 

progression, and completion in support of key strategic University goals and measures by 

working with individually students who are in academic distress to remove barriers while 

providing services and programs in support of timely progression to graduation. This is 

accomplished through collaboration with academic departments, colleges, and university 

personnel to review their progress and to advise them towards improved retention and 

progression to graduation.  

NRA B AI/AN A/PI H NH/OPI W ≥ TWO* UNK Female Male Total

2015-21 Cohort 184 400 3 348 1002 10 2530 210 70 2780 1977 4757

Category % of 

Total

4% 8% 0% 7% 21% 0% 53% 4% 1% 58% 42% 100%

Number of 

Graduates 

within 6 yrs

from cohort

144 293 2 307 729 7 1881 131 56 2168 1382 3550

Percent 

Graduated

78% 73% 67% 88% 73% 70% 74% 62% 80% 78% 70% 75%

Number Still 

Enrolled

in 6th Year

from cohort

145 305 2 311 745 7 1921 136 58 2202 1428 3630

Percent 

Retained

79% 76% 67% 89% 74% 70% 76% 65% 83% 79% 72% 76%

Note: FTIC includes Beginners and Early Admits.

Table 4. Graduation Rate of Full-Time FTICs by Race/Ethnicity

DocuSign Envelope ID: 540A340B-CC32-4BF8-9F00-9F7FB7C17038



 

UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2022 

18 

 The Persistence Committee continues to meet biweekly to assist the academic advocates, 

academic advisors, first year programming, and other university key stakeholders with 

information about students in their curricular and co-curricular environments, by 

collaborating on challenges encouraged, critical interventions, and needed changes to 

policies and procedures that impact student success.    
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Table 5. Bachelor’s Degrees Awarded by Race 

 

 

The number of USF bachelor’s degrees awarded in the 2020 – 2021 academic year was 10,225, 

which was a slight decrease from the previous year (10,242). 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 2015 – 2016 academic year for bachelor’s degrees awarded, USF realized an 

increase in the total number of bachelor’s degrees awarded by approximately 10.8% in (9221 to 

10,225). The number of degrees awarded to racially and ethnically diverse students was as 

follows: Non-Resident Alien 5% (551), Black 10% (993), America Indian/Alaskan Native 0% 

(22), Asian 6% (636), Hispanic 21% (2,106), Native Hawaiian/Other Pacific Islander 0% (17), 

and Two or more 4% (423). There was a slight decrease in degrees awarded to White students 

50% (5,108) in comparison to the previous year of 50% (5,167).  

While comparisons to the 2015 – 2016 academic year for bachelor’s degrees awarded revealed 

increases in degrees awarded in all racial and ethnic student groups excluding Native 

Hawaiian/Other Pacific Islander from 0% to 0% (29 to 17) and White from 56% to 50% (5,184 

to 5,108).  

Opportunities for growth/development:  

Our strategies to increase Black and Hispanic student recruitment through access at the high 

school, community college level and initiatives to retain students through graduation were 

realized in the increased graduation rates for these student populations and an increase in 

graduation rates for a majority of the racial and ethnic student populations. Hispanic students are 

attaining bachelor’s degrees in increasing numbers in comparison to all other racial and ethnic 

student groups, although all groups increased in attaining bachelor’s degrees with slight declines 

with Hawaiian/Other Pacific Islander and White student populations. The efforts to create access 

and provide appropriate resources to support student success contributed to the increased 

bachelor’s degrees for racial and ethnic student groups. These successful efforts will continue 

and will be enhanced to increase the number of bachelor’s degrees attained.    

Table 5.  Bachelor's Degrees Awarded by Race

NRA B AI/AN A H NH/OPI W ≥ TWO UNK TOTAL

AY 2020-21

Male 309 311 11 251 781 11 2071 159 155 4059

Female 242 682 11 385 1325 6 3037 264 214 6166

Total 551 993 22 636 2106 17 5108 423 369 10225

Category %  

of Total
5% 10% 0% 6% 21% 0% 50% 4% 4% 100%

AY 2015-16

Male 129 307 3 221 657 17 2148 127 50 3659

Female 143 672 8 315 1120 12 3036 170 86 5562

Total 272 979 11 536 1777 29 5184 297 136 9221

Category %  

of Total
3% 11% 0% 6% 19% 0% 56% 3% 1% 100%

Source: IPEDS Completions, GRAND TOTAL BY FIRST MAJOR, Bachelor's degrees. Table for 99.0000, all disciplines.
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Table 6. Master’s Degrees Awarded by Race 

 

Table 6.  Master's Degrees Awarded by Race         

  NRA B AI/AN A H NH/OPI W ≥Two UNK TOTAL 

AY 2020-21                     

Male 409 86 4 91 163 3 548 35 41 1380 

Female 285 198 3 114 288 3 1153 52 63 2159 

Total 694 284 7 205 451 6 1701 87 104 3539 

Category %   
of Total 

20% 8% 0% 6% 13% 0% 48% 2% 3% 100% 

AY 2015-16                     

Male 382 71 3 62 133 2 641 15 39 1348 

Female 235 194 3 104 214 1 1012 38 55 1856 

Total 617 265 6 166 347 3 1653 53 94 3204 

Category %   
of Total 

19% 8% 0% 5% 11% 0% 52% 2% 3% 100% 

Source: IPEDS Completions, GRAND TOTAL BY FIRST MAJOR, Master's degrees. Table for 99.0000, all disciplines. 

 

 

The number of USF Master’s degrees awarded in the 2020 – 2021 academic year was 3,539, 

which was a slight increase from the previous year (3,422). Of the degrees awarded, 61% were 

earned by female students and 39% 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 2020 – 2021 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% (284), 

America Indian/Alaskan Native 0% (7), Asian 6% (205), Hispanic 13% (451), Native 

Hawaiian/Other Pacific Islander 0% (6), Two or More 2% (87), Non-Resident Alien 20% (694) 

and Unknown 3% (104). A comparative analysis of M.A. degree awardees from five years ago 

revealed an overall increase in the proportion of students who identify as Hispanic. Those who 

identify as White experienced a slight decline over the same five-year period. 

 

The trends in M.A. degree attainment among underrepresented groups are notable. Hispanic 

students represented 21% 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. Continuing declines in the 

enrollment of Black M.A. awardees mirror declines that have been observed at the undergraduate 

level.  
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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 continue to collaborate with our 

local and external community partners including our Presidential Advisory Councils (PACs), 

such as the Committee on Black Affairs (COBA), the USF Latin Community Advisory Council, 

and external stakeholders to build these 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. 

 

Specific graduate student success initiatives for 2020 – 2021 include issuing guidance on holistic 

admissions processes to all programs from the Graduate Council, the creation of a robust 

mentoring program to build relationships and foster wellness among graduate students, and the 

hiring of a media design specialist to assist with developing a more expansive web presence and 

the creation of a clearinghouse for graduate fellowships and other financial aid opportunities.  
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Table 7. Doctoral Degrees Awarded by Race 

 

Table 7.  Doctoral Degrees Awarded by Race 
      

  NRA B AI/AN A H NH/OPI W ≥ TWO UNK TOTAL 

AY 2020-21                     

Male 60 7 1 4 14 0 73 2 7 168 

Female 50 22 0 9 17 0 109 3 3 213 

Total 110 29 1 13 31 0 182 5 10 381 

Category %   
of Total 

29% 8% 0% 3% 8% 0% 48% 1% 3% 100% 

AY 2015-16                     

Male 56 6 0 3 12 0 65 0 3 145 

Female 28 13 0 6 16 0 100 4 2 169 

Total 84 19 0 9 28 0 165 4 5 314 

Category %   
of Total 

27% 6% 0% 3% 9% 0% 53% 1% 2% 100% 

Source: IPEDS Completions, GRAND TOTAL BY FIRST MAJOR, Doctoral degrees. Chart for 99.0000, all disciplines. 

 

 

The number of USF doctoral degrees awarded in the 2020 – 2021 academic year was 381, which 

was a 4% decrease from the previous year (397).  Of the degrees awarded, 56% were earned by 

female students and 44% were earned by male students, which represented a 4% decrease in 

male representation over the previous year. Across all racial and ethnic groups (excluding 

Hispanic and White), women earned a greater proportion of doctoral degrees than men. The most 

significant gender differences within student groups were among Blacks and Asians. We found 

that 76% of all Black doctoral awardees were Black women, and 70% of all Asian doctoral 

awardees were men.   

 

In the 2020 – 2021 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 8% (29), 

America Indian/Alaskan Native 0% (1), Asian 3% (13), Hispanic 8% (31), Native 

Hawaiian/Other Pacific Islander 0% (0), Two or More 1% (5), Non-Resident Alien 29% (110) 

and Unknown 3% (10).   

 

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. 

Specific recommendations that emerged from our most recent Graduate Student Success Council 

report included the development of a Graduate Student Success dashboard to provide PhD 

placement data to all colleges and PhD programs, the creation of a robust mentorship program, 

re-evaluation of Admissions practices, development of more expansive web presence, a 
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clearinghouse of graduate fellowships/financial aid, and metrics assessing graduation and career 

progress of graduates. USF is also an institutional member of the National Center for Faculty 

Development & Diversity (NCFDD), an organization dedicated towards promoting the success 

of underrepresented groups, including women and faculty of color in the academy. These 

recommendations were made in 2019 just prior to onset of the Covid-19 era, this caused an 

extended delay in implementing or facilitating these programs. Additionally, USF found itself 

facing significant budget issues as well as enrollment and pending graduate-level enrollment 

challenges, causing a reassessment of issues demanding prioritized attention. Moving forward, 

the university intends to revisit these previous recommendations and determine which ones to 

pursue, with a goal of maximizing return on any investment necessary to achieve the desired 

results of greater diversity at the doctoral degree level.      
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Table 8. First Professional Degrees Awarded by Race  

 

Table 8.  First Professional Degrees Awarded by Race 

  NRA B AI/AN A H NH/OPI W ≥ TWO UNK TOTAL 

AY 2020-21                     

Male 0 8 0 30 15 0 82 2 17 154 

Female 0 14 2 40 16 0 97 3 10 182 

Total 0 22 2 70 31 0 179 5 27 336 

Category %   
of Total 

0% 7% 1% 21% 9% 0% 53% 1% 8% 100% 

AY 2015-16                     

Male 0 8 2 40 16 0 80 3 11 160 

Female 0 19 1 38 20 0 126 2 23 229 

Total 0 27 3 78 36 0 206 5 34 389 

Category %   
of Total 

0% 7% 1% 20% 9% 0% 53% 1% 9% 100% 

Source: IPEDS Completions, GRAND TOTAL BY FIRST MAJOR, First Professional degrees. Chart for 99.0000, all disciplines. 

