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EXECUTIVE SUMMARY

The Volunteer State Community College (VSCC) Diversity Plan is a comprehensive, coordinated campus effort to increase and enhance campus diversity in a measurable and assessable manner. It is foremost an institutional plan designed to appeal to all internal and external constituents. VSCC believes this is the right thing to do, beyond the Tennessee Board of Regents mandate and/or an effort to be politically correct. 

DEFINITION

Diversity is the range of differences in a population that may affect communication and understanding between individuals and groups.
PRINCIPLES

Our recommendations are based on four broad principles:

1.
Demographics are not the point. A more diverse population is certainly important, but our commitment must go beyond that. The College should more fully recognize the wide spectrum of culture and experiences that exist on our campus, and to recognize that this effort benefits not just marginalized groups, but all of us.

2. 
Awareness is not enough. A campus that values diversity will go beyond simply making everyone aware that differences exist all around us. In addition, it incorporates those differences into its daily life. Rather than defining those outside the dominant culture as “different,” everyone on campus should become an integral part of the community.

3. 
Focus on actions, not attitudes. A truly diverse environment will include a wide range of attitudes, including racism and sexism, which are constants that all must learn to deal with effectively. However, the institution will not tolerate actions that hurt others. All employees and students will treat each other with respect and civility, which is a hallmark of a well-functioning society. 

4.     Accountability proves commitment. Without clear, thoughtful, achievable goals            and accountability, the College will appear to be simply paying lip service to the concept of diversity. Accountability sends a clear message that this plan was not written simply to meet a mandate. 

2008-2010 GOALS

These goals address three different constituencies -- students, faculty and staff, and the community -- each of which have different needs and require different approaches.

We make two recommendations vital to achieving all of these goals:

First:

Volunteer State Community College should create a position to coordinate diversity initiatives on this campus. We advocate that a Chief Diversity Officer (CDO) ensure that diversity initiatives are developed, implemented, and assessed to guarantee continual improvement.  The CDO would work closely with all grand divisions, with TBR, and the community.

Several campuses in the TBR system have diversity offices or coordinators to ensure not only accountability, but coherence in developing and implementing diversity measures. Among community colleges, for instance, Southwest has a Diversity Office, and Chattanooga, Columbia, and Pellissippi have designated individuals to coordinate efforts. MTSU, ETSU, and TSU all have offices responsible for diversity issues.
  

The Committee recommends that Volunteer State follow the lead of these colleges by creating a standalone position to coordinate diversity efforts. Though the Committee consistently found diversity activities on our campus to be useful, it also found they were rarely part of a coordinated, sustained effort to improve the climate at Volunteer State. The campus has become large enough, and the diversity issues complex enough, to call for a more organized, focused approach.  It is our contention that though an individual has “diversity initiatives” as part of his or her title that the work is significant enough to warrant a full-time effort. Furthermore, for the appropriate campus visibility and ability to work within campus politics, the Chief Diversity Officer should report to the President (Appendix II: Job Description).

The oversight responsibility for this plan will reside with the Director of Student Life and Diversity Initiatives and the Director will be able to work across divisions to accomplish the goals.

Second:

Volunteer State Community College should continue to monitor the campus climate through surveying students, faculty, and staff every two years.

The Committee recommends that the college establish a continuing process to ensure that its diversity initiatives have a positive effect on campus climate. In addition, this will allow the college to see change occurring over time, so that we can anticipate needed changes in our approach to diversity issues. This goal has budgetary implications.

These two recommendations are critical to the success of this plan and will demonstrate the College’s commitment to making the campus a leader in addressing issues of diversity. 

GOALS:

Goal 1 
VSCC will continue to improve the campus environment to be welcoming of all people and support, acknowledge, and value diversity


Objective 1
Increase student satisfaction with campus climate to meet 2 year average on Community College Survey on Student Engagement (CCSE) on question 9C  
(9. How much does this college emphasize each of the following? C. Encouraging contact among students from different economic, social, and racial or ethnic backgrounds)
                                    
Benchmarks:
CCSSE 2.44 mean (average on 2006, 2007)

                                    
Baseline:
CCSSE 2007 question 9C

                                    
Activities:
Incorporate diversity component into orientation program




Year 1:
Implement diversity component/evaluate diversity component through orientation assessment




Year 2:
Review assessment results to determine need for improvement




Responsibility: Advising Center, Director of Student Life and Diversity Initiatives




Provide variety of diversity programming on campus that promotes and fosters inclusiveness




Year 1:
Complete 2007-2008 inventory of campus-wide diversity programming




Year 2:
Develop a diversity activities master plan of campus-wide activities




Responsibility: Director of Student Life and Diversity Initiatives, Campus and Cultural Activities committee, International Education Committee

                  

Objective 2
Assess and develop best practices in integrating diversity into the curricula 




Responsibility: Department Chairs, Division Deans




Year 1: 
Conduct faculty survey to





determine classroom diversity





activities





Prepare an inventory of service





learning opportunities with





focus on diversity




Year 2:
Using results from survey and inventory develop a plan of action to further integrate diversity and service-learning into the classroom


Objective 3
Increase recruitment and retention of underrepresented populations (minority, low income, first generation, non-traditional, disabled)



