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PART I.  EXECUTIVE SUMMARY 
 
      INTRODUCTION: 

 

Annual equity reports are required under Florida statutes as follows:  The Florida Educational Equity Act 

[Section 1000.05 F.S.] and the Florida Board of Governors Regulation 2.003, require appropriate student 

participation in programs or courses where protected classes are underrepresented, gender equity in 

athletics, and appropriate representation of women and minorities in senior-level administrative positions 

and in tenured and tenure-track faculty positions.  

 

The reports from each public university in Florida encompass academic program analyses; review of 

student services; review of gender equity in athletics; and analyses of employment in key areas.  The 

reports seek to identify, measure and enhance the progress made toward appropriate representation of 

women and minorities in selected university areas.   

 

The UNF Office of Equal Opportunity and Diversity (EOD) coordinated and compiled the Florida Equity 

Report by meeting with several department heads responsible for each section. Individuals comprising 

the Florida Equity Report Committee are noted on page 50. 

 

To create a set standard for compilation of system-wide data, all universities agreed to use the data 

collected for each institution’s respective IPEDS (Integrated Post-Secondary Education Data System) 

annual submission in preparing this report. This will enable the Board of Governors liaison for the 

Council on Equal Opportunity and Diversity to create a system-wide report for submission to the Board 

of Governors at a future date. Prior to final submission, each university president and the respective 

board of trustees must approve the institution’s report.  The deadline for submission of the equity reports 

is July 1, 2012.  
 

SECTIONAL REVIEW: 
 

Policies and Procedures in Support of Equity   (Part II)   

 The University of North Florida disseminates its policies and procedures through campus websites, 

publications, and during various campus gatherings such as orientation and training sessions, and 

departmental meetings.  Students, faculty and staff receive instruction on how to access this 

information.   
 

 Academic Programs  (Part III) 

 The University fulfilled the requirements of the Florida Educational Equity Report by analyzing and 

reporting its undergraduate student enrollment, retention, and completion/graduation rates.  Further, 

the University uses the information to focus on improvement and success.  
  

 Gender Equity in Athletics   (Part IV) 

 The University submitted all requested data pertaining to gender equity in athletics, its achievements, 

and a timetable for areas noted for improvement.   
  

Employment Representation (Part V) 
   

 The University fulfilled the requirements of the Florida Equity Report by monitoring progress for 

diversity and inclusion of faculty and staff. 
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 Areas of Improvement and Achievement (Part VI)                          
 

 The University is committed to recruiting and promoting women and minority professionals not only 

where there is under representation, but whenever the opportunity exists.  The University wants to 

exceed parity with the prevailing labor market in order to maintain and sustain the gains made.   
  
 Protected-Class Representation in the Tenure Process, (Part VII)   
 

 The table in this section assists with monitoring the faculty promotions process.   
 
 Promotion and Tenure Committee Composition, (Part VIII)  
 

 The table in this section provides information on the extent of diverse participation or involvement of 

women and minorities in the promotion and tenure process. 

     
 Other Requirements (Part IX) 

  

 This section contains information on the University’s Budget Plan to assist with recruitment and 

retention of faculty in difficult to recruit areas, the President’s evaluation, and evaluations of top 

administrators. 

 
 Members of the Florida Educational Equity Act Report Committee 
 

 This report is coordinated compiled by the Office of Equal Opportunity and Diversity (EOD).  The 

following units, including EOD, comprise the Florida Equity Report Committee: Office of the 

President, Office of the Provost and Vice President of Academic Affairs, Office of the Vice President 

of Human Resources, and Office of the Vice President of Student and International Affairs. 

 

 LOOKING FORWARD 
     

 The University anticipates added success with a continued focus on student, faculty and staff 

recruitment and retention in all areas reported on. 

 The Athletics Program’s success will result in continued high standards in meeting all aspects of 

compliance. 

 All efforts will be aligned with the University’s mission and strategic plan.  
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PART II .   POLICIES AND PROCEDURES IN SUPPORT OF EQUITY 
 
A.   Review of Policies and Procedures 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
B. Documentation of Non-Discrimination Policy 

 
The University’s non-discrimination policy is encapsulated in the Statement on Equal Opportunity 

and Diversity Regulation noted on the following page.  The Regulation was approved by the 

University’s Board of Trustees on October 27, 2006 and remains in effect today.  It is slated for 

review again in the fall of 2012.  The non-discrimination regulation statement is posted widely 

throughout the campus.  It is also included in various campus publications such as the graduate and 

undergraduate catalogs, and in the student handbook.  In addition, the Regulation is available for 

viewing on the EOD website. 

 
 
 

1. Statement on Equal Opportunity and Diversity Regulation      

http://www.unf.edu/eod/Equal_Opportunity_and_Diversity_Regulation_Statement.aspx           

 

2. Equal Opportunity and Diversity Regulation    

http://www.unf.edu/president/policies_regulations/01-General/1_0040R.aspx    

    
3. Diversity Statement  
     http://www.unf.edu/president/policies_regulations/04-HumanResources/4_0020P.aspx 

 
4. Sexual Harassment Regulation    

http://www.unf.edu/president/policies_regulations/01-General/1_0050R.aspx    

    

5. EOP Complaint  and Investigation Procedures    

http://www.unf.edu/president/policies_regulations/01-General/1_0060P.aspx    

    
6. Amorous or Sexual Relationship Policy 
    http://www.unf.edu/president/policies_regulations/01-General/1_0070P.aspx  

 
7. Search and Screen Procedures for Support Staff    

http://www.unf.edu/hr/employment/Support_Staff_Employment.aspx    

    

8. Search and Screen Procedures for A& P Staff    

http://www.unf.edu/eod/A_P_Employment_Procedures.aspx    

    
9. Search and Screen Procedures for Faculty 
     http://www.unf.edu/president/policies_regulations/02-AcademicAffairs/Faculty/2_0310P.aspx 

 
 
    

http://www.unf.edu/president/policies_regulations/04-HumanResources/4_0020P.aspx
http://www.unf.edu/president/policies_regulations/01-General/1_0070P.aspx
http://www.unf.edu/president/policies_regulations/02-AcademicAffairs/Faculty/2_0310P.aspx
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Part III.  ACADEMIC PROGRAM REVIEWS (A, B, and C) 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

The following section includes eight areas of review for 

academic programs, including enrollments, retention 

and graduation rates and degrees awarded. Where 

appropriate, disproportionate enrollments of women and 

minorities are identified and areas for improvement are 

noted. 
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Table 1 Program Review Analyses (A, B and C): 
 

The University’s Office of Admissions maintains an earnest commitment to increase the overall number and 

the percentage of all underrepresented populations within its freshman class. The strategies developed to 

obtain this objective have been consistent for years; however, Admissions Office staff continually evaluates 

them based on their legitimacy, immediate efficacy, and in response to the increasing university profile. 

 

Minority representation in the fall freshman class has increased from 2010 and 2011.  Specifically, the 

percentage of diversity enrollment rose from 22% in 2010 to 25.5% in 2011. This overall 3.5% increase 

represents the most significant increase in minority representation year to year in the past five years.  Still, it 

is important to note that this increase, while it may be indicative of a true upward trend in minority 

enrollment, may also be reflective of normal fluctuation. A trend analysis, comparing this year’s data with 

                                                 
1
 LEGEND FOR RACE/ETHNICITY USED IN TABLES WITHIN THIS REPORT:  NRA (Non-Resident Alien); B (Black); AI/AN (American Indian/Alaskan Native); A 

(Asian); H (Hispanic); NH/OPI (Native Hawaiian/Other Pacific  Islander; W (White); ≥TWO (Two or more races; and UNK(Unknown or Not Reported).  

Florida Equity Report 
University of North Florida 

ACADEMIC PROGRAM REVIEWS 
 
 

Table 1.  First-Time-In-College Enrollment, Fall 2011, Fall 2010 and Fall 2006  

  NRA
1
 B AI/AN A H NH/OPI W ≥ TWO UNK TOTAL 

Men 11 44 1 32 74 0 606 37 0 805 

Women 7 59 0 35 107 1 663 48 4 924 

Total FTIC Fall 

2011 

18 103 1 67 181 1 1,269 85 4 1,729 

Category %               

of Total             

Fall 2011 

1.0% 6.0% 0.1% 3.9% 10.5% 0.1% 73.4% 4.9% 0.2%   

                      
Total FTIC Fall 

2010 

17 133 4 73 143 3 1,482 68 7 1,930 

Category %                

of Total              

Fall 2010 

0.9% 6.9% 0.2% 3.8% 7.4% 0.2% 76.8% 3.5% 0.4%   

                      
Total FTIC Fall 

2006 

14 208 14 136 173  0 1,749 0  0 2,294 

Category %                

of Total              

Fall 2006 

0.6% 9.1% 0.6% 5.9% 7.5% 0.0% 76.2% 0.0% 0.0%   

                      

Percentage 

Change in 

number from Fall 

2011 to Fall 2006 

28.6% -50.5% -92.9% -50.7% 4.6% N/A  -27.4% N/A  400.0% -24.6% 

Source: IPEDS Part A, Fall enrollment by race, ethnicity, and gender. Column 1, Full-time, First-time students.  

Pulled from SUDS Preliminary Enrollment Report. IPEDS Fall Enrollment not yet available 
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data from the past two years shows that minority enrollment has remained relatively stable, averaging around 

24%.  Detailed below are the “strategies” employed by the Office of Admissions to ensure our continued 

success with regard to minority recruitment and enrollment.  

Methods and strategies to increase minority representation: 

 Maintain and strengthen relationships with minority rich high schools in the state of Florida. 

 Maintain and broaden outreach activities with programs like “Take Stock in Children,” “Upward 

Bound,” “Gear up,” “Inroads,” ”First Baptist Church of Mandarin,” et cetera. 

 Continue recognition of academically gifted local minorities in an annual “Minority Recognition 

Ceremony” and with “Gamma Beta Boule Recognition Ceremony.” 

 Continue and expand free ACT/SAT prep courses for local low income populations.  Over the last 

five years we have seen a consistent growth in attendance at these events.  Specifically, the last three 

years the test prep sessions have served approximately 1,500 students.  Furthermore, there has been 

significant growth in the parent workshop aspect of this event.  In 2011/12, an average of 65 parents 

attended per session, up from 55 parents per session in 2010/11.  This is significant because research 

shows that applicants and students of parents who are engaged in their children’s academics are far 

more successful. 

 This year we hosted a college prep workshop for 11
th

 grade students.  The event was a huge success 

with 80 students and 45 parents in attendance. This is a new program that we plan on continuing in 

future years. 