 

 

The number of USF professional degrees awarded in the 2020 – 2021 academic year was 336 

which was a 10.6% decrease from the previous year (375). Of the degrees awarded, 54.1% were 

earned by female students and 45.8% were earned by male students, which represented a 6% 

decrease in female representation over the previous year. 

 

Among those graduating with a First Professional Degree, only Asian students saw an increase in 

numbers from the previous year. The proportion of Asian students earning professional degrees 

increased by 4% over the prior year. All other groups experienced either zero or negative growth, 

with Hispanic students dropping 4%, and White students dropping 2% in proportionality.     

 

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 Workgroup 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 drop in the proportion of professional degrees awarded to Hispanic 

students, especially after their rapid rise during the immediate prior year, is indicative that we 

need to remain proactive in recruiting and supporting the success of these students.  
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Part III. Student Services (D) 

Student Services at USF is required to conduct periodic reviews 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 University of South Florida academic advising community is committed to providing access 

to holistic, high-quality academic planning and support. These services include engagement with 

prospective students through admission activities, orientation, enrollment, and post-graduation. 

Undergraduate academic advisors are available to all students across each of the three USF 

campuses, both within academic colleges and embedded within centralized academic affairs and 

student services units. Students are given access to advising sessions in multiple modalities, 

including in-person, phone calls, virtual meetings, and virtual drop-in options. 

 

The Council on Academic Advising (CAA) continues under the guidance of the Office of 

Undergraduate Studies to facilitate representation, communication, coordination, and education 

within the undergraduate academic advising community across OneUSF.  Council membership 

includes advising representation from each academic college, campus, and from student services 

offices with academic advising responsibilities within their mission (e.g., USF Academic 

Services for Athletics, INTO, Veterans Success, Transfer Student Success, etc.). The council has 

six sub-committees to engage in high priority activities within the community, including the 

Multi-Cultural Academic Advising (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.” 

https://www.usf.edu/undergrad/caa/index.aspx  

 

Excellence in Academic Advising Initiative 

https://www.usf.edu/undergrad/advisors/excellence-in-academic-advising/  

 

The Excellence in Academic Advising (EAA) project is a joint initiative between the John 

Gardner Institute (JNGI) and the Global Community for Academic Advising (NACADA) to 

develop an institution-wide taskforce to “advance student learning, success, persistence, 

retention, and degree completion through a comprehensive, standards-based strategic planning 

process to promote excellence in academic advising.” In June 2019, USF was invited by JNGI to 

participate in a special cohort entitled “Excellence in Academic Advising in Urban Ecosystems”.  

The Urban Ecosystems Cohort, made possible with support from the Kresge Foundation, extends 

the initial project work to specifically address educational inequities experienced by underserved 

communities like first generation college students and students from socio-economically 

disadvantaged backgrounds. This project is a three-and-a-half-year commitment that includes: 

data and evidence collection; program evaluation; project planning; data-informed strategic 
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planning; and institutional improvement with implementation plans and assessment. The project 

start was delayed due to COVID-19 impacts. 

 

The USF EAA Phase I taskforce, assembled in Spring 2021, was comprised of 63 administrators, 

staff, and faculty from academic colleges as well as from student services units such as USF 

Libraries, USF World, Enrollment Management, Residential Education, Innovative Education, 

Faculty Development, Student Outreach and Support and others. Phase I of the program review 

included a qualitative self-study by the taskforce, ten-year historical data review, a student 

survey, and a staff/faculty survey. After completing the review of 260 key performance 

indicators, the taskforce drafted nine observational reports and assembled over 100 unique 

artifacts. 

 

The EAA framework is built on nine conditions of excellence including the Equity, Inclusion 

and Diversity (EID) dimension defined as “a commitment to the values and culture of inclusivity 

and social justice beyond merely equality of opportunity. Excellence calls for individual and 

institutional conversations that promote understanding, respect, and honor diverse perspectives, 

ideas, and identities.”  The taskforce workgroup evaluating the EID condition submitted overall 

observations ranking USF as “very low/none” on four of eight KPIs, particularly the ones 

addressing required initial and ongoing training specific to advising practice. The overall 

evaluation of this condition was “low” based on the executive summary provided by the work 

group, partially provided below: 

 

Overall, the Equity, Inclusion, and Diversity committee felt there was room for growth regarding 

the KPIs. There are many resources and campus partners that advisors could connect with, but 

that is generally on an individual basis. Some advising units might provide a diversity training 

opportunity or advisors could attend MCAAC meetings or events that are offered by the Council 

on Academic Advising. The challenge comes with the lack of communication and expectations 

from leadership and institution. There is not a consensus on what diversity, inclusion, and equity 

means as it relates to academic advising practices. There are no requirements for academic 

advisors to participate in any professional development and funding can vary from units and 

campuses. 

 

Both EAA surveys were administered Fall 2021. Results from the faculty/staff survey echoed 

this assessment with respondents ranking the university as “somewhat” engaged with this 

condition [on average]. In contrast to institutional level of involvement, these results also 

demonstrated that many advisors (41- 47%) reported to be “very much” engaged with 

unit/department level policy and curriculum discussions on equity, inclusion, and diversity. 

Moving forward, Undergraduate Studies has an opportunity to identify and deliver requirements 

for this competency as training and onboarding resources are evaluated during the next academic 

year. 

 

The EAA student survey was sent to a random sample of undergraduate students (n = 4,347) to 

self-report on their experiences and relationships with academic advising. The results did show 

some perceived differentiated experiences with advising based on race and gender. The tables 

below feature selected questions from the experiences with academic advising survey items; the 

data compare the percentage of respondents who “very much agree” with the provided 
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statements. These comparisons show male undergraduates reported less confidence in their 

advising experience when compared to the average: six statements ranked below the mean 

[Table 1]. This pattern was also apparent in the response from Hispanic/Latino students, 

Black/African American students, and students identifying as two or more races [Table 2]: five 

items, six items and five items below the mean, respectively.  

 

Continuing to evaluate student responses will serve as the primary mechanisms for identifying 

the appropriate training and resources to improve student experiences. 

 

  

All 

students Male Female 

It is important for me to graduate from college. 93% 87% 95% 

I intend to stay enrolled at University of South Florida 

through my entire academic program. 75% 73% 76% 

My academic advisor does not treat me with respect. ** 78% 72% 80% 

My academic advisor listens to me. 61% 60% 61% 

I know what it takes to be successful in my major. 50% 47% 51% 

My academic advisor cares about me. 46% 41% 48% 

I am prepared to pursue a career after I graduate. 45% 48% 44% 

I feel comfortable telling my advisor of my concerns, 

no matter what they are. 44% 48% 42% 

Table 1. Percentage of UG students by identified sex who “very much agree” with select 

statements on academic advising experiences. 

** [reverse coded: disagree = I do feel treated with respect] 

 

 

  

All 

students 

Non-

Resident 

Alien 

Hispanic/ 

Latino Asian 

Black/ 

African 

American White 

2 or 

more 

It is important for me to 

graduate from college. 93% 86% 93% 100% 88% 95% 93% 

I intend to stay enrolled 

at University of South 

Florida through my 

entire academic 

program. 75% 79% 78% 94% 64% 75% 71% 

My academic advisor 

does not treat me with 

respect.** 78% 70% 73% 71% 66% 84% 75% 

My academic advisor 

listens to me. 61% 76% 53% 65% 62% 60% 63% 

I know what it takes to 

be successful in my 

major. 50% 36% 49% 41% 42% 57% 36% 
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My academic advisor 

cares about me. 46% 56% 40% 47% 52% 45% 44% 

I am prepared to pursue 

a career after I 

graduate. 45% 43% 50% 53% 28% 45% 50% 

I feel comfortable 

telling my advisor of 

my concerns, no matter 

what they are. 44% 59% 36% 53% 38% 45% 25% 

Table 2. Percentage of UG students by race who “very much agree” with select statements 

on academic advising experiences. 

** [reverse coded: disagree = I do feel treated with respect] 

 

Admission to Academic Program 

 

The Outreach and Access Unit (OAU) 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 

minority backgrounds, the OAU continues to develop and execute strategies and programs to 

attract students from underserved communities. 

 

As we consider the most pressing challenges to increasing and enhancing the presence of 

historically marginalized populations as undergraduate students at USF, the Outreach and Access 

unit has designed recruitment materials specifically for underrepresented minority audiences, and 

focused admission recruitment efforts in schools and school districts with a high concentration of 

underrepresented minority students. 

 

Scholarships 

 

Various scholarships are provided to support the retention, academic progression, and success of 

underrepresented minority students.  

