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INTRODUCTION

Diversity and inclusion is integral to the University of Mississippi Medical Center (UMMC) 
and its three mission areas – educa  on, research, and health care. This commitment to 
a  rac  ng and retaining a diverse and inclusive workforce and student body is the reason 
this guide was published by the Offi  ce of Diversity and Inclusion. In order to create a 
more diverse and inclusive environment that extends through all areas of the ins  tu  on, 
this guide will provide valuable strategies, content, and tools to ensure more inten  onal 
approaches to achieving diversity and inclusion.

EXECUTIVE SUMMARY

This guide is divided into four parts, and is intended to be suppor  ve and consistent with 
best prac  ces guidance. It highlights student characteris  cs with detailed descrip  ons, 
defi nes commonly used terms, addresses outreach and building collabora  ons with 
student aff airs personnel and academic leaders, makes a compelling case for increasing 
diversity and inclusion in the learning environment, and off ers evidence-based solu  ons 
and interven  ons for student success. Readers are encouraged to share informa  on from 
this guide with other faculty and administrators, and use tools provided to incorporate in 
student handbooks, syllabi, or in everyday prac  ce. Four important ins  tu  onal policies for 
the University of Mississippi Medical Center are also included in this guide. 

IINTRODUCTION AND EXECUTIVE SUMMARY      5 
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Mississippi Total Popula  on (2012 - 2016) 

N=2,989,192

        EDUCATION – Ranked 46th

Young children (ages 3-4) not in school | 2016 – 52% 

Children (ages 6-17) who repeated one or more grades since 
kindergarten | 2015-2016 – 15%

High school students not gradua  ng on  me | 2015-2016 – 18%

Dropout rates | 2017 – 10.6%

Head of household did not graduate from high school | 2016 – 13%

        ECONOMIC WELL-BEING – Ranked 48th

Popula  on in poverty | 2017 – 20%   

Children whose parents lack secure employment | 2016 – 28%

Median Income | 2017 – $43,529

Large-scale demographic shi  s are requiring higher 
educa  on ins  tu  ons to strategically rethink 
recruitment, engagement, and reten  on of diverse 
student popula  ons. Outdated prac  ces are no longer 
able to provide colleges and universi  es the framework 
needed to enroll and graduate a robust, diverse student 
popula  on. 

Let’s take a closer look at Mississippi’s popula  on.1,2

According the U.S. News and World Report and the 
United States Census Bureau:3,4

 The 2017 median household income of $43,529
  was the lowest in the U.S., and nearly 21% of the
  state was below the poverty line with almost one
  to every three children under the age of 18 living
  in poverty.

 Today, 58.8% of Mississippi’s nearly 3 million
  residents are White and 37.6% are Black (the   
  highest share of any other state in the U.S.). 

 Less than 5% of Mississippians are American
  Indian, Asian, Hispanic or any other race  
  combined.

 Approximately 2% of Mississippi residents were 
  born outside the U.S., and about 4% speak a   
  language other than English at home.

 The state’s popula  on growth has been stagnant,  
  like many other Southern states. Jackson, the 
  state’s capital, has just under 171,000 residents,

  and is the most populous city, followed by 
  Gulfport, Southaven, Ha   esburg, and Biloxi. 

 About 84% of Mississippians graduated from high
  school, but only 22% hold at least a bachelor’s
  degree.

 The state is  ed for most religious in the country
  with Alabama, with Pew Research iden  fying 77% 
  of adults as highly religious.

UNDERSTANDING DIVERSE POPULATIONS

$
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The overall ranking in educa  on for the 
state of Mississippi is 46 compared to the 
other 50 states, and falls short on  educa  on 
funding by $1.5 billion.3

The ranking is 47 for K–12 educa  on and 
30 for higher educa  on.

From 2015 to 2016, all racial and ethnic minority groups proliferated faster than the 
White majority, thus demonstra  ng that diversity in the U.S. is steadily increasing. 
These projec  ons suggest an even greater level of diversity among Mississippi 
Whites and Blacks or African Americans than the na  onal percentages which are 
76.6% and 13.4%, respec  vely.

