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Introduction
The Office of Inclusive Community began the Inclusive Community Strategic Planning process
in late 2020 by introducing the purpose and approach to an Inclusive Community Strategic Plan
to the campus community. Following a request by President Neuhold-Ravikumar that specific
diversity, equity, and inclusion goals and objectives be incorporated into the University Strategic
Plan, the Inclusive Community Strategic Plan Steering Committee was formed and began
meeting in January of 2021. As the President noted in her announcement of this work, “UCO
strives to create a campus environment where different identities, backgrounds, and
experiences are valued, and contribute to a transformative learning environment.”
The strategic plan’s purpose is to create a framework based on equity-mindedness and
inclusion, from which individuals, groups, departments, colleges, and divisions can operate in
such a way that advances diversity. The strategic plan guides the tools, actions, policies, and
practices used throughout the institution.
Back to Table of Contents

Background & Timeline
In 2008, the African American Faculty and Staff Association (AAFSA) Executive Board
recognized a lack of diversity, equity, and inclusion (DEI) related initiatives, suggesting that
these things were not being taken seriously on campus. They met with then President Roger
Webb and then Provost Bill Radke to discuss the need for a university-wide Committee on
Diversity that would be sponsored out of the President’s Office for it to be meaningful and
respected by students, staff, and faculty. The President and Provost agreed, and in 2010, the
Provost commissioned and charged a Diversity Action Team.
Dr. James Machell, former Dean of College of Education and Professional Studies, chaired the
Diversity Action Team to research the University’s climate on Diversity and Inclusion, discover
current and best practices in promoting and sustaining diversity on college campuses, and
report these findings to the President. The Diversity Action Team conducted a two-year study
and, in 2012, recommended two action items to the President’s Cabinet, then led by President
Don Betz. The first recommendation was for the University to establish a standing Committee
on Diversity to assess campus diversity climate and develop initiatives to enhance the campus
climate. The second was that the University should create a prominent and easily accessible
website dedicated to Diversity and Inclusion initiatives and resources. Former President Betz
and his Cabinet approved the recommendations.
In 2013, President Betz asked the thirteen original members to serve on the Committee on
Diversity; 4 Advisory Members were added later. Diane Feinberg was appointed the Chair, and
the first charge from President Betz was to craft Mission, Vision, and Definition of Diversity
Statements. This effort was led by Dr. David Macey and Dr. Jeanetta Sims.
Since 2013, the Committee has supported many DEI initiatives across campus. Though there
are many, some include:
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•
•
•
•
•
•

lactation stations across campus;
gender-neutral bathrooms;
the inclusion of DEI initiatives in the Vision 2020 Strategic plan;
replacement of the Land Run Mural on the Communications Building;
expanding the Office of Diversity and Inclusion office space, increasing representation in
UCOSA, and diversifying the curriculum, all which Diversity Round Table initiated; and,
the option for chosen names and pronouns in Banner and on name-tags and business
cards.

The Committee on Diversity has also initiated two campus climate surveys and hosted several
campus climate listening sessions. The following Diversity Inventory was developed during the
2020 Campus Climate Survey (See Table 1). The inventory was designed for the following
purposes:
●
●
●
●

to provide a comprehensive overview of diversity initiatives being implemented across
the institution;
to foster increased collaborations across departments working toward similar goals;
to assist with institutional strategic planning initiatives; and,
to gather ideas of additional initiatives that our community would like to see
implemented.

Table 1. UCO Inventory of Diversity Initiatives

Category

Number

Percentage

Course/Lecture/Project

13

23.63%

Event

9

16.36%

Facility (space)

2

3.63%

Grant/Scholarship

5

9.09%

Highlight Award

1

1.81%

Policy

2

3.63%

Publication

3

5.45%

Source: Campus Climate Survey, 2020

The Committee has also hosted the original DACA/Undocumented resources web page and
faculty/staff training and assisted the University in crafting statements supporting UCO’s DACA
and undocumented students. Members of the Committee also helped the university develop
statements denouncing COVID-19 Bias Related Incidents Nationwide.
Most recently, the committee has helped create an Office of Inclusive Community. In 2020, the
office hired the first Inclusive Community Advocate to oversee the Diversity Committee and
other DEI-related projects on campus, including the Inclusive Community Response Team
(ICRT), which originated within the committee. The ICRT coordinates the university’s response
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to incidents of bias, hate, and prejudice within the Central community. As part of the new role,
the Inclusive Community Officer convened the Inclusive Community Strategic Plan Steering
Committee and outlined the blueprint for the committee’s work and strategic plan.
Back to Table of Contents