Benchmark:
VSCC 2005-2010 Strategic Plan 2.1


Increase percentage of minorities by 20% or 190 headcount/increase percentage of non-traditional student enrolled by 20% or 575 headcount



Baseline:
943 headcount fall 2004 (minority)




3240 headcount fall 2004 (non-traditional)



Activities:
Strengthen and/or establish service area high school partnerships




Year 1:
Continue work with Hunters Lane by working with Freshman Academy




Year 2: 
Expand to one additional service area high school




Responsibility: Admissions Office, Director of Student Life and Diversity Initiatives, Academic Divisions, TRIO



Activities:
Develop the assessment of the Access and




Diversity funds award process (priority given to




minority students, 25 years of age or older, fall




and spring total amount of $3000, priority given




to those who receive limited financial aid)




Year 1:
Develop and administer the evaluation tool




Year 2:
Assess the results to determine if the students who receive Access and Diversity funds have increased in enrollment and retention


Objective 4
Increase retention rates of underrepresented students (minority, first-generation, low income, non-traditional, ESOL, and international)


Benchmark: 
Meet or exceed the VSCC overall College retention rate of 22% for each underrepresented student population.




Meet or exceed the VSCC overall College fall-to-fall persistence rate of 44% for each underrepresented student population.  



Baseline:
Will be established


Activities:
Increase participation rate of underrepresented students in Project CARE to exceed 2007-2008 participation rate




Year 1:
Identify retention rate of underrepresented students to determine intervention strategies




Year 2:
Conduct underrepresented student focus groups to identify diversity initiatives




Responsibility: Director of Student Life and Diversity Initiatives, Director of Retention Support Services

                          






Develop an ESOL/International student retention activity




Year 1:
Identify retention rate of ESOL and international student to determine intervention strategies




Year 2:
Conduct ESOL/International student focus groups to determine retention activities




Responsibility: ESOL Director, Office of Admissions, Office of Records, Institutional Research, Director of Retention Support Services, Director of Student Life and Diversity Initiatives

Goal 2 
VSCC will attract, serve and retain faculty and staff who understand and encourage diversity on campus and in the community

Baseline:
2005-2010 Strategic Plan VSCC will research, develop and implement a formal recruitment, development, and retention faculty and staff plan

Benchmark:
Establish and increase faculty and staff   retention rate

            
Objective 1
Develop a comprehensive plan to systematically train faculty and staff on diversity awareness and management


Activities:

                                    

Year 1:             Train full time faculty and staff

                                    

Year 2:             Train part time faculty and staff




Responsibility: Director of Human Resources, Director of Student Life and Diversity Initiatives


Objective 2
Self evaluations, peer evaluations, and supervisor evaluations should have a component to assess the individual’s achievements and development related to diversity. This has an objective to ensure accountability and evaluation of diversity. It is part of the new 2008 evaluation process.



Responsibility:
Division Deans, Department Chairs, Human Resources


Objective 3
Ensure that all college committees have a diverse participation. This process has been implemented.



Responsibility:
President’s Cabinet

 

Goal 3 
VSCC will ensure meaningful community participation in College activities     and VSCC participation in community events


Baseline:
To be determined


Benchmark:
To be determined


Objective 1
Assess and increase community participation in College activities

                                    
Activities:
Inventory College activities




Year 1:
Complete inventory




Year 2:
Increase number of events advertised to the public




Responsibility: Public Relations, Director of Student Life and Diversity Initiatives

Develop a topic-based Distinguished Lecture series focusing on diversity and international education




Year 1
Develop Distinguished Lecture sub committee made up by members of Diversity, International Education and Campus and Cultural Activities committee members





Year 2
Inaugural Distinguished Lecture Series 





Responsibility: Diversity Committee, Campus and Cultural Activities committee, International Education Committee, Director Student Life and Diversity Initiatives

     
Objective 2
Promote, support, and attend community events



Baseline:
VSCC Strategic Plan 2005-2010 1.3



                  
Baseline 2005-2006

Benchmark
Increase number employees and students      participating, and number of hours devoted to community service

                                    
Activities:
Inventory campus-wide advertised community events




Year 1
Complete inventory community events attended by college faculty, staff and students




Year 2
Increase number of community events promoted to the campus 




Responsibility: Public Relations, Office of Student Life and Diversity Initiatives, Division Deans, Department Heads

Goal 4 
Research diversity grant-related options 


Baseline:
2007-2008 three TBR Access and Diversity grants


Benchmarks:
Increase by one grant 

 
Responsibility:
Director of Student Life and Diversity Initiatives, Grants Manager, Subcommittee from the Diversity Committee, Office of Resource Development.

BUDGET
Significant resource allocations in diversity, as for all college priorities, call for effective fiscal planning, management and coordination. A comprehensive approach to diversity funding is required. Under this plan, relative priorities have been identified in three components (Students, Faculty and Staff, and Community).  The success of the plan requires resources to be dedicated to diversity-related initiatives in a more coordinated and effective manner. 

