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Executive Summary
The Diversity Plan entailed in this document positions Henderson Community College (HCC) as
an institution of higher learning that is both inclusive and committed to diversity. It represents
the input of college faculty, staff, students, and community leaders, as they reflected on the
cultural climate of HCC. Many hours of discussion, research with college data, as well as best
practices in higher education were engaged in the development of the plan. Throughout the
process every attempt was made to align the College Diversity Plan with the College Strategic
Enrollment Management Plan.
In order to address Opportunity, HCC proposes strategies designed to meet potential students
from diverse backgrounds at off-campus venues, communicating HCC’s commitment to
diversity and inclusion. In addition, data study revealed a significant gap between minority and
white applicants who subsequently enroll at the college. Tactics to close this gap are discussed.
In regards to Success, research reveals the potential to improve student retention and completion
through high-impact teaching practices, increased advising contacts, and enhanced cultural
climate. Internal research revealed the need to encourage student use of support services and to
increase opportunities for interactions among diverse students. A comprehensive strategy
involving both academic and student services is designed to engage the entire campus in actions
to address the needs of Underrepresented Minorities (URM) and under-resourced students from
orientation through credential completion, especially through professional development for
faculty and staff in high-impact practices.
Finally, Impact is aimed to monitor, measure, and improve college diversity and enhance the
cultural climate of the campus. Yearly survey instruments will gauge progress and identify areas
for improvement. Efforts to diversify the faculty and staff will be intensified. And, professional
development for faculty and staff and expansion of culturally diverse experiences will lead to an
increasingly inclusive and rich environment for students from all backgrounds.
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Introduction:
Henderson Community College (HCC) offers a high-quality education to meet the professional
and personal goals of all Kentuckians.
In the fall of 1960, the Northwest Center of the University of Kentucky opened its doors for the
first time to 256 Henderson, Union, and Webster County residents. In 1964, the Northwest
Center became Henderson Community College (HCC), a charter member of the University of
Kentucky Community College System. Henderson Community College became a member of the
Kentucky Community and Technical College System (KCTCS) in 1998. HCC currently enrolls
close to 2000 students across all program areas.
The vision of Henderson Community College: To be an educational leader providing
opportunities for personal growth, professional training, and cultural enrichment.
The mission of Henderson Community College: To enhance the quality of life and
employability of the citizens of our community by serving as the primary provider of:


College and Workforce Readiness



Transfer Education



Technical Education and Training



Lifelong Learning and Cultural Enrichment

Institutional Goals: To fulfill its mission, the college has adopted six institutional goals to align
with the KCTCS goals. The goals of HCC are to:


Raise the level of educational attainment in HCC's service area by positioning the
College as the most accessible, affordable, and relevant postsecondary education
choice.



Increase access and success for HCC's students, particularly among traditionally
under-represented populations.



Develop clear pathways through all levels of postsecondary education with an
emphasis on experiential learning that leads to successful employment outcomes for
HCC's graduates.
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Improve student learning, engagement, support, experiences, and success with
exceptional academic and student services.



Align programs and curricula with needs of employers that enhance the
employability, job placement, and career development of HCC's graduates.



Promote the recognition and value of HCC.

An HCC education is an especially good value. Tuition costs are very affordable, especially for
residents of Kentucky, and the college offers a range of scholarships, grants and loans. As a
"Learning College," it is our goal to ask ourselves how everything we do affects learning. We
ask ourselves the question, "Are our students learning?" and, more importantly, "How do we
know?” It is the answers to these questions that guide us in our decision-making process. At
HCC, students are challenged to work hard as they take advantage of the opportunity to be a part
of the learning process facilitated by caring and experienced faculty and staff. Students quickly
discover "The Hill" is a welcoming place where they know many of their classmates and
instructors by name. At HCC we care about our students and their needs and strive to assist them
on their path to lifelong learning in any way we can.
The college awards associate degrees, diplomas, and certificates in thirteen areas of study,
including Agricultural Technology, Business Administration, Interdisciplinary Early Childhood
Education, Computer Information Technology, Industrial Maintenance Technology, and
Nursing, and awards a variety of credentials, both credit and non-credit. In addition, an emphasis
on general education studies (Associate of Arts and Associate of Science) prepares students for a
successful transfer to a four-year institution.
The college primarily serves the population in Henderson, Union, and the northern half of
Webster counties in Kentucky and the Evansville, Indiana, metropolitan area. However, an
increasing number of students from more distant locations are taking advantage of online
learning opportunities provided by HCC. The college also has a strong dual credit program with
local high schools.
The diversity of the college’s immediate service area is similar to the diversity of Kentucky as a
whole as is represented in the table which follows, provided by the United States Census Bureau
State and County QuickFacts, 2015 (http://www.census.gov/quickfacts).
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www.census.gov/quickfacts