Process
Encompassing both a centralized and decentralized approach, the Inclusive Community
Strategic Plan communicates the university’s desired outcomes related to diversity, equity, and
inclusion, while allowing university units the freedom, individuality, and creativity to create action
plans that specifically address those outcomes.
At the start of 2021, volunteer representatives from across UCO formed the Inclusive
Community Strategic Plan Steering Committee (hereafter “Steering Committee”). The Steering
Committee was comprised of the following 25 members:
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●
●

Trevor Cox, Ph.D., Assistant Professor of Adult Education and Safety Sciences
Camille Farrell, Assistant Director of Student Transformative Learning Record
Diallo Foster, President of the Diversity Roundtable, Undergraduate Student
MeShawn Green, Former Inclusive Community Officer, Alumnae
Christina Hendrickson, Ph.D., Coordinator of Human Physio Lab
Kate Holmes, Development Coordinator for College of Liberal Arts, Graduate Student
Reggie Jordan, Assistant Athletics Director, African American Faculty/Staff Association
president, Staff Senate Representative
Barry Lofton, Executive Director of TRIO & GEAR UP programs
Liliana Rentería Mendoza, Executive Director of Academic Policy & Curriculum
Jenna Messick, Ph.D., Assistant Professor of Biology & Curator of the UCO Natural
History Museum Herbarium
Cristi Moore, Inclusion & Diversity Strategist, Alumnae
Amel Muhamedagic, Assistant Head Soccer Coach
Adrienne Nobles, Vice President for Communications & Public Affairs
Elizabeth Overman, Ph.D., Professor of Public Policy & Administration
Tyler Owens, UCOSA Representative, Undergraduate Student
Melissa Powers, Ph.D., Professor of Kinesiology & Health Studies
Alyssa Provencio, Ph.D., Assistant Professor of Political Science, Latino Faculty/Staff
Association President, Faculty Senate Representative
Julia Reed, Senior Director of Center for Counseling & Well-Being
Jared Scism, Assistant Director of International Programming, Staff Senate
Representative
Charlotte Simmons, Ph.D., Provost & Vice President for Academic Affairs
Alicia Tafoya, Assistant Professor of Theatre Arts
Mickie Vanhoy, Ph.D., Professor of Psychology, Native American Faculty/Staff
Association President
Kelly Vaughn, Assistant Director of Physical Plant
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●
●

Sharla Weathers, Director of Disability Support Services
Hongguo Wei, Ph.D., Assistant Professor of Management

President Neuhold-Ravikumar charged this committee to coordinate the campus effort to
articulate the university’s Inclusive Community Vision Statement and draft an Inclusive
Community Strategic Plan to achieve that vision. The committee considered the current campus
climate on diversity and inclusion, while working on the following items:
●
●
●
●
●
●
●
●
●
●

developing group norms to guide the interactions and work of the committee;
researching and acknowledging the history of access and inclusion/exclusion at UCO
and Edmond to contextualize the process and to clarify our desired future;
articulating a shared vision for the future state of a more inclusive and equitable UCO;
aligning diversity, equity, and inclusion values with UCO’s mission and pillars;
examining and understanding common diversity terms such as identity, equity, inclusive
community, inclusion, belonging, and justice;
creating UCO-specific definitions for diversity, equity, inclusive community, and
belonging;
brainstorming high-level goals and objectives related to diversity, equity, and inclusion;
collecting and reviewing feedback from the UCO community regarding the high-level
goals and objectives;
refining the overarching goals and objectives based on community feedback; and,
developing a framework to collect quantitative and qualitative data related to UCO
diversity, equity, inclusion, and belonging to establish a baseline to measure overall
progress.

The following vision, goals, and objectives result from the year-long endeavor to create an
Inclusive Community Strategic Plan.
Back to Table of Contents

Key Terms
In pursuit of a shared vision, the Steering Committee examined common diversity terms and
definitions. Through this exploration and discussion, the following UCO-specific working
definitions emerged:
Diversity results from the intersectional engagement of values, perspectives, and worldviews
that emerge from different identities and lived experiences such as, but not limited to, race
and/or ethnicity; gender, including gender identity and/or expression; sexual orientation; ability
and/or disability; age; religion; socioeconomic and/or class status; language; national origin
and/or immigration status; status as a veteran; learning style; and organizational role.
Equity encompasses a variety of practices that remove barriers and facilitate the inclusion and
empowerment of members of communities that have experienced exclusion from or
marginalization within an organization.
An Inclusive Community intentionally and consistently fosters belonging, personal growth, and
empowerment for all.