  

College Board Recognition Program (CBRP) 

In the past USF has rewarded National Hispanic Scholar (NHS) who have excelled on the 

PSAT/NMSQT and in the classrooms. USF recognizes students given the NHS recognition with 

the $5,000 per year ($20,000 over 4 years) Tradition of Excellence National Hispanic award.  In 

2020-21, College Board expanded the CBRP to include National African American and National 

Indigenous.  With this expansion, USF now awards all CBRP scholars (National Hispanic, 

National African American and National Indigenous) with the $5,000 per year Tradition of 

Excellence award.  Below are the admissions metrics for CBRP over the past 2 years: 

 
Term Admits Deposited Enrolled 

Summer/Fall 2021 110 12 10 

Summer/Fall 2022 820 193 117* 

* Registration is still in-progress 
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History of Achievement 

The History of Achievement Award ($2,000 per year) is based on a point system considering 

first generation, single parent family, low income, partner school, title 1 school, etc.  Below are 

the admissions metrics for the History of Achievement over the past 2 years: 

 
Term Admits Deposited Enrolled 

Summer/Fall 2021 432 162 148 

Summer/Fall 2022 975 368 210* 

 

* Registration is still in-progress 

 

New Recruiters 

In Spring 2022, the Office of Admissions hired two new Spanish-speaking recruiters in Central 

Florida (Orlando) and Southeast Florida (Miami) to enhance regional outreach to Hispanic 

students and parents. 

 

Targeted Outside Collaborations 

Targeted outside collaborations to enhance enrollment, provide financial assistance and ensure 

students are prepared for all aspects of college, are foundational to the preparation and success of 

underrepresented minority students. Some of these collaborations are listed below.   

 

The Ron Brown Scholar Program (RBS)  

The Ron Brown Scholar Program is an innovative college access and navigational tool with the 

potential to reach tens of thousands of African American high school students. In our efforts to 

increase black student enrollment with students who demonstrated high academic achievement, 

the Outreach & Access unit collaborated with RBS as an Educational Partner over the last three 

academic years and have committed to continue this partnership for 2022-2023. 

 

Advancement Via Individual Determination (AVID) 

AVID is a nonprofit that changes lives by helping schools shift to a more equitable, student-

centered approach to close the opportunity gap, to help 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 visit 

USF and engage in a University Life Session presentation, followed by a campus tour.  In the 

Fall of 2019, we hosted 57 Hillsborough County schools and 2,280 Hillsborough County 

students. Due to the pandemic, we have been unable to host AVID days on campus; however, we 

have been able offer virtual AVID days with the AVID scheduled classroom at many high 

schools. We plan to resume AVID on-campus events in Fall 2022. 

 

Targeted Campus Partnerships 

Targeted campus partnerships afford students the opportunity to engage in precollegiate and 

summer programs to provide the preparation, resources, and support to help ensure the success of 

underrepresented minority students. These campus partnerships include Upward Bound (UB), 

College Reach Out Program (CROP), Student Support Services (SSS), and College Assistance 

Migrant Program (CAMP).   
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The campus partnerships are provided a concierge service which includes: 

 

 Priority consideration beyond published priority deadlines 

 Targeted communication through 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 

 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 Upward Bound and College Reach Out Program TRIO-based programs are provided 

the above listed concierge services. 

 

Student Support Services (SSS) 

In partnership with the SSS program reporting to Undergraduate Studies, the Office of 

Admissions ensures that applicants for SSS are prioritized based on programs criteria.  This 

includes academic criteria set at Board of Governor minimums and not subject to USF 

admissions profile grids. Below are the admissions metrics for SSS over the past 3 years: 

 
Term Admits Enrolled 

Summer 2020 159 97 

Summer 2021 151 76 

Summer 2022 102 63* 

* Registration is still in-progress 

 

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 programs criteria. This includes academic criteria set at 

Board of Governor minimums and not subject to USF admissions profile grids.  Below are the 

admissions metrics for CAMP over the past 3 years: 

 
Term Admits Enrolled 

Summer 2020 34 21 

Summer 2021 36 20 

Summer 2021 37 18* 

* Registration is still in-progress 

 

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  
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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 last year includes: 

 

All Campuses 2020-21 

 

 

Total Clinic Visits 42,118  

Average Daily Visits 166  

Individuals Served 12695  

     

Insurance    

   No Insurance 38%  

   USF Insurance 13%  

   Private Insurance 49%  

     

Ethnicity    

   African American 11%  

   Hispanic 17%  

   Asian 12%  

   American Indian 0%  

   Caucasian 46%  

   Unknown 14%  

     

International Students N/A 
 

 

 

SHS has been working to develop comprehensive marketing strategies to reintroduce our 

services (outside of COVID) to continuing students and to raise awareness of our comprehensive 

services to our newly admitted students. Depending on where things stand with COVID, we will 

bring back our flu vaccine and testing events which have traditionally had impressive turnouts. 

We are also excited about our new building scheduled to be completed in the Fall with our grand 

opening scheduled for the 1st week of January. We are revamping and expanding our services, 

and although we have returned to in-person medical visits, we will continue to offer telehealth 

appointments to ensure accessibility in any form.   

 

Club and Intramural Athletics 

Student sports clubs and intramural athletics on the USF Tampa and St. Petersburg campuses 

enhance and enrich the student experience through diverse health and wellness programs and 

activities. Recreation and Wellness creates on-campus opportunities for students, faculty, and 
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staff to engage in varying physical activity programs, services and first-class facilities in a safe 

learning and supportive environment.  

  

Of the employees in Recreation and Wellness, 70% identified as female and 30% identified as 

male. Regarding race, 64% identified as White, 13% Hispanic, 14% Black/African 

American, 5% Asian/Pacific Islander, and 4% Non-Resident Alien.  

  

Participation numbers include the following breakdown: 45% of Recreation and Wellness 

participants identified as female and 55% identified as male. Less than 1% of Recreation and 

Wellness participants identify as non-binary. Regarding race, 42% identified as White, 22% 

Hispanic, 9% Black/African American, 8% Asian/Pacific Islander, and 4% unknown.  

  

Areas of growth will include focusing on more female participation in all areas of Recreation and 

Wellness, while increasing male student employees to better represent the University 

demographics. We will also increase our awareness of providing a safe environment and 

inclusive culture for those that do not identify as male or female.   

 

With data proving that Recreation and Wellness has more male users than represented by 

the University as a whole, we will work to increase male student employees.   

 

Student Financial Assistance 

The Office of Financial Aid (OFA) is committed to policies and practices that increase and 

improve access to higher education. OFA also provides support to retention and graduation. In 

addition to responsibly and effectively administering over $460 million in financial aid dollars, 

we provide information and tools to promote college access and affordability, particularly to first 

generation and underrepresented students. We comply with the National Association of Student 

Financial Aid Administrators (NASFAA) Code of Conduct and are guided by the USF Strategic 

Plan as it relates to the Student Success division.  

 

 Federal Emergency Aid: Much of the work accomplished by OFA this past year 

resulted from the unanticipated receipt of over $17 million in Coronavirus Aid, Relief 

and Economic Security (CARES) Act funds and over $17 million in Coronavirus 

Response and Relief Supplemental Appropriations Act (CRRSA). Recipients were 

required to be citizens or eligible non-citizens based on FAFSA completion. Priority was 

given to undergraduate students with exceptional need. CARES Act recipients were 

awarded based on an application for students experiencing financial hardships due to 

COVID related expenses. CRRSA recipients were awarded block grants. 

 

15,812 awards were made with these federal dollars.  

 

 Pell Grant eligible students: In the fall of 2020, USF enrolled an undergraduate 

population that was 33% (14,235 recipients) Pell Grant eligible, demonstrating our 

commitment to economically disadvantaged students. Our financial aid awarding 

policies, in support of these students result in graduation rates at or just below the rate for 

non-Pell eligible students, a distinction that sets us apart from most institutions.  
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 Microsoft Teams Virtual Counseling: Due to the ongoing COVID emergency, we 

limited face to face contact with students and families at our front desk and temporarily 

suspended in person counseling appointments. In order to continue helping students 

navigate the various websites to locate and apply for financial aid, we continued to use 

Microsoft Teams to conduct counseling appointments.  

 

 Increase Online Forms: Due to the ongoing COVID emergency, we converted many of 

our financial aid forms to online or made them available in OASIS with detailed 

instructions for students to download instead of coming into the office to receive the 

forms in paper format.  This change, in addition to the Teams counseling provided 

flexibility and allowed students and families to receive and submit information faster than 

in the past.  

 

 Outreach Programs & Services: OFA develops and participates in many outreach 

programs throughout the year to assist students and families in establishing realistic 

financial plans for achieving a college education through planning (applying early for 

aid) and budgeting. OFA participated in numerous events hosted by the Office of 

Admissions, the Office of Orientation and the Graduate School for students interested in 

attending or already admitted to USF.  

 

 Summer Access Programs: OFA provides administrative support, financial support, and 

financial aid presentations to students in the Student Support Service (TRiO) program 

and Upward Bound/College Reach Out programs. Students in these programs are 

economically disadvantaged and underrepresented populations.  

 

 Cost Calculator: Is provided to students and families at all admissions, orientation, and 

early awareness events. The Cost Calculator is an online tool developed to help students 

and families determine the cost of attending USF. The calculator features a video tutorial 

for students and families to self-serve. The calculator is also available in Spanish and is 

included in each financial aid offer sent to students. 

 

 Get Started webpage: OFA maintains a webpage with information designed to get 

students and families started on the financial aid application process. The webpage, 

located here, has scholarship information, links to the College Planning page, the Cost 

Calculator, the Net Price Calculator, Cost of Attendance, and the FAFSA. There are also 

videos on the page with FAFSA walkthroughs, Financial Aid 101, and a new student 

orientation to help students and families understand the financial aid process.  

 

 Persistence Committee: Staff members who serve on this committee focus on ensuring 

that eligible freshmen who started at USF in summer/fall 2020 are able to continue their 

enrollment for fall 2021. 
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 Archivum Case Management: OFA provides individualized assistance to students at 

risk of not persisting or graduating.  

 

 Financial Aid Staff: OFA has an extremely diverse staff dedicated to serving students. 

Currently, OFA has 44 full time employees, 28 of which are minority/underrepresented 

based on race (63%). Within the financial aid management team (consist of 11 

employees), six are minority/underrepresented. Seventy-seven percent are female, 23% 

male.    