Henderson

Union

Kentucky

46,407

15,050

4,425,092

2015 Population estimate
White percentage

89.2%

84.3%

88.1%

Black percentage

8.0%

13.1%

8.3%

American Indian/Alaskan Native percentage

0.3%

0.2%

0.3%

Asian Percentage

0.5%

0.7%

1.4%

Native Hawaiian/Pacific Islander percentage

0.1%

0.0%

0.1%

Two or More Races percentage

2.0%

1.6%

1.8%

Hispanic/Latino percentage

2.3%

1.8%

3.4%

Cultural Diversity at Henderson Community College is defined by an open atmosphere that
welcomes, celebrates and seeks to understand the cultural differences that exist between people.
These differences include language, heritage, dress and traditions, as well as significant
variations in the way societies organize themselves, in their shared moral values, and in the ways
they interact with their environment.
Henderson Community College maintains a welcoming and inclusive environment that
recognizes and values the contributions of the diverse population here; and, if groups are
underrepresented, makes every effort to reach out to them.
The HCC Leadership Team, which includes the President’s Cabinet, Division Chairs, Deans,
faculty and staff, begins the academic year with a retreat in early August to review the college’s
strategic and diversity planning. Data from each initiative is reviewed and the results examined
to see how HCC faculty and staff need to continue or modify plans to meet the institution’s
desired goals. The overarching strategic plan that results is used by the various departments and
units on campus to develop internal strategies to reach each goal and objective.
HCC’s Strategic Plan is intentional in its incorporation of the college’s Diversity Plan. The
Strategic Plan has goals in three areas: student enrollment, retention, and completion. Strategies
in each of these areas focus on the college’s entire student population, with additional initiatives
focused on recruiting and retaining minority students. One of the strategies to strengthen
minority student success is to have a workforce on campus that represents the diversity of the
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community and of the student population. To this end, both the HCC Strategic Plan and
Diversity Plan are intended to provide strategies to increase diversity of the faculty,
administration, and other professional categories.
HCC uses an internet-based software program, Compliance Assist, accessible by all college
employees, to track progress on all college goals and initiatives. Budget planning begins with the
resources needed and documented by all of the college units in Compliance Assist, and is tied
back to results and successes from previous years as units work to meet college goals. The
Strategic and Diversity Plans are reviewed throughout the year at the Leadership Team meetings
and through other committees on campus.

Diversity Planning Process:
In developing HCC’s Diversity Plan, two guiding principles were deemed paramount. First, the
process was collaborative. A Diversity Plan workgroup was assembled from faculty and staff
with a wide range of experience and perspectives. The chart below depicts the balanced makeup
of the workgroup.
Type