7
Belonging is the feeling of security and support, the experience of mattering or feeling cared about,
accepted, respected, valued by, and important to the community.
Underrepresented communities have traditionally been excluded from full participation in society and
its institutions.

Back to Table of Contents

Inclusive Community Vision Statement
Through alignment with UCO’s mission, vision, pillars, and strategic goals, the Steering
Committee, with feedback from faculty, staff, and students, developed the following Inclusive
Community Vision Statement:
The University of Central Oklahoma promotes and sustains an inclusive community that
embraces diversity and advances equity in every area of the institution. To fulfill this vision, the
university engages in ongoing, reflective efforts to foster a sense of belonging and to provide
empowering transformative learning experiences for all students, faculty, staff, and community
stakeholders, including those who have experienced or continue to experience exclusion or
marginalization in higher education and our society.
Back to Table of Contents

Goals and Objectives
The goals developed by the Steering Committee consciously amplify UCO working constructs
premised on the cross-campus implementation of transformative learning theory. The five goals
relate to value, place, transformative learning, student success, and accountability. Value strives
to remove financial and social barriers that prevent underrepresented students, faculty, and staff
from maximizing and/or delivering high-quality education/development opportunities. Place
fosters a sense of belonging in all cultural, social, emotional, physical, and digital environments.
Transformative Learning, the fundamental premise of teaching and studying at UCO, provides
those experiences which enable faculty, staff, and students to assume ownership of their
personal diversity, equity, and inclusive growth. Student success embraces intentional support
structures which enhance the academic success and well-being of students from
underrepresented communities. Accountability measures work across campus to facilitate
excellence in inclusion.
Along with each of these goals, the committee has offered recommended approaches for
implementation. However, the action plan for each of these goals will look different depending
on the unit. Units refer to Divisions, Offices, Departments, or other levels within the larger
organization. These recommendations can help guide decision-makers in making these goals
actionable in their unique context.
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Value
Create equitable access for underrepresented students, faculty and staff to maximize the
delivery of high-quality educational/development opportunities.
• Augment recruitment and retention of faculty/staff and students from underrepresented
communities.
• Improve student recruitment and enrollment processes/procedures as they impact
students from underrepresented communities.
• Identify and remove barriers for advancement and retention of students, faculty, and
staff from underrepresented communities.
• Improve the equity outcomes of UCO policies and practices.

Recommended Approaches:
•
•
•
•
•
•

Compile data on the admission and retention of students from underrepresented groups.
Monitor numbers of underserved faculty/staff through hiring, retention, and promotion.
Advocate for the continued recruitment of diverse representatives of faculty/staff and
students.
Conduct climate surveys focusing on perceptions of inclusion.
Use surveys to guide the facilitation of supportive measures.
Encourage university-wide review/comments on the data.

Place
Foster a sense of belonging in all cultural, social, emotional, physical, and digital
environments.
• Survey and systematically report why persons from underrepresented communities
abandon faculty/staff and student positions at UCO.
• Research to understand declines in persistence to graduation among students from
underrepresented communities.
• Develop initiatives to retain persons from underrepresented communities premised on
relevant data.
• Administer and monitor campus climate surveys every two years to calculate the sense
of faculty/staff and student belonging.
• Partner with metro agencies to increase resources and services for students and
employees from underrepresented communities.
• Provide institutional support to faculty and staff groups, such as established associations
engaging in community building and retention efforts.
• Encourage and promote scholarly, creative, and service work in diversity, equity, and
inclusion.
• Provide training on issues surrounding equity, social justice, and cross-cultural
understanding.
• Create and maintain advisory relationships with a diverse group of community leaders.
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Recommended Approaches
•
•
•
•
•

Encourage smaller units, such as Offices and Departments, to work with Employee
Relations to conduct climate surveys.
Identify and partner with agencies and stakeholders that units currently work with who
are already engaged in DEI work.
Incorporate DEI research/service into tenure and promotion.
Ensure unit members’ participation in the Continuous Cultural Competency program.
Create smaller unit advisory councils from current partnerships/disciplines in conjunction
with the larger strategic plan of the university.

