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Part . Description of Plan Development

Are there any changes to the development of the college equity plan? No _X__ Yes

If yes, provide the following applicable updates:
A. A list of persons, by title and organizational location, involved in the development of the plan
B. A description of the participation of any advisory groups or persons

Dr. Joan Holmes, Special Assistant to the President- Equity and Special Programs
Dr. Paul Nagy, Special Assistant to the President- Strategic Planning and Research
Mr. Derrick Worrels, Director of Athletics

Ms. Kristen Smuder, Executive Director of Human Resources

Dr. lennifer Dale, Disabilities Resource Officer

Dr. Ginger Clark, Vice President of Workforce Training

Ms. Martha Kaye Koehler, Esquire, College Attorney

On behalf of the College President, Dr. Ken Atwater, we are pleased to submit The Division of Florida
Colleges Instructions for 2016-2017 College Annual Equity Update for Hillsborough Community College
(HCC). This report was a collaborative effort provided by the President’s Cabinet Members and
administrative officials listed above. Included are delineated accomplishments and obstacles in our
enrollment efforts, recommendations for program implementation to enroll, retain and transfer special
student populations, and collective strategic and tactical partnership efforts address the national
epidemic of addressing issues that impacts Black and Latino males enrolling and completing college.

The Annual Equity Update Report was formally presented to the Board of Trustees on Wednesday, May
24,2017.The signed final report by the President and Chairman of the Board of Trustees will be submitted
to the Florida State Equity Office by May 30, 2017.

Please feel free to contact me for any additional information.

Sincerely,

Dr. Joan Holmes
Special Assistant to the President
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PSAV

The data in the annual equity report reflects a growing national trend. According to the
National Center for Education Statistics (NCES), college enrollment peaked in 2010 with
21 million students. Since 2010, college enrollment has declined to 20.2
million. Community colleges have experienced the greatest decline. Much of the decline
at community colleges is attributed to non-traditional students returning to a growing
workforce in a strengthening economy.

National Trend

Moreover, the growing national trend reveals that Hispanics are enrolling at colleges in
higher percentages than African-Americans. Between 2011 — 2015, the enrollment for
Hispanics increased from 14.3% to 16.7% while it dropped from 15.2% to 14.8% for
African-Americans. The data in the equity report demonstrates that HCC is not immune
from this national trend. African-Americans represented 15.3% of the enrollment in PSAV
certificate programs at HCC while Hispanics represented 20.6% in 2015-2016. The
college goal for African-Americans and Hispanics was 16% and 19% respectively.

HCC Data

With respect to females, PSAV programs are often classified as non-traditional career
pathways for females because of their heavy emphasis on construction, transportation,
manufacturing and public safety. In 2015-2016, the state goal for females in Perkins Skill
Attainment was 13%. The college goal of 35% for PSAV certificate programs is
substantially higher than the state goal and national labor data for females employed in
non-traditional career pathways. For example, females only makeup 3.4% of all fighters,
9% of construction workers and 15% of law enforcement officers. Female enrollment in
PSAV programs at HCC exceeded the state goal and national labor data with 16.93%.

To close the gap on minority and female enrollment and completion, PSAV programs have
implemented the following strategies:

Targeted recruitment initiatives with community-based organizations to provide a
transition bridge for the under-served student population

Alternative class schedules to include afternoon and evening classes
Career planning and placement services

Academic advising specific to the career pathway

Wraparound student support services

Incorporated basic skills and employability (soft) skills training in the curriculum to
ensure completion and job placement
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Enhanced partnerships with industry employers to provide internship and
employment opportunities for the students

FUSE

The FUSE program is an alternative for students seeking a direct pathway to the University
of South Florida after earning their Associate of Arts degree. FUSE is a collaboration
between HCC and USF where students who have been denied initial admission to USF or
initially choose HCC can enroll at HCC, take classes toward one of eleven predetermined
USF major, and receive guaranteed admission at USF for their major upon graduation with
an Associate of Arts degree. HCC currently have 257 FUSE applications in the system for
the 2017-2018 academic year. Table A reflects the current demographics of the FUSE pilot
2016-2017. Students in the program receive required advising from a dedicated HCC and
USF academic advisor/mentor and enjoy many of the social and educational amenities
from each college while attending HCC. In addition to the many college ready African
American and Hispanic students originally denied admission to USF who agree to
participate in FUSE, HCC is actively recruiting students from minority rich college
preparatory programs, such as USF’s TRIO Upward Bound and both HCC and USF’s State
funded College Reach-Out Programs. All of these prepare low income, traditionally
unrepresented or otherwise under-resourced high school students for college. The
partnership between HCC’s FUSE program and these college preparatory programs will
serve as a consistent bridge to from a high school diploma to bachelor’s degree.