Educa  on in Mississippi is at a cri  cal juncture. In order to successfully move 
forward, it is impera  ve to acknowledge and examine the past, and inten  onally 
prepare for the future. Access to quality educa  on is s  ll a major challenge thus 
lessening opportuni  es for children while crea  ng an educa  onal genera  onal gap. 

Based on demographic data from the Offi  ce of Enrollment Management, regarding 
the student popula  on at UMMC, nearly 75.4% of students are self-iden  fi ed as 
White while the remaining 24.6% of students self-iden  fy as non-White including 
13% who iden  fy as Black or African American.5 These es  mates are much closer 
to those represen  ng the racial and ethnic diversity in the country as a whole.

8       UNDERSTANDING DIVERSE POPULATIONS
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FIRST-GENERATION STUDENTS
Since the 1980s, the defi ni  on of fi rst-genera  on has evolved as higher educa  on has 
expanded and enrollment diversifi ed. These varia  ons have emerged for specifi c programs 
and research, in order to meet specifi c needs of the popula  on.6 According to the Na  onal 
Center for Educa  on Sta  s  cs (NCES), fi rst-genera  on students are defi ned as those 
whose parents’ highest level of educa  on is a high school diploma or less. In cases where 
parents have diff erent levels of educa  on, the maximum educa  on level of either parent 
determines how the student is categorized.7 Some ins  tu  ons may defi ne fi rst-genera  on 
as neither parent having earned a four-year college degree. First-genera  on students 
account for nearly one-third of college undergraduates and comple  on rates remain low. 
Moreover, students with at least one parent who a  ended college are 54% more likely to 
earn a degree a  er four years.6,8

Success of fi rst-genera  on students is cri  cal. By 2020, 65% of all jobs will require 
some level of postsecondary educa  on. More importantly, degree a  ainment is  ed 
to employability and earnings which also correlates with be  er health, greater civic 
par  cipa  on, and more tax dollars. Higher educa  on ins  tu  ons are instrumental in 
facilita  ng the experiences of these students by applying innova  ve and inten  onal 
approaches to success in a challenging, yet rewarding, educa  onal climate. 

LOW-INCOME STUDENTS
The U.S. Department of Educa  on defi nes “low income individual” as one whose family’s 
taxable income for the preceding year did not exceed 150 percent of the poverty level 
amount.9 In January 2019, a family of four with a total income of $38,625 is considered 
poverty level (with the excep  on of Alaska and Hawaii). This amount is slightly below the 
median income level in Mississippi of $43,529. Among recent high school graduates from 
families earning below $30K per year, 39% enroll in a four-year college, while another 24% 

PART ONE

DEFINING SPECIFIC POPULATIONS
For the purpose of this guide, this section will describe terminology or groups 
most often associated with diverse student populations and highlights 
promising recruitment and retention strategies.

  9
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enroll in a two-year college. In contrast, 61% of students 
from wealthy families (those earning above $100K per 
year) enroll in four-year ins  tu  ons and 21% enroll in 
two-year ins  tu  ons.10   

Unfortunately, there is discourse around students from 
low socioeconomic (SES) backgrounds in higher educa  on 
and the concep  on associated with low entrance scores, 
decreasing standards, and academic struggle and failure. 
Limited research has focused on more posi  ve elements 
of success such as resilience, self-effi  cacy, and higher 
levels of mo  va  on for students from low SES.11 

Changes in protocol to eff ec  vely and strategically recruit 
lower-income students is not a strenuous task. Simple 
strategies such as off ering customized admissions by 
program type (i.e., early-entry, pre-matricula  on or 
bridge programs), increasing outreach to professionals 
and educators in local high schools, providing fi nancial 
aid informa  on earlier, and cra  ing recruitment visits 
that fi t the needs and concerns of low-income students 
are just a few small improvements that can create a 
meaningful impact.

Numerous studies have focused on 
experiences of students from low SES 
backgrounds and psychological barriers 
such as: 

Emo  onal Experiences 
(emo  onal distress, well-being)

Iden  ty Management 
(sense of belonging)

Self-percep  on  
(self-effi  cacy, perceived threat) 

Mo  va  on 
(achievement goals, fear of failure).12  

10       PART ONE: DEFINING SPECIFIC POPULATIONS
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Consider the following prac  ces for improving student recruitment and reten  on eff orts for fi rst-genera  on or 
low-income students.