 

 Financial Education Office: The Bull2Bull (B2B) office was launched in 2013. The 

purpose is to provide a range of financial literacy topics to undergraduate students and 

their families to help them navigate the finances of receiving a college education. In 

2020-21, peer educators (student employees) and staff conducted 270 coaching sessions, 

14 student loan exit counseling sessions and have presented workshops to 101 students. 

The Cost Calculator is used in all B2B coaching sessions.  

 

All students admitted to USF as a part of the Student Support Services (TRiO) program are 

required to participate in mandatory financial wellness coaching sessions during their first fall 

semester. Participation in these coaching sessions provides students from these underrepresented 

populations the basic information they need in order to successfully apply for aid, pay their 

institutional charges and minimize student loan debt.  

 

As part of the Financial Education Office’s commitment to help students understand and prepare 

for student loan repayment, an online exit counseling video was developed which allowed 335 

students to complete this federal requirement prior to separating from USF.   

 

Adhering to the OneUSF consolidation, Bull2Bull has expanded its program and services to 

students on the St. Petersburg and Sarasota-Manatee campuses. On the St. Petersburg campus, 

the financial literacy initiative was known as AFLOAT and has now been integrated into the 

Bull2Bull program. Prior to this report year, no program existed on the Sarasota-Manatee 

campus.  

 

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 
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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 Admissions application process, is 

59.63% female and 40.37% male. Self-reported race/ethnicity data of the residential population 

identifies reveals the following:  

Housing & Residential 

Education Statistics 

Fall 2021 Fall 2021 Fall 2021 

  St. Pete Housing Tampa Housing ONEUSF Housing 

  # of 

students 

% of total # of 

student

s 

% of total # of 

student

s 

% of total 

          
  

Florida Resident (F+R) 663 81.75% 4285 71.91% 4948 73.09% 

Out of State (N+E) 100 12.33% 905 15.19% 1005 14.84% 

Out of Country (A) 30 3.70% 429 7.20% 459 6.78% 

Special Fl. Resident (T) 18 2.22% 340 5.71% 358 5.29% 

TOTAL STUDENTS 811 100.00% 5959 100.00% 6770 100.00% 

          
  

Male 266 32.80% 2467 41.40% 2733 40.37% 

Female 545 67.20% 3492 58.60% 4037 59.63% 

TOTAL STUDENTS 811 100.00% 5959 100.00% 6770 100.00% 

          
  

Asian (5) (formerly Asian or 

Pacific Islander) 

40 4.93% 418 7.01% 458 6.77% 

Black/non-Hispanic (6) 

(formerly Black) 

55 6.78% 579 9.72% 634 9.36% 

Hispanic/Latino/Spanish 

origin (3) (formerly 

Hispanic) 

147 18.13% 1054 17.69% 1201 17.74% 

American Indian/Alaskan 

Native (4) (formerly same) 

0 0.00% 8 0.13% 8 0.12% 

White, non-Hispanic (8) 

(formerly White) 

470 57.95% 2822 47.36% 3292 48.63% 

Race and Ethnicity Unknown 

(2) (formerly unknown) 

24 2.96% 166 2.79% 190 2.81% 

Two or more races (9) 

(formerly other) 

55 6.78% 280 4.70% 335 4.95% 

Native Hawaiian or Other 

Pacific Islander (7) (new 

category) 

2 0.25% 6 0.10% 8 0.12% 

Non-Resident Alien (1) (new 

category) 

18 2.22% 626 10.51% 644 9.51% 

TOTAL STUDENTS* 811 100.00% 5959 100.00% 6770 100.00% 
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New Freshmen 211 26.02% 1477 24.79% 1688 24.93% 

Returning Freshmen 6 0.74% 914 15.34% 920 13.59% 

New Sophomore 196 24.17% 650 10.91% 846 12.50% 

Returning Sophomore 57 7.03% 949 15.93% 1006 14.86% 

New Junior 98 12.08% 296 4.97% 394 5.82% 

Returning Junior 87 10.73% 788 13.22% 875 12.92% 

New Senior 11 1.36% 18 0.30% 29 0.43% 

Returning Senior 132 16.28% 689 11.56% 821 12.13% 

New Grad 4 0.49% 27 0.45% 31 0.46% 

Returning Grad 2 0.25% 21 0.35% 23 0.34% 

Non-Degree Seeking 7 0.86% 130 2.18% 137 2.02% 

TOTAL STUDENTS 811 100.00% 5959 100.00% 6770 100.00% 

          
  

Under 18 1 0.12% 179 3.00% 180 2.66% 

18 152 18.74% 2637 44.25% 2789 41.20% 

19 339 41.80% 1673 28.08% 2012 29.72% 

20 139 17.14% 803 13.48% 942 13.91% 

21 83 10.23% 414 6.95% 497 7.34% 

22 52 6.41% 125 2.10% 177 2.61% 

23+ 45 5.55% 128 2.15% 173 2.56% 

Unknown 0 0.00% 0 0.00% 0 0.00% 

TOTAL STUDENTS 811 100.00% 5959 100.00% 6770 100.00% 

          
  

New FTICs (Summer or Fall) 454 55.98% 3139 52.68% 3593 53.07% 

New Transfers (Summer or 

Fall) 

55 6.78% 315 5.29% 370 5.47% 

New Graduate Student 

(Summer or Fall) 

3 0.37% 27 0.45% 30 0.44% 

Returning Students 292 36.00% 2348 39.40% 2640 39.00% 

Non-Degree Seeking 7 0.86% 130 2.18% 137 2.02% 

TOTAL STUDENTS 811 100.00% 5959 100.00% 6770 100.00% 

Summer FTIC Enrolled 325 42.99% 1841 33.26% 2166 34.43% 

Fall FTIC Enrolled 431 57.01% 3694 66.74% 4125 65.57% 

Total FTIC Enrolled 756 100.00% 5535 100.00% 6291 100.00% 

Fall & Summer FTIC 

Admits Housed for Fall 

454 60.05% 3139 56.71% 3593 57.11% 

          
  

FTICs from 

Hillsborough/Pasco/Pinellas 

280 37.04% 1853 33.48% 2133 33.91% 
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FTIC from outside 3 county 

area 

475 62.83% 3643 65.82% 4118 65.46% 

# housed from H/P/P 183 65.36% 614 33.14% 797 37.37% 

# housed from outside 3 

county area 

485 102.11% 2525 69.31% 3010 73.09% 

Data shows that 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 at USF Tampa is routed through both Human Resources and Career 

Services (Internships and Career Readiness) for on-campus employment. Recruitment of student 

employees is hosted through two platforms, Careers@USF and the Handshake platform, which 

are coordinated through the Student Employment branch of Internships and Career Readiness 

within Career Services. 

Student Employment and these two 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. Students will need to have requested the Federal Work Study 

(FWS) options to their Financial Aid package to qualify for FWS funded positions. 

Student Employment is open to all current students and postings provide opportunities for 

internships, Co-op, part-time, and full-time jobs. These options are used at all USF campuses and 

Career Services staff are trained in the use of the platform, must sign a user agreement, and 

comply with: FERPA, NACE Principles, and NCDA Code of Ethics. 

Educational and Work Environment 

The university is focused on providing the right resources at the right time to ensure all students, 

faculty and staff are successful. USF provides a rigorous academic curriculum that is strategic, 

competitive, comprehensive, and both intentional and strategic 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, and academic advocates, all making significant contributions to the 

student learning outcomes. While academic success is important, the out of classroom learning 

experiences are equally important. These out of class experiences provide students with 

purposeful learning essentials that move from theory to practice broadening their skills and 

enhancing their growth and development in educational, global, cultural, work, and social 

settings. This preparation is critical for students entering the global workforce or a competitive 

graduate program. 

A student’s employment on campus also makes significant contributions to their success: 

research has demonstrated that working a moderate number of hours on-campus increased a 

student’s likelihood of being retained. Student success partners with stakeholders throughout the 
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university in providing the right educational resources, at the right time, with the right support, to 

help move each student successfully through the education pipeline. 

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. 

Opportunities for Growth 
 

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. Overall Effectiveness of Equity in Enrollment (E) 

 

The University of South Florida is committed to student success. Our student success initiatives 

have radically transformed the way we engage with students, faculty, and staff, and educate our 

university community broadly. The success of all students is a priority and remains a strategic 

goal of the university, focusing on creating and sustaining a teaching and learning environment 

that is conducive to producing diverse global leaders. USF focuses on contributing to this 

success of our students by increasing retention and graduation rates, eliminating the completion 

gap by race, ethnicity, and socioeconomic status, making progress towards degree completion in 

a timely manner, thus reducing student debt, and ensuring our students are prepared for the 

global workforce or graduate or professional studies in competitive programs.  

 

The University is recognized as one of the most diverse campuses in the State of Florida, having 

been recognized by The Education Trust as being #6 in the nation for eliminating the completion 

gap between black and white students, #4 in the nation for Latino student success, and #1 in the 

state of Florida for both (2017). In addition, USF ranks first in Florida and 8th in the nation for 

reducing inequalities by Times Higher Education (2021). The rankings measure universities by 

several categories, including the number of first-generation students, the number of students 

from developing countries, the proportion of students and staff with disabilities, discrimination 

policies, and the amount of research a university conducted on reduced inequalities. 

 

USF provides various programs and initiatives to help ensure the university enrolls a diverse 

student body. Some of these programs are listed below.  

 

Guaranteed Admissions Partnership Program (GAPP) 

In our efforts to produce a diverse student body the Outreach & Access unit of the Office of 

Admissions developed the GAPP in 2018. The goal of the GAPP is to expand and strengthen 

university – community engagement locally in support of USF's strategic priorities to cultivate 

and nurture mutually beneficial partnerships and recruitment of the best and brightest students 

from underserved populations.  