Table A

FUSE Demographics 2016-2017
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TRIO Student Support Services Program
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Student Support Services (SSS) is one of the College’s longest standing grants 1974-
present, that promotes persistence for low-income and first-generation students. SSS aims
to increase the degree attainment and transfer rates of its enrolled participants. The
program motivates and empowers its participants to achieve at the highest academic levels
of success through its effective mix of services inclusive of academic advising and
coaching, workshops, tutoring and educational tours combined with vibrant cultural
programs.

Two-thirds of the students served by SSS must be low-income (defined as at 150 percent
of the poverty level) and first-generation college students or students with disabilities. The
other third must be low-income or first-generation college students. One third of the
disabled students also must be low-income. SSS at HCC has the discretionary latitude to
custom-design the services to fit the particular needs of the institution. Our SSS students
are more disadvantaged than the rest of the student population as a whole, not only with
regards to the criteria used for eligibility but also in other ways that are interrelated with
their disadvantaged background.

Effective at the start of the 2016-17 Academic Year the program serves 206 degree-seeking
participants annually compared to the average of 200 in prior years. SSS staff, students
and faculty input and feedback concerning the Program’s overall implementation, outcome
assessment and efficacy, help to inform our planning processes and decisions for the next
academic year.

Hispanic Serving Institute

The Title 11 Hispanic Serving Institution (HSI) Math Success, is a grant project funded by
the Department of Education that will revise eight (8) key math courses enrolling nearly
3,500 students each semester. Supplemental Instruction (SI) will support all revised
courses with enrollment by career cohort for gateway Algebra courses. The project will
renovate and equip nine (9) math classrooms and a Math Resource Center for increased
interactivity and college-level support.

Services will include: Math Assessment; Advising/Transter Advising including Outreach;
Academic Alert/Intervention; Non-cognitive Skill Development; a STEM Website; a
STEM version of HCC-DM’s College Success course; Transfer Success Skills; and Post-
Degree Skill Development.

The project addresses student-centered services and programs and transfer/articulation
partnerships. It also includes a transfer/articulation partnership with the University of South
Florida (USF), our students” most frequent transfer destination and a noted STEM research
institution. Partners will collaborate on course revision for transfer, articulation processes,
and joint faculty development to increase student success.

New Longitudinal Tracking will support real-time advising, analysis of project
interventions’ effects, and enhanced tracking of students” progress to graduation, transfer,
and beyond. The budget includes a line item for Endowment, which will be matched,
invested, and used for STEM student scholarships.
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Outcomes: (increased enrollment, math course success, re-enrollment, graduation,
transfer).

Awarded Campus: Hillsborough Community College Dale Mabry Campus to receive
funding under the Hispanic-Serving Institutions Program (STEM) Program (84.031C).

Award: This grant will be in the amount of $1,193,819.00 annually.
Award Period: The grant will be for a total of 5 year(s).

HOPE Scholars Program

HOPE Scholars is a cohort program, which connects Black and Latino male students with
faculty mentors and scholarships. The HOPE Scholars Program began as a two-year pilot
program during 2009-2010 and 2010-2011 academic years. The program is designed to
provide academic and personal support for Black and Hispanic males enrolled at HCC.
After the two year pilot program ended, Hillsborough Community College committed to
establish the HOPE Scholars Program based on its success as a pilot program. It provides
the students the following services: Faculty mentoring; academic and personal support
services; cultural activities; motivational seminars; and $1,000 annual scholarship stipend
for two consecutive years. After four (4) years of institutional support, 164 Black and
Hispanic men have participated in the program, of which 63% have completed AA degrees
and 90% of those whom have completed degrees transferred to a 4-year college/university.

Collegiate 100

Collegiate 100 (C-100) Program is an auxiliary organization of 100 Black Men of America,
Inc. The program emphasis is leadership, mentorship, economic empowerment,
education, health and wellness. HCC’s Collegiate 100 was the first community college
represented nationally among 70 college chapters across the United States. The HCC
chapter has won first, second, and third place at the National 100 Black Men, Inc.
convention over the past three years (first place 2013, second place 2014, and third place
2012). This is an exemplary accomplishment, since HCC was the only community college
represented during that time period. Students who participated in Collegiate 100 HCC
have benefited by becoming campus leaders, e.g., SGA president, and Phi Theta Kappa
Honor society president.