PART ONE: DEFINING SPECIFIC POPULATIONS 11

 mentors or quality academic resources to help 
 prepare them for college or a career. Host 
 opportuni  es for promising students to visit 
 academic programs to learn more about the 
 faculty, courses, and culture of the department. 
 Smaller orienta  on sessions that provide more 
 detailed fi nancial aid informa  on or give step-by-
 step instruc  ons on comple  ng the FAFSA or
 admissions applica  on may be benefi cial to 
 students. U  lize faculty and staff  to assist.

  Engage parents or guardians. While there are 
 many parents of fi rst-genera  on and low income 
 students that desire to help their children to 
 successfully enroll in college, the processes are 
 almost foreign to them. Off ering orienta  ons or 
 “family days” that provide parents and families 
 with answers to their ques  ons, or partnering 
 with high schools to meet with parents about 
 higher educa  on op  ons and/or careers can make 
 a las  ng impact. It will be necessary to become 
 educated and well-informed about the many 
 obstacles possibly faced in families of low income 
 and fi rst-genera  on students. 

  U  lize a networked approach. Through inten  onal 
 collabora  ons and informa  on sharing, a 
 networked approach for improving reten  on 
 and strengthening academic support for 
 students off ers a collabora  ve, resource-sharing 
 opportunity to support larger numbers of 
 students while lessening the burden of a 
 single offi  ce, department, or individual 
 providing these services. A visible and highly 
 student-centric and suppor  ve academic 
 environment helps reduce s  gma associated with 
 accessing resources a  er a nega  ve outcome 
 (i.e., poor midterm grades, academic proba  on, 
 failed board exam).6

  Understand the educa  on landscape. Learn  
 how state and federal alloca  ons are impac  ng  
 educa  on (at all levels) and job markets, and the
 poten  al impact these decisions will have 
 on students with limited fi nancial resources. 

  Create a plan. The role of admissions staff , 
 recruiters, faculty and other academic support
 personnel can be extremely vital in developing
 strategic recruitment ac  vi  es. Establish a
 commi  ee to create an enrollment management
 plan, a data-driven process with specifi c goals and 
 objec  ves that addresses all aspects of admissions
 and con  nuous enrollment (i.e., recruitment,
 admissions processes, new and transfer students,
 reten  on, gradua  on,  me to degree, fi nancial
 aid, etc.). 

  Expand outreach. Outreach strategies such as 
 using faculty members or current students who 
 may also have been fi rst-genera  on students in 
 outreach and recruitment ac  vi  es may yield 
 great benefi t and also leverage resources. Increase 
 outreach to high schools, colleges, and universi  es 
 where there are higher concentra  ons of low
 income, fi rst-genera  on, minority or 
 underrepresented students. Recruitment eff orts 
 at schools or ins  tu  ons that are private, 
 predominantly White, or enroll students from 
 families with higher socioeconomic (SES)
 backgrounds limits the reach of minority and/or
 students from low SES backgrounds that may
 not otherwise have the same access.

  Be proac  ve. Help students navigate the pathway 
 to higher educa  on, so that few barriers exist 
 upon entry. Shadowing, mentoring, and pipeline 
 programs provide unique opportuni  es for 
 students who may not have direct exposure to 
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WHAT IS MEANT BY UNDEREPREPRESENTED?
In the U.S., higher educa  on is considered a necessary pathway for economic 
prosperity and social mobility. While college educa  on benefi ts students of all 
backgrounds, there are likely to be dis  nct economic benefi ts for students from 
tradi  onally underserved and underrepresented popula  ons.13   

Even with the complexi  es of understanding which groups or popula  ons are 
considered “underrepresented,” this designa  on is most consistent with the 
groups whose percentage is lower than that of the general popula  on of the 
country, state, ins  tu  on or profession. 