 

Initially, nine (9) GAPP high schools were identified to pilot 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, eight (8) additional GAPP high schools in the local seven (7) counties:  

 Hillsborough: Jefferson, and Hillsborough 

 Pinellas: Gibbs 

 Pasco County: Zephyrhills and Gulf 

 Polk: Kathleen 

 Hernando: Central 

 Lake: Leesburg 
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Below are the admissions metrics for GAPP over the past 4 years: 

 

Term Applications Admits 

Summer/Fall 2020 (9 GAPP schools) 836 359 

Summer/Fall 2021 (9 GAPP Schools) 867 417 

Summer/Fall 2021 (17 GAPP schools) 1397 653 

Summer/Fall 2022 (17 GAPP schools) 1526 648 

 

Some improvements in the GAPP planned for the class of 2023 and beyond: 

 No expansion of the number of high schools;  

 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 partnerships with principals and guidance counselors. 

 

College Preview Day 

The College Preview program is designed for prospective students in grades 10th-12th from 

historically underserved/underrepresented populations, and first-generation college students. 

During Preview, students are equipped with the knowledge and tools necessary to successfully 

complete the college admission process in addition to participating in scheduled programming 

that includes a financial aid information session, exploratory majors presentation, campus tour, 

and a question-and-answer session with a diverse student panel. The program is currently offered 

only on the Tampa campus with plans to expand to St. Petersburg and Sarasota campus. 

 

 2019-2020: October 10, 2019 (320 students attended) and February 5, 2020 (285 

attended) 

 2020-2021: The program was hosted virtually.  

 

FUSE 

The FUSE program partners with eight (8) Florida College System (FCS) institutions to promote 

a pathway for all students, especially those from underrepresented minority groups, seeking a 

four-year baccalaureate degree. Students admitted to the FUSE program will be placed on an 

academic graduation path that provides a seamless transition from a FCS partner school to the 

USF institution of their choice. This program encourages timely completion of both the 

Associate of Arts and Bachelors’ degrees while academic advisors at all partner schools, and 

USF advisors, monitor student progress to ensure the necessary requirements of the program are 

met for enrollment at a USF institution. In addition to FUSE, the USF St. Petersburg campus 

offers similar programs, Community Scholars (CS) and Pinellas Access to Higher Education 

(PATHe) 

 

Calling Campaigns 

In Spring 2021, USF and the Office of Admissions was very concerned about yielding a diverse 

first-year class for Summer/Fall 2021, due to the pandemic and the possible adverse impact on 

students of color. In collaboration with the Interim Vice President for Institutional Equity and 

Senior Advisor to the President and Provost for Diversity and Inclusion, we created a plan to 

enlist the Black faculty and staff in a student calling campaign to help yield high-ability Black 
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students. In total, over 50 Black faculty and staff members called almost 400 high-ability Black 

students who earned a merit-based scholarship from USF.  

 

Following the success of the Spring 2021 Black Faculty & Staff calling campaign, the Office of 

Admissions expanded the campaign in Spring 2022 to include Hispanic Faculty & Staff who 

called Hispanic admitted students. In total, almost 200 Black and Hispanic Faculty & Staff 

engaged over 3,000 admitted Black and Hispanic students. 

 

Office of Transfer Student Success 
The Office of Transfer Student Success leads USF’s strategic efforts to support and advocate for 

our diverse population of transfer students from matriculation to graduation. Their mission is to 

help transfer students graduate on time by facilitating a smooth transition process, connecting 

them with useful resources, fostering a strong sense of community, and providing the structure 

they need to navigate and progress through their academic journey. 

(https://www.usf.edu/undergrad/transfer-student-success/index.aspx)  

 

Student Support Services 
The Student Support Services Program (SSS) is a federally funded retention program that 

provides effective academic and personal support for a diverse student population. The program 

is designed to significantly increase the retention and graduation rates of its 220 participants. 

SSS is designed for students who have been identified as having an academic need and either 

first generation college student, as having low-income family status, or both. 

(https://www.usf.edu/undergrad/sss/)  

 

Office of Veterans’ Success 
The Office of Veteran Success provides specialized programs and services to over 2,000 

veterans, eligible dependents, active-duty service members, and members of the Selected 

Reserve on the Tampa campus. Their main goal is to help veterans (and eligible dependents) in 

the necessary capacity to succeed and achieve their educational and career goals. This includes 

helping with admission to the school, navigating VA benefits, graduating, or finding research 

and employment opportunities. (https://www.usf.edu/student-affairs/veterans/)  

 

Academic Advocacy 
The Office of Academic Advocacy (OAA) is dedicated to serving undergraduate students in their 

pursuit of timely progression to graduation. They work individually with students in academic 

distress to review their options, and collaborate with academic departments, colleges, and 

university personnel to improve retention and progression to graduation. Undergraduate students 

identified as experiencing barriers to retention, progression or graduation receive direct outreach 

from OAA to review their progress and to advise them towards graduation. 

(https://www.usf.edu/undergrad/academic-advocacy/)  

 

The Office of Multicultural Affairs  

The Office of Multicultural Affairs coordinates educational, cultural, and social programs to 

foster experiences which create interculturally mature global citizens who are prepared to thrive 

in diverse environments. While promoting intercultural dialogue, awareness, advocacy and 

respect for diversity, OMA helps students understand and appreciate a multitude of identities. 
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Through programming, trainings, and direct connections with our staff and services, OMA 

creates an inclusive environment enabling students to become conscientious global citizens.  

 

OMA accomplishes this work by providing programs, initiatives, and organizations that 

encourage a successful transition into the collegiate experience; develop and promote programs 

that support the retention, progress, and graduation of underrepresented students; deliver 

trainings that educate students on Diversity, Equity, and Inclusion; provides students with a 

campus environment that promotes and encourages equitable and just practices centering 

marginalized students; and partner and engage community stakeholders within the USF 

community and in the surrounding Tampa Bay area.  
 
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 Hillsborough, Sarasota-Manatee, and Pinellas Counties. Focusing closer attention 

on 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 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 these expanded services 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 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 2020 – 2021 academic year: 

 

 U.S. News and World Reports recognized USF as the fastest-rising university because of 

its national rankings.  

 USF is the winner of the Institute of International Education’s 2019 Heiskell Award for 

Access and Equity.   

 The Muma College of Business at USF facilitated an online certificate ‘Diversity, Equity, 

and Inclusion in the Workplace’ with over 135,000 registrants and over 62,000 people 

earning a certificate. The workshop was recognized at the 2022 USF Inclusive Excellence 

Awards and won an ‘impact’ award. 

 A cross-departmental STEM team from USF was one of four groups chosen nationwide 

to participate in a new National Science Foundation (NSF) pilot program called All-

ABOARD, which stands for “Alliance-Building Offshore to Achieve Resilience and 

Diversity.” The program’s goal is to advance justice, equality, diversity, and inclusion 

(JEDI) initiatives in STEM. 
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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 university’s female undergraduate enrollment for the 2020-21 

academic year was 57%. The university’s male undergraduate enrollment 

was 43%. The female athlete participation ratio was 48.6%. The male 

athlete participation ratio was 51.4%.  Female athlete participation 

percentage increased from 45% the previous year. 

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 37.7% of the athletic scholarship funds and the 

male athletes 62.3% 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. 

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. No new head coaches were hired during the 

2020-21 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. 

  

DocuSign Envelope ID: 540A340B-CC32-4BF8-9F00-9F7FB7C17038



 

UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2022 

47 

8. 

Opportunities 

to receive 

tutoring 

A full-time employee supervises a staff of approximately 30 qualified 

student tutors. The number of tutors available was signifcantly less than 

the previous year due to COVID.  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 

 

Table 2.  Sex Equity in Athletics – Areas for Improvement 

Areas for 

improvement 

Program for improvement Timetable 

Athletics 

Participation, 

Salaries, Roster 

Management, and 

Scholarships 

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 Title IX tier to another 

tier in an effort 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 several years with the initial 

focus on identifying the most impactful program(s) for our 

university. 

Ongoing 
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Table 3. Student Athletes by Gender, 2020 – 2021 

 

Table 3. Student Athletes by Gender, 2020-21 

  Male  Female  Total 

Number  292 276 568 

Percent of Total 51% 49% 100% 

 

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 recently 

announced the addition of two new programs in women’s lacrosse and a women’s beach 

volleyball that will begin competition within the next two years.  Both of these programs were 

targeted to increase opportunities for female student-athletes that meet the interests of our current 

student body population. 
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Part V. EMPLOYMENT REPRESENTATION 

 

Table 1. Category Representation – Tenured Faculty 

 

Table 1. Category Representation – Tenured Faculty 
 

INDICATOR NRA B 

AI/A

N 

A H 

NH/O

PI 

W 

≥ 

TW

O* 

NOT 

REPORTED 

FEMALE MALE TOTAL 
 

Number, Fall 2021 23 37 1 136 30 1 550 26 9 298 515 813  

Number, Fall 2020 25 37 1 132 35 1 589 23 10 310 543 853  

1YR Percentage 
Change 

-8% 
0
% 

0% 3% -14% 0% -7% 13% -10% -4% -5% -5%  

Number, Fall 2016 11 36 4 104 37 0 603 14 6 276 539 815  

5YR Percentage 
Change 

109% 
3
% 

-75% 31% -19% 
#DIV/

0! 
-9% 86% 50% 8% -4% 0%  

Area for 
improvement, 
compared with 
national 
standards? (Check 
if yes) 

                         

Source: IPEDS Fall Staff, IPEDS Human Resources Data.  

IPEDS Human Resource, instructional faculty only. Does not include Research or Public Service only 
faculty.   
IPEDS Human Resource aligned with 2010 Standard Occupational Category (SOC) System.   

Overall, the total number of tenured faculty decreased 5% from the year 2020 to the 2021 year 

(from 853 to 813 faculty). Of tenured faculty, Asian faculty and those identifying as Two or 

More Races had the greatest proportional gains over the past year, with their numbers increasing 

by 3% and 13%, respectively. Rates for the number of tenured faculty over the past five years 

were flat with notable gains being made by faculty in two groups: Asian faculty (31% increase), 

and faculty identifying as Two or More Races (86% increase). The number of Hispanic faculty 

has decreased by 19% when compared to five years ago, with a -14% decrease from 2020 to 

2021. Tenured faculty who are women represented 36.6% of all tenured faculty in 2021, while 

men represented 63.3%. Women remain significantly underrepresented as tenured faculty. This 

proportional disparity has remained relatively unchanged in comparison to the previous year, but 

it represents an 8% increase from five years ago. 