 Continue and expand attendance at minority focused college fairs such as “Infinite Scholars,” “Willie 

E. Gary College Fairs,” and “Projected Excellence.” 

 Continue and expand attendance at minority focused events such as “100 Black Men of Jacksonville” 

and “Jacksonville Black Expo.” 

 Maintain and increase mentoring accessibility with university academic advising offices, faculty, and 

staff. 

 Continue to strengthen relationships with minority churches. 

 Ongoing development of annual diversity recruitment publications. 

 Merge the Pathways to Success recruitment plan with diversity admissions initiatives to better 

address and streamline the needs of applicant pools in both areas. 

 Incorporate Jacksonville Commitment recruitment aspects with diversity admissions initiatives to 

better address the needs and resources of applicant pools in both areas. 

 Continue coordinated and focused call, mail, and email campaigns to address specific needs of the 

applicant and admit pools. 
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 Continue to attract support from campus student organizations such as AASU and HACE to partner 

with us on appropriate initiatives. 

 Continue to push financial aid awareness within low income markets and emphasize early completion 

of financial aid documentation in the Admissions message overall.  For example, Enrollment Services 

participated in the Duval County Regional Financial Aid Nights during the month of January to give 

financial aid presentations and answer questions for the students and parents.  We also participated in 

Duval County’s BEACON program to promote completion of the FAFSA and the Florida Bright 

Futures Application.  We also participated in College Goal Sunday, providing fifteen $1000 

scholarships and FAFSA guidance. 

Contact Person: John Yancey, Director of Admissions 
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Table 2 Program Review Analyses (A, B and C):  

 
When analyzing a five year cycle, between fall 2006 and fall 2011, diversity representation among Florida 

community college AA transfers has risen from 23% to 26.6%.  This rise has been steady through the years. 

In 2006 the female/male ratio was 58%/42% and in 2011 that has not changed.  In the one year comparison 

between fall 2010 and fall 2011, diversity percentages have risen 1.5%.  This increase may be a result of the 

new standards that now allow students to identify themselves with more than one race or ethnicity.  

 

The Admissions Office at the University of North Florida actively recruits Florida public college students 

who will have earned an associate of arts degree by the time they matriculate to UNF.   

 Though the entire office assists, there are two UNF employees directly involved in these recruitment 

efforts.  Primarily, an Admissions recruiter has been assigned to actively recruit transfer applicants.  

His task is to clearly disseminate UNF and state application requirements to potential students and 

Table 2.  Florida State College A.A. Degree Transfers, Fall 2011, and Summer Continuing 

into Fall 2010 and Fall 2006 

 

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

Total Fall 2011 10 76 0 16 65 1 543 31 6 432 316 748 

Category %             

of Total                                

Fall 2011 

1.3% 10.2% 0.0% 2.1% 8.7% 0.1% 72.6% 4.1% 0.8% 57.8% 42.2%   

                          

Total Fall 2010 6 68 0 12 51 1 491 27 1 354 303 657 

Category %                  

of Total                                

Fall 2010 

0.9% 10.4% 0.0% 1.8% 7.8% 0.2% 74.7% 0.0% 0.2% 53.9% 46.1%   

                          

Total Fall 2006 5 51 3 24 35 0 391 0 3 295 217 512 

Category %              

of Total                             

Fall 2006 

1.0% 10.0% 0.6% 4.7% 6.8% 0.0% 76.4% 0.0% 0.6% 57.6% 42.9%   

                          

Category % 

Change from 

2006 to 2011 

100.0% 49.0% 0.0% -33.3% 85.7%  N/A 38.9% N/A 100.0% 46.4% 45.6% 46.1% 

 
Source: Student Data Course File. Fall 2011, Fall 2010, and Fall 2006 enrollment Full-time, by race, ethnicity, and gender. 
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community college guidance offices.  Furthermore, an articulation officer works with local state 

colleges to regulate agreements which ensure accurate and open paths for students between specific 

community college and UNF academic programs. 

 A thorough communications funnel keeps potential applicants, active applicants, and new admits 

fully informed.  Initiated with a mailing list of state college students from across Florida who have 

completed 45 or greater semester hours of college credit, this communications plan seeks to not only 

attract potential students, but also informs them of missing documents, admissions decisions, and 

upcoming events.   

 Admissions holds events on campus to showcase the university and provide the most up-to-date 

information.  The annual “2+2” College Counseling Sessions designed for community college 

guidance counselors to familiarize themselves with current UNF Admissions and Academic 

information.  Likewise, Information sessions are held within the colleges for admitted applicants 

seeking a closer view of the college of their choice.  And finally, Open House and Saturday Tour 

events can and have attracted nominal numbers of transfer inquiries. 

 

Contact Person: John Yancey, Director of Admissions 
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Table 3  Program Review Analyses (A, B and C): 

 

This year’s chart represents the first set of data using the new federal ethnicity and race codes implemented 

during the last census in 2010 thereby making it difficult to compare these figures with previous years.  The 

overall retention of the 2010 freshmen class is slightly down 1.5% from last year’s data.  Black and Asian 

students continue to retain at a higher rate than Hispanic and white.  Hispanic students are 6.6% below the 

overall freshmen average of 82.8%.   

 

UNF offers a plethora of first year programs designed to ease students’ transition from high school to 

college, provide fundamental academic skills as well as offer a variety of academic support 

services.  Currently UNF does not offer race based retention programs but rather the programs are available 

to all students.  Below is a listing of what we currently provide for incoming students: 

 

 Requiring all new freshmen to be assigned to an academic advisor in the ACE office for 

developmental and intrusive academic advising depending on the student’s academic and social 

needs.   

 Dedicated mentor and academic advisor for students in the Jacksonville Commitment Program to 

provide ongoing structure, targeted retention programs, connections on campus and a first year 

survival seminar.   

 Require students in the Jacksonville Commitment Program to take an SLS 1009 Surviving Freshman 

Year course (pilot Fall 2009, Fall 2010, Fall 2011). 

 Require Jacksonville Commitment Program students to take a 6 week workshop in the spring 

semester focusing on writing and reading skills needed in college. 

 Dedicated mentor and academic advisor for freshmen athletes. 

 College Success Skills workshops focusing on areas of student need which include time management, 

textbook reading, effective note taking, study habits, test anxiety, learning styles, essay writing, and 

stress management. 

 Promotion and expansion of the Early Warning Program.  Faculty refer underperforming students 

through an on- line system to academic advisors in the Academic Center for Excellence (ACE).  By 

Table 3.  Retention of Full-Time FTICs (Beginners and Early Admits) Entering Fall 2010 or 

Summer 2010, and Continuing into Fall  After One Year 

  
NRA B AI/AN A H 

NH/ 

OPI 

W 

≥ 

TWO 

UNK FEMALE MALE TOTAL 

Cohort 
17 133 4 72 141 2 1,472 59 7 1,073 845 1,918 

Category % 

of Total 

2.6% 20.2% 0.6% 11.1% 21.5% 0.5% 224.0% 10.5% 1.1% 55.9% 44.1%   

After 1 year 14 121 2 70 108 2 1,213 51 7 898 690 1,588 
Retention 

Rate 

82.4% 91.0% 50.0% 97.2% 76.6% 66.7% 82.4% 73.9% 100.0% 83.7% 81.7% 82.8 

Source: Student Data Course File.  FTICs Who Matriculated Fall 2010, plus those FTICs Who Matriculated In Summer 2010 and Enrolled in 2011.  
Second year retention data includes students enrolled between (inclusively) 2011/08 and 2012/01.   
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alerting advising staff to students in academic distress early in the semester advisors are able to 

intervene with the student to determine areas of concern and provide appropriate assistance and/or 

connect students to additional support resources if necessary.  Advisors provide feedback to faculty 

regarding each student referred.  If a referred student is a junior or higher certain colleges will work 

with their underperforming student.   

 Mid-term grade reports for freshmen alert advising staff to students who are not earning at least a “C” 

grade in coursework.  Advising staff intervenes with the student to determine why the student is not 

being successful and identifies alternatives, options and or behavior changes to increase the student’s 

opportunity to be successful.   

 Continued integration of tutoring, retention support programs and lower division advising which 

provides the student with a central location to address a variety of academic issues.  Staff works 

together to holistically serve freshmen and sophomore students. 

 Continue to have a dedicated staff member recruit and mentor eligible students into the Pathways 

Program where continuous interaction, additional academic support in the form of mentoring and 

study skills is mandatory. 

 Require mandatory Orientation for freshmen students. 

 Require mandatory academic advising for Lower Division Students. 

 Faculty are involved in advising at Freshman Orientation.  

 Continue to offer and expand the Venture Studies Program through the College of Arts & Sciences 

designed to offer student’s an integrative, coherent curriculum that intentionally prepares students to 

successfully navigate the transitions of college life, understand the foundational nature of the 

curriculum, and apply what they have learned to the world.  These general education courses provide 

students with a learning community led by a faculty mentor committed to helping students define and 

reach goals, extend learning outside of the classroom and enhance critical thinking skills.   (pilot Fall 

2010, continued in Fall 2011). 

 Provide undecided students with a variety of opportunities to learn about majors and careers through 

coursework, special events, publications and the web.  

 Dedicated programs for High Achieving students designed to connect these students with faculty 

early in their college career enabling them to secure research opportunities, discuss majors, careers 

and post-graduate work. 

 Targeted interventions and a grade recovery program for freshmen who are on probation at the end of 

their first fall semester. 

 Week of Welcome:  Invite fall freshmen students to move onto campus prior to the start of the 

semester.  This early move-in allows UNF to provide targeted programming for new FTIC’s designed 

to introduce them to campus life while encouraging them to form relationships with their peers, 

support staff and faculty.   

 UNF Reads program requires that all freshmen have a common reading experience and Student 

Affairs is incorporating this reading into Week of Welcome activities, common reading groups and 

bringing the author to campus. 

 The Undergraduate Studies Council has developed a list of action areas that includes student 

retention. The Academic Roadmap initiative, the faculty coordinator initiative, an expectation of 

early graded work within the first four weeks of the semester for all general education coursework 

and the systematic review of existing advising services campus wide in conjunction with national 

best practices and alternative advising structures.  These initiatives are all looking towards increasing 

student persistence, satisfaction and graduation.  

 

Contact Person: Karen L. Reedy, Director of Academic Center for Excellence 
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Table 4 Program Review Analyses (A, B and C): 
 

Table 4 presents data based on the tracking of a cohort of FTIC students through a period of six years 

starting in 2005-2006 and ending in 2010-2011.   