Until recently, the College budgeting process has included little direct reference to diversity funding. Initiatives have been somewhat "invisible" in the process, in part because resources have been distributed throughout the college and because College aspirations for diversity have not been clearly articulated. For example, the College was exemplary in committing $25,000 to faculty/staff diversity training in 2007-2008, and was awarded a total of $41,683 in Access and Diversity grants. However, for students, the 2007-2008 Diversity Initiatives (formerly Minority Affairs) budget has approximately $4,360 which includes nearly $3,000 for student travel. This small budget for an enrollment of approximately 7,000 students demonstrates a lack of commitment to student diversity, especially when other programs that serve smaller numbers of students have significantly larger budgets.

The Office of Diversity Initiatives/Chief Diversity Officer would act as the central point at which College diversity needs and resources are considered in the budgeting process.  The CDO would play a leadership role in coordinating campus and community diversity initiatives at the College, by encouraging internal communication, providing assistance in planning and evaluation, identifying priorities, and advocating for effective resource management. 

Future budget planning for diversity will be based on the following: 


Given the role of diversity in supporting the College's primary missions, diversity resources must be managed strategically, with constant attention to the most effective allocation. Allocation decisions must be responsive to grand division input, which should be actively sought and prioritized relative to other college needs. 



Efforts to support diversity rely heavily on the human resources of the College, and as such, the costs are usually continuing in nature. Also, many diversity outcomes are long term in nature, requiring investments over an extended period of time. 



The College will evaluate continuously the best approaches to providing and funding diversity services, with the intention of eliminating support for those programs and services that have limited or marginal benefits. As appropriate, the College will reallocate resources to fund diversity services that provide the greatest benefit. 



Diversity needs and priorities will continue to be integrated into the College planning and budgeting process. Diversity investments will be linked to the College's strategic planning and budgeting allocation process, by using a framework such as the following: 

1.
Articulate diversity vision/goals 

2.
Conduct needs assessment 

3.
Determine resources gap between needs and existing resources 

4.
Identify potential resources (general fund, outside partnerships, fund-raising, reallocation, grants) 

5.
Establish performance measures and evaluation 


Consistent with the College planning and budgeting process, diversity will be recognized as a programmatic expense at the college and unit levels. Budget presentations by units will consider diversity needs in the same manner as other high-priority program initiatives. College diversity needs and priorities will be presented to the President’s Cabinet by the Office of Diversity Initiatives


Reallocation of current diversity investments may need to be considered, in addition to requests for general fund support. Further, outside partnerships with private companies, K-12 or other higher education institutions will be pursued in earnest, as will private funding support for scholarships and program operating costs. 


All divisions and departments will be required to adopt performance criteria for improving diversity. These criteria will be linked to the unit’s strategic plan and will guide resource investment of one-time and continuing funds. 

CONCLUSION

Volunteer State Community College serves over 7,000 students across its campuses, and employs over 700 people as faculty and staff. The College serves a population of over 500,000 people in its twelve county service area.  With online and RODP courses, the College reaches out to the world community. 

As our world and its citizens become more global and diverse, Volunteer State has a duty and an obligation to lead its students, its employees, and the surrounding communities in an awareness of and an exploration of diversity issues. It is up to the College to "facilitate awareness of people different from ourselves, respect for their rights, and understanding of their points of view."  How our College chooses to lead in this effort will affect people in Middle Tennessee and beyond for generations to come.

APPENDIX I: 

“TOWARD A DIVERSITY COMPETENT INSTITUTION”

Steve O. Michael

	Toward a Diversity-Competent Institution

An Ohio administrator and professor offers a 14-point framework for institutional change.

By Steve O.Michael

June 2007
	


LAST YEAR, ANNE ARUNDEL Community College (Md.) invited me to give a keynote address on the topic of diversity-competent institutions at its annual staff/faculty conference. The topic itself was thought-provoking, because it assumes there can be a diversity competent institution with discernible, observable, and palpable characteristics that set the institution apart from the rest. 

I reviewed the relevant literature on organizational change, diversity, and management and ruminated over the task of describing a diversity-competent institution. I came to this conclusion: There are indeed attributes that distinguish genuine diversity commitment from diversity façade in a higher education environment. 

Institutions with a strong commitment to diversity have certain things in common. The list of 14 characteristics below may not be exhaustive, but efforts to manifest these characteristics and achieve their goals should ensure a more effective path toward diversity progress. 

1. Mission Statement 

Diversity-competent institutions reflect their commitment to diversity in their mission statements. The mission statement defines an institution's purpose or reason for existence. The vision and values described in the mission statement provide legitimacy for institutional activities. The process of developing a mission statement itself invites cross-campus dialogues that provide important education to members of the community. Diversity-competent institutions provide legitimacy for diversity initiatives in their mission statements. 

Some institutions shy away from defining diversity because of the controversial nature of a diversity agenda.
2. Diversity Definition 

Often institutions invest resources in diversity activities without actually defining what they mean by diversity. Some shy away from defining diversity because of the controversial nature of a diversity agenda. Others shy away because of the challenge or the inability to please everyone. However, if we cannot define it, we cannot measure it, and if we cannot measure progress, then anything we do in the name of diversity may or may not be considered appropriate or worthwhile. 