Most federal agency guidelines and opera  onal defi ni  ons of diversity-related 
program design and evalua  on are focused on race/ethnicity, gender, physical 
(dis)ability, socioeconomic status, and increasingly on returning student or fi rst-
 me-in-college status and veteran status.14 

For the purposes of the health professions, the U.S. Health Resources and Services Administra  on 
(HRSA) consider individuals from the following self-iden  fi ed racial and ethnic backgrounds 
underrepresented:

  American Indian or Alaska Na  ve – a person having origins in any of the original peoples 
 of North and South America (including Central America) and who maintains tribal
 affi  lia  on or community a  achment;

  Black or African American – a person having origins in any of the Black racial groups 
 of Africa;

  Na  ve Hawaiian or Other Pacifi c Islander – a person having origins in any of the original
 people of Hawaii, Guam, Samoa, or other Pacifi c Islands; and

  Hispanic or La  no – iden  fying as Cuban, Mexican, Puerto Rican, South or Central 
 American, or other Spanish culture or origin regardless of race.15 

12       PART ONE: DEFINING SPECIFIC POPULATIONS
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Following are several ways in which “underrepresented”  is used or considered by federal 
en   es and other organiza  ons: 

 The Associa  on of American 
 Medical Colleges (AAMC) defi nes
 underrepresented in medicine (URM) as 
 “those racial and ethnic popula  ons that 
 are underrepresented in the medical
 profession rela  ve to their numbers in 
 the general popula  on.”16

 AAMC reports that na  onally 
 underrepresented racial and ethnic 
 groups comprise about 9% of the U.S. 
 physician workforce; this poses 
 important concerns for eff ec  ve health 
 care delivery. Among those with a 
 medical degree, only about 2% report 
 a career in research, and among MDs 
 (or MD-PhDs) with NIH research grants, 
 about 7% were awarded to individuals 
 from these underrepresented racial and 
 ethnic groups.17

 HRSA defi nes underrepresented minority 
 (URM) as an individual from a racial and/
 or ethnic group considered inadequately 
 represented in a specifi c profession 

 rela  ve to the representa  on of that 
 racial and/or ethnic group in the general 
 popula  on. 

 The Na  onal Science Founda  on reports
 that African Americans, American Indians 
 and Alaska Na  ves, Hispanics (or La  nos),
 Na  ve Hawaiians and other Pacifi c 
 Islanders are underrepresented at many 
 career stages in health-related sciences on
 a na  onal basis. Individuals from these 
 groups are underrepresented when 
 compared to their age cohorts in science-
 baccalaureate earners, among science-
 PhD earners, and in the biomedical
 workforce.18

 The U.S. Census Bureau considers Black or
 African American, American Indian, and
 Hispanic or La  no of any race
 “underrepresented minori  es,” although
 the 2010 Census began to account for an
 increasingly mul  ethnic and mixed
 ethnicity popula  on in the country in the
 next decade.

PART ONE: DEFINING SPECIFIC POPULATIONS 13
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Other commonly used terms that may be used 
to describe underrepresented student groups or 
popula  ons include:

  Disadvantaged background refers to a ci  zen,
 na  onal, or a lawful permanent resident of
 the United States, the Commonwealths of
 Puerto Rico or the Marianas Islands, the U.S.
 Virgin Islands, Guam, American Samoa, the
 Trust Territory of the Pacifi c Islands, the
 Republic of Palau, the Republic of the Marshall
 Islands, or the Federated State of Micronesia
 who is:17

• Environmentally Disadvantaged – an
 individual’s environment inhibited him/her/
 them from obtaining the knowledge, skills, and
 abili  es required to enroll in and graduate from
 a health professions school.17

• Economically Disadvantaged – an individual
 from a family with an annual income below a
 level based on low-income thresholds,
 according to family size established by the U.S.
 Census Bureau, adjusted annually for changes
 in the Consumer Price Index, and adjusted by
 the Secretary of the U.S. Department of
 Health and Human Services, for use in all 
 health professions programs. A family is a
 group of two or more individuals.17

• Educa  onally Disadvantaged – an individual
 who comes from a social, cultural, or
 educa  onal environment that has
 demonstrably and directly inhibited the
 individual from obtaining the knowledge, 
 skills, and abili  es necessary to develop and
 par  cipate in a health professions educa  on 
 or training program.17