Count

Executive Staff

1

Administrative Staff

3

Classified Staff

3

Faculty

3

In addition, the workgroup included four members from diverse backgrounds. The committee
include senior and executive administration, student affairs staff, marketing and public relations
staff, and faculty from general education and technical areas. All members were selected and
approved by the President of HCC, Dr. Kris Williams, and the Director of Diversity, Bill Dixon.
The second guiding principle was the appropriate use of quantitative and qualitative data in order
to craft strategies. The workgroup’s first task included a series of interviews with college
stakeholders. Team members were commissioned to gather input from executive HCC staff, the
Leadership Team, other administrative staff, students, and external stakeholders. As input was
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recorded, each team member provided both an executive summary and the raw data of their
interviews to the workgroup as a whole, who then captured common themes.
A cultural climate survey was also developed by the workgroup and administered to the student
body by the Office of Institutional Research. Responses from the students were heavily
considered in the development of the new plan.
HCC’s Director of Institutional Research and Effectiveness, Brian McMurtry, provided data to
the workgroup regarding HCC’s diversity, the community’s diversity, ethnicity growth trends, as
well as best practices research for recruiting and retaining diverse students. Several members of
the workgroup conducted other research into best practices.
When all data was gathered, the interviews, research, and surveys were reviewed by the
workgroup in order to determine appropriate goals, strategies, and tactics for HCC. Quantitative
data and formal research were valued as substantive, and portions of qualitative data were
considered heavily, particularly when provided from multiple sources. The workgroup met
multiple times to define and refine goals, strategies, and tactics for Opportunity, Success, and
Impact, based on all data that had been gathered. President Kris Williams and Chief Academic
Officer Reneau Waggoner provided additional input for strategies in a final meeting. With most
of the basic plan constructed, the workgroup was pared down to Dr. David Fritts, Bill Dixon, and
Brian McMurtry for organization and narrative writing. The draft to be submitted was reviewed
by Dr. Williams for final approval.
In summary, it is believed that HCC made every good effort to scan the environment for helpful
data that pointed to goals, strategies, and tactics to help move the needle for HCC’s embrace of
diversity as a campus community.
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Opportunity:
HCC's student body is more diverse than its community as represented in the table on document
page 6. The Table below represents the demographic makeup of the most recent undergraduate
student body as reported to IPEDS (2015-16):
15-16 %
of total

F2015

S2016

American Indian

2

3

0.23%

Asian

9

8

0.77%

Black

105

111

9.74%

36

31

3.02%

Native Hawaiian

2

1

0.14%

Non-Resident Alien

0

0

0.00%

Two or More Races

34

27

2.75%

Unknown

13

7

0.90%

White

970

859

82.46%

Total

1171

1047

100.00%

Hispanic

Enrollment Goals
As HCC projects into the future, enrollment goals have been set to increase the diversity of the
student body. HCC proposes during the next five years that its Black/African-American
population will grow to 9.5% by 2021-22. In addition, because state census estimates
(University of Louisville Department of Urban and Public Affairs, 2017) have forecast a 26%
growth in Hispanic population in Henderson County, and much of the Hispanic population will
be matriculating through secondary institutions into post-secondary in the next five years, HCC
has set a goal to grow by 1.5% in Hispanic students (from 2.25% to 3.75%). For all
Underrepresented Minorities (URM), HCC proposes to grow by 1% overall, from 15% to 16%.
This proposal is based on local minority growth trends in the service area. Even though URM
populations are on a flat growth curve, the growth projected by U.S. Census Statistics in the
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Hispanic population and in the population who identifies as two or more races justifies a
projected 1% growth. The yearly enrollment goals are shown in the table which follows:

Black
Hispanic
All URM

2017-18
2018-19
%
#
%
#
9.00% 136 9.10% 138
2.25% 34 2.75% 42
15.25% 230 15.50% 235

2019-20
%
#
9.30% 142
3.25%
50
15.75% 241

2020-21
%
#
9.50% 147
3.75% 58
16.00% 247

* Unduplicated Academic Year Totals based on Strategic Enrollment Plan
credential-seeking targets

Strategies for Recruiting and Enrollment
HCC has proposed three primary strategies for recruiting and enrollment. The first strategy is to
market HCC as an open and diverse learning community. In order to recruit and enroll
students from diverse backgrounds, it is important that HCC markets itself with culturallyappropriate materials and increase diversity among faculty and staff. This strategy will be
achieved by implementing the following tactics:


Distribute HCC materials/information (current events, schedules), including bilingual
materials (Spanish), in strategic locations (YMCA, Public Libraries, churches, groceries,
etc.) where they will reach diverse populations.



Identify appropriate venues for marketing, and channel resources to media that will reach
a diverse community of potential students, such as Our Times and La Palabra Latina,
that focus on African-American and Hispanic communities respectively, and the TSA
News, for the LGBTQ Community.



Work with the Office of Advancement to market culturally appropriate messages for
publication in newsletters, bulletins, etc., for African-American and Hispanic
communities as well the LGBTQ and other communities.