A definition of diversity in higher education ought to stem from higher education philosophy. It should be based on the role higher education is expected to play in our civilization. Here is a definition based on a good understanding of what the role of higher education ought to be: Diversity refers to the human differences that make variable a group's conceptualization and experience of reality, that bestow unearned privileges and/or confer underserved disadvantages on members of the group within a geopolitical and cultural environment, and that provide a platform for the development of unique talents that can be leveraged for the advancement of humanity. 

Diversity-competent institutions embrace comprehensive diversity definitions that enable institutions to continue to strive for excellence. 

3. Leadership Commitment 

Successful organizations have effective leaders who are committed to the vision articulated in the mission statement. Diversity-competent institutions have leaders with a deep commitment to diversity, embracing it as a value and vision that permeates institutional culture and compels institutional investment. Leaders reflect this commitment by advocacy as well as by hiring, mentoring, promoting, and associating with people from diverse backgrounds. 

4. Structure 

A growing number of institutions are centralizing their often fragmented and disjointed diversity-related activities. One result of this is a change in organizational structure to include a senior or chief diversity officer. Chief diversity officers often have institution-wide policy-making roles; they generally report to the president and have an agenda that transcends compliance. A diversity-competent institution provides an organizational structure that maximizes institutional effectiveness. 

5. Diversity Plan 

A diversity-competent institution has a living diversity plan. A living plan does not sit on the shelf to gather dust. Rather, it is a document actively used to guide institutional activities. The process of developing the plan is inclusive; hence, the plan enjoys a wide community ownership. The plan provides broad strategies for unit level implementation. In short, diversity-competent institutions do not operate in the dark but under the light of a well-developed plan. 

6. Diversity Model 

A diversity model provides a conceptual illustration of diversity variables that are critical in realizing diversity vision. Where models have been discussed and adopted, planning efforts and progress assessment are made easy. Diversity-competent institutions have effective diversity models guiding operations. They may not have developed a model from scratch, but they have examined several and have adopted or adapted one to meet their unique needs. 

7. Assessment and Progress Report 

An important characteristic of a progressive organization is attention to data. Diversity-competent institutions measure progress over time and utilize data generated to redirect institutional efforts. Progress, or the lack of it, is made public, and campus wide conversations are undertaken to digest the data obtained. 

8. Accountability and Reward 

Beyond assessment, diversity-competent institutions establish accountability and provide performance incentives. With accountability and reward systems, good leadership is reinforced and poor leadership is discouraged. Diversity-competent institutions include diversity progress in the annual evaluation of chairs, deans, vice presidents, and unit leaders. 

9. Visible Diversity 

No two human beings are the same in all respects. But the diversity we strive for goes beyond that. An inclusive campus reflects the diversity of society. A diversity- competent institution is a campus bubbling with people from many races, religions, economic, and political backgrounds, as well as genders and cultural lifestyles. Diversity is not hidden to the naked eye at a diversity- competent institution; rather, it manifests the rich diversity of society itself. 

Diversity-competent institutions do not operate in the dark but under the light of a well-developed plan.
10. Academic Diversity 

Reflecting the adoption of a comprehensive diversity model, diversity-competent institutions expand diversity activities beyond recruitment and retention. At the heart of a diversity agenda lies the need to expand our narrow socialization, broaden our worldview, and break down the shackles of fear, ignorance, and bigotry. A diversity- competent institution attends to diversity curricula, and it ensures educational experiences aimed at equipping graduates with knowledge and skills to function effectively in an increasingly diverse world. 

11. Healthy Tension 

A diversity-competent institution is not a dormant, conflict-free school but a place where healthy tension exists and where conflicts of ideas provide opportunities to learn and grow. New students will continue to come with their narrow socialization and limited worldview and continue to be prone to making mistakes. Cultures, like the people who create them, evolve as they interact. A diversity-competent campus provides opportunities for cultures to "clash," evolve, and flourish, and for people to change and adapt in a nonviolent manner. 

12. Contributions to Society 

Diversity-competent institutions accept their role as catalysts, as agents for societal change and transformation. They engage in consultations to further the course of diversity in organizations and communities. They engage in empirical investigations to learn more about the benefits associated with human differences. Realizing that society is their source of the diverse talents needed to fulfill their mission, diversity competent institutions also promote diversity within their communities, across the nation, and in the world as a whole. 

13. Pervasive Ethos 

Diversity-competent institutions embrace diversity not to placate agitating interest groups and not as a ploy for political correctness. Across the campus, there is a culture that values differences-a tradition that welcomes diversity and a custom that affirms diverse talents. A diversity ethos permeates the campus at diversity-competent institutions and serves as a force that galvanizes faculty, students, and staff toward inclusive excellence. 

14. Diversity Celebration 

Closely akin to pervasive ethos and accountability and reward is the culture that celebrates differences. Diversity-competent institutions have well-established programs for celebrating diversity. Beyond celebration, they use this opportunity to broaden knowledge and enjoy the dividends that can accrue from well-managed diversity. 

GREAT EXPECTATIONS 

Diversity-competent institutions have characteristics that can and should guide diversity efforts in higher education. These characteristics represent the excellence that institutions pledge, and they are consistent with the expectations that society holds for the bastions of knowledge. 

Steve O. Michael is vice provost and professor of higher education at Kent State University (Ohio).