 

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 2020 report on 52 peer institutions 

including USF, Public Association of American Universities (AAU), Public AAU Prospects and 

SUS Research Institutions, USF was ranked 22/52 for the percentage of overall minority faculty. 

Within this group, USF was ranked in the following way: Black faculty (9/52), Hispanic faculty 

(25/52), American Indian/Alaskan Native (38/52), Asian (31/52), Native Hawaiian/Pacific 

Islander (30/52), Two or more races (1/52), and Women (5/52). Based on national standards, we 

should improve our recruitment of tenured faculty who identify as Black, American 
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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, including a university-wide organization dedicated to fostering an environment of 

mutual support, community, advocacy, and respect for Latinx/a/o, Latin American, or Hispanic 

identified faculty and staff.  
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Table 2. Category Representation – Tenure-Track Faculty 

 

Table 2. Category Representation – Tenure-Track Faculty 
 

INDICATOR NRA B 

AI/A

N 

A H 

NH/

OPI 

W ≥ TWO* 

NOT 

REPORTED 

FEMALE MALE TOTAL 
 

Number, Fall 
2021 

28 17 0 29 5 0 93 13 5 93 97 190  

Number, Fall 
2020 

35 17 0 31 8 0 110 8 6 102 113 215  

1YR 
Percentage 
Change 

-20% 0% 
#DI
V/0! 

-6% -38% 
#DI
V/0! 

-15% 63% -17% -9% -14% -12%  

Number, Fall 
2016 

38 20 0 53 23 0 185 6 4 163 166 329  

5YR 
Percentage 
Change 

-26% 
-

15% 
#DI
V/0! 

-45% -78% 
#DI
V/0! 

-50% 117% 25% -43% -42% -42%  

Area for 
improvement, 
compared with 
national 
standards? 
(Check if yes) 

                         

Source: IPEDS Fall Staff, IPEDS Human Resources Data. 
 

IPEDS Human Resource instructional faculty only. Does not include Research or Public Service only faculty.  
 

IPEDS Human Resource aligned with 2010 Standard Occupational Category (SOC) System.  
 

Among tenure-track faculty, USF experienced a 12% decrease in tenure-track faculty between 

Fall 2020 and Fall 2021 due to a reduction in hiring (COVID-19 related). All racial categories 

experienced either no growth or a decline during this period except for those who identify as 

Two or More Races who increased by 63%. Overall, the number of tenure-track faculty has 

reduced by 42% over the past five years. Hispanic faculty numbers have experienced the greatest 

decrease with 38% fewer than last year and a 78% decline compared to 2016. The most notable 

observation is that, over the past five years, the number of faculty who identify as Two or More 

Races increased by 117%. In terms of gender, women are represented almost equally with me, 

representing 48.9% of tenure-track faculty (a number that has declined 0.6% since 2016). Men 

make up 51% of tenure-track faculty, a number that has increased by 0.6% since 2016).  

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 

 

Table 3. Category Representation – Non-Tenure-Earning Faculty or Faculty at Non-

Tenure Granting Universities 

 

INDICATOR NRA B AI/AN A H NH/OPI W 

≥ 

TWO* 

NOT 

REPORTED 

FEMALE MALE TOTAL 
 

Number, Fall 
2021 

44 46 3 115 60 0 603 63 32 532 434 966  

Number, Fall 
2020 

35 50 2 103 66 0 615 47 38 523 433 956  

1YR 
Percentage 
Change 

26% -8% 50% 12% -9% #DIV/0! -2% 34% -16% 2% 0% 1%  

Number, Fall 
2016 

25 38 1 71 61 1 534 24 19 414 360 774  

5YR 
Percentage 
Change 

76% 21% 200% 62% -2% -100% 13% 163% 68% 29% 21% 25%  

Area for 
improvement, 
compared 
with national 
standards? 
(Check if yes) 

                         

Source: IPEDS Fall Staff, IPEDS Human Resources Data. 
 

IPEDS Human Resource instructional faculty only. Does not include Research or Public Service only faculty.  
 

IPEDS Human Resource aligned with 2010 Standard Occupational Category (SOC) System.   

The number of non-tenure earning faculty in 2020-2021 has experienced a 25% increase when 

compared to the 2016 numbers. These trends are reflected across all racial and ethnic groups 

except among Hispanic faculty, who decreased by 2% since last year. Notably, the number of 

faculty identifying with Two or More Races increased by 163% since 2016. Hispanic faculty 

experienced the highest percentage of decline both over last year (9% decline) and over the past 

five years (2% decline). Women represent 55% of non-tenure earning faculty, which is a number 

that has increased by 2% since 2016. 

Opportunities for growth: 

We should continue to pursue opportunities to recruit non-tenure earning faculty. Across all 

groups over the past five years, except NH/OPI and Hispanic faculty, the percentage change has 

been rising. Using national standards, we should recruit non-tenured faculty who identify as 

Black, 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.  
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Table 4. Category Representation – Executive/Administrative/Managerial 
 

Table 4. Category Representation – Executive/Administrative/Managerial 
 

INDICATOR NRA B AI/AN A H NH/OPI W 

≥ 

TWO* 

NOT 

REPORTED 

FEMALE MALE TOTAL 
 

Number, Fall 
2021 

2 38 0 26 19 0 350 33 2 237 233 470  

Number, Fall 
2020 

3 37 0 28 29 0 352 24 3 229 247 476  

1YR 
Percentage 
Change 

-33% 3% 
#DIV/0

! 
-7% -34% 

#DIV/0
! 

-1% 38% -33% 3% -6% -1%  

Number, Fall 
2016 

2 19 0 27 23 0 323 10 2 197 209 406  

5YR 
Percentage 
Change 

0% 100% 
#DIV/0

! 
-4% -17% 

#DIV/0
! 

8% 230% 0% 20% 11% 16%  

Area for 
improvement, 
compared 
with national 
standards? 
(Check if yes) 

                         

Source: IPEDS Fall Staff, IPEDS Human Resources Data. 
 

IPEDS Human Resource instructional faculty only. Does not include Research or Public Service only faculty.  
 

IPEDS Human Resource aligned with 2010 Standard Occupational Category (SOC) System.  
 

USF experienced decreases in the numbers of Executive/Administrative/Managerial employees 

between Fall 2021 (470) and Fall 2016 (406). In comparison to five years ago, Black managers 

increased by 100% and those identifying as Two or More Races increased by 230%. Hispanics 

decreased by 17% during this same period. From Fall 2020 to Fall 2021, Black managers 

increased by 3% and those identifying with Two or More Races increased by 38%, while 

Hispanics decreased by 34% and Asians declined by 7%. Women represented 50.4% of 

managers, which is a 1.9% increase from five years ago.   

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 50% 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.  

Attention to trends over the last year also reveals significant 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 
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with the opportunity to gain the skills necessary to assume leadership roles. Given broader 

regional demographics, the low proportion of Hispanic managers appears to be a sharp 

misalignment that should be proactively addressed through collaborations between Human 

Resources, DEI, and senior leadership. 
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Part VI. Areas of Improvement and Achievement 

 

Guidelines from the Board of Governors require that the areas of achievement from last year 

(2019 – 2020) be compared with the areas of improvement from the current year (2020 – 

2021). 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: 2020 – 2021 

 

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 2020, for the second 

consecutive year, 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, offering greater opportunity for the enrollment of a 

more inclusive student body. 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 21% 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 2021, the Office of 

Student Success 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. 

Recommendations from Dr. Chandler include continuing the Office of Student Success outreach 

programs previously mentioned in Part III, Sections A,B, and C; expanded outreach to area 

middle schools, including partnerships with local community based organizations to increase 

awareness of USF; full-day guidance counselor event at local Title 1 schools; establish a data-

sharing agreement with local school districts to promote college readiness to top 25% of first and 

second year high school students; emphasize FAFSA completion and financial aid instruction 

and awareness for potential students; continue to de-emphasize standardized test scores and 

focus on high school GPA during admissions evaluation; develop partnership programs for the 

Institute on Black Life (IBL) and local state colleges to promote IBL to prospective students; 

expand IBL across all campuses to create similar events throughout OneUSF; create and measure 

a sense of belonging for Black students at USF; examine and evaluate recruitment, training, and 
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retention policies and processes through an Equity lens; require ongoing DEI training for all staff 

and faculty. In short, USF should consider providing additional assistance to current entities that 

support Black student enrollment, matriculation, persistence, and graduation. Towards that end, 

over the past year USF has greatly expanded its outreach programs to middle and high schools, 

institutionalized calling campaigns, developed closer ties to high school guidance counselors, 

offered SAT/ACT preparation courses, and greatly expanded its collaborations with community 

organizations.  

 

Faculty Success 

In 2020-2021, 97% of those faculty members who applied for tenure received it. In terms of 

candidates for tenure, male candidates (63.3%) exceeded women (36.6%) by a significant 

margin. Only one candidate, a white woman, did not receive tenure, and this was due to deferral, 

not denial. Of the 29 faculty members earning tenure this year, 19 were white, 7 were Asian, 2 

were Hispanic, and 1 was Black.   

 

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.  

 

The USF Faculty Senate constituted a Council on Racial Justice that solidified a commitment to 

diversity, inclusion, equity, and justice from the faculty. The council has reviewed aspects of 

faculty research, faculty awards, and student curriculum to identify opportunities for furthering 

principles of diversity, equity, and inclusivity in these areas.  

 

In Fall 2020, USF launched a research initiative and offered grants to faculty to support 23 

research projects that address anti-blackness and systemic racism. This $500,000 fund from the 

provost’s office and the research and innovation office is overseen by the USF Research Task 

Force on Understanding and Addressing Blackness and Anti-Black Racism in our Local, 

National, and International Communities. 