Work with the President’s Community Advisory Council on Diversity, a blue ribbon
panel of diverse community leaders, to ensure that HCC is taking all appropriate
recruitment opportunities.



Collaborate with the African-American Pastors and Laymen’s Alliance and with Hispanic
church leadership to inform and assist in distribution of recruitment to their
congregations.
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Work with local industries and social services organizations to develop niche’ programs
that improve competitive advantage and provide targeted opportunities for low income
and URM students.



Advertise positions through other KCTCS and university career services and placement
coordinators and offices, along with marketing venues that target a diverse audience.

A second strategy chosen by HCC to enhance recruiting and enrollment of diverse students is to
enhance our presence in local URM neighborhoods. That strategy directly aligns with our
SEM Plan Marketing and Recruitment Goal 2, which addresses broadening our influence in the
community. It also aligns with our Marketing and Recruiting Key Enrollment Indicator 2, which
is “Recruit 1% more Non-traditional Credential-Seeking students (age 25-45) per year.” Beyond
distributing culturally appropriate materials, it is imperative that HCC builds its presence beyond
the campus, particularly in African-American and Hispanic cultural centers. This strategy will be
achieved by pursuing the tactics listed below:


Develop new means of communicating HCC programming highlighting cultural
diversity, including taking programs into community venues.



Continue current outreach efforts, such as Housing Authority parent night, high school
family nights, church family nights, public library family events, and a health fair for the
Hispanic community.



Expand event offerings into Union and other counties.



Market the ESL program through HCC’s Workforce Solutions or Adult Basic Education.



Direct information to parents of potential students through bilingual literature, including
meetings around a recruiting activity, Parents Acquiring College Knowledge, which
offers sessions to parents of first-generation college students on how to support those
students.



Create and administer a survey for community leaders to assess our presence in URM
neighborhoods.
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Continue to promote the KCTCS Super Sunday/Super Someday Recruitment Initiative.

A third strategy for recruitment and enrollment is to bridge the gap for diverse students from
the time that they apply to enrollment. An important piece of data shows a significant gap
between URM and white students in those who apply and successfully enroll. A study by the
HCC Office of Institutional Research discovered that for spring 2017, 70% of African American
students and 69% of Hispanic students who applied for the spring term, never enrolled. By
contrast, only 41% of white students who applied for spring 2017 did not enroll. In support of
the SEM initiatives related to the enrollment funnel, the Director of Cultural Diversity has
attempted to follow up with these prospective students. In response to this data, HCC will bridge
the gap by employing these tactics:


College Recruiter(s) will use the RADIUS retention platform to identify the students, and
make direct contact with these students upon application.



HCC faculty and staff will meet in person with applicants of diverse cultural backgrounds
(e.g., college night at local library, college night at local youth groups, churches, etc.).
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Success:
High Impact Practices
In its report on student success, A Matter of Degrees (Community College Survey of Student
Engagement, 2012), The Center for Community College Student Engagement identifies thirteen
high impact practices. The Diversity Planning Committee believes that following practices are
most appropriate for HCC. Several of these HCC already has in place and can be adapted and
targeted toward under-resourced students and under-represented minority students:


Orientation



Accelerated developmental education



First-year experience.