APPENDIX II:

JOB DESCRIPTION: CHIEF DIVERSITY OFFICER

Volunteer State Community College
JOB DESCRIPTION

	Job Title:
	Chief Diversity Officer
	Standard work hours:
	8:00am - 4:30pm


	Account No:
	TBD

	Department:
	Office of Diversity Initiatives
	Division:
	Office of the President
	Position No:
	TBD

	Reporting Relationship:
	President
	Exemption Status:
	Exempt


JOB OBJECTIVE

· Report to the President with responsibility for advancing diversity and inclusion strategy by setting strategic direction, recommending, developing, implementing and managing the diversity strategy for the College.  Integrates diversity strategy with demonstrable and measurable results. The Chief Diversity Officer serves on the President’s Cabinet or Executive Council and is responsible for providing an integrated vision on all major diversity and inclusion efforts. 

ESSENTIAL JOB FUNCTIONS

· Provide leadership for achieving and sustaining faculty, staff and student diversity as an indispensable element of VSCC academic excellence.

· Act as a strategic, proactive partner with divisions, departments and other institutional partners to advance the diversity strategy of the College.  Develops programs and plans to promote the infusion of diversity in the curriculum and the experience of students and staff.  Engages Dean, Vice Presidents and senior officers in collaborative efforts to advise and resolve issues arising from the diversification of the campus community.

· In consultation with Office of Human Resources and Affirmative Action, develop and implement, a series of training opportunities to develop intercultural competency across the College.   Works to enhance methods of conflict resolution relating to diversity issues. 

· Provides leadership in developing mentoring and professional development programs for underserved members of the campus community.  

· Partner with Public Relations to ensure alignment of diversity messages in employee and student communications.  Ensures that external publications and messages are consistency with VSCC diversity strategy.  

· Work with a variety of committees including the Diversity and Campus and Cultural Activities committees to identify diversity conferences, workshops, training and professional development opportunities that are beneficial to the campus. 

· Collaborate with the Diversity Committee to develop criteria for the acquisition and expenditure of diversity funds.

· Work with the International Education Committee to maximize international student representation and enhance student, faculty, and employee diversity experiences. 

· Serve as campus liaison for Access and Diversity to the Tennessee Board of Regents, Volunteer State Community College Board of Trustees as well as community organizations to advance the commitment to diversity and inclusion.  Reports periodically to the Board on the progress and achievements of the College goals as outlined in the diversity plan. 

· In conjunction with the Colleges Institutional Research, Planning and Effectiveness Division, conduct research and analysis critical to the understanding of the campus culture and climate.  Utilize the results of the research and analysis to develop best practices based upon the recommendations.  Evaluate programs for effectiveness and quality.

MINIMUM JOB REQUIREMENTS

· Master’s degree in Organizational Development, Business, Education, Management or a related field  

· Three to Five years managerial experience, one year of which involved substantial experience furthering the advancement of diversity

· Knowledge of current applicable federal and state civil rights laws

· Excellent communication skills

· Must demonstrate ability to conduct analytical analysis

· Experience with Microsoft Office, Administrative Information Systems Software, and statistical analysis

APPENDIX III:

STRATEGIC PLAN FOR 2005-2010

Volunteer State Community College

Volunteer State Community College

Strategic Plan, 2005-2010

TBR Goal:  The TBR System and its institutions will promote, document, and communicate to all stakeholders the value of higher education’s outreach, education, and research capacity to the economic development and quality of life for the citizens of the State.

TBR 2010 LEADERSHIP Institutional Outcomes:  Institutions will have exhibited patterns of evidence, appropriate to mission, showing institutional leadership for:

1.1 P-16 Initiatives

1.2 Workforce Development

1.3 Civic Responsibility

1.4 Use of Technology

1.5 Research, Service, and Outreach

VSCC Goal: Volunteer State Community College will promote, document, and communicate to its constituents the value of its programs and services to improve quality of life and economic development.

Rationale:  Citizens of the service area indicate that, “VSCC is the best kept secret”. The institution will meet the need of its citizenry in understanding the importance of higher education in improving their quality of life and increasing the economic vitality of the region.  This will be accomplished through intense marketing and communication, partnering with business and industry, being more proactive community participates, expanding workforce training opportunities, and delivering technical and transfer programming through flexible formats.

1.1 P-16 Initiatives

Objective: 
Implement 100% of the goals, objectives, and initiatives adopted by the P-16 Council with Sumner, Wilson, and Robertson Counties.

Baseline: P-16 Council has been established.

Year 1: 
Identify goals, objectives, and initiatives to be implemented

Year 2: 
Establish partnerships and be active participants with P-16 Councils serving counties within the service area

Year 3: 
Implement 50% of initiatives identified

Year 4: 
Evaluate success of initiatives and implement remaining 50% of initiatives

Year 5: 
Evaluate success of initiatives and implement additional initiatives identified

1.2 Workforce Development


06-07

1.3 Civic Responsibility

Objective: Identify and participate in college-wide community service project partnerships.

Baseline: Establish baseline 05-06.