In 2005, UNF admitted 238 FTIC Black students, a slight increase from 2004 (210), and also representing 

an increase as a percentage of all admitted students (9.1% to 10.0%).  The graduation rate within the six 

year period ending in 2010-2011 (42.4%) decreased slightly from the previous year (44.3%).  During this 

same period, 165 FTIC Hispanics were admitted and 68 graduated after six years, representing a slight 

decrease (43.2% to 41.2%).  The number of FTIC Asian/Pacific Island students increased from 2004 (101) 

to 2005 (141).  Graduation rates after six years increased significantly among this group, from 36.6% to 

49.6%. 

As a comparison, 1,821 White FTIC students were admitted in 2005-2006 and 913 graduated in six years, 

representing a 4.5% increase from the previous year.   

As UNF seeks to improve graduation and retention rates among the overall student population, the need to 

improve these metrics for underrepresented groups becomes even more critical.  The University continues 

to invest in new initiatives proven to be best practices for improving retention and graduation rates.  

Improvements and enhancements in academic advising, including an increased emphasis on training and 

professional development for advisors, should contribute to gains in overall student success.  The 

Table 4. Graduation Rate of Full-Time FTICs, Beginners and Early Admits Entering Fall 

2005, or Summer 2005 and Continuing into Fall After Six Years 

  NRA B AI/AN A/PI H W UNK Female Male Total 

Cohort 11 238 9 141 165 1,821 5 1,336 1,054 2,390 

Category % of Total 0.5% 10.0% 0.4% 5.9% 6.9% 76.2% 0.2% 55.9% 44.1%  

After 6 years                     
Number of 

Graduates 

6 101 3 70 68 913 3 683 
481 

1,164 

Percent Graduated 54.5% 42.4% 33.3% 49.6% 41.2% 50.1% 60.0% 51.1% 45.6% 48.7% 

Category % 

Graduated 

0.5% 8.7% 0.3% 6.0% 5.8% 78.4% 0.3% 58.7% 41.3%  

Number Retained 7 119 5 84 79 1,038 4 768 568 1,336 

Percent Retained 63.6% 50.0% 55.6% 59.6% 47.9% 57.0% 80.0% 57.5% 53.9% 55.9% 

Category % 

Retained 

0.5% 8.9% 0.4% 6.3% 5.9% 77.7% 0.3% 57.5% 42.5%  

Source: Student Data Course File 
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Academic Roadmap system, now called My Osprey Map, continues to be revised and improved in order to 

allow students to track progress toward graduation.   

A significantly-enhanced Freshman Year Experience (FYE) is being launched in Fall 2012 that also will 

contribute to improvement in graduation rates.  First-year students will be required to live on campus for 

this first time, which should increase engagement with all aspects of campus life.  The FYE also includes 

transitional programming, designed to target the specific skill-based and academic needs of the college 

freshman.  These new experiences, combined with ongoing improvements to campus facilities and the 

student experience should place UNF in a position to see substantial progress in retention and graduation 

rates.   

Contact Person: Dr. Jeff W. Coker, Dean for Undergraduate Studies 
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Table 5.  Bachelor's Degrees Awarded, AY 2010- 2011, AY 2009-2010, AY 2005-2006 

  NRA B AI/AN A H 

NH/ 

OPI W ≥ TWO UNK TWO 

AY 2010-2011                     

Male 16 86 5 79 90 1 939 13 10 1,239 

Female 22 202 7 98 102 0 1,295 21 6 1,753 

Total 38 288 12 177 192 1 2,234 34 16 2,992 

Category %   
of Total 

1.3% 9.6% 0.4% 5.9% 6.4% 0.0% 74.7% 1.1% 0.5% 100.0% 

AY 2009-2010                     

Male 25 81 6 58 63   945   13 1,191 

Female 25 228 8 68 121   1,310   16 1,776 

Total 50 309 14 126 184   2,255   29 2,967 

Category %  
of Total 

1.7% 10.4% 0.5% 4.2% 6.2%   76.0%   1.0% 100.0% 

AY 2005-2006                     

Male 16 54 5 44 42   707   20 888 

Female 13 145 6 77 73   1,133   19 1,466 

Total 29 199 11 121 115   1,840   39 2,354 

Category %  
of Total 

1.2% 8.5% 0.5% 5.1% 4.9%   78.2%   1.7% 100% 

Source: IPEDS Completions 2011-2012, 2010-2011, 2006-2007 reports (degrees awarded AY 2010-2011, AY 2009-2010, AY 2005-2006), 
GRAND TOTAL BY FIRST MAJOR, Bachelor's degrees. Chart for 99.0000, all disciplines. 

 
 
 

Table 5 Program Review Analyses (A, B and C): 
  
Bachelor’s degree production continues to increase at a steady pace at the University of North Florida 

(UNF). 

Over the years, the UNF’s enrollment by gender has mirrored the national average with close to 60% female 

and close to 40% male.  Some academic departments that are traditionally dominated by one gender have 

made efforts to recruit and enroll students of the other gender.  
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A review of the data in Table #5 indicates that during academic year 2010-2011, as in past years, male 

students continue to receive approximately 40% of the bachelor’s degrees awarded and females receive 

about 60% of the degrees.  And so, bachelor’s degrees continue to be awarded at rates consistent with gender 

enrollment patterns. 

Degree production by race has remained relatively stable over the past several years including a minor 

increase in bachelor’s degrees awarded to Hispanic students in 2010-2011. More significant though, UNF 

experienced an increase of over 50 bachelor’s degrees awarded to Asian/Pacific Islander students in 2010-

2011.  During the past few years, our enrollment has remained relatively stable, as has our diversity, and this 

would translate into stable degree production overall and by race. 

We have managed to maintain UNF’s diversity through a variety of recruitment strategies which are 

discussed along with Tables 1 and 2 above.  The University has allocated additional funds for enhanced 

academic advising, tutoring and financial aid services, in addition to institutional aid which was earmarked 

for the neediest students so that they would be more likely to remain in school and graduate without finances 

being an obstacle.   

Contact Person:  Deborah M. Kaye, Associate Vice President for Enrollment Services 

  



 19 

 

Florida Equity Report 
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ACADEMIC PROGRAM REVIEWS 
 

 
Table 6 Analysis  Master’s Degrees Awarded (A, B and C): 

 

Increasing the enrollment, retention, and graduation of underrepresented populations has been and will 

remain a specific goal of the UNF Graduate School.  All recruitment and enrollment strategies undergo 

regular review and are evaluated based upon relevancy and success each year. 

 

Over the past five years, Master’s degree awards have increased with the majority gains seen in White and 

Male categories.  Asian category awards charted a decline in five years, while Hispanic category awards 

charted increases.  A particular trend to watch and act upon, however, is the decrease in Black category 

awards to 6.8% of all awards from 10% of all awards in 2005-06. 

 

In comparing the yearly numbers, this year has shown a noticeable decline in the total number of Master’s 

degrees awarded when compared to last year.  In 2009-10, UNF awarded 584 total Master’s degrees and in 

2010-11 UNF awarded 559 degrees.  That is a 6.8% drop in degrees awarded.  All but one of the ethnic 

population categories exhibited a downward trend both in headcount and in category percent of total 

Master’s graduation numbers.  Specifically, the percentage of graduating Black category students fell from 

Table 6.  Master's Degrees Awarded Annual Years 2010-2011, 2009-2010 and  2005-2006 

  NRA B AI/AN A H 

NH/

OPI 

W ≥Two UNK TOTAL 

AY 2010 - 2011 
          

 
  

 
    

Male 20 11 0 9 12 1 145 2 2 202 

Female 15 27 0 17 22 0 272 0 4 357 

Total 35 38 0 26 34 1 417 2 6 559 

Category % of Total 6.3% 6.8% 0.0% 4.7% 6.1% o.2% 74.6% 0.4% 1.1% 100.0% 

AY 2009 - 2010 
          

 
  

 
    

Male 20 12 2 11 3  175  0 223 

Female 20 38 1 17 16  266  3 361 

Total 40 50 3 28 19  441  3 584 

Category % of Total 6.8% 8.6% 0.5% 4.8% 3.3%  75.5%  0.5% 100.0% 

AY 2005-2006           
 

  
 

    

Male 12 13 0 11 12  107  3 158 

Female 42 37 0 22 17  223  1 343 

Total 54 50 0 33 29  330  4 500 

Category % of Total 10.8% 
10.0
% 

0.0% 6.6% 5.8%  66.0%  0.8% 100.0% 

Source:   IPEDS Completions 2011-2012, 2010-11, 2006-2007 reports (degrees awarded AY 2010-2011, AY 2009-2010, AY 2005-2006), 
GRAND TOTAL BY FIRST MAJOR, Master’s degrees. Chart for 99.0000, all disciplines. 
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8.6% to 6.8% of total.  That constitutes a 21% decline in one year.  This particular category will require 

specific recruitment and enrollment attention.  Hispanic populations are the only ethnic category to chart an 

increased graduation trend over the past year both in headcount and in percentage of total.  In 2009-10, only 

19 Hispanic students earned a Master’s degree at UNF, 3.3% of total graduates, a trend that was of particular 

concern in last year’s report.  In 2010-11 that number has exceed expectations with 34 Hispanic graduates or 

6.1% of total graduates. 

 

Methods and Strategies to increase the amount of master’s degrees awarded to underrepresented groups: 

Since efforts to recruit, retain, and graduate master’s and doctoral students rarely show results in one year’s 

time, The Graduate School will continue strategies as stated in last year’s report paying particular attention to 

Hispanic category, Black category, and Male category recruitment and enrollment initiatives.  It’s important 

to note that admission decisions for all graduate applicants are made by the specific programs without 

regards to gender or ethnicity.  Therefore, the following strategies will be addressed by The Graduate School 

in the hopes that the graduate programs can each follow the lead in implementing their own strategies: 

 Continue to proactively assist the graduate programs’ understanding of the importance of enrollment 

diversity within their specific programs with the use ethnic and gender data reports. 

 Encourage minority graduate student mentoring in the academic departments and continue to link 

minority students with faculty mentors. 

 Continue to seek recruitment opportunities within Florida’s HBCUs– specifically FAMU, Edward 

Waters College, and Bethune-Cookman University, and in the Southeast United States.  Though this 

has been relatively unsuccessful due to lack of response by other institutions, the Graduate School 

will continue to attempt to make productive connections. 

 Continue to advertise and recruit for the Delores A. Auzenne Fellowship designed to increase the 

enrollment of underrepresented populations within specific graduate programs. 

 Pursue marketing opportunities and campus connections to HSIs (Hispanic Serving Institutions) in 

the state of Florida such as Florida International University (FIU) in Miami. 

 Attend and recruit prospective graduate students at the annual conference of the Florida Fund for 

Minority Teachers (FFMT). 