Academic goal setting and planning



Tutoring



Assessment and placement



Registration before classes begin



Alert and intervention



Experiential learning beyond the classroom

Recent research suggests promising ways of increasing the retention and success of URM and
under-resourced students by means of classroom practice, advising, and campus cultural climate.
Faculty classroom practices obviously play a large role in the success of URM and underresourced students. According to N. A. Jankowski (2016), “high-impact practices” that engage
students purposefully can contribute to closing achievement gaps. High-impact practices include
first-year seminars, diversity learning, writing-intensive courses, and collaborative projects.
Advisors can also play an important role. A study conducted on students at a large Southeastern
university on first-generation students (Swecker, Fifolt, & Searby, 2013) found that each advisor
visit increased the chance that the student would be retained by 13%.
Even a positive cultural climate in general contributes to the success of minority and underresourced students. Prewitt (2015) analyzed national data from 2012 to evaluate the effect of
cultural climate, racial identity, and mentoring relationships on the success of African American
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students. She found that “cultural climate was the only significant predictor of GPA.” A positive
cultural climate includes “a sense of belonging, opportunities for sociocultural discussions, and
low experiences of discrimination.” In addition to being “warm and welcoming,” college staff
can create a perception of openness by providing opportunity for discussion of diversity issues
both in the classroom and through campus programs, which provide African-American students
with opportunities to discuss their concerns without feeling “socially isolated and
misunderstood.” At the same time, Prewitt notes that mentoring relationships contribute to a
positive cultural climate. Similarly, Williams, Berger, and McLendon suggest that “active
engagement with . . . diversity,” both formally and informally, is important to student learning
and development (Williams, Berger, & McClendon, 2005).
Prewitt identifies four areas that research indicates should be assessed to evaluate cultural
climate:
(1) institutions’ historical legacy of inclusion or exclusion; (2) the numbers of different
groups on campus (e.g., how many students of a particular race or ethnicity, gender,
sexual orientation, etc.); (3) perceptions and beliefs that people have about institutions’
climates; and (4) the extent to which institutional structures and individual personnel are
contributing to a positive climate.
Targeted Areas for Improvement
Internal research identified two opportunities for improvement.
A particular point of emphasis for HCC will be in the area of tutoring, a high-impact retention
practice. It was found through the 2017 CCSSE survey administered by HCC that despite 89.3%
of HCC faculty referring students to tutoring, 78.4% of our students reported that they utilized
the service rarely or weren’t aware of such services.
A second point of emphasis will be increased interaction across cultures. Another question from
the 2017 CCSSE revealed that only half of the students surveyed felt that the college emphasized
contact among students from different backgrounds?
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In addition, the cultural climate survey administered to our student body suggested that our
student body needs a bit more cross-cultural interaction. The question below demonstrates that
by and large, although many students interact with students from different backgrounds, a large
percentage do not, and a larger percentage are neutral regarding the question.

HCC is a commuter campus, with most students leaving campus immediately after classes are
complete. Discussions evoked a determined need for professional development with faculty to
help facilitate cross-cultural interactions in their pedagogical approach.
Retention Goals
HCC proposes to increase the URM fall-to-fall retention rate by 1% each year as represented in
the table below, as part of its 2016-2022 Strategic Plan.

URM

F17
F18
F19
F20
27.80% 28.80% 29.80% 30.80%

In addition, HCC seeks to increase the fall-to fall retention rate of under-resourced credentialseeking students (defined as students receiving Pell Grants) by 1% each year.

UR
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F17
F18
F19
F20
41.40% 42.40% 43.40% 44.40%

Strategy for Retention
As a comprehensive strategy for retention, HCC resolves that student and academic services
will promote best practices for retention. This strategy engages faculty and staff across all
college departments. Tactics to reach retention goals include:


Design orientation experiences with attention to URM and under-resourced students.



Encourage URM and under-resourced students to take a first year experience course.



Incorporate diversity discussion into the first year experience course.



Gather data students using tutoring/writing center services, and evaluate the success of
URM and under-resourced students who use those services.



Infuse/embed diversity and cultural competency into First Year Experience (FYE)
courses in support of URM student success.



Encourage URM and under-resourced students to use tutoring and other academic
support services.



Increase participation in the I:AM mentoring program for African-American students,
and create mentoring programs for other under-resourced students in full support of
already-established practices in HCC’s SEM Plan.



Provide an emergency fund for students with short-term financial need to ensure a
financial emergency does not end a student’s higher education. This fully supports KEI
1, for attention and completion in HCC’s SEM Plan, which addresses completion and
retention for under-resources students.



Intervene with students who have been alerted to academic issues, including Starfish
alerts, a function of HCC’s software retention platform.



Provide professional development for faculty on incorporating diversity discussions and
intercultural collaboration in class.



Develop/revise online advising modules, required for all advisors, to address issues
related to under-resourced and URM students.



Provide professional development on using advising sessions as student success sessions.



Provide professional development for staff for supporting URM and under-resourced
students.
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Completion Goals
In order to increase completion, HCC proposes to increase the three-year graduation rate of fulltime, credential-seeking URM students by 1% each year, in accordance with its 2016-2022
strategic plan.