Year 1: 
Identify community service projects for employee and student participation

Year 2: 
Number of employees and students participating; number of hours devoted to community service

Year 3: 
Increase in number of employees and students participating and number of hours devoted to community service; administration of community service satisfaction survey

Year 4: 
Increase in number of employees and students participating, and number of hours devoted to community service; analyses of community service satisfaction survey and development of strategies for continuous improvement; administer satisfaction survey

Year 5: 
Increase in number of employees and students participating, and number of hours devoted to community service; analyses of community service satisfaction survey and development of strategies for continuous improvement; administer satisfaction survey

1.4 Use of Technology

Objective:  Implement Banner to improve business processes.

Baseline: Employee training on and implementation of Banner.

Year 1: 
Implement Finance and Human Resources; begin review and streamlining of business processes

Year 2: 
Implement Student, Financial Aid, Advancement, and Luminis; monitoring of Finance and Human Resources components; continue review and streamlining of business processes

Year 3: 
Continuous monitoring and evaluation of business systems and implementation of refinements to processes

Year 4: 
Reevaluation of critical processes

Objective: Develop, implement, and evaluate a Teaching and Learning Technology Master Plan.

Baseline:  Plan does not exist.

Year 1: 
Develop plan of action; conduct research of available resources and projected need

Year 2: 
Finalize Teaching and Learning Technology Master Plan

Year 3: 
Implement year 1 initiatives of Teaching and Learning Technology Master Plan

Year 4: 
Implement year 2 initiatives of Teaching and Learning Technology Master Plan; evaluate year 1

Year 5: 
Implement year 3 initiatives of Teaching and Learning Technology Master Plan; evaluate year 2

1.5 Research, Service, and Outreach

Objective: To increase availability of flexible course offerings, Newskills, and course planning for students.

Baseline: Pilot program at Wilson Central High School; three-year academic schedule does not exist; 0 accelerated degree programs.

Year 1:  
Continuance of Newskills pilot at Wilson Central High School with emphasis on assisting high school graduates with college readiness

Year 2: 
Publish 3 year academic schedule; develop packaging of courses for working adults

Year 3: 
Identify and develop flexible accelerated degree programs

Year 4: 
Implement flexible accelerated degree programs

Year 5: 
Evaluate flexible accelerated degree programs for continuous improvement

Objective:  VSCC will expand Allied Health Program delivery.

Baseline: Complete Allied Health Program only available at Gallatin Campus.

Year 1:  
Explore potential for Allied Health offerings at strategic off-campus locations through flexible methods

Year 2: 
Identify facility and financial needs

Year 3: 
Deliver Allied Health Program offerings at Livingston

Year 4: 
Identify potential course expansion to other strategic sites

Year 5: 
Begin delivery of Allied Health offerings at new location(s)

Objective:  VSCC will sponsor town hall meetings and/or focus groups to identify emerging educational and training needs.

Baseline: Seven town hall meetings held to obtain input for the strategic plan.

Year 1:  
Sponsor 3 town hall meetings and/or focus groups

Year 2:  
Sponsor 3 town hall meetings and/or focus groups

Year 3:  
Sponsor 3 town hall meetings and/or focus groups

Year 4:  
Sponsor 3 town hall meetings and/or focus groups

Year 5:  
Sponsor 3 town hall meetings and/or focus groups (cumulative total of 15 meetings)

TBR Goal:  The TBR System and its institutions will demonstrate commitment to enhancing the rate and diversity of participation in higher education by Tennesseans.

TBR 2010 ACCESS TO LEARNING Institutional Outcomes:  Institutions will have exhibited patterns of evidence, appropriate to mission, showing effectiveness in:

2.1 increasing the rate and participation in higher education of targeted populations

2.2 demonstrating “fit” of programs and services for existing and emerging job markets

VSCC Goal:  Volunteer State Community College will increase the rate and diversity of participation in higher education by targeting underrepresented populations and through the deliverance of programs and services for the existing and emerging job markets.

Rationale of Goal:  In fall 2004, the institution’s diversity participation rate was 12% and 39.4% for non-traditional students.  VSCC intends to increase the rate of participation of diverse populations and non-traditional students to be more closely aligned with the composition of the population of the service area (20% minority and 63% non-traditional) and to increase awareness of the diverse cultural backgrounds of the citizens of the region.  Allied Health programming is a mission distinctive attribute of the institution.  The demand for professional credentialing of allied health professionals has increased dramatically.  The expansion of programming in the allied health area through partnerships will assist in addressing the anticipated shortfall for trained allied health professionals.

2.1 Increasing the rate and participation in higher education of targeted populations

Objective:  Increase the percentage of minorities enrolled by 20% or 190 headcount.

Baseline: 943 headcount fall 04.

Year 1:
4% or 981 

Year 2:
8% or 1019

Year 3:
12% or 1057

Year 4:
16% or 1095

Year 5:
20% or 1133

Objective: 
Increase the percentage of non-traditional students (25 and older) enrolled by 20% or 575 headcount.

Baseline: 2,780 headcount fall 04.

Year 1:  4% or 2,895

Year 2:  8% or 3,010

Year 3:  12% or 3,125

Year 4:  16% or 3,240

Year 5:  20% or 3,355

2.2 Demonstrating “fit” of programs and services for existing and emerging job markets

Objective: Identify new initiatives in Allied Health Programming through forming partnerships with public and private entities.

Baseline:  Medical Laboratory (1 program) fully funded by external partner.