 Continue to support and encourage the Special Summer Graduate Program for incoming minority 

graduate students, sponsored by the Intercultural Center for Peace. 

 Encourage minority participation in the Graduate Student Organization (GSO), a group dedicated to 

supporting and enhancing the graduate student experience and facilitating interaction and friendship 

between fellow graduate students. 

 Develop interaction and recruitment opportunities within UNF minority organizations including 

Intercultural Center for Peace, LGBTRC, Women’s Center, AASU, etc. 

 Develop interaction and recruitment  opportunities among Pathways Scholarship and Jacksonville 

Commitment cohorts. 

 Develop targeted communication and recruitment campaigns using the CGIS database of Florida 

public post-secondary undergraduates nearing completion of their degrees. 

 Maintain an active and productive presence on the Commission on Diversity and Inclusion and its 

applicable subcommittees focused on retention and recruitment. 

 

Projected Goals for 2012-2013: 

 

The University will continue its efforts as outlined in Methods and Strategies to increase the amount of 

minorities graduating with master’s degrees from UNF.  The plan is to increase total minority admissions 

with a goal of increasing minority representation in the graduate student body by approximately two percent 

(2%) over the next two years.  Special effort will be made to recruit, retain, and increase the amount of 
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Hispanic and African-American students.  With an increase in the number of qualified minority students that 

are admitted to our master’s programs, the better the likelihood of seeing increases in minority degree 

production. 

 

The Graduate School office will also maintain active membership and involvement on the Commission for 

Diversity and Inclusion.  The purpose of the Commission on Diversity is to advise the University President 

and Provost on issues of diversity, inclusion, and racial equality at the University of North Florida.  The 

Graduate School will be a leader on the Student Recruitment and Retention subcommittee of the 

Commission, which will ensure that minority student recruitment and retention issues continue to receive 

high level attention and priority. 

 

Contact Person: Chad Learch, Director, UNF Graduate School 
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Table 7.  Doctoral Degrees Awarded Annual Years 2010-2011, 2009-2010 and  2005-2006 

  NRA B AI/AN A H 

NH/

OPI W 

≥ TWO 

UNK TOTAL 

AY 2010-2011           
 

  
 

    

Male 0 1 0 0 1 0 11 0 0 13 

Female 0 2 0 0 1 0 20 0 0 23 

Total 0 3 0 0 2 0 31 0 0 36 

Category % of Total 0.0% 8.3% 0.0% 0.0% 5.6% 0.0% 86.1% 0.0% 0.0% 100.0% 

AY 2009-2010           
 

  
 

    

Male 0 0 0 1 0  7  0 8 

Female 1 4 1 0 0  32  0 38 

Total 1 4 1 1 0  39  0 46 

Category % of Total 2.2% 8.7% 2.2% 2.2% 0.0%  84.8%  0.0% 100.0% 

AY 2005-2006           
 

  
 

    

Male 0 1 0 0 0  0  0 1 

Female 0 2 0 0 2  6  0 10 

Total 0 3 0 0 2  6  0 11 

Category % of Total 0.0% 27.3% 0.0% 0.0% 18.2%  54.5%  0.0% 100.0% 

Source: IPEDS Completions 2011-2012, 2010-2011, 2006-2007 reports (degrees awarded AY 2010-2011, AY 2009-2010, AY 2005-2006), 
GRAND TOTAL BY FIRST MAJOR, Doctoral degrees. Chart for 99.0000, all disciplines. 

 
 
Table 7 Analysis  Analysis on Doctoral Degrees Awarded (A, B and C): 
 

Increasing the enrollment, retention, and graduation of underrepresented populations has been and will 

remain a specific goal of the UNF Graduate School.  All recruitment and enrollment strategies undergo 

regular review and are evaluated based upon relevancy and success each year. 

 

Over the past five years there has been a marked increase in awarded Doctoral degrees which is in large part 

a result of the two new doctoral programs, DPT and DNP.  In 2005-06, UNF awarded only 11 Doctorates 

and only one of those was male gendered.  In 2010-11 that number has increased more than 320% to 36 

Doctoral awards with noticeable gains in the Male gender category.  All the degree awarded gains over the 

five year period were made within the White ethnic category.   This remains a trend of particular concern in 

light of diversity initiatives. 

 

When looking at one year enrollment changes, there were 10 fewer UNF Doctoral degrees awarded in 2010-

11 than were awarded in 2009-10 which reflects a 22% decrease in total awards from 46 to 36 graduates.  
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Given the small number of Doctoral degrees awarded, the percent change within category totals since last 

year seems high though the headcounts reflect small numbers.  For example, negative headcounts in Native 

American and Asian categories reflected one doctoral awardee each last year, yet no awardees this year.  

There were two category headcount increases since last year, whereby male gendered doctoral degree earners 

increased by five graduates and Hispanic doctoral degree earners by two.  Such low headcount numbers 

suggest that change is negligible and trends difficult to mark.  The low representative and overall doctoral 

award numbers certainly indicate that all categories require attention. 

 

Methods and Strategies to increase the amount of doctoral degrees awarded to underrepresented groups: 

 

Since efforts to recruit, retain, and graduate master’s and doctoral students rarely show results in one year’s 

time, The Graduate School will continue strategies as stated in last year’s report paying particular attention to 

Hispanic category, Black category, and Male category recruitment and enrollment initiatives.  It’s important 

to note that admission decisions for all graduate applicants are made by the specific programs without 

regards to gender or ethnicity.  Therefore, the following strategies will be addressed by The Graduate School 

in the hopes that the graduate programs can each follow the lead in implementing their own strategies: 

 Continue to proactively assist the graduate programs’ understanding of the importance of enrollment 

diversity within their specific programs with the use ethnic and gender data reports. 

 Encourage minority graduate student mentoring in the academic departments and continue to link 

minority students with faculty mentors. 

 Continue to seek recruitment opportunities within Florida’s HBCUs– specifically FAMU, Edward 

Waters College, and Bethune-Cookman University, and in the Southeast United States.  Though this 

has been relatively unsuccessful due to lack of response by other institutions, the Graduate School 

will continue to attempt to make productive connections. 

 Continue to advertise and recruit for the Delores A. Auzenne Fellowship designed to increase the 

enrollment of underrepresented populations within specific graduate programs. 

 Pursue marketing opportunities and campus connections to HSIs (Hispanic Serving Institutions) in 

the state of Florida such as Florida International University (FIU) in Miami. 

 Attend and recruit prospective graduate students at the annual conference of the Florida Fund for 

Minority Teachers (FFMT). 

 Continue to support and encourage the Special Summer Graduate Program for incoming minority 

graduate students, sponsored by the Intercultural Center for Peace. 

 Encourage minority participation in the Graduate Student Organization (GSO), a group dedicated to 

supporting and enhancing the graduate student experience and facilitating interaction and friendship 

between fellow graduate students. 

 Develop interaction and recruitment opportunities within UNF minority organizations including 

Intercultural Center for Peace, LGBTRC, Women’s Center, AASU, etc. 

 Develop interaction and recruitment opportunities among Pathways Scholarship and Jacksonville 

Commitment cohorts. 

 Develop targeted communication and recruitment campaigns using the CGIS database of Florida 

public post-secondary undergraduates nearing completion of their degrees. 

 Maintain an active and productive presence on the Commission on Diversity and Inclusion and its 

applicable subcommittees focused on retention and recruitment. 

 

Projected Goals for 2012-2013: 

 

The University will continue its efforts as outlined in Methods and Strategies to increase the amount of 

minorities graduating with doctoral degrees from UNF.  The plan is to increase total minority admissions 
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with a goal of increasing minority representation in the graduate student body by approximately two percent 

(2%) over the next two years.  With an increase in the number of qualified minority students that are 

admitted to our doctoral programs, the better the likelihood of seeing increases in minority degree 

production.  Special effort will be made to recruit, retain, and increase the amount of minority students 

represented in all three doctoral programs located in the College of Education and Human Services and in the 

Brooks College of Health.   

 

Over the coming year, the Graduate School office will conduct a study and isolate on the composition of 

minority representation in our doctoral programs, separated out from the overall numbers across all grad 

programs.  We wish to see if there are discrepancies in level between the number of minority students at the 

master’s level vs. the number of such students at the doctoral level.  If negative discrepancies are found, then 

a concerted effort will be made to raise doctoral level representation to the same percentage as master’s level 

representation. 

 

The Graduate School office will also maintain active membership and involvement on the Commission for 

Diversity.  The purpose of the Commission on Diversity is to advise the University President and Provost on 

issues of diversity, inclusion, and racial equality at the University of North Florida.  The Graduate School 

will be a leader on the Student Recruitment and Retention subcommittee of the Commission, which will 

ensure that minority student recruitment and retention issues continue to receive high level attention and 

priority. 

 

Contact Person: Chad Learch, Director, UNF Graduate School 
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The table below is intentionally left blank.   
There is no report or analyses (A, B, and C) for Table 8 because  

UNF does not award First Professional Degrees. 

 
 
 
 

 
          Source: IPEDS Completions 2011-2012, 2010-2011, 2006-2007 reports (degrees awarded AY 2010-2011, AY 2009-2010 AY 2005-2006),   
         GRAND TOTAL BY FIRST MAJOR, First Professional degrees. Chart for 99.0000, all disciplines. 

 
 
 
 
 
 

Table 8.  First Professional Degrees Awarded, AY 2010-2011, AY 2009-2010, AY 2005-

2006 

  NRA B AI/AN A/PI H W UNK TOTAL 

AY 2010-2011                 

Male 0 0 0 0 0 0 0 0 

Female 0 0 0 0 0 0 0 0 

Total 0 0 0 0 0 0 0 0 

Category % of Total 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

AY 2009-2010                 

Male 0 0 0 0 0 0 0 0 

Female 0 0 0 0 0 0 0 0 

Total 0 0 0 0 0 0 0 0 

Category % of Total 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 

AY 2005-2006                 

Male 0 0 0 0 0 0 0 0 

Female 0 0 0 0 0 0 0 0 

Total 0 0 0 0 0 0 0 0 

Category % of Total 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 
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PART III.  ACADEMIC PROGRAM REVIEWS - STUDENT SERVICES (D) 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Student services require periodic review by the institution to determine 

compliance with equity statutes. Non-discrimination on the basis of 

race, gender, national origin, marital status, or disability is required. 
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ACADEMIC PROGRAM SERVICES- 

STUDENT SERVICES 

 
A.  Academic Advisement – UNF’s advising system has been recognized by the National 

Academic Advising Association as one of the best in the nation. This exceptionally capable 

system allows UNF students to map out a program of study best tailored to their individual 

needs. The University of North Florida is committed to providing caring, quality advising and 

related student support services for all UNF students in a culturally sensitive and diverse 

environment. UNF encourages the development of individual initiative, responsibility and 

self-discipline by students in the planning of their own educational programs. The UNF 

academic advising system is designed to assist students in the development of educational 

plans and career goals and to provide assistance and support as students pursue those goals. 