URM

17-18
18-19
19-20
20-21
26.10% 27.10% 28.10% 29.10%

In addition, HCC similarly seeks to increase the three-year graduation rate of first-time, fulltime, credential-seeking under-resourced students by 1% each year.

UR

17-18
17.00%

18-19
18.00%

19-20
19.00%

20-21
20.00%

Finally, HCC seeks to offer these credentials annually to under-resourced and URM students:

UR
URM

17-18
350
58

18-19
354
60

19-20
358
62

20-21
362
64

Strategy for Completion
In order to increase overall completion, as with retention, HCC has identified one comprehensive
strategy: Student and academic services will create a culture of high expectations. This
strategy engages faculty and staff across all college departments. Tactics to reach retention goals
include:


Challenge students through advising/career services to earn a credential that will
transition them into a successful career and/or transfer to a 4-year institution.



Create career pathways so that all students recognize potential further goals.



Engage career services staff for career counseling placement and experiential learning
opportunities.



Proactively advise diverse students to consider associate degrees and/or transfer through
faculty and staff advisors and peer mentors.
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Impact:
Staff Recruitment Goal
In order to increase the diversity of HCC faculty and staff, it is important to understand the
diversity of the workforce in the region; therefore, HCC will base its goals on the Kentucky
counties drawn from HCC’s Kyndle (kyndle.us) regional economic development area:
Henderson, Union, Webster, and McLean counties.

Henderson
2015 Population estimate
White Count
Black Count
American Indian/Alaskan Native Count
Asian Count
Native Hawaiian/Pacific Islander Count
Two or More Races Count
Hispanic/Latino Count
White percentage
Black percentage
American Indian/Alaskan Native percentage
Asian Percentage
Native Hawaiian/Pacific Islander percentage
Two or More Races percentage
Hispanic/Latino percentage
ALL URM

46,407
41,395
3,713
139
232
46
928
1,067
89.20%
8.00%
0.30%
0.50%
0.10%
2.00%
2.30%
10.80%

Union Webster McLean
15,050
12,687
1,972
30
105
0
241
271
84.30%
13.10%
0.20%
0.70%
0.00%
1.60%
1.80%
15.70%

13,170
12,235
566
40
53
53
211
632
92.90%
4.30%
0.30%
0.40%
0.40%
1.60%
4.80%
7.10%

9,512
9,293
86
29
10
0
95
133
97.70%
0.90%
0.30%
0.10%
0.00%
1.00%
1.40%
2.300%

Kyndle
Regional
Economic
Area

HCC FT
Employees

84,139
75,610
6,336
237
400
99
1,475
2,104
89.86%
7.53%
0.28%
0.47%
0.12%
1.75%
2.50%
10.14%

90
78
9
1
1
0
0
1
86.67%
10.00%
1.11%
1.11%
0.00%
0.00%
1.11%
13.33%

HCC’s staff recruitment goal is to exceed the Kyndle area diversity by 2% for each of these
three ethnicity categories: African American, Hispanic, and All URM. At present, HCC’s fulltime staff percentage is above the Kyndle percentages in African American (Black) populations
and in all URM percentages. However, the Hispanic staff percentage is below the Kyndle
percentage. Tactics have been developed in order to attract Hispanic employees.
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Projecting forward, the table below shows historic and projected workforce numbers and
percentages.
FT
PT
%URM
Instructional
Instructional Instructional
Faculty
Staff FTE
Staff
Staff
FTE
2012
51
3
68
3
73.67
4
5.40%
2013
49
3
108
5
85 4.67
5.50%
2014
46
3
95
4
77.67 4.33
5.60%
2015
41
3
74
1
65.67 3.33
5.10%
2016
37
3
69
1
60 3.33
5.60%
2017
37
2
67
1
61.67 2.33
3.80%
2018
36
2
65
1
60 2.33
3.90%
2019
36
3
65
2
61.33 3.67
6%
2020
36
3
65
2
61.33 3.67
6%
Source: IPEDS Human Resources Survey
Definition: Full-Time Equivalent (FTE) = Full-Time + 1/3 Part-Time
Year: Data as of November 1st.