Transformative Learning
Provide transformative learning experiences that enable students/faculty/staff to take
ownership of their personal DEI growth/self-awareness.
• Improve faculty utilization of STLR, emphasizing students’ measurable growth in
conceptions of the importance of DEI.
• Improve incorporation of DEI elements to the six tenets in STLR.
• Improve faculty implementation of inclusive learning environment techniques.
• Improve student engagement in STLR-tagged events and opportunities focused on
diversity, equity, inclusion, justice, belonging, and cross-cultural engagement.
• Improve faculty and staff engagement in diversity, equity, inclusion, justice, and
belonging learning experiences.

Recommended Approaches
•
•

•
•
•

Ensure continuous training and experiences for students, staff, and faculty in each unit.
Incentivize faculty and staff to create classroom, co-curricular, Continuous Cultural
Competency, and 21st Century Pedagogy Institute experiences centered on DEI-related
topics.
Incentivize faculty to incorporate DEI into their teaching, and STLR tag those
experiences.
Incentivize engagement with Intercultural Development Inventory training available
throughout campus.
Include growth and awareness of DEI-related issues in annual review and tenure and
promotion.

Student Success
Implement rigorous and intentional support structures to enhance the academic success
and well-being of students from underrepresented communities.
• Improve persistence of students from underrepresented communities through
identification and removal of barriers
• Improve graduation rates for students from underrepresented communities
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•
•

Improve job placement for students from underrepresented communities.
Administer and improve healthy campus scorecard data for students from
underrepresented groups.

Recommended Approaches
•
•
•
•
•
·

Survey and monitor drop, fail, and withdrawal (DFW) rates for underrepresented
students.
Survey and monitor job placements for underrepresented students.
Improve early warning systems in the unit.
Partner with agencies working with underrepresented populations in your discipline for
internships and job placements.
Increase student awareness and engagement of student support services.

Accountability Measures
Across campus initiatives to facilitate excellence in inclusion.
• All Divisions should develop, adopt, and begin implementing a 5-year diversity strategic
plan with measurable action items.
• Establish guidelines for reporting progress on unit-level diversity strategic plans to the
UCO community and Office of Inclusive Community.
• Create consistent language and assessment criteria for advancing diversity, equity, and
inclusion in all university position descriptions.
Back to Table of Contents

Diversity Audit
The goals developed by the Steering Committee were based on members’ professional
experiences in their respective areas. These experiences are supported by the quantitative and
qualitative data collected by the Committee on Diversity, Institutional Research, national
surveys, and specific departments. While this committee recommends that an extensive
diversity audit be conducted to guide the setting of clear objectives within each Department and
Division, the data available provides evidence of successes and improvements needed to
ensure the full engagement and success for all students, staff, and faculty. The Steering
Committee acknowledges the limited dimensions of diversity that are captured currently through
our systems. While limited in nature, these dimensions provide a starting point.
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Context
Value
Students
Data on student body composition overall and within each college demonstrates a demographic
change in the student population that shows greater racial/ethnic diversity than the Oklahoma
City Metropolitan Area (See Tables 2 and 3). Comparison to the metropolitan area is an
important indicator for access as 75 percent of UCO students reside in this area.
Close to three in 10 students at UCO self-identify as Black/African American, Latinx, Native
American, Asian, and Pacific Islander. While this is a similar percentage in the metropolitan
area, Black/African American students are slightly underrepresented in the UCO student body.
UCO students who select two or more races are almost double the percentage compared to that
of the metropolitan area. The breakdown of the two or more races category shows that over
60% of these students select Native American as one of their races (Office of Institutional
Research, 2021). In the past five years, UCO has experienced a 17 percent decrease in overall
enrollment. All racial/ethnic groups, except Latinx (12.5%) and Asian (4%) students, had a
decline of over 20% over the same period (Office of Institutional Research, 2021). Over threequarters of UCO students in Fall 2021 were 25 years of age or younger (Broncho Analytics,
2021). Female students comprise over 60% of the student population, but the representation
can be nuanced by major. Data from the Fall 2021 first-time, full-time students also reflects
about 40% of students from low socioeconomic backgrounds and 40% first-generation students
(See Table 4).
Table 2. UCO Student Demographics Compared to the Oklahoma City Metropolitan Statistical Area (MSA)