RURAL STUDENTS
The college a  ainment gap between rural and urban 
students is widening. Na  onal Student Clearinghouse 
data show that 59% of rural high school graduates enroll 
in college the following fall compared to 62% of urban 
high school graduates and 67% of suburban high school 
graduates. These margins are exacerbated by lower 
persistence and comple  on rates,19 with data from NCES 
showing that only 29% of college enrollees are rural 
students compared to 48% from ci  es.20

Research studies show that approaches to increasing 
career readiness or adop  ng new ideals from a dominant 
culture could be challenging for rural students. For 
example, rural students have less exposure to various 
economic fi elds and careers compared to students from 
more urban areas. In addi  on, rural students are stated to 
having unique cultural values such as:

  Realiza  on of the importance of family
  Strong sense of community
  Belief that “common sense” is more important

  than intellectual ability
  Mistrust of those outside the community
  Adherence to gender-role stereotypes
  Strong work ethic
  Strong religious beliefs21 

Despite gains in geographic, ethnic, and racial diversity 
in the U.S., rural students a  ending higher educa  on 
ins  tu  ons exhibit some commonali  es. A few similari  es 
rural students exhibit are heightened anxiety, lower 
reten  on rates, greater economic obstacles, social 
aliena  on, and iden  ty confl icts compared to more urban 
classmates.22 

Rural communi  es are con  nuously aff ected by historical 
biases and disregard, therefore educators must ensure the 
success of rural students. Financial assistance, mentoring, 
student involvement, and community engagement in rural 
areas are a few strategies to guarantee this success.

14       PART ONE: DEFINING SPECIFIC POPULATIONS
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NON-TRADITIONAL STUDENTS 
Another key audience to also consider for recruitment and enrollment is adult and non-
tradi  onal learners. Students in this category are most o  en described as adult students, 
age 25 years or older, with characteris  cs of: 

 Delayed entry to higher educa  on
 Single parenthood
 Those with dependents
 Employed full-  me
 A  ending school part-  me
 Financially independent
 Non-standard entry qualifi ca  ons23

By this defi ni  on, 38% of college students in the U.S. are classifi ed as non-tradi  onal 
students. Non-tradi  onal student experiences will not likely mimic their counterparts due 
to their need for fl exibility, maturity level, emo  onal perspec  ve, fi nancial responsibili  es, 
and life demands. Thus recrui  ng non-tradi  onal students may require more non-tradi  onal 
strategies.

In the U.S., there has been signifi cant growth in the number of adult and non-tradi  onal 
learners (including experienced professionals) returning to higher educa  on, par  cularly 
for con  nuing educa  on. According to the NCES, “the percentage increase in the number 
of students age 25 and over has been larger than the percentage in the number of younger 
students. By 2020, the percentage of enrollment for students 25 and older is projected to 
increase by 20% over 2010 levels.”24

PART ONE: DEFINING SPECIFIC POPULATIONS 15
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DIVERSE NATIONAL ORIGINS
Legisla  on passed in the last two decades has facilitated the immigra  on of 
college-educated individuals to the U.S. by crea  ng temporary visa programs 
for high-skilled workers and a  rac  ng interna  onal students to higher educa  on 
ins  tu  ons, especially those in science, technology, engineering, and math 
(STEM) fi elds.25 

According to The Integra  on of Immigrants into American Society (2015), 
immigrants and their children born in the U.S. account for about one in four 
people with 46% being naturalized U.S. ci  zens, and another 36% as permanent 
legal residents.26 Almost a third of foreign-born individuals living in the U.S. have 
a bachelor’s degree or higher (15%) and are more likely to have a doctorate or 
professional degree than na  ve-born Americans (10%). 

The top three countries of origin for college-educated immigrants were India (14%), 
China (including Hong Kong, about 8%), and the Philippines (8%).25

In 2014, immigrants accounted for 16% 
of all civilian employed workers (of which 
32% of computer programmers, close to 
30% of health-care support professionals, 
and nearly 26% of physicians). 