Academic advisors across the campus help students to understand and negotiate the 

procedures and policies of the University. 

 

B. Admission to Academic Program – The University of North Florida encourages 

application from qualified persons and does not discriminate on the basis of race, color, 

religion, national origin, sexual orientation, veteran’s status, disability, age, marital status, or 

gender. The President has delegated responsibility for the implementation of the University’s 

equal opportunity and non-discrimination policies and affirmative action program to the 

Director, Office of Equal Opportunity and Diversity (EOD). Inquiries about policies and 

practices may be directed to the Office of EOD Office at (904) 620- 2507, Bldg. 1/Suite 1201. 

 
C. Health Services – The University of North Florida’s Student Health Services (SHS) 

recognizes its responsibility to respect the basic human rights of all patients who seek its 

treatment, regardless of race, creed, national origin, sexual orientation, gender identity, or 

sources of payment for care. SHS actively encourages patients to assume responsibilities for 

their own health and welfare. In order for any health care to be effective, the patient and the 

health care team must form a partnership in which both work together for the patient’s 

common good health.  The Patient’s Bill of Rights has been part of the Student Health 

Services Policy and Procedure book for a number of years. 

 

D.  Club and Intramural Athletics – The mission of UNF’s Campus Recreation Department 

is to provide students, faculty, and staff with a wide variety of recreational and social 

activities ranging from fitness classes and aquatics, to club sports and organized intramural 

sports competitions. Many of these activities are transformational experiences which serve 

both to enhance the personal development and physical wellbeing of the student body, thus 

increasing the likelihood of their retention and success at the University. All programs are 

open for participation by all enrolled UNF students, and faculty and staff, regardless of race, 

creed, ethnicity, national origin, or sexual orientation. Campus Recreation actively recruits 

students from diverse backgrounds to work in all of its employment positions. 
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ACADEMIC PROGRAM SERVICES- 

STUDENT SERVICES 

 
E.  Student Financial Assistance  –  University of North Florida has signed a Program 

Participation Agreement (PPA) with the U.S. Department of Education.  A PPA states that 

General Terms and Conditions for institutional participation.  By signing the PPA a school 

agrees to: 

 

1. Comply with the program statues, regulations, and policies governing the SFA programs; 

2. Establish a drug abuse prevention policy accessible to any officer, employee or student at 

the institution; 

3. Comply with 

a. the Campus Security Policy and Crime Statistics disclosure requirements of the 

HEA, 

b. Title VI of the Civil Rights Act of 1964, as amended, barring discrimination on the 

basis of race, color, or national origin, 

c. Title IX of the Education Amendments of 1972, barring discrimination on the basis 

of sex, 

d. Section 504 of the Rehabilitation Act of 1973, barring discrimination on the basis of 

physical handicap, and 

e. The Age Discrimination Act of 1975; 

4. Acknowledge that the Department, states, and accrediting agencies share responsibility for 

maintaining the integrity of the SFA programs and that these organization may share 

information about the institution without limitation; and 

5. Acknowledge that the institution must, prior to any other legal action, submit any dispute 

involving the final denial, withdrawal, or termination of accreditation to final arbitration. 

F.  Housing – UNF’s Department of Housing and Residence Life makes a concerted effort to 

notify all residents and the wider UNF community of our non-discrimination policy. To that 

end the following language is included in the UNF Housing Contract Terms and Conditions: 
 

In accordance with University’s educational philosophy of total integration of all facilities and in 

accordance with the laws of the United States and the State of Florida, race, creed, color, religion, 

and national origin are not considered criteria in the placement of students in residential facilities or 

in room/apartment assignments. Gender is considered a criterion in room/apartment assignment: 

however, housing assignments to male and female students are proportionate in quantity and 

comparable in quality in compliance with applicable law. 

 

Additionally, Housing and Residence Life provides accommodations for students with 

disabilities. The Housing Contract directs students requesting such accommodations to 

contact the Disability Resource Center, with whom we work closely to ensure all concerns are 

met. 

Examples of room accommodations in Housing include: 

   Hearing Impaired: 

 Doorbells in rooms modified for Hearing Impaired residents 

 Strobe Enunciators in rooms modified for hearing impaired resident 
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ACADEMIC PROGRAM SERVICES- 

STUDENT SERVICES 

 

 Priority room assignments 
    

Physically Challenged: 

 Remote controlled door openers 

 Modified living spaces to accommodate wheelchairs 

 Lowered thermostat  

 ADA-compliant cooking lounges 

 Priority room assignments 
    

Visually Impaired: 

 Private room for students with a guide dog 

 ADA compliant room signs throughout UNF Housing 

 Priority room assignments 

 

G.  Student Employment – The University of North Florida’s Division of Student Affairs 

supports the pursuit of students’ academic goals through not only a variety of formal and 

informal experiential and educational programs, but also by providing financial assistance to 

students through employment in the Division. Student Affairs offers numerous part-time, on-

campus student employment opportunities in its departmental offices and facilities. While 

most of these casual positions require minimal education or skills, many indirectly offer 

career and professional development opportunities that assist students in developing 

employment and leadership skills, or help them discover previously unrealized career paths. 

The majority of the Division’s student hiring is based primarily on the individual academic 

schedule (work-hour availability) and/or a student having been awarded Federal Work-Study 

funds to support his or her work on campus. Student positions in the Division of Student 

Affairs are filled without regard to race, color, religion, age, disability, gender, sexual 

orientation, marital status, national origin, or veteran status. 

Effective performance of some Student Affairs posts requires physical fitness, the ability to 

engage or persuade student peers, or attainment of emotional maturity due to the confidential 

nature of the office’s work and/or access to personal information. A small number of available 

positions are related to a student’s academic major, benefiting both student and employer. 

 

H.  Educational and Work Environment – The University of North Florida complies with 

both the philosophy and the practice of equal opportunity for all citizens in academic life and 

employment as specified in the Civil Rights Act of 1964m Section 503 of the Rehabilitation 

Act of 1973, and the Americans with Disabilities Act (ADA) of 1990. The President of UNF 

has designated a director to ensure compliance with policies regarding affirmative action, 

equal opportunity, sexual harassment, and nondiscrimination against disabled persons. 

Inquiries about UNF policies and practices in regard to relevant institutional policies, Title VI, 

Title VII, Title IX, or ADA/Section 504 should be referred to the Director of Equal 

Opportunity and Diversity at 620-2513. 
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PART IV.  GENDER EQUITY IN ATHLETICS 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

According to the Florida Educational Equity Act and the 

requirements of Chapter 1006.71 (Gender Equity in 

Athletics), each university shall prepare an annual update 

to the Gender Equity Plan and include a description of 

the findings followed by an assessment of gender equity 

in eleven areas.  
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Element Assessment Status 

1. Sports offerings 

Men  (8): Baseball, Basketball, Cross Country, Golf, Soccer, Tennis, 

Indoor Track and Field, Outdoor Track and Field                                                            

Women (10): Basketball, Cross Country, Sand Volleyball, Soccer, 

Softball, Swimming & Diving, Tennis, Indoor Track & Field, Outdoor 

Track & Field, Volleyball 
 

Compliant 

2. Participation 

rates, male and 

female, compared 

with full-time 

undergraduate 

enrollment  

 

Full-Time Undergraduate Enrollment: 10,411 (4,554 Male - 43.7% and 

5,857 Female - 56.3%)                                                                                        

Student-Athlete Participation (duplicated head count): 328 (146 Male - 

44.5% and 182 Female - 55.5%)                                                                                                                        
 

The 2010-11 EADA report indicates a substantial improvement in student-

athlete participation rates.  The previous year’s projections indicated an 

anticipated increase in both athletic participation and enrollment, but more 

importantly, a closer rate of proportionality. The number of female student-

athletes is more proportionate to our student body enrollment. Female 

student-athletes make up 55.5% of the athletics population and female 

students making up 56.3% of the general student population for a variance 

of 0.8%.   
 

In addition, the athletic department has added Sand Volleyball for the 

2011-12 academic year; which will reflect on our 2012-13 Florida Equity 

Report. Women’s Golf will also be added in the 2012-13 academic year 

and will reflect on the 2013-14 Florida Equity Report. The addition of 

these two sports will ease the need for roster management and will result in 

an increase in athletic participation for both men and women. 

                                         

Compliant 

3. Availability of 

facilities, defined 

as locker room, 

practice, and 

competitive 

facilities 

 

Comparable sports (baseball/softball, men's' and women's basketball, cross 

country, soccer, tennis and track) have comparable, if not identical 

facilities for locker rooms, practice and competition. Men's golf has its 

own on-campus practice facility including a 3-hole course, driving range, 

chipping and putting green as well as locker/team rooms, and coach's 

office. Local high quality golf courses are also used for practice as well as 

hosting one collegiate invitational tournament annually. Women's 

volleyball utilizes the Arena for all practice and home competitions as do 

the two basketball teams. They also have private locker rooms within that 

facility similar to those of the basketball teams. Softball also has a recently 

renovated (2010) locker room facility in the UNF Arena. Women's 

Swimming utilizes the UNF Aquatic Center for practices and home meets. 

This is an Olympic-size pool with brand new 1 and 3 meter diving boards. 

After years of minimal maintenance the facility is in need of repairs in 

order to maintain a quality comparable to that of other sports. Women's 

swimming utilizes a private locker room in a recently built addition to the 

UNF Aquatic Center.  

Compliant 
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Element 

 

Assessment 

 

Status 

4. Scholarship 

offerings for 

athletes 

Full-Time Undergraduate Enrollment: 10,411 (4,554 Male - 43.7% and 

5,857 Female - 56.3%)                                                                                         

 

Total Aid: $1,751,426 ($704,073 Male - 40.2% and $1,047,353 Female - 

59.8%)                                                                                                                           

Number of Athletes Receiving Aid: 182 (88 Male-48.4% and 94 Female 

51.6%)                                                                                                                                  

Equivalencies: 89.64 (38.51 Male - 43.0% and 51.13 Female - 57.0%)                                                                                                                   

Current Title IX guidelines permit a variance of up to 3%.  For the 2010-11 

year, UNF had a variance in total aid of 3.5%.  However, due to past issues 

with proportionality this variance is permissible as we increase our efforts 

to bolster our women’s athletic programs. In an effort to increase our 

participation numbers a conscious decision has been made to increase our 

scholarship funding for female sports; however, this has resulted in female 

athletes receiving a greater percentage of the scholarship funding.  Efforts 

will continue to increase scholarship funding on both sides until all sports 

are at their maximum permissible aid limits which will put us within 

proper limits. 