Total FT Management
14
13
12
12
12
12
12
11
11

1
1
2
2
1
2
2
2
2

7.1%
7.7%
16.7%
16.7%
8.3%
16.7%
16.7%
18.2%
18.2%

It is important to note that the regional educational attainment of a Bachelor’s degree or higher is
low. Only 5.2% of the population age 25 or over holds a degree of this type, making it a
challenge to find URM candidates. While HCC is seeking to recruit and retain URM faculty and
management, hiring is minimal due to decreased enrollment. Furthermore, employees at HCC
historically have held long tenure at the institution.
Strategies to Increase, Retain, and Promote Diverse Faculty and Staff
After reviewing hiring procedures with the Human Resources Director, the committee
determined that in order to increase, retain, and promote diverse faculty and staff, HCC will seek
to broaden the scope of our recruitment for faculty and staff, particularly reaching out to
the Hispanic community. This will be accomplished through the following tactics:


Advertising positions as they become available in diverse publications and sources, such
as social media and newspapers, such as Our Times and La Palabra Latina, which focus
on African-American and Hispanic communities.



Working to establish a visiting diverse faculty program, possibly in collaboration with
other colleges.
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Ensuring that all qualified minority candidates have an opportunity to interview.



Including a member of the college’s Diversity Learning Community on each hiring
committee to consider bias in the hiring practices.



Sharing openings with Kyndle to broaden our awareness of potential minority candidates.

Cultural Competency Goal
HCC has a goal to increase the cultural competency of students, faculty and staff. We will
establish baseline data for students using the data from the Spring 2017 Cultural Climate Survey,
tracking perceptions and attitudes over time. For faculty and staff we will revise and administer
our Cultural Climate Survey during the next academic year to establish baseline data.
Strategies to Promote Equity and Inclusion and Monitor the Campus and Community
Environment.
In order to promote equity and inclusion, HCC plans to create opportunities for meaningful
involvement for a broad range of students. To achieve this strategy, tactics taken across the
college will include:


Promote the establishment of a variety of student groups to encourage involvement of a
broader range of students (e.g., LGBTQ, Spanish Language Club, Video Gamers Club).



Provide professional development for faculty and staff on the customs, perspectives,
and/or mindsets of students from different backgrounds, including international, URM
and under-resourced students, so that we can ensure that opportunities are inclusive.

A second strategy has been identified, to monitor the campus environment. In order to
understand the current cultural climate, HCC will


Administer an annual cultural climate assessment to students, faculty, and staff.

Strategies Designed to Increase the Cultural Competency of HCC Students, Faculty, and
Staff
In order to increase cultural competency, HCC seeks to provide a program of activities that
focus on a broad understanding of diversity beyond ethnicity for the campus community.
This strategy will be implemented by
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Organizing a program of presentations by international faculty, staff, and students, giving
them a chance to talk about their perspectives.



Engaging local partners with international connections to provide speakers and
workshops.



Continuing to invite veterans to present on veterans experiences and issues.



Developing a lecture series that engages broadly diverse cultural experiences.



Providing a series of arts activities (music, theater, film, etc.) that reflect a broad range of
cultures.



Engage the President's Community Advisory Council on Diversity in providing
community programs.

A second strategy is to prioritize professional development on cultural competency for staff
and faculty:


Include programs on cultural competency for required staff and faculty professional
development



Make the attainment of cultural competency a significant factor in awarding professional
development funds.



Page 21

Raise awareness of cultural competence campus-wide.

Plan for Assessment:
Any strategic plan requires ongoing assessment in order to determine effectiveness of the plan.
For each proposed strategy in the Diversity Plan, HCC will implement an annual assessment
plan.
Assessment of Strategies for Marketing and Recruiting (Opportunity)


Market HCC as an open and diverse learning community:
o The Director of Advancement will provide an annual presentation of culturally
diverse materials used for marketing to the President’s Community Advisory
Council on Diversity.
o The Council will provide feedback to the Director suggesting improvements for
the future.



Enhance our presence in local URM neighborhoods:
o Develop and administer a survey to gather feedback from community leaders on
HCC’s presence in URM neighborhoods.



Bridge the gap for diverse students from the time that they apply to enrollment:
o Every fall and spring HCC will track the number of URM students who apply and
do not enroll to assess success of recruitment strategies.