16       PART ONE: DEFINING SPECIFIC POPULATIONS
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INTERNATIONAL STUDENTS 
Currently, 1.2 million interna  onal students study at North American postsecondary educa  onal ins  tu  ons, 
with 336,000 choosing Canada and 866,052 enrolling in the U.S. which adds to the diversity of the student 
popula  on.27 According to the Ins  tute of Interna  onal Educa  on, in 2014, interna  onal students contributed 
more than $27 billion to the U.S. economy. Research on interna  onal student success fi nds that key academic 
support needed include: 

Academic advising. Interna  onal students benefi t from early and frequent advising, prepara  on for 
mee  ng program expecta  ons in the classroom and workplace, and assistance with communica  on skills.

Academic integrity. Interna  onal students o  en have a diff erent understanding of academic integrity. 
Inform interna  onal students early in their academic career about these standards.

Verbal and wri  en communica  on. Language barriers, especially oral communica  on, may be a challenge 
for interna  onal students. Graduate students who speak English as a second language (ESL) may also need 
support with wri  ng theses or disserta  ons. Teaching assistants or wri  ng centers will ensure support for 
both domes  c and interna  onal students. 

Financial support. Academic or student support services should help students navigate through fi nancial aid 
op  ons, student accoun  ng processes, and even banking sources.

Health and wellness support. Interna  onal students are more likely to use campus health services. Be 
mindful that becoming a student in a new country may result in more illness, anxiety, or distress due to 
change in diet and lack of knowledge about how to acquire health services. 

Social and cultural support. Interna  onal students o  en seek a space where they can engage with others 
from their home country and o  en form strong  es with interna  onal student organiza  ons. 

Transi  on support. Adjustment issues are common among interna  onal students who have traveled from 
another part of the world. Design transi  on programs or orienta  ons specifi c for interna  onal students’ 
unique needs. 

Immigra  on support. It is important that interna  onal students successfully navigate government 
processes and maintain appropriate status during their academic career in the U.S. Include appropriate 
contact informa  on in academic resources about access to immigra  on documents and processes. Include 
informa  on on ins  tu  onal offi  ces that can off er addi  onal advisement and support.

Accommoda  on support. Support interna  onal students by sharing informa  on about housing, facili  es, 
transporta  on, and other community services. 

Employment support. Work permits may be necessary for interna  onal students seeking employment a  er 
gradua  on.25

PART ONE: DEFINING SPECIFIC POPULATIONS 17
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LGBTQ+ STUDENTS
Lesbian, gay, bisexual, transgender, and queer (LGBTQ) 
students, faculty, and administrators are more visible than 
ever at colleges and universi  es in the U.S.; however, 
condi  ons rela  ng the campus climate o  en remain 
diffi  cult for this popula  on. 

According to the Associa  on of Governing Boards of 
Universi  es and Colleges (2014), demographers suggest 
there may be nearly one million LGBT students and more 
than 160,000 faculty and staff  members at universi  es 
and colleges across the na  on.28 LGBT students, faculty, 
and staff  bring dis  nct perspec  ves, experiences, and 
immeasurable diversity to colleges and universi  es; 
therefore, student support services and eff ec  ve 
non-discriminatory policies and prac  ces must be 
ins  tuted to end issues of discrimina  on or harassment. 

Preferred Gender Pronouns
A “preferred gender pronoun” (or PGP) is the pronoun 
that one chooses to use for themselves. “She, her, 
hers” and “he, him, his” are most commonly used and 
described as “female/feminine” and “male/masculine” 
pronouns. Gender-neutral pronouns include “they, 
them, theirs” or “ze, hir, hirs.” Because gender iden  ty 
is an internal sense of one’s own gender one does not 
necessarily know a person’s correct gender pronoun 
by looking at them and it is acceptable to ask. Using a 
person’s chosen name and desired pronouns is a form 
of mutual respect and basic courtesy.

Below is an example of inclusive language and services off ered to support the reten  on of LGBT 
students at UMMC. 