Year 1: 
Identify area(s) of need and program(s)

Year 2: 
Development of at least one program proposal and TBR approval

Year 3: 
Initial offering of at least one program

Year 4:  
Obtain accreditation for all program(s) identified to satisfy need

Year 5:  
First graduating class and evaluation of program(s) for continuous improvement

TBR Goal:  The TBR System and its institutions will define, monitor, improve, and communicate the quality of programs and services.

2010 Institutional QUALITY Outcomes.  Institutions will have exhibited credible patterns of evidence, appropriate to mission, showing:

3.1 effective programs and services

3.2 effective recruitment, development, and retention of faculty as the primary resource in academic program improvement

3.3 effective recruitment, development, and retention of staff

3.4 benchmarked quality attainment compared to national peers

3.5 development or pursuit of the SACS Quality Enhancement Plan or, for technology centers, COE quality initiatives to demonstrate improvement in student learning

VSCC Goal:  Volunteer State Community College will define, monitor, improve, and communicate the quality of its programs and services while managing growth responsibly.

Rationale:  VSCC is committed to quality and demonstrates this through continual improvement and institutional effectiveness processes.  The institution is aware of the increased emphasis placed on accountability and the necessity to demonstrate processes that ensure efficiency and effectiveness in program delivery. Several accountability processes are integrated; SACS, accreditation of allied health and business programs, academic audits, and utilization of national benchmarking; to respond to increased demands of accountability and to ensure that citizens receive quality programs and services that will meet the needs of a rapidly changing society.    

3.1 Effective programs and services

Objective: Conduct 5 additional academic audits and implement improvements based on self-study and peer evaluation.  Yearly progress reports from each discipline will indicate improvements made in academic quality.

Baseline:  2 (Oral and Written Communications and Mathematics).

Year 1:  1 academic audit conducted; 2 progress reports

Year 2:  1 academic audit conducted; 3 progress reports

Year 3:  1 academic audit conducted; 4 progress reports

Year 4:  1 academic audit conducted; 5 progress reports

Year 5:  1 academic audit conducted (cumulative total of 7); 6 progress reports

3.2 Effective recruitment, development and retention of faculty as the primary resource in academic program improvement

Objective: The institution will research, develop, and implement a formal Recruitment, Development, and Retention Faculty and Staff Plan.

Baseline:   Recruitment, Development and Retention Faculty and Staff Plan does not exist.

Year 1: 
Recruitment, Development, and Retention Faculty and Staff Plan will be finalized including salary study, peer comparisons, incentives, workloads, timelines and procedures for hiring, best uses of professional development funds, and formula to ensure equitable distribution of professional development funds.

Year 2:  
Begin implementation of Recruitment, Development, and Retention Faculty and Staff Plan.

Year 3:  
Evaluate and make modifications for continuous improvement

3.3 Effective recruitment, development, and retention of staff

Objective: The institution will research, develop, and implement a formal Recruitment, Development, and Retention Faculty and Staff Plan.

Baseline:  
Recruitment, Development, and Retention Faculty and Staff Plan does not exist.

Year 1: 
Recruitment, Development, and Retention Faculty and Staff Plan will be finalized including salary study, peer comparisons, incentives, workloads, timelines and procedures for hiring, best uses of professional development funds, and formula to ensure equitable distribution of professional development funds.

 Year 2: 
Begin implementation of Recruitment, Development, and Retention Faculty and Staff Plan.

Year 3:  
Evaluate and make modifications for continuous improvement

3.4 Benchmarked quality attainment compared to national peers

Objective:  VSCC will use the results of Community College Survey of Student Engagement (CCSSE) to enhance student learning by comparing with peers participating in the National Community College Benchmark Study.

Baseline: Established with administration Spring 2005.

Year 1:   Analyze survey results for 5 subscale areas including: active and collaborative learning, student effort, academic challenge, student-faculty interaction, and support for learners.  Administer survey.  

Year 2: 
Analyze survey results for 5 subscale areas including: active and collaborative learning, student effort, academic challenge, student-faculty interaction and support for learners.  Administer survey.  

Year 3:  
From the analysis, identify no more than 3 subscale areas for improvement, develop corrective action steps, and begin implementation.

Year 4:  
Administer survey, analyze results, and continue implementation of corrective actions.

Year 5: 
Continuation of monitoring of progress by comparing with NCCBP norm.

Objective:  Increase the retention rate (graduated within 6 years of initial enrollment) of first-time full-time students to exceed the TBR community college rate of 25%. 

Baseline:  VSCC 22%; TBR community college 25%.

Year 1:  
Develop Retention Plan including retention, persistence and course completion intervention strategies

Year 2:  
Begin implementation of retention, persistence and course completion intervention methods and evaluation of progress for continuous improvement

Year 3:  
Increase retention rate by 1%; net result 23%; continue implementation and evaluation of progress for continuous improvement

Year 4:  
Refine intervention methods in support of continuous improvement

Year 5:  
Retention rate to exceed 25%, TBR community college average  

Objective: Increase the fall-to-fall persistence rate from 44% to exceed the NCCBP median of 46%.  Will develop mechanism to capture percent of graduates and non-graduates reporting achievement of their primary educational objective prior to departure from the institution.