Fall 2021

Fall 2020

Fall 2019

Fall 2018

Fall 2017

OKC MSA

Female

63.0%

62.5%

61.1%

60.1%

60.1%

50.7%

White/
Caucasian

53.0%

53.6%

54.2%

54.9%

56.1%

64.3%

Black/ African
American

8.7%

8.8%

8.5%

9.1%

9.2%

10.0%

Hispanic/
Latina/o/x

13.2%

12.5%

11.8%

11.1%

9.7%

13.3%

Native
American/
Alaskan Native

3.5%

3.5%

3.4%

3.6%

3.8%

3.3%

Asian

4.3%

4.1%

3.7%

3.5%

3.5%

3.1%

Pacific Islander/
Native Hawaiian

0.1%

0.1%

0.2%

0.2%

0.2%

0.1%
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International

3.9%

3.8%

5.1%

5.4%

6.6%

-

Two or more
races

10.6%

10.5%

9.9%

9.6%

9.7%

5.7%

Other/ Not
declared

2.6%

3.1%

3.4%

2.6%

1.3%

0.2%

Sources: Office of Institutional Research, 2021; U.S. Census Bureau, 2019
Figure 1. UCO Student Demographics Compared to the Oklahoma City Metropolitan Statistical Area (MSA)

Sources: Office of Institutional Research, 2021; U.S. Census Bureau, 2019
Table 3. Demographic Snapshot of UCO Students by College, Fall 2021

Total %

CB

CEPS

CFAD

CLA

CMS

JCGS

Female

63.0%

47.5%

74.5%

59.6%

65.7%

60.4%

70.0%

White/ Caucasian

53.0%

49.6%

55.7%

53.9%

53.7%

47.8%

55.5%

Black/ African
American

8.7%

8.5%

10.6%

6.3%

9.8%

7.9%

8.3%

Hispanic/Latina/o/x

13.2%

14.2%

13.0%

14.0%

15.2%

12.5%

7.1%
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Native American/
Alaskan Native

3.5%

3.5%

3.7%

3.2%

3.9 %

3.0%

3.1%

Asian

4.3%

6.1%

2.0%

3.0%

2.1%

8.2%

2.7%

Pacific Islander/
Native Hawaiian

0.1%

0.2%

0.2%

0.1%

0.2%

0.1%

0.1%

International

3.9%

5.6%

2.0%

3.4%

1.7%

7.2%

13.9%

Two or more races

10.6%

9.2%

10.5%

14.0%

10.9%

10.4%

6.0%

Other/ Not declared

2.6%

3.1%

2.5%

2.2%

2.6%

3.0%

3.4%

Source: Office of Institutional Research, 2021
Figure 2. Demographic Snapshot of UCO Students by College, Fall 2021

Source: Office of Institutional Research, 2021
Table 4. First-Time, Full-Time Freshman by Race/Ethnicity, First-Generation, and Pell Recipient

Black/African
American
Native
American/Alaskan
Native
Asian

Fall 2021
9.7%

Fall 2020
8.2%

Fall 2019
9.6%

Fall 2018
9.9%

Fall 2017
10.9%

4.3%

3.6%

2.9%

3.1%

3.3%

4.2%

3.5%

3.4%

3.8%

4.2%
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White/Caucasian
50.6%
53.6%
Hispanic/Latino/a/x 15.9%
14.6%
Pacific
0.2%
0.2%
Islander/Native
Hawaiian
Two or More Races
13.7%
14.9%
International
1.1%
0.6%
First-Generation
39.3%
46.2%
Pell Recipient
40.4%
38.1%
Source: Office of Institutional Research, 2021

52.7%
13.8%
0.1%

47.3%
16.0%
0.0%

52.7%
12.6%
0.1%

12.9%
2.5%
27.7%
42.0%

11.3%
2.0%
37.8%
44.4%

13.0%
3.2%
46.7%
44.4%

Figure 3. First-Time, Full-Time Freshman by Race/Ethnicity, First-Generation, and Pell Recipient