Middleton High School Partnership

The Middleton College Bound Initiative is a collaborative partnership between George
Middleton High School and Hillsborough Community College (HCC) in an effort to
implement relevant strategic interventions to increase the post-secondary enrollment rates
of graduating Middleton High School seniors. Capitalizing on the past success of the
College Bound Initiative with Middleton High School as well as HCC’s expanding college
and career portfolio of degree and certificate programs for incoming high school graduates,
the aim of this pilot project was to use an existing coaching model to increase the college
going rates among Middleton High School Class of 2016-2017 graduates. It is noted here
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that the Hillsborough County Public School district uses multiple academic programs to
boost student learning and many of these programs work extremely well. However, this
pilot project addresses a need for a community-based college admissions prep intervention
for some of the neediest students and families in the area in order to boost the number of
graduates receiving a standard diploma and consequently attending college, preferably
HCC as their first point of contact.

The College Bound Initiative has had an impressive impact on all of the students at
Middleton High School! 2016-2017 will undoubtedly be no different. The success we
anticipate will be due primarily to the success of HCC’s embedded person (Success
Consultant) who is a fixture at the school three days per week working with the Career &
College Counselor, the Success Coach, faculty, staff and administrators. HCC also
provides on-site resources through its Enrollment Development Coordinator. This support
and scheduled visits to Middleton High School from various HCC departments and
programs; i.e. Student Services, the Honors College, the Nursing Program, Culinary
Program, Financial Aid, the Vice President of Student Services & Enrollment
Management, Phi Theta Kappa, Collegiate 100 students, Hope Scholars students etc., are
just a few of the resources provided to seniors through the College Bound Initiative.

Middleton High School (2016-17) College Bound Initiative

The program is five years old and has resulted in significant benefits for MHS students as
well as the College. Over the last five years 44% of the graduating class has enrolled at
Hillsborough Community College. The college and the school district are enthusiastic
about continuing this effort based on the data provided. This project has led to increased
access to area high schools for HCC personnel. This will only benefit students needing
assistance with the enrollment process by providing high school students and their families
greater support in understanding and completing the enrollment process.

Year # Graduating | # Enrolled at|% of Graduating | % of Graduates from
Class HEEC Class SDHC who attend
Enrolled at HCC HCC
2008-2009 250 N 28% 26.7%
2009-2010 223 o 25% | 28.2%
2010-2011 188 N 26% 29.3%
2011-2012 166 | 40% 27.4%
2012-2013 203 | 43% 27.1%
2013-2014 124 N 47% 27.2%
2014-2015 191 46%
2015-2016 210 ,_ 44%
2016-2017 218 ;
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1. College Full-Time Exec/Administrative/Managerial Staff

a.

Use the excel table provided to reflect an analysis and assessment of the college’s
attainment of annual goals and long-range goals for increasing the number of women and
minorities in EAM positions. Include and evaluate strategies for addressing
underrepresentation.

ANALYSIS:

RESPONSES: During the 2015-2016 academic year, seven (7) new EAM staff were hired.
There was one (1) BF, which is a 20% increase from 5 to 6; two (2) HM from 6 to 9, and two
(2) “Other” from 1 to 3 F. No white female or male was hired during the 2015-2016 academic
year. As a result, the demographic representation of EAMs at HCC revealed 17% B, 14% H,
5% Other and 65% W. The increased hires of Black, Hispanic and Others Administrators
during the 2015-2016 years suggest an effort to expand the diversity to reflect the growing
demographic enrolliment of HCC students.

RECRUTMENT STRATEGIES:

RESPONSE: Over the last couple of years, a recruitment analysis discovered that the College
needed to make a greater effort at outreach in the recruitment of women and minaorities. To
address the underrepresentation and improve our efforts in the areas of recruitment and
retention of women and minorities in EAM positions, the College has procured a full-time
recruiter in 2015 to address those recruitment needs. As a part of that recruitment plan, our
current strategy includes: a sourcing plan, online recruitment, campus recruiting and job fairs,
social media advertising, partnering with other colleges and universities, and targeted
recruitment methods.

Sourcing plan - the sourcing plan will lay out all the channels that will be use to attract and
retain the most qualified individual.

Online recruitment - online recruiting is the most effective recruitment source for most of
today’s applicants.