 

Compliant 

5. Funds allocated for: 

   a) the athletic 

program as a 

whole 

The grand total expenses for the athletic program were $8,585,191 up 

$383,216 from the previous year.  This included $3,338,382 in expenses 

that were shared equally by both the  men’s and women’s programs 

primarily in administrative salaries and  facility operations.  Of the sport 

and gender specific expenses, the men’s  program expenses equaled 

$2,528,324 (48.2%) while the women’s program expenses were 

$2,718,485 (51.8%) for a total of $5,246,809.  Men’s program expenses 

increased slightly over the 2010-11 academic year while Women’s 

program expenses had a more significant increase. This is due to the 

preparation of adding two new women’s sports (sand volleyball and 

women’s golf). Women's athletic expenses will continue to increase as 

UNF continues to develop funding for the new programs. 

Compliant 

   b) administration 

All programs report directly to the Athletics Director.  Day to day 

operations report directly to the Athletics Director.  Men’s soccer, 

women’s soccer and baseball report to the Sr. Associate Athletics Director 

for Facilities/Operations for day to day operations. Men’s Tennis, Men’s 

Golf, Volleyball and Sand Volleyball report directly to the Associate 

Athletics Director for Finance for day to day operations. Women’s Tennis, 

Softball, Women’s Swimming & Diving and Women’s Golf report directly 

to the Associate Athletics Director for Compliance/Senior Woman 

Administrator for day to day operations.  Other administrative assignments 

were not program and/or gender specific. All administrative services 

(athletic communications,  athletic training, strength and conditioning, 

business office services, academic support, compliance, and clerical 

support) were shared equally by all programs.   

Compliant 
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Element Assessment Status 

   c) travel and per 

diem allowances 

Travel policies and per diem allowances were the same for all teams with  

the exception that both basketball teams and, at times, some other teams 

supplement per diem from fund raised monies.  Overall travel expenses 

shifted this year to reflect that the men’s programs spent $333,645 (51.3%) 

while the women spent $316,284 (48.7%) on travel. While the actual dollar 

amounts spent appear inequitable it is significant to note the base travel 

that has been allotted to each program is equitable; however, it cannot 

account for additional expenses for post season competition and travel 

associated with guarantee games. The men’s basketball team is expected to 

play games with much larger guarantees to supplement the general athletic 

budget. These games are generally located at a greater distance from the 

university than regularly scheduled opponents and thus travel expenses for 

the men’s basketball team was approximately $49,266 more than for the 

women’s who did not travel as far.   

Compliant 

   d) recruitment 

Male teams spent $64,331 (47.5%) compared to $71,047 (52.5%) for the 

women’s programs for a combined total of $135,378.  As opposed to last 

year, the overall expenditures for both genders were more ($116,597). 

Compliant 

   e) comparable 

coaching 

Prior to the beginning of the 2011-12 year, a new men’s soccer staff was 

hired. There was a loss of three male coaches who were replaced by 3 male 

coaches. There was also a change in the women’s tennis head coach. One 

female coach was replaced with one female coach. We also hired a female 

head coach for our women’s golf program that will be competing during 

the 2012-13 academic year.  Salaries for these coaches more accurately 

reflect market value. 

Compliant 

    f) publicity and 

promotion 

Reviewing the individual items under this category, there was a significant 

difference in fundraising for Men's Golf. We hosted an intercollegiate golf 

tournament and the expenses for this tournament were reported here 

because we only used funds from their foundation account to run the 

tournament. The only other significant difference was in the production 

costs of media guides for men’s and women’s basketball (spiral bound, 

more information).  Two season ticket brochures were produced. One was 

a combined physical brochure for the men’s and women’s basketball teams 

and the other was a PDF version for baseball.  We plan to do only PDF 

versions of these brochures in the future. These were the only programs 

where ticket brochures were produced although the department continues 

to expand the sports and events for which we ticket. 

Non-

Compliant 

   g) Other support 

costs 

The majority of these expenses ($789,958) were not allocated by gender.   

Of the remaining $91,082, the largest costs were for men’s basketball 

($17,999), and women’s basketball ($15,628). Expenses for men’s 

basketball are slightly higher as hospitality costs are paid on a per person 

basis and attendance at the men’s events were greater than those at the 

women’s events.  

Compliant 
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Element Assessment Status 

6. Provision of 

equipment and 

supplies 

There was no apparent discrepancy between the quality and quantity of 

equipment and supplies provided to each of the programs.  Like teams with 

the same head coach had identical provisions.  Those in like sports with 

different head coaches had comparable provisions and expenses were 

equitable when comparing the number of participants. Men’s golf had 

larger equipment and supply expenses per capita ($35,714) than other 

sports due to the nature of doing business.  Golf equipment is both 

expensive and highly individualized.  This discrepancy should diminish 

with the addition of sand volleyball and women’s golf.  

Compliant 

7. Scheduling of 

games and practice 

times 

With the exception of the basketball teams and women’s volleyball, better 

than adequate competition and practice facilities exist for all programs 

enabling them to schedule both team practices and competitions as desired.  

Both basketball programs and women’s volleyball share the same facilities 

with academic classes, campus recreation, intramurals and free play.  In the 

fall, volleyball has priority in scheduling.  In the spring the basketball 

programs have priority.  Despite the limited space, intercollegiate athletics 

has the highest priority in the Arena and the teams share this time and 

space equitably, based on season.  

Compliant 

8. Opportunities to 

receive tutoring 

The department currently has three full-time staff members dedicated to 

the provision of academic support services equitably to both the men’s and 

women’s teams.  All tutoring is handled through the campus tutoring 

center (Academic Center for Excellence – ACE) without regard to gender 

or sport.  In addition, a supervised athletic study hall is held in a dedicated 

space at UNF Hall. UNF Hall held study hours 4 evenings a week and was 

open to all teams and the classroom hours ran 4 mornings a week and were 

open to all teams.  Students from all teams identified as “at risk” were 

required to attend based on coach’s recommendations.  

Compliant 

9. Compensation 

of coaches and 

tutors 

All coaches’ compensation is based on market value, the coach’s 

qualifications, years of coaching experience, and years of service at the 

institution. Should apparent discrepancies in compensation of coaches 

exist, it reflects one of the above criteria.  As new coaching contracts are 

established by the Athletic Director, any discrepancies that exist will be 

reviewed and corrected as warranted.  Compensation for tutors is 

consistent with ACE Department policies regardless of tutee or sport.   

Compliant 

10. Medical and 

training services 

Volleyball, swimming, softball and both basketball programs utilize the 

Arena athletic training room that is adjacent to their practice and 

competition venues and/or locker rooms.  For more extensive treatment 

and/or rehabilitation, they may be referred to the larger main training 

facility in Hodges Soccer/Track Stadium (Arthur “Buster” Browning 

Athletic Training and Education Center) used by all other teams for routine 

athletic training services as well as rehabilitation. Quality of daily 

preventative services is fully equitable across the total program based on 

staffing determined by injury risk requirements.  All athletic training staff 

are board certified and assignments rotate as needed.  

Compliant 
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IMPROVEMENT AREAS 

 

BASIS FOR ENSURING COMPLIANCE 

 

Element Assessment Status 

11. Housing and 

dining facilities 

and services 

No special housing and/or dining services are provided for any athletic 

teams. 
Compliant 

Areas for 

Improvement 

Program for Improvement Timetable 

Participation 

Rates, by Gender, 

compared with 

full-time 

Undergraduate 

Enrollment 

The Athletic Department is committed to continuing its progress toward 

full proportionality. With the 2010-11 academic year, the overall student-

body decreased; with female students making up 56.3% of the population. 

This shift in student-body partnered with the increase in athletics 

participation rates has allowed athletics to meet proportionality.  The 

University of North Florida’s athletic director continues to make funding 

scholarships, especially for women’s sports, the highest priority.  Enhanced 

scholarship budgets along with more recruitment dollars will facilitate 

future increases in female participation opportunities.   

2011-12 

Scholarship 

Offerings 

As our participation numbers and budgets stabilize, we will be able to 

increase scholarship funding for men as well as women.  
2013-14 

The Athletics 

Program as a 

Whole 

The grand total expenses for the athletic program were $8,585,191 up 

$383,216 from the previous year.  This included $3,338,382 in expenses 

that were shared equally by both the men’s and women’s programs 

primarily in administrative salaries and facility operations.  Of the sport 

and gender specific expenses, the men’s program expenses equaled 

$2,528,324 (48.2%) while the women’s program expenses were 

$2,718,485 (51.8%) for a total of $5,246,809. Men’s program expenses 

increased slightly over the 2010-11 academic year while Women’s 

program expenses had a more significant increase. We will improve 

significantly in this area with the addition of Sand Volleyball for the 2011-

12 academic year and women's golf in the 2012-13 academic year. Each of 

these sports will have a separate budget that will increase over the next few 

years as the programs build. 

2012-13 

Publicity and 

Promotions 

The men's golf expenditures in this area will balance out with the addition 

of Women's Golf in the 2012-13 academic year as they will host their own 

tournament each year. 

2012-13 

 

Check one basis below for assuring that the 
University is in compliance with the Florida 

Educational Equity Act: 
 

 
_______ Accommodation of Interest and Abilities 

 

 
_______Substantial Proportionality 

 

 
____X___History and Practice of Expansion of Sports  
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PART V.  EMPLOYMENT REPRESENTATION 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The Florida Equity Report contains information on the achievement 

of appropriate representation of women and minorities in selected 

faculty and administrative employment categories.  Tables 1 – 4 are 

shown first followed by their respective commentary. 
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EMPLOYMENT REPRESENTATION 

 
 

Table 1. Category Representation – Tenured Faculty 

INDICATOR NRA B 

AI/ 

AN 

A  

2010 

AND 

2011 

A/PI  

2006 

H 

NH/OPI 

2010 

AND 

2011 

W 

≥ 

TWO 

2010 

AND 

2011 

NOT 

RE-

PORT-

ED 

FEMALE TOTAL 

Number, Fall 

2011 

13 8 0 15 N/A 6 0 174 1 0 79 217 

Number, Fall 

2010 

14 9 0 14 N/A 5 0 174 2 0 76 218 

Percentage 

Change From Fall 

2010 to 2011 

-7.1% -11.1% N/A 7.1% N/A 20.0% N/A 0.0% -50.0% N/A 3.9% -0.5% 

Number, Fall 

2006 

2 11 0 N/A 13 4 N/A 160 N/A 0 62 190 

Percentage 

Change From Fall 

2006 to 2011 

550.0% -27.3% N/A N/A N/A 50.0% N/A 8.8% N/A N/A 27.4% 14.2% 

Area for 

improvement, 

compared with 

national 

standards? 