Assessment of Strategy for Retention (Success)


Student and academic services will promote best practices for retention:
o The Chief Student Officer and Chief Academic Officer will track and monitor the
use of best practices in Compliance Assist and the Diversity Action Plan.
o The KCTCS performance metric report on retention will track the achievement of
HCC’s retention goal.

Assessment of Strategy for Completion (Success)


Student and academic services will create a culture of high expectations:
o The Chief Student Officer and Chief Academic Officer will track and monitor the
use of practices in Compliance Assist and the Diversity Action Plan.
o The report on completion will track the achievement of HCC’s completion goal.
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Assessment of Strategies to Increase, Retain, and Promote Diverse Faculty and Staff
(Impact)


Broaden the scope of HCC recruitment for faculty and staff, particularly reaching out to
the Hispanic community.
o The HCC Human Resources Director will report in Compliance Assist on the
practices used to recruit diverse faculty and staff.

Assessment of Strategies to Promote Equity and Inclusion and Monitor the Campus and
Community Environment (Impact)


Create opportunities for meaningful involvement for a broad range of students.
o Opportunities will be documented and reviewed by the Chief Student Officer
through Compliance Assist.



Monitor the campus environment.
o The Institutional Research Office will report the results of an annual cultural
climate survey administered to students, faculty and staff, providing analysis
and insight on year-to-year progress.

Assessment of Strategies Designed to Increase the Cultural Competency of HCC Students,
Faculty, and Staff (Impact)


Provide a program of activities that focus on a broad understanding of diversity
beyond ethnicity for the campus community.
o The Director of Diversity will document the activities annually in Compliance
Assist.
o The Institutional Research Office will report the results of an annual cultural
climate survey administered to students, faculty and staff.

 Prioritize professional development on cultural competency for staff and faculty.
o HCC’s representatives for faculty and staff Professional Development will
document professional development activity addressing cultural competence
annually in Compliance Assist.
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Conclusion/next steps:
As HCC embarks upon the implementation of its new Diversity Plan, faculty and staff recognize
that successful implementation of the stated strategies and tactics requires a methodical
approach. HCC’s Diversity Plan carefully considers the area of Opportunity through initiatives
designed to meet URM students in their environment, coupled with efforts to transition them
from applicants to full-time credential-seeking students. In addition, Success is addressed
through multiple tactics that synergize the efforts of student and academic services so that
students are retained until graduation. Finally, an accepting campus dedicated to inclusivity and
mutual understanding will be achieved through tactics that address Impact.
With these things in mind, there are some first steps to be taken. First, the extent of the finalized
plan must be shared with the campus community, as it is composed of the work of those both
inside and outside the college. Primary stakeholders in the assessment process must have a
complete understanding of that which is required to put the plan into place.
In addition, there are several tactics which should be addressed in the first year, such as:


Work with the Advancement Office to market culturally appropriate messages for
publication in diverse newsletters, bulletins, etc.



Identify appropriate venues for marketing and channel resources to media that will reach
URM and under-resourced students.



Create and administer a survey for community leaders to assess HCC’s presence in URM
neighborhoods.



Design orientation experiences with attention to URM and under-resourced students.



Increase participation in the I:AM mentoring program for African-American students,
and create mentoring programs for more under-resourced students.



Provide an emergency fund for students with short-term financial need.



Provide professional development for faculty on incorporating diversity discussions and
intercultural collaboration in class.



Develop/revise online advising modules, required for all advisors, to address issues
related to U-R and URM students.
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Provide professional development on using advising sessions as student success sessions.



Provide professional development for staff for supporting URM and under-resourced
students.



Make the attainment of cultural competency a priority in awarding professional
development funds.



Administer an annual cultural climate assessment to students, faculty, and staff.

A primary barrier to successful implementation of the diversity plan exists in the availability of
funding. As HCC enters a period of performance funding during times of decreased enrollment,
it will be important to set aside necessary funds to implement this plan. Prioritization of the
tactics will need to be included in HCC’s annual Strategic Needs Analysis, the budget priority
development process attached to strategic planning, which occurs in February of each fiscal year.
If budget funds are unavailable to accomplish the strategies and tactics, efforts will be made to
obtain funding from local entities.
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