Campus recruiting and job fairs - campus recruiting and job fairs is very effective at attracting
both professional and paraprofessional candidates.

Partnerships with other colleges and universities — partnering with other colleges and
universities will encourage students to pursue careers in those fields that are highly desired.

Targeted recruitment methods — this will include job fairs, conferences and industry web
boards.

Utilizing these strategies will enable the College to attract and retain those highly qualified
individuals; however, we will have to regularly analyze and adjust the strategy as needed.
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b. Are there new barriers affecting the successful recruitment and/or retention of females

and/or minorities? (optional information)

RESPONSE: No.

2. College Full-Time Instructional Staff

d.

Use the excel table provided to reflect an analysis and assessment of the college’s
attainment of annual goals and long-range goals for increasing the number of women and
minorities in full-time instructional positions. Include and evaluate strategies for addressing

underrepresentation.
ANALYSIS:

During the 2015-2016 academic year, HCC hired seven (7) new full-time instructors for the
2016-2017 academic year. Of the seven (7) full-time faculty hire, three (3) were BM from 8
to 11; one (1) HF from 15 to 16; one (1) “Other” F from 11 to 12; and two (2) WF from 134-
136.

The following demographic representation of full-time faculty are: 25 Blacks (8%); 28
Hispanics (9%); 18 Other (6%); and 241 W (77%). There continues to be a gross disparity in
the representation of full-time faculty by race when compared to HCC's student population
by race.

RECRUTMENT STRATEGIES:

RESPONSE: The College’s plan to address underrepresentation of women and minorities in
EAM positions will be the same as the plan to address underrepresentation of women and
minorities in Instructional positions. Over the last couple of years a recruitment analysis
discovered that the College needed to make a greater effort at outreach in the recruitment
of women and minorities. To address the underrepresentation and improve our efforts in the
areas of recruitment and retention of women and minorities in EAM positions the College has
procured a full-time recruiter to address those recruitment needs. As a part of that
recruitment plan our current strategy includes: a sourcing plan, online recruitment, campus
recruiting and job fairs, social media advertising, partnering with other colleges and
universities, and targeted recruitment methods.

Sourcing plan - the sourcing plan will lay out all the channels that will be use to attract and
retain the most qualified individual.

Online recruitment - online recruiting is the most effective recruitment source for most of
today’s applicants.

Campus recruiting and job fairs - campus recruiting and job fairs is very effective at attracting
both professional and paraprofessional candidates.
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Partnerships with other colleges and universities — partnering with other colleges and
universities will encourage students to pursue careers in those fields that are highly desired.

Targeted recruitment methods — this will include job fairs, conferences and industry web
boards.

Utilizing these strategies will enable the College to attract and retain those highly qualified
individuals, however, we will have to regularly analyze and adjust the strategy as needed.

Are there new barriers affecting the successful recruitment and/or retention of females
and/or minorities? (optional information)

RESPONSE: No.

3. College Full-Time Instructional Staff with Continuing Contract

a.

Use the excel table provided to reflect an analysis and assessment of the college’s
attainment of annual goals and long-range goals for increasing the number of women and
minorities in full-time instructional staff with continuing contract positions. Include and
evaluate strategies for addressing underrepresentation.

ANALYSIS:

During the 2015-2016 academic year, HCC hired seven (7) new contract faculty. Of the seven
faculty hired, only one (1) “Other” F and six (6) WF. There were no Black or Hispanic faculty
hired for the 2016-2017 academic year.

Overall representation of contract faculty reflect the following: 15 B (7%); 22 H (10%); 13
Other (6%); and 169 W (77%). This data substantiates that there is still a gross
underrepresentation Black and Hispanic contract faculty, particularly when compared to
HCC's student population by race. There still appears to be a trend to hire more White
contract faculty or Other than Black or Hispanic faculty who are traditionally
underrepresented but yet the Black and Hispanic students comprise 49% of HCC's student
enrollment.

RECRUTMENT STRATEGIES:

RESPONSE: There needs to an increase in resources to recruit from journals and publications
focusing on underrepresented populations, travel resources to attend professional
conferences that provide access to potential new faculty, establish a database that identifies
HBCU and HSI institutions as recruitment tools for diverse faculty; and further assess and
monitor search committees processes and the diversity of interview pool and finalists.