 

Athletics 

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. No new head coaches 

were hired during the 2020-21 academic year. USF is actively working to explore the 

possibilities of expanding options for women’s sports.  
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Pursuant to the Board of Governors request, below are the areas of achievement from last year 

(2019-2020) compared with the areas of improvement for the current year (2020-2021): 

 

 

Areas of Improvement Pertaining to Academic 

Services, Programs, and Student Enrollment  

(This year: 2020-2021) 

Achievement Report for Areas of 

Improvement Pertaining to 

Academic Services, Programs, and 

Student Enrollment Identified  

(Identified Last Year: 2019-2020) 

 

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): 
We addressed the decline in enrollment and realized 

increases in the majority of all racial and ethnic student 

populations. Specific outreach programs included a 

calling campaign where administrators, faculty, and 

staff reached out to admitted students from 

underrepresented populations to address any concerns or 

questions they might have had as they finalized their 

college decisions. USF also administered the 

Guaranteed Admissions Pathway Program (GAPP), 

designed to strengthen university-community 

engagement while increasing admissions opportunities 

for students of underserved populations. We reviewed 

our admissions application process and adjusted 

outreach strategies to increase enrollment of 

underrepresented students. The Admissions Offices 

worked more closely with local high schools to increase 

visibility in schools with high achieving 

underrepresented students and hosted events virtually 

and some in person to reengage in the admissions 

process. Once students were admitted to USF, we were 

more strategic in our approaches to admissions yield, 

which included calling campaigns by various university 

and community stakeholders, including the Presidential 

African American Advisory Council, the Presidential 

Latin Community Advisory Council, along with 

university faculty and staff, which contributed to the 

increases in enrollment.    Additional targeting materials 

focused on these respective communities were also 

These are the Areas of Achievement as 

listed on page 50 of the 2019-2020 USF 

Equity Report:         
 

“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 
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beneficial. These initiatives will continue with the goal 

of increased participation from respective stakeholders.     

Graduate Enrollment (MA and Professional): 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 continue to collaborate 

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 these 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. 

 

Specific graduate student success initiatives for 2020 – 

2021 include issuing guidance on holistic admissions 

processes to all programs from the Graduate Council, 

the creation of a robust mentoring program to build 

relationships and foster wellness among graduate 

students, and the hiring of a media design specialist to 

asst with developing a more expansive web presence 

and the creation of a clearinghouse for graduate 

fellowships and other financial aid opportunities.  

 

Graduate Enrollment (Doctoral): 

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. Specific recommendations that emerged from 

our most recent Graduate Student Success Council 

report included the development of a Graduate Student 

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. 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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Success dashboard to provide PhD placement data to all 

colleges and PhD programs, the creation of 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 just prior to onset 

of the Covid-19 era, this caused an extended delay in 

implementing or facilitating these programs. 

Additionally, USF found itself facing significant budget 

issues as well as enrollment and pending graduate-level 

enrollment challenges, causing a reassessment of issues 

demanding prioritized attention. Moving forward, the 

university intends to revisit these previous 

recommendations and determine which ones to pursue, 

with a goal of maximizing return on any investment 

necessary to achieve the desired results of greater 

diversity at the doctoral degree level.          
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Areas of Improvement Pertaining to Gender 

Equity in Athletics 

(This Year) 

Achievement Report for Areas of 

Achievement Pertaining to 

Equity in Athletics  

(Identified Last Year) 

Goal for 2020-2021: Our goal is to increase athletic 

participation for female students, roster management for 

all sports, scholarship allotments for female student-

athletes, and a review of salary equity for all sports.  

 

Gender Equity in Athletics:      

 

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. 

 

Results:  
USF’s female undergraduate enrollment for the 2020-21 

academic year was 57%. The university’s male 

undergraduate enrollment was 43%. The female athlete 

participation ratio was 48.6%. The male athlete 

participation ratio was 51.4%. Female athlete 

participation percentage increased from 45% the 

previous year. 

                                                                                                                                                                                                                                                                                                                                                                                                                     

Areas of Achievement as listed on page 

50 of the 2019-2020 USF Equity 

Report:  
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. 

 

 

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 

These are the Areas of Achievement as 

listed on page 36 of the 2019-2020 USF 

Equity Report: 
 

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 
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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. To this end, 

ODEI are actively researching pre-tenure attrition with 

the goal of increasing tenure-track faculty retention.  

 

Strategies for faculty recruitment:  

The Office of Graduate Studies offers the McKnight 

Doctoral Fellowship, a program designed for 

underrepresented minorities, with a total value of 

$303,621 for the 2020-2021 year. In addition, the 

Provost’s Office spent $11,500 to send several URM 

faculty members to the McKnight conference last year 

that was held in Tampa.   

 

USF also offers the Sloan/University Center of 

Exemplary Mentoring program, which is designed for 

graduate student recruitment with channeling toward 

academic careers. This program is supported by a grant 

from the Sloan Foundation, with an additional $19,000 

from the College of Engineering to support 

participation. 

  

USF offered several start-up packages for new faculty. 

In 2020 – 2021 a total of $193,000 was committed to 

start-up packages for URM and female candidates.  

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. 
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The Office of Diversity, Equity, and Inclusion (ODEI) 

was restructured to remove compliance and allow the 

office to focus on equity initiatives, including employee 

recruitment and retention. To enhance our hiring 

practices, the USF team compiled national data 

regarding STEM faculty applicant pools. With the 

information related to available applicants on a national 

scale, our team has been able to rethink traditional 

hiring strategies to expand the pool; for example, are 

post-doc positions a requirement to be hired? An 

important, and sometimes challenging, aspect of 

proposing changes to the hiring processes requires 

developing relationships with faculty hiring committees. 

ODEI has been actively working to develop 

relationships with these bodies to enhance hiring efforts. 

 

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. The 

Office of Diversity, Equity, and Inclusion is currently 

working on a program with Human Resources to 

improve long-term employment and growth 

opportunities for mid-level staff positions across 

OneUSF. USF continued its collaboration with the 

broader Tampa Bay community (job fairs, community 

career forums, etc.) in an effort to strengthen pipelines 

for recruitment of diverse staff and managerial 

personnel, with a concerted effort to recruit Hispanic 

and African American candidates.   
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PART VII. PROTECTED-CLASS REPRESENTATION IN THE TENURE PROCESS  
 

Table 1. Protected-Class Representation in the Tenure Process, 2020-2021 

 

Table 1.  Protected-Class Representation in the Tenure Process, 2020-21 

Sex, Race/Ethnicity Applied Withdrawn Denied Deferred Nominated 

MALES           

American Indian or Alaskan Native 0 0 0 0 0 

Asian  6 0 0 0 6 

Black or African American 0 0 0 0 0 

Hispanic 0 0 0 0 0 

Native Hawaiian/Other Pacific 0 0 0 0 0 

Two or More Races 0 0 0 0 0 

White 13 0 0 0 13 

Other, Not Reported 0 0 0 0 0 

Total Male (Include Other, Not 
Reported) 

19 0 0 0 19 

            

FEMALES           

American Indian or Alaskan Native 0 0 0 0 0 

Asian  1 0 0 0 1 

Black or African American 1 0 0 0 1 

Hispanic 2 0 0 0 2 

Native Hawaiian/Other Pacific 0 0 0 0 0 

Two or More Races 0 0 0 0 0 

White 6 0 0 1 5 

Other, Not Reported 1 0 0 0 1 

Total Female (Include Other, Not 
Reported) 11 0 

0 1 
10 

GRAND TOTAL 30 0 0 1 29 

LEGEND: 

APPLIED: Faculty whose names have been submitted for tenure review. Sum of Withdrawn, Denied, and Nominated (or provide 
explanation). 

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 being recommended by the University 

 

 

A total of 30 individuals were considered for tenure during the 2020-2021 academic year. Of 

those, 29 (97%) were granted tenure, with one white female deferring. All ten non-White 

candidates were recommended for tenure while 10 of 11 (91%) female candidates were 

recommended. These numbers suggest overwhelmingly that 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 racial and ethnic minorities who are 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. USF is currently 

undertaking efforts 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 2020-2021 

                   

Table 1: Promotion and Tenure Committee Composition, AY 2020-21 
 

Type of  
Committee 

Black or African 
American 

American 
Indian/Alaskan 

Native 
Asian 

Native 
Hawaiian 
or Other 
Pacific 

Islander 

Hispanic 
Two or 
More 
Races 

White 
Other, Not 
Reported 

Total including 
Other, Not 
Reported 

 

 

 

 

M F M F M F M F M F M F M F M F M F  
University 
Committee                                     

 
Arts & Sciences                                      
                                       
Anthropology  0 1             0 2     8 8     8 11  

                                       
Cell Biology, 
Microbiology, & 
Molecular Biology 

        1 2             4 4     5 6 

 

                                      
 

Chemistry         5 0     1 0     7 1     13 1 
 

                                      
 

Communication         1 0             1 2     2 2  

                                       

Economics         1 1     1 1     5 1     7 3 
 

                                      
 

English 0 1     0 1     1 1     8 14     9 17 
 

                                      
 

History                         6 1     6 1  

                                       
Humanities & 
Cultural Studies 

                                    
 

                                      
 

Integrative Biology                         2 3     2 3  

                                      
 

Mathematics & 
Statistics  

                                    
 

                                      
 

Philosophy                                      

                                       

Physics                                     
 

                                      
 

Psychology                 0 1     2 2     2 3 
 

                                      
 

DocuSign Envelope ID: 540A340B-CC32-4BF8-9F00-9F7FB7C17038



 

UNIVERSITY OF SOUTH FLORIDA (USF)   |    Florida Equity Report     |      2022 

67 

Religious Studies                                     
 

                                       
School of 
Geosciences 

1 1     2 1             8 2     11 4 
 

                                      
 