(Check if yes) 

                        

Source: IPEDS Fall Staff 2011, 2010 and 2006 

 

Table 2. Category Representation – Tenure-Track Faculty 

INDICATOR NRA B 

AI/ 

AN 

A 

2010 

AND 

2011 

A/PI 

2006 

H 

NH/OPI 

2010 

AND 

2011 

W 

≥ 

TWO  

2010 

AND 

2011 

NOT 

RE-

PORT-

ED 

FEMALE TOTAL 

Number, Fall 

2011 

20 7 0 8 N/A 9 0 104 3 0 83 151 

Number, Fall 

2010 

18 6 0 9 N/A 5 0 94 3 0 73 135 

Percentage 

Change From Fall 

2010 to 2011 

11.1% 16.7% N/A -11.1% N/A 80.0% N/A 10.6% 0.0% N/A 13.7% 11.9% 

Number, Fall 

2006 

22 9 0 N/A 7 7 N/A 107 N/A 0 63 152 

Percentage 

Change From Fall 

2006 to 2011 

-9.1% -22.2% N/A N/A N/A 28.6% N/A -2.8% N/A N/A 31.7% -0.7% 

Area for 

improvement, 

compared with 

national 

standards? 

(Check if yes) 

                        

Source: IPEDS Fall Staff 2011, 2010 and 2006 
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Table 3. Category Representation – Non-Tenure-Earning Faculty or Faculty at Non-Tenure Granting 

Universities 

INDICATOR NRA B AI/AN 

A 

2010 

AND 

2011 

A/PI 

2006 

H 

NH/ 

OPI 

2010 

AND 

2011 

W 

≥ TWO 

2010 

AND 

2011 

NOT 

RE-

PORT-

ED 

FEMALE TOTAL 

Number, Fall 

2011 

3 5 2 3 N/A 3 0 119 3 0 72 138 

Number, Fall 

2010 

6 8 3 6 N/A 2 0 123 4 0 86 152 

Percentage 

Change From 

Fall 2010 to 

2011 

-50.0% -37.5% -33.3% -50.0% N/A 50.0% N/A -3.3% -25.0% N/A -16.3% -9.2% 

Number, Fall 

2006 

4 4 2 N/A 6 5 N/A 119 N/A 0 74 140 

Percentage 

Change From 

Fall 2006 to 

2011 

-25.0% 25.0% 0.0% N/A N/A 
-

40.0% 
N/A 0.0% N/A N/A -2.7% -1.4% 

Area for 

improvement, 

compared 

with national 

standards? 

(Check if yes) 

                        

Source: IPEDS Fall Staff 2011, 2010 and 2006 

 
 

Table 4. Category Representation – Executive/Administrative/Managerial 

INDICATOR NRA B AI/AN 

A 

2010 

and 

2011 

A/PI 

2006 

H 

NH/ 

OPI 

2010 

and 

2011 

W 

≥ TWO 

2010 

AND 

2011 

NOT 

RE-

PORT

-ED 

FEMALE TOTAL 

Number, Fall 

2011 

2 28 1 8 N/A 17 0 211 5 0 140 272 

Number, Fall 

2010 

1 28 2 7 N/A 14 0 207 2 0 131 261 

Percentage 

Change From 

Fall 2010 to 

2011 

100.0% 0.0% -50.0% 14.3% N/A 21.4% N/A 1.9% 150.0% N/A 6.9% 4.2% 

Number, Fall 

2006 

1 22 1 N/A 4 13 N/A 184 N/A 0 118 225 

Percentage 

Change From 

Fall 2006 to 

2011 

100.0% 27.3% 0.0% N/A N/A 30.8% N/A 14.7% N/A N/A 18.6% 20.9% 

Area for 

improvement, 

compared 

with national 

standards? 

(Check if yes) 

            

Source: IPEDS Fall Staff 2011, 2010 and 2006  
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EFFECTIVENESS OF THE UNIVERSITY’S EFFORTS  

 
Faculty:   
 
Tenured Faculty: 

Table 1 - UNF reported a decrease from fall 2010 to fall 2011 in the percentage of black tenured 

faculty members however because of the size of the black population in this category, the actual 

number of black tenured faculty has been reduced by one.    The tenured female faculty population 

increased from last year by almost 4% and overall from 2006-2011 by 27.4%.  Our tenured Asian and 

Hispanic populations increased by one faculty member in each category while the white population 

remained stable.   

 

Tenure Track Faculty: 

Table 2 - Last year we incorporated a new budget incentive plan which targets recruitment and 

retention of minority faculty.  This plan in part resulted in an increased number of minority faculty in 

both black and Hispanic populations.  While the white tenure-track faculty population increased by 

10.6%, our Hispanic population grew by 80% (5 faculty to 9) and our black population increased by 

16.7% (6 to 7 faculty members).  Lastly, our female population increased by almost 14% and over 5 

years, we have seen an increase of 31.7% in female, tenure-track faculty at UNF.  

 

Non-Tenure Track Faculty: 

Table 3 - The percentages of white, black, Asian, and female faculty in this category all decreased in 

part due to budget limitations and UNF’s ability to continue non-tenure track appointments in some 

disciplines.  Additionally, many of our faculty who fall into the non-tenure track faculty group are 

also one-year visiting appointments which are not allowed to be extended due to UNF’s collective 

bargaining agreement.    

 

Administrative and Professional Staff: 
 
Table 4 - In the Executive/Administrative/Managerial area, the University continues to increase and 

sustain the employment of minorities and females.  It is encouraging that the University has 

experienced both progress since the previous reporting period, and over the last five years. The 

expectation is an increase in our diversity presence notwithstanding ordinary attrition.   

 
Overall: 
 
The University underwent a vigorous, but successful compliance review conducted by the Office of 

Federal Contract Compliance Programs (OFCCP) spanning two years.  On August 15, 2011, 

President Delaney received a letter stating that the OFCCP “found no apparent violations of 

Executive Order 11246, as amended, Section 503 of the Rehabilitation Act of 1973, as amended, or 

the Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended.” Notwithstanding this 

very positive outcome, the University continues its commitment by developing an infrastructure for 

ongoing progress. 

 

For example, the Office of Equal Opportunity and Diversity developed a Compliance and Diversity 

Framework that was presented to the President, Provost, vice Presidents, and members of the 

Commission on Diversity and Inclusion.  It highlights the University’s overall efforts to obtain  

measureable outcomes that foster and sustain diversity and inclusion.  Key areas include leadership 
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engagement, awareness and training, communications, and assessment.  The President’s Office, in 

conjunction with the Office of Human Resources steered the Commission on Diversity and Inclusion 

into a new direction as part of the University’s drive to “walk the talk.”  With new Commission 

leadership, development of a vision and new mission, revision and implementation of its bylaws, and 

committee restructuring, the Commission is poised to enhance diversity in the delivery of university 

programs, services, and activities, and in employment opportunities. 

 

Further, the Offices of the President and Vice President for Human Resources, facilitated 

improvement of data retrieval to improve data retrieval by fortifying the data mining process for 

diversity related information in conformance with the latest government compliance standards and to 

monitor progress towards equal employment opportunity. 

 

The Office of Equal Opportunity and Diversity is pleased to report that for the overwhelming 

majority of the workforce, employment levels of women and minorities are representative of our 

recruiting population.  Further, inclusive outreach efforts designed to attract qualified candidates have 

resulted in highly qualified, and diverse applicant pools, and the University is in full compliance with 

governmental expectations at the state and federal level. 

 

▪▪▪ 
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PART VI.  AREAS OF IMPROVEMENT AND ACHIEVEMENT 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

This section highlights improvement and achievement of major 

components of the UNF Florida Equity Report.  

 

Areas for improvement and achievement are noted within each 

section of this Report and partially on the new format herein. 
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University of North Florida 

2011 - 2012 
 
 

  Areas of Improvement Pertaining to 
Academic Services, Programs, and 

Student Enrollment Identified in June 
2012 Report 

Achievement Report for Areas of 
Improvement Pertaining to Academic 

Services, Programs, and Student Enrollment 
Identified in Previous Report, June 2011 

  See Part III of this report. See Part III of this report. 

  

  

  Areas of Improvement Pertaining to 
Gender Equity in Athletics Identified in 

June 2012 Report 

Achievement Report for Areas of 
Improvement Pertaining to Gender Equity in 
Athletics Identified in Previous Report, June 

2011 
Component 2 - Participation Rates by Gender, 

Compared with Full-time Undergraduate 

Enrollment.  On-going efforts will be made to 

sustain our gain. 

Component 2 - Participation Rates by Gender, 

Compared with Full-time Undergraduate Enrollment.  

This year’s Report reflects substantial improvement 

with a variance of 0.8% , which is down from 1.3, 

which is within the range of full proportionality.   

Component 5(f) – Publicity and Promotion.  

Fundraising activities will be reviewed and 

monitored for select sports programs and 

tournaments.  

 

 

 

Component 5 (a) Funds Allocated for Athletics 

program as a Whole.  Currently men's program 

expenses represent 48.2% of all funding while 

women’s program expenses represent nearly 52%. 

Women’s athletic expenses may continue to increase 

as UNF funds new programs.  

  

  Areas of Improvement Pertaining to 
Employment Identified in June 2012 

Report 

Achievement Report for Areas of 
Improvement Pertaining to Employment 
Identified in Previous Report, June 2011 

Areas for improvement include the recruitment 

and retention of minority faculty, and 

executive/administrative/managerial staff. 

With the addition of the “Two or More” 

race/ethnicity category, overall representation of 

minorities was not greatly impacted.   

In addition to the information in this Report, 

the University will continue implementing 

strategies to enhance diversity and inclusion as 

noted in its Affirmative Action Plan. 