Source: Office of Institutional Research, 2021

Faculty and Staff
Demographic data on full-time faculty and staff show that UCO falls short of mirroring the
racial/ethnic representation of the Oklahoma City Metropolitan Area (See Table 5) and its
students (See Table 2). The differences are most pronounced in faculty and adjunct
racial/ethnic composition. Latinx and Black/African American faculty and adjunct percentages
are seven to nine percent lower than composition in the metropolitan area (See Table 5).
Nationally, 72.6 percent of full-time faculty were White/Caucasian, with the percentage
increasing to 74.7% for public four-year institutions (Taylor, Turk, Chessman, & Espinosa,
2020). Adjunct data at the national level also reflect a mostly White/Caucasian (71%)
demographic, with 20.9% being individuals of color (Taylor, Turk, Chessman, & Espinosa,
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2020). UCO’s percentage of White/Caucasian full-time faculty is 2.5% higher than the national
percentage for public four-year institutions, as well as 10% higher for adjuncts.
Table 5. Demographic Snapshot of all Active Faculty and Staff Compared to the Oklahoma City Metropolitan
Statistical Area (MSA)

UCO FT Faculty
UCO Adjunct
UCO FT Staff
OKC MSA
Female
53.8%
65.6%
56.9%
50.7%
White/ Caucasian
77.2%
81.6%
73.8%
64.3%
Black/ African American
2.2%
3.9%
9.7%
10.1%
Hispanic or Latina/o/x
4.1%
1.8%
6.3%
13.3%
Native American/ Alaskan Native
2%
3.3%
3.2%
3.3%
Asian
10%
3.6%
2.5%
3.1%
Pacific Islander/ Native Hawaiian
0.2%
0.6%
0.4%
0.05%
Two or more races
1.3%
1.8%
2.4%
5.7%
Other/ Not declared
3.0%
3.6%
1.7%
0.2%
Sources: Human Resources, May 2021; U.S. Census Bureau, 2019 ACS (5-year estimates)
Figure 4. Demographic Snapshot of all Active Faculty and Staff Compared to the Oklahoma City Metropolitan
Statistical Area (MSA)

Source: Human Resources, May 2021; U.S. Census Bureau, 2019 ACS (5-year estimates)

Equity gaps in faculty advancement persist in faculty tenure and promotion. Both Asian and
White/Caucasian faculty are overrepresented in the highest academic ranks and tenured roles
at UCO. This is also true at the national level (Taylor, Turk, Chessman, & Espinosa, 2020).
Faculty identifying as Black/African American, Native American, Latinx, and female are slightly
underrepresented in the higher ranks and tenured roles (See Tables 6 and 7).
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Table 6. Snapshot of Full-Time Faculty Rank by Ethnicity/Race and Gender, Fall 2020

White/
Caucasian

Black/
African
Amer.

74.7%

2.3%

2.3%

2.0%

Full Professor

83.2%

1.6%

1.6%

Assoc.
Professor

75.0%

4.0%

Asst.
Professor

58.8%

Instructor
Lecturer

% of the total FT
Faculty population

Hispanic or Native Amer./
Latina/o/x Alaskan Native Asian

Unknown

Female

Male

8.6%

10.1%

54%

46%

1.6%

9.5%

2.6%

44.2%

55.8%

2.0%

1.0%

13.0%

5.0%

59%

41%

3.4%

1.7%

1.7%

9.2%

25.2%

59.7%

40.3%

76.2%

2.4%

7.1%

2.4%

4.8%

7.1%

59.5%

40.5%

76.2%

1.0%

2.9%

3.8%

3.8%

12.4%

58.1%

41.9%

Source: Office of Institutional Research
Figure 5. Snapshot of Full-Time Faculty Rank by Ethnicity/Race and Gender, Fall 2020
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Source: Office of Institutional Research

Table 7. Snapshot of Full-Time Faculty Tenure Status by Ethnicity/Race and Gender, Fall 2020

Black/
Native Amer./
White/ African Hispanic or
Alaskan
Caucasian Amer. Latin/a/o/x
Native
% of the total FT
Faculty population

Asian

Unknown

Female

Male

74.7%

2.3%

2.3%

2.0%

8.6%

10.1%

54%

46%

81%

2.1%

2.1%

1.4%

10.7%

2.7%

50.5%

49.5%

Tenure-Track

66.7%

3.4%

1.7%

1.7%

10.3%

16.2%

60.7%

39.3%

Non TenureTrack

68.8%

2%

3.3%

3.3%

3.3%

19.3%

55.3%

44.7%

Tenured

Source: Office of Institutional Research
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Figure 6. Snapshot of Full-Time Faculty Tenure Status by Ethnicity/Race and Gender, Fall 2020