School of 
Information  

1 0     1 1     0 1     3 1     5 3 
 

                                       
School of 
Interdisciplinary 
Global Studies 

1 1     1 0             7 4     9 5 

 

                                      
 

School of Public 
Affairs 

                                    
 

                                       

Sociology 1 1             0 1     4 7     5 9 
 

                                      
 

Women's & Gender 
Studies 

                                    
 

                                       

World Languages                                     
 

                                      
 

Zimmerman School 
of Advertising & 
Mass 
Communications 

0 1     1 0             1 3     2 4 

 

                                      
 

Behavioral & 
Community 
Sciences  

                                    

 

                                       
Communication 
Sciences & 
Disorders  

                                    

 

                                      
 

Criminology                                     
 

                                      
 

Mental Health Law 
& Policy 

                                    
 

                                      
 

Education                                     
 

                                       
Childhood 
Education/Literacy 
Program 

0 1     0 1     1 0     2 5     3 7 

 

                                      
 

Curriculum, 
Instruction and 
Learning 

0 1     0 1             4 7     4 9 

 

                                      
 

Educational & 
Psychological 
Studies 

0 1     2 2     1 2     6 6     9 11 
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Language Literacy 
Exception EDD, 
Exceptional 
Education and 
Physical Education 

0 1     0 1     1 0     3 4     4 6 

 

                                       
Leadership, Policy 
& Lifelong Learning 

                        1 1     1 1 
 

                                      
 

Engineering                                      

                                      
 

Chemical, 
Biological, & 
Materials 
Engineering 

    1 0 3 0     1 1     4 0     9 1 

 

                                      
 

Civil & 
Environmental 
Engineering 

0 1     1 0     1 0     4 2     6 3 

 

                                      
 

Computer Science 
& Engineering 

        6 1     2 0     6 1     14 2 
 

                                      
 

Electrical 
Engineering 

0 1     7 1     1 0     11 0     19 2 
 

                                       
Industrial and 
Management 
Systems 
Engineering 

                                    

 

                                       
Mechanical 
Engineering 

                                    
 

                                      
 

Medical 
Engineering 

                                    
 

                                      
 

Marine Science          1 0     1 0     10 6     12 6 
 

                                       
Morsani College of 
Medicine  

                                    
 

                                       

Dermatology         1 0             1 0     2 0  

                                      
 

Family Medicine                 0 1     1 2     2 2 
 

                                      
 

Internal Medicine          2 1             5 1     7 2 
 

                                       

Medical Education 1 0     1 1             0 2     2 3  

                                      
 

Molecular Medicine                                     
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Molecular 
Pharmacology and 
Physiology 

1 0     2 1             3 0     6 1 

 

                                       

Neurology  1 0                     2 2     3 2  

                                       

Neurosurgery         1 0             2 2     3 2 
 

                                      
 

Obstetrics & 
Gynecology 

1 0                     8 6     9 6 
 

                                       

Oncologic Sciences         1 0             4 2     5 2 
 

                                      
 

Orthopaedics 0 1                     3 1     3 2 
 

                                       

Pathology          1 0             1 3     2 3  

                                       

Pediatrics         1 1     2 0     0 1     3 2 
 

                                      
 

Physical Therapy         1 0             2 1     3 1 
 

                                       

Plastic Surgery                         3 0     3 0  

                                       

Psychiatry                         2 3     2 3 
 

                                      
 

Radiology                                     
 

                                       

Surgery         1 0             5 1     6 1  

                                       

Urology                         3 0     3 0 
 

                                      
 

Muma College of 
Business 

                                    
 

                                      
 

Kate Tiedeman 
School of Business 
and Finance 

1 0     5 2             6 1     12 3 

 

                                      
 

Lynn Pippenger 
School of 
Accountancy 

0 1     2 0     1 1     3 4     6 6 

 

                                       
School of 
Hospitality & 
Tourism 
Management 

                        1 1     1 1 

 

                                       
School of 
Information 

        9 1             10 3     19 4 
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Systems & 
Management 

                                       

Nursing         0 2     1 1     2 15     3 18 
 

                                      
 

Pharmacy                                      

                                      
 

Pharmaceutical 
Sciences 

        2 1                     2 1 
 

                                       
Pharmacotherapeut
ics and Clinical 
Research 

0 1     0 1             0 1     0 3 

 

                                        

Public Health         1 0             4 3     5 3 
 

                                       

The Arts                                      
 

                                      
 

School of 
Architecture & 
Community Design 

                        2 1     2 1 

 

                                       

School of Music         1 1             7 0     8 1 
 

                                      
 

School of Art & Art 
History 

                                    
 

                                       
School of Theatre 
and Dance 

0 1     0 1     0 1     3 2     3 5 
 

                                      
 

USF Libraries         1 0             0 1     0 1  
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Our goal is 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 

representing 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, USF has made significant 

improvements in the diversity of its tenure and promotion committees, however, there is still 

significant room for improvement. During the past academic year, the overall composition of 

tenure and promotion committees was 59% male and 41% female committee membership, a 

dramatic improvement over 2019 – 2020. Unfortunately, the demographic constituency remained 

overwhelmingly homogenized, with white professors making up 70% of all tenure and 

promotion committee members university wide. 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 continue to work towards institutionalizing a plan 

to ensure that we have sufficient diversity on each and every committee. Until USF increases the 

recruitment and advancement of women and faculty members from underrepresented minority 

groups, this issue will continue to be a challenge. There remain no university guidelines related 

to ensuring gender, race, and/or ethnicity representations in tenure and promotion committees. 

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 Counteroffer, 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. 

During the 2020 – 2021 year the University of South Florida made the following adjustment to 

reach equity in the named categories: Counteroffers - $210,071.00; Retention - $0, Internal 

Salary Inequity - $22,194.00; Market Equity - $33,499.49; Market Adjustment - $0. These 

adjustments total $265,764.49. 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. Note that both the COVID-19 pandemic and a new 

collective bargaining unit had significant effects on USF’s ability to enact pay raises during this 

period.  

 

In Fall of 2020 President Currall announced the constitution of the Salary Equity Taskforce, 

whose purpose was to conduct a systematic review of salary inequity and identify wage gaps 

across the university.  In Fall 2021 USF’s Salary Equity Analysis was completed and the 

Taskforce submitted its recommendations to President Law based on the data received. Full 

details of this project will be included in next year’s Equity Report. USF will continue to 

leverage its salary equity data to 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 

Student Success efforts, along with targeted 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).  

 

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 
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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 four 

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 

$284,143.00. 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 $87,242.00. 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.   
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B. President’s Evaluation 

 

The Presidential Evaluation was last conducted in September of 2020 by the USF Board of 

Trustees on Dr. Currall. Per 3.6 of President Currall’s contract for July 1, 2020 – June 30, 2021:  

 

“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.” 

 

On July 19, 2021, President Currall announced his retirement from the University of South 

Florida effective August 1, 2021. On August 2, 2021, Rhea Law was appointed Interim 

President. Due to the abrupt and unexpected nature of this leadership change, a Presidential 

Evaluation was not conducted by the Board of Trustees in September 2021 for inclusion in this 

report.   

 

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. Headed by the 

Office of Diversity, Equity, and Inclusion, USF is collaborating on efforts that involve the Office 

of Supplier Diversity, Office of Human Resources, the Office of the Provost, and the Office of 

Admissions to address critical 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 has been given to the Office of Diversity, 

Equity, and Inclusion to help ensure that 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. 

 

C. Top Administrator’s Evaluations 

 

In prior administrations, 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 
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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 was fall of 2020, 

however, due to Dr. Currall’s resignation as President of USF, no evaluation of senior leadership 

took place that year. Under President Law’s tenure, a new Senior Leadership Performance 

Review was initiated beginning in fall of 2021, with Key Performance Indictors tied directly into 

USF’s Strategic Plan, and include the following: How has each leader been successful? How 

have they contributed to USF’s Strategic Plan? How have they embraced USF’s core values of 

inquiry, innovation, integrity, and inclusion? How have they shown value-based leadership? 

What are the ways senior leaders have contributed to USF’s core commitments related to 

diversity, equity, and inclusion? 

 

Across the university, there are a variety of additional 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. The Office of Diversity, Equity, and Inclusion continues to leverage these assessments 

to support the university’s diversity, equity, and inclusion efforts that are a key part of our 

strategic plan. A primary goal is for the Office of the Provost to institutionalize a structured 

feedback program for Deans, Vice Provosts, and Vice Presidents to support goal setting and 

support for diversity, equity, and inclusion initiatives at USF. This process should be linked to 

decisions about budgetary allocation to ensure that established goals can be supported. We 

continue to advocate for designated funds to support the recruitment and retention of faculty 

hires, especially for those who identify as women and for underrepresented groups. The Office of 

the Provost should also consider creating an incentive structure for 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. We continue to advocate for the systematic evaluation of all top 

administrators to include evidence to the extent to which their efforts have contributed to USF’s 

overall equity goals. 
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Appendices  

A. 2022 Equity Report Contributors 

 

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 who 

coordinated the data required for this report:  

 

USF Office of Diversity, Equity, and Inclusion: Elizabeth Hordge-Freeman, Kevin Jones, 

Michelle Madden, Clara Buie, and Lynnette Barrett  

USF Office of Decision Support: Terri Chisolm, Valeria Garcia, Shruti Kumar, and Xiaoying 

Liu 

USF Office of Student Success:  Carmen Goldsmith, Patti Helton, Teeranai Ovathanasin 

USF Office of Faculty Success: Dwayne Smith and Rosie Lopez 

USF Athletics: Lee Butler 

USF Office of the General Counsel: Gerard Solis and Joel Londrigan 

USF Chief of Staff, Office of the President: Paige Beles Geers 
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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.  

B. In the summary of institutional progress, include examples of goals met or unmet; 

initiatives and achievements; and best practices (successful/innovative programming) for 

                                                      
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. 
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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 

disproportionate enrollment or identification of an area for improvement.  Each university 

                                                      
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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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.  
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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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