The Equity Department initiated a Faculty Diversity Task Force to examine and assess

strategies to recruit minority faculty. A plan was presented to Cabinet during 2015-2016, but
has not yet been fully implemented due to budget constraints. However, the Task Force plan
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to continue to push for implementation of this new faculty recruitment strategy for the 2017-
2018 academic year.

The College’s plan to address underrepresentation of women and minorities in EAM and
Instructional positions will be the same as the plan to address underrepresentation of women
and minarities in Instructional Staff with Continuing Contract positions. Over the last couple
of years, a recruitment analysis discovered that the College needed to make a greater effort
at outreach in the recruitment of women and minorities. To address the underrepresentation
and improve our efforts in the areas of recruitment and retention of women and minorities
in EAM positions, the College has procured a full-time recruiter to address those recruitment
needs. As a part of that recruitment plan our current strategy includes: a sourcing plan, online
recruitment, campus recruiting and job fairs, social media advertising, partnering with other
colleges and universities, and targeted recruitment methods.

Sourcing plan - the sourcing plan will lay out all the channels that will be use to attract and
retain the most qualified individual.

Online recruitment - online recruiting is the most effective recruitment source for most of
today’s applicants.

Campus recruiting and job fairs - campus recruiting and job fairs is very effective at attracting
both professional and paraprofessional candidates.

Partnerships with other colleges and universities — partnering with other colleges and
universities will encourage students to pursue careers in those fields that are highly desired.

Targeted recruitment methods — this will include job fairs, conferences and industry web
boards.

Utilizing these strategies will enable the College to attract and retain those highly qualified
individuals, however, we will have to regularly analyze and adjust the strategy as needed.

b. Are there new barriers affecting the successful recruitment and/or retention of females
and/or minorities? (optional information)

Response: No.

B. Evaluations of Employment Practices — Evaluations of Key Personnel and Presidents
1) Provide a summary of the results of the evaluation of department chairpersons, deans,
provosts, and vice presidents in achieving employment accountability goals. The summary
should also briefly describe the remedial steps to be taken when staff evaluations yield
unsatisfactory progress toward meeting intended goals.

RESPONSE: The Executive Director of Human Resources is continuing to develop the

comprehensive evaluation plan for Deans, Chairpersons, Provosts, and Vice Presidents and
will implement this plan as soon as practicable for future reporting.
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2) Provide a summary of the college’s board of trustees’ annual evaluation of the performance
of the president in achieving the annual and long-term goals and objectives of the
employment equity plan.

RESPONSE: The College President’s evaluation for 2015-2016 will be submitted by the
scheduled deadline.

C. Additional Requirements
The college should complete the following related to additional processes required by
§1012.86, F.S. The Signature Page of this report will suffice as certification of each. Use space
as needed.

1) The college maintains diversity and balance in the gender and ethnic composition of the
selection committee for each vacancy. Yes_ X No____
Include below a brief description of guidelines used for ensuring balanced and diverse
membership on selection and review committees.

RESPONSE: Through College rules and procedures and the HCC Recruitment and Interviewing
Handbook, the College maintains diversity and balance in the gender and ethnic composition
of the selection committee for vacant positions. As part of the process, the Equity and Special
Programs Office reviews each screening committee to ensure that membership has both
balance and diversity with regard to gender, race and ethnicity. In the event a screening
committee lacks the requisite diversity, the Equity Office has the authority to request that the
hiring manager change the committee membership to provide both a balance and diverse
screening committee.

2) Briefly describe the process used to grant continuing contracts.

RESPONSE: The process used to grant continuing contracts is described below. Pursuant to
Article 6.16 of the Collective Bargaining Agreement between the College and the Faculty
United Services Association which represents the instructional staff at HCC, the requirements
for receiving tenure and continuing contract are outlined. A full-time faculty member in a
continuing contract position applies for tenure and the award of a continuing contract by
submitting a portfolio for review by both a campus and a College-wide faculty tenure
committee, The faculty member must also be recommended by their Dean, Campus
President, Vice President for Academic Affairs and the College President who ultimately
recommends the candidate for tenure to the College’s Board of Trustees for approval to
award tenure. HCC Administrative Rule 6HX-10-3.02 and the Collective Bargaining Agreement
sets out the eligibility guidelines and the process for tenure including the complete review
process, which are in accordance with 6A-14.0411, FAC.

3) Briefly describe the process used to annually apprise each eligible faculty member of
progress toward attainment of continuing contract status.

RESPONSE: The process for awarding tenure is outlined in the Collective Bargaining
Agreement with fulltime faculty, which includes the timeframe required before a member of
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