Source: Office of Institutional Research

Place
Attempts to measure UCO faculty, staff, and student sense of belonging have been undertaken
and show some areas of progress, with students in particular; however, show some areas for
improvement. In 2018, with the support of the Committee on Diversity and Academic Affairs,
UCO administered the National Survey for Student Engagement’s diversity module (Office of
Institutional Assessment, 2019). UCO first-year students did not show a statistically significant
difference in the mean when asked to rate “how does the institution provide a supportive
environment in the areas of racial/ethnic identity, gender identity, economic background, political
affiliation, religious affiliation, sexual orientation, and disability status?”, compared to 201 other
institutions. However, the responses for senior students show a statistically significant positive
difference in mean compared to the cohort mean. In response to the question, “I feel
comfortable being myself at this institution,” UCO scored lower (mean=3.2) than its cohort
institutions (n=3.3; p < .05). And in response to the question, “I feel like part of the community at
this institution,” UCO scored lower (n=2.9) than its cohort institutions (n=3.0; p < .01). While
most of the responses to whether the institution creates a supportive environment are positive
and statistically significant, senior students also indicated a lower sense of feeling part of the
community at the institution (UCO=2.9; Cohort=3.0; p < .05).
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That same year, the UCO Committee on Diversity hosted faculty, staff, and student focus
groups, gathering qualitative data on the UCO DEI climate. The major themes identified from
the focus groups included:
•
•
•
•
•
•

a need for a shared/common language in defining and describing diversity and inclusion;
requests for increase in training for faculty, staff, and students;
breakdown of campus silos;
diversifying images and messaging;
greater faculty, staff, and student representation; and
increase community partnerships/relationships.

Additionally, in 2020, in collaboration with the Committee on Diversity, the UCO Office of
Inclusive Community hosted a campus-wide forum and breakout groups for faculty and staff
associations and students to discuss race, diversity, and belonging. The themes that emerged
from conversations with the faculty/staff associations were hiring and retaining tenure-track
faculty and staff from diverse backgrounds. The student breakout group discussed
representation and support, diversity in the curriculum, and improving relations between UCO
and the Edmond police.

Transformative Learning
Transformative learning experiences occur everywhere on campus. While we cannot capture all
of these experiences, the Student Transformative Learning Record Office (STLR) measures
some of the engagement that is occurring. In 2020, 75 percent of enrolled students had
engaged in a STLR experience. Additionally, 775 UCO faculty and staff have been trained since
2017 in the development and assessment of outcomes (STLR Office, 2020).
Figure 7 provides a breakdown of the achievements by STLR tenet for the past six years of the
STLR Title III grant, which funded the development of STLR. Global & Cultural Competency and
Health and Wellness have the largest share of the transformative learning engagement (See
Figure 7). Both of these areas contribute to DEI growth and self-awareness, which in turn help
build a culture of belonging.
Figure 7. Achievements Awarded by Tenet Fall 2014-Fall 2020
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Source: STLR Office, 2020; provided by Dr. Jeff King

Engagement in STLR activities has been shown to statistically increase student retention and
GPA, specifically for first-generation, low-income students and students of color, the priority
population for the Title III STLR grant. Data for both retention and GPA show that first-time, fulltime, first-year students who had high engagement with STLR activities inside and outside the
classroom had greater retention rates and semester GPAs (See Figures 8 and 9).
Figure 8. UCO Retention by STLR Engagement, First-Time, Full-Time Freshman

Source: STLR Office, 2020; provided by Dr. Jeff King
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Figure 9. Cohort 5 semester GPA by STLR Engagement, Title III Priority Population

Source: STLR Office, 2020; provided by Dr. Jeff King

Student Success
Overall, UCO’s student success measured by first-year retention and six-year graduation rates
(See Figure 10) shows that our student population is retained from the first Fall to Fall at a rate
of 65%, and the six-year graduation rate is 36% based on the Fall 2018 cohort (Broncho
Analytics, n.d.). Disaggregated data from 2014 through 2019 show that overall male students,
regardless of race/ethnicity, perform lower in these two indicators of success. Additionally,
Native American and Black/African American students and Latino/x males perform lower than
the overall cohort for both success indicators. While Latinas are retained at greater rates and
graduate at higher rates than the other underrepresented groups, they still graduate at lower
rates than their White/Caucasian female peers. Finally, Asian students are retained and
graduate at higher rates than their overall cohort, yet there are still differences based on gender.
Thus, student support is needed for specific groups with particular attention to male students
and students from Black/African American, Native American, and Latino/x backgrounds.
Figure 10. Student Right-to-Know Cohorts Fall 2014-2019 Retention and Six-year Graduation Rates by
Race/Ethnicity and Gender
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Source: Enrollment and Student Success, 2020

Additional indicators of student success must be identified and disaggregated by the different
dimensions of diversity to ensure particular groups are not disadvantaged.