According to the University’s Affirmative Action 

Plan, employment levels of women and minorities 

are representative in an overwhelming majority of the 

workforce. 
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Florida Equity Report 
University of North Florida 

2011 - 2012 
 

 

PART VII.  PROTECTED-CLASS REPRESENTATION  IN THE TENURE PROCESS 

 
 
 
 
 

  

Table 1.  Protected-Class Representation in the Tenure Process, 2010-11 

 Applied Withdrawn Denied Deferred Nominated 

MALES           

American Indian or Alaskan Native           

Asian  1       1 

Black or African American/ 
Non-Hispanic 1    1 

Hispanic         

Native Hawaiian/Other Pacific Isl      

Two or More Races      

White, Non-Hispanic 9 2   7 

Other, Not Reported      

Total Male 
(Include Other, Not Reported) 

11 2 0 0 9 

            

FEMALES           

American Indian or Alaskan Native           

Asian or Pacific Islander     1       1 

Black, Non-Hispanic      1     

Hispanic      

Native Hawaiian/Other Pacific Isl      

Two or More Races      

White, not Hispanic    12 1      2 1 9 

Other, Not Reported           

Total Female (Number and 
Percent) 13 1 2 1 10 

(Include Other, Not Reported) 54.2% 33.3% 100.0% 100.0% 52.6% 

GRAND TOTAL 24 3 2 1 19 
LEGEND - 
APPLIED: Faculty whose names have been submitted for tenure review. Sum of Withdrawn, Denied, and Nominated (or 
provide explanation). 
WITHDRAWN: Faculty who withdrew from tenure consideration after applying for review. 
DENIED: Faculty for whom tenure was denied during the review process. 
NOMINATED:  Faculty for whom tenure is being recommended by the University 
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Florida Equity Report 
University of North Florida 

2011 - 2012 
 

 

PART VIII.  PROMOTION AND TENURE COMMITTEE COMPOSITION 
 

 

 

 
 
 
 
 
 
 
 
 
 
 
 

Table 1: Promotion and Tenure Committee Composition, AY 2010-2011 

  
  

 
Black, 

Not 
Hispanic 

American 
Indian/ 

Alaskan 
Native 

 
 

Asian 
 

Native 
Hawaiian 
or Other 
Pacific 

Islander 

 
 

Hispanic 

 
Two or 

More Races 

 
White, Non-

Hispanic 

 
Other, 

Not 
Reported 

Total, 
Including 
Other, Not 
Reported 

Type of 
Committee 

M F M F M F M F M F M F M F M F M F 

University 
Committee 

1    1        4 5   6 5 

College of 
Arts and 
Sciences 

3 1   3 2    2   35 18   41 23 

Coggin 
College of 
Business 

    2    1    7 2   10 2 

Brooks 
College of 
Health 

            0 4   0 4 

College of 
Computing, 
Engineering 
and 
Construction 

    1        2 0   3 0 

College of 
Education 
and Human 
Services 

 1           4 4   4 5 
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PART IX.  OTHER REQUIREMENTS 
 
 
 
 

 
A.  Budget Plan 

B. President’s Evaluation 
C. Top Administrators’ Evaluations 
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A. Budget Plan 
 

The University of North Florida 2011-2012 Budget Plan includes specific strategies and a budget allocation 

that support diversity and Inclusion among faculty. We maintain current strategies that have proven to be 

effective such as including minorities and females on all search committees depending upon availability; 

ensuring a representative applicant pool; using approved search and screen procedures; identifying and 

notifying all tenure-earning faculty eligible to apply for promotion and tenure; and aggressively searching 

for qualified females and underrepresented faculty. 

 

 
 

Resources to Support Recruitment, Tenure and/or Promotion 
Budget 

Allocation 
Achievements 

**Summer Teaching Grants—Academic Affairs provides for approximately 
10 teaching grants over the summer with awards of $7,500 to 
design/redesign a course. We have set aside up to 4 of these awards for 
proposals which focus specifically on issues of diversity 

$30,000 Accomplished 
 

Summer Research Grants—Academic Affairs provides for approximately 20 
research grants over the summer with awards of $7,500 to support faculty 
research and creative endeavors. We have set aside up to 4 of these awards 
for proposals which focus specifically on issues of diversity. 

$30,000 Accomplished 
 

Permanent membership of associate provost on the University’s 
Commission on Diversity 

 Accomplished 

Pay for advertising costs in Hispanic Outlook and Academic Diversity $5,000 Accomplished 
 

Provide hiring unit faculty development grant of $7,500 for first year to 
promote teaching and scholarship 

$22,500 Accomplished 

Set aside one faculty line as “window of Opportunity” should a hire become 
possible 

$60,000 Accomplished 

Provide Salary Supplements of $2,000 for competitive hiring $10,000 Not Required 
Set aside money for counteroffers for competitive retention $25,000 Achieved but 

not utilized 

Total Budget Allocation $182,500 Accomplished 
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B. President’s Evaluation 

 

The university boards of trustees shall annually evaluate the performance of the university presidents in 

achieving annual equity goals and objectives. A summary of the results of such evaluations shall be included 

as part of the annual equity report submitted by the university board of trustees to the legislature and the 

State Board of Education. 

 

The University of North Florida’s Board of Trustees began its 2010-2011 annual evaluation of President 

Delaney with the following statement:  

 

The Board of Trustees commends President Delaney for another outstanding year of 

leadership. This year, UNF increased the academic profile of its incoming freshman student 

body while also increasing the diversity of the student body; retention and graduation rates of 

minority students; significantly increased distance-learning class offerings to better meet 

student needs; lowered its faculty–student ratio and advising ratio; and provided services to its 

student-veterans and students with disabilities at a nationally recognized level of excellence.  

 

In the appended self-report, President Delaney describes UNF’s progress on achieving and diversity on 

UNF’s campus in the following summary statements:  

 

Recruit and Support a Diverse Community of Students, Faculty, and Staff  

 

Our students, our community and our university all benefit when we recruit and retain a diverse faculty, staff 

and student body. We are made a more responsive and representative institution by hiring, enrolling and 

graduating racial and ethnic minorities, women and men from across the age spectrum, veterans and persons 

with varying disabilities. We also benefit from including people from different regions of America and the 

world and individuals with different political and religious perspectives. In addition, we benefit as a 

community by welcoming individuals with differences in sexual orientation and gender identity to fully 

participate in life on UNF’s campus. 

In achieving diversity, recruitment is a critical first step. But it is only a first step in supporting the success of 

individuals who come to UNF from different backgrounds. We must also offer these employees and students 

the programs that are needed to help bridge the gaps.   

In fall 2010, we saw a one percent increase in our ethnic/racial minority student enrollment, with 24 percent 

of our students coming from minority populations. At the same time, we experienced a one-year, one percent 

dip in minority enrollment among new freshmen. Because reporting categories for minorities changed this 

past year to include categories such as “two or more races/ethnicities,” we are unable to determine in which 

categories the decline occurred. But we will be tracking this.    

The increase in the overall rate of minority enrollments has been due, in part, to the cumulative success we 

have had in recruiting students into the Jacksonville Commitment Program. In 2009-2010, we enrolled 114 

students in this program. In 2010-2011, 218 students attended UNF as part of this program. Each of the 

students in this and related programs receives specific support services tailored to their needs, including 

financial counseling and specially designed freshman seminars.  
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As a result of these efforts, we once again maintained strong 2
nd

 year retention rates among our minority 

sophomores. In fall 2010, we retained 84.3 percent of the freshmen admitted in fall 2009. For this same 

period, our retention rate was 87.6 percent among African Americans and 81.6 percent among Hispanics.  

The White retention rate was 83.3 percent and the Asian/Pacific Island rate was 94.6 percent during the same 

period. We are also tracking an increase in the number of minorities among our graduating seniors. Out of 

last year’s bachelor’s degrees, ethnic/racial minorities accounted for 21 percent.  

As I mentioned above, the success of the Jacksonville Commitment Program is, in large part, the result of the 

additional programming we offer these students. To maintain this level of service, we have budgeted to 

assume funding for three program counselors for this upcoming year. 

With improved programming, we have greater numbers of disabled students and veterans on campus. As we 

would anticipate, we have also seen increases in their graduation rates and overall success on campus. In 

2009-2010, the Disability Resource Center (DRC) provided services to 700 disabled students. In 2010-2011, 

the number of disabled students served climbed to 950. In 2004-2005, the DRC served 234 students. In fall 

2009, our Military and Veterans Resource Center (MVRC) served 568 student-veterans. In fall 2010, this 

number climbed to 655 veterans.  

The services we are providing these groups of students are making a difference in their success rates. In 

2004-2005, 11 students registered with the DRC graduated from UNF with their bachelor’s degrees. This 

number climbed to 72 graduates in 2009-2010 and 81 in 2010-2011. When we compare their graduating 

GPAs, we find that the disabled students’ cumulative averages were higher than the overall bachelor’s 

averages in summer and fall 2010 and just slightly below the overall average in spring 2011. Within its first 

year of operation, the MVRC saw 140 of its students graduate. Recognizing their growth and their successes, 

we have added additional staff to both of these centers in the 2011-2012 budget. 

Our vision for a more diverse campus also includes greater diversity among our faculty and staff and the 

conversations we have across campus. Throughout the past four years, we have seen an increase in the 

percentage of minority faculty. In 2007, 13.1 percent of faculty members holding the rank of assistant, 

associate or full professor were ethnic minorities. Within the individual academic ranks, 13.1 percent of full 

professors, 12.4 percent of associate professors and 13.6 percent of assistant professors were minorities. In 

fall 2010, 14.1 percent of the faculty was ethnic/racial minorities. Among these faculty members, 15.7 

percent of full professors were minority and 15.4 percent were assistant professors. These data indicate that 

we are making progress in providing a better balance in the diversity within our faculty while improving 

recruitment, tenure and promotion outcomes at the university.   

We find a similar pattern among faculty based on gender. In fall 2006, 36 percent of the ranked faculty was 

female. This past fall, 41 percent of faculty at the assistant level or above was female. In 2006, 23 percent of 

full professors were women. This past fall, 29 percent were female. And 53 percent of assistant professors 

were women in fall 2010, compared to 43 percent in fall 2006.   

To support continued growth in these pattern, we have developed an incentive plan in the 2011-2012 budget 

that will provide resources allowing academic units to hire faculty in underrepresented categories. To 

broaden the conversations on campus, we also provided funds in our 2011-2012 budget to recognize faculty 

and staff who are making the most significant contributions to on-campus diversity and to offer a symposium 

on race relations, human diversity and community reconciliation.  
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C. Top Administrators’ Evaluations 

 

One of the Universities five strategic goals is to recruit and support a diverse community of students, faculty 

and staff.  The University uses various mechanisms in working to achieve this goal. These range from broad 

measures such as supporting the UNF Commission on Diversity to more targeted actions such as reviewing 

applicant pools to ensure diverse representation and tracking retention and graduation rates among minority 

students.  

 

We share data on our successes and our challenges in each of the areas we target through several different 

annual reports, including our Affirmative Action Plan and our annual reports to the Board of Trustees. Such 

reports help to let administrators know where they are achieving results and where they need to place greater 

focus. We have not, however, been as systematic in incorporating outcomes in evaluations for specific 

administrators beyond the President.  This is an area we will need to focus on going forward.  
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