Baseline:  44% compared to NCCBP 46%.

Year 1: 
Develop persistence intervention methods and a mechanism to capture percentage of non-graduates achieving their primary educational objective.

Year 2: 
Implement intervention methods; begin collection of non-graduates achieving their primary educational objective.

Year 3: 
Increase in fall-to-fall persistence rate of 1%; net result 45% rate; continue collection of non-graduates achieving their primary educational objective

Year 4: 
Refine intervention methods in support of continuous improvement; analyze results of primary educational objective collection

Year 5: 
Fall-to-fall persistence rate of 46%, exceed NCCBP median; continue analysis of results of primary educational objective collection.

Objective: VSCC will increase the course completion rate of students to exceed the NCCBP median.

Baseline: VSCC 85% NCCBP 88%.

Year 1:  
Analyze course completion rates by subject area and develop intervention strategies

Year 2:  
Begin implementation of intervention strategies to enhance student success.

Year 3:  
Monitor progress toward obtainment of NCCBP median

Year 4:  
Continuous evaluation of progress; evaluation of mechanisms used to enhance student success; 86% completion rate.

Year 5: 
Continuous evaluation of progress; evaluation of mechanisms used to enhance student success; NCCBP median of 88% exceeded

3.5 Development or pursuit of the SACS Quality Enhancement Plan or, for technology centers, COE quality initiatives to demonstrate improvement in student learning

Objective:  VSCC will develop a Quality Enhancement Plan resulting in enhanced student learning.

Baseline: Plan does not exist. 

Year 1: 
Develop process

Year 2:  
Identify Quality Enhancement Plan topic

Year 3:  
Develop draft of Quality Enhancement Plan with broad-based campus input and communicate enhanced student learning emphasis, activities, outcomes, and budget needs

Year 4: 
Finalize Quality Enhancement Plan with campus approval and submit to SACS; SACS on-site visit with no recommendations received on Quality Enhancement Plan

Year 5: 
SACS reaffirmation

TBR Goal:  The TBR System and its institutions will address fiscal constraints by advocating for appropriate levels of state support and by managing resources, benchmarking best practices, developing and documenting other sources of support, pursuing collaborative and entrepreneurial initiatives, and removing obstacles to competitiveness.

2010 Institutional RESOURCEFULNESS Outcomes.  Institutions will have exhibited credible patterns of evidence, appropriate to mission, that document:

4.1  
use of benchmarking tools in resource management decisions

4.2  
attainment of other sources of support

4.3  
nature and impact of its pursuit of entrepreneurial initiatives

VSCC Goal:  Volunteer State Community College will meet fiscal constraints through strategic development and management of resources as well as through entrepreneurial and innovative strategies built on collaboration with private and public sector entities.

Rationale:  VSCC recognizes the financial constraints of the state and the importance of becoming less dependant on state appropriations for continued operations.  Only through the establishment of entrepreneurial partnerships and a continuous review and modification of existing institutional business practices will the institution be able to continue to maintain and improve programs and services.

4.1 Use of benchmarking tools in resource management decisions

Objective:  Maximize instructional resources by utilizing the results of the Kansas Cost Study to compare academic resources.

Baseline:  First year of reporting.

Year 1:  
Second year of reporting

Year 2:  
Third year of reporting

Year 3:  
Use information for case making evidence that the institution is achieving the level of instructional quality desired through faculty allocation decisions.

Year 4:  
Use information for case making evidence that the institution is achieving the level of instructional quality desired through faculty allocation decisions.

Year 5:  
Use information for case making evidence that the institution is achieving the level of instructional quality desired through faculty allocation decisions.

4.2 Attainment of other sources of support

Objective:  Increase the funded dollar amounts generated through grants by 20% or $27,000 per year. 

Baseline:  $672,573

Year 1:  
Maintain existing funded dollar amount ($672,573) and obtain additional funding of 4%

Year 2:  
Maintain funded dollar amount ($726,573) and obtain additional funding of 4%

Year 3:  
Maintain funded dollar amount ($753,573) and obtain additional funding of 4%

Year 4:  
Maintain funded dollar amount ($780,573) and obtain additional funding of 4%

Year 5: 
20% increase in funded dollar amounts ($807,573)

Objective:  Increase private giving to the Foundation as a percentage of the total college E&G expenditures on a five year average to exceed the TBR community college average of 3.55. 

Baseline: VSCC 3.13% of total E&G expenditures; All TBR community colleges 3.55%

Year 1:  
Exceed previous year’s percentage of total E&G expenditures.

Year 2: 
Exceed previous year’s percentage of total E&G expenditures.

Year 3:  
Exceed previous year’s percentage of total E&G expenditures.

Year 4:  
Exceed previous year’s percentage of total E&G expenditures.

Year 5:  
Exceed previous year’s percentage of total E&G expenditures and community college average.

4.3 Nature and impact of its pursuit of entrepreneurial initiatives

06-07 
�  Steve Michael, Vice Provost and Professor of Higher Education at Kent State University, posits a fourteen-point framework to help colleges become a diversity-competent institution. Point four states that a diversity-competent institution centralizes its diversity-related activities by designating a senior or chief diversity officer. (Appendix I: “Toward a Diversity-Competent Institution”)
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