Recommendations
Based on the strategic framework created by and the data available to the Inclusive Community
Steering Committee, this committee recommends that a full diversity audit be conducted at all
levels of the university to assess each of the strategic goals. For example, a college might look
at the breakdown in the representation of its students, staff, and faculty at the college,
department, and program level. The Office of Information Technology might break down the
assignment of past and current projects by staff demographic identity. The Office of Research
and Grants might disaggregate by demographic identity the recipients of grants.
At the university level, there needs to be a greater understanding of the different dimensions of
diversity that are represented within our faculty, staff, and student populations. These
dimensions include going beyond binary gender and race/ethnicity, and capturing lesser-known
identities such as sexual orientation or disability status. The available data currently captures
very few dimensions. A more comprehensive picture of diversity on the campus is needed for
the university to create inclusive environments that consider how policies, processes, and
programs are serving our internal stakeholders (administration, faculty, staff, and students). At
the Division, college, and department level, there should be easy access to disaggregated data
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that displays the demographic composition of each unit to inform the activities, policies,
processes, and supports that are needed to create a culture of belonging and advancement.
Based on the four pillars in the framework, the data below is recommended for inclusion in the
audit and can be expanded/edited based on the needs of each unit.
Value:
● Disaggregate recruitment and enrollment data for students from underrepresented
communities
● Disaggregate job applications and offer data for faculty and staff from underrepresented
communities
● Disaggregate job applications and offer data on graduate assistants from
underrepresented communities
Place:
●
●
●
●
●
●
●

Faculty/staff and student reasons for separation from UCO
Persistence to graduation among students from underrepresented communities
National Survey for Student Engagement (NSSE) Diversity and Inclusion module data
Data on retention programs for faculty and staff, with a specific focus on those that serve
underrepresented communities
Campus climate surveys
Data on scholarly, creative, and service work projects on diversity, equity, and inclusion
Data on Continuous Cultural Competency training engagement

Transformative Learning:
● Continued data of faculty and staff utilization of STLR
● Demographic data of faculty and staff trained
● Data on faculty implementation of inclusive learning environment techniques
● Data on faculty implementation of multicultural curriculum
● Disaggregate data on student engagement in STLR-tagged events by type of event (i.e.,
DEI event and non-DEI event)
● Data on the impact of STLR events on self-awareness and DEI
Student Success:
● Disaggregated retention rates by different diversity dimensions (including race/ethnicity)
and by college/department/program
● Disaggregated graduation rates by different diversity dimensions (including
race/ethnicity) and by college/department/program
● Disaggregated job placement rates by different diversity dimensions (including
race/ethnicity) and by college/department/program
● Disaggregated DFW rates by different diversity dimensions (including race/ethnicity) and
by college/department/program
● Disaggregated data on grades by different diversity dimensions (including race/ethnicity)
● Healthy campus scorecard data by different diversity dimensions (including
race/ethnicity) and by college/department/program
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●
●
●

Data on counseling visits disaggregated by different diversity dimensions (including
race/ethnicity)
Data from focus groups with students from underrepresented communities
Data from mentoring programs with students from underrepresented communities
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Moving Forward and Next Steps
Beginning Spring 2022, the Office of Inclusive Community (OIC), led by the Inclusive
Community Officer, will meet with the individuals and teams leading each Division. These
groups will be encouraged to create action plans to help the University achieve the vision
outlined in the Inclusive Community Strategic Framework. It will be incumbent upon the
leadership for each Division to determine how best to address the goals and objectives as they
relate to Division missions; this may mean having specific unit-level plans. It is expected that
faculty and staff that have served on the Inclusive Community Strategic Plan Steering
Committee will help to support and provide guidance to their respective Divisions. Additionally,
the OIC will be available to offer resources and feedback.
Additionally, the OIC will be addressing gaps in our knowledge about the state of our campus as
it relates to diversity, equity, and inclusion. An example of this includes deploying a campuswide climate survey. Annually, OIC will publish highlights and successes resulting from the
action plans and provide an assessment report to the community on progress and new
initiatives for continuous inclusive excellence at UCO.
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