Dear UMMC Student:

On behalf of UMMC’s Center for LGBTQ Health, we would like to take this opportunity to welcome 
everyone to our campus. Being “out” as a member of the LGBTQ community can be very challenging, but 
being “closeted” certainly carries its own set of risks, not the least of which includes a profound sense of 
isola  on and loneliness. There are higher rates of depression, anxiety, substance abuse, and suicide within 
the LGBTQ community, and one of the major contributors is society’s lack of acceptance and support. It is 
our sincere hope that each and every student who chooses to train at UMMC will feel comfortable in our 
learning environment such that they are able to live their lives with authen  city. Further, we strive to build a 
community of faculty and staff  who will embrace all students, regardless of sexual orienta  on and/or gender 
iden  ty, allowing for a sense of openness, togetherness and belonging. At UMMC, all things are possible, and 
we are very glad that you are here! 

Sco   M. Rodgers, MD
Professor and Chair
Department of Psychiatry and Human Behavior
University of Mississippi Medical Center
2500 North State Street
Jackson, MS 39216-4505
Phone (601) 984-5815
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Ally – A person who is not LGBTQ but shows support for 
LGBTQ people and promotes equality in a variety of ways.

Bisexual – A person emo  onally, roman  cally or sexually 
a  racted to more than one sex, gender or gender iden  ty 
though not necessarily simultaneously, in the same way 
or to the same degree.

Closeted – Describes an LGBTQ person who has not 
disclosed their sexual orienta  on or gender iden  ty.

Gay – A person who is emo  onally, roman  cally or 
sexually a  racted to members of the same gender.

Gender expression – External appearance of one’s gender 
iden  ty, usually expressed through behavior, clothing, 
haircut or voice, and which may or may not conform to 
socially defi ned behaviors and characteris  cs typically 
associated with being either masculine or feminine.

Gender iden  ty – One’s innermost concept of self as 
male, female, a blend of both or neither – how individuals 
perceive themselves and what they call themselves. One’s 
gender iden  ty can be the same or diff erent from their 
sex assigned at birth.

Gender non-conforming (or non-binary) – A broad term 
referring to people who do not behave in a way that 
conforms to the tradi  onal expecta  ons of their gender, 
or whose gender expression does not fi t neatly into a 
category.

Gender transi  on – The process by which some people 
strive to more closely align their internal knowledge 
of gender with its outward appearance. Some people 
socially transi  on, whereby they might begin dressing, 
using names and pronouns and/or be socially recognized 
as another gender. Others undergo physical transi  ons 
in which they modify their bodies through medical 
interven  ons.

Lesbian – A woman who is emo  onally, roman  cally or 
sexually a  racted to other women.

Queer – A term people o  en use to express fl uid 
iden   es and orienta  ons. O  en used interchangeably 
with “LGBTQ.”

Ques  oning – A term used to describe people who are 
in the process of exploring their sexual orienta  on or 
gender iden  ty.

Sexual orienta  on – An inherent or immutable enduring 
emo  onal, roman  c or sexual a  rac  on to other people.

Transgender – An umbrella term for people whose 
gender iden  ty and/or expression is diff erent from 
cultural expecta  ons based on the sex they were assigned 
at birth. Being transgender does not imply any specifi c 
sexual orienta  on. Therefore, transgender people may 
iden  fy as straight, gay, lesbian, bisexual, etc.

In the 2010 State of Higher Educa  on for Lesbian, Gay, 
Bisexual, and Transgender People, LGBTQ respondents 
were: 

23% more likely to experience harassment when 
compared to 12% of their heterosexual peers;

83% more likely to indicate the harassment was 
based on their sexual iden  ty compared to 12% of 
their heterosexual peers; queer respondents were 
most o  en stared at (44%) or singled out as resident 
authority due to their iden  ty (45%);

Twice as likely to be targets of derogatory remarks 
(61%), stared at (37%), and singled out as “resident 
authority” regarding LGBT issues due to their iden  ty 
(36%) when compared with their heterosexual 
counterparts; and

Most o  en targets of derogatory remarks (66% those 
iden  fying as gay), while lesbians or similar were most 
likely ignored deliberately or excluded (53%).

A few commonly used terms associated with LGBT popula  ons include:29
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STUDENTS WITH DISABILITIES
Disability inclusion as a part of the campus climate can 
contribute to improved social and educa  onal outcomes 
for students with disabili  es, support faculty and staff  
with disabili  es, and lead to greater understanding 
and engagement with disability among the campus 
community.30 In this context, disabili  es may be 
behavioral, cogni  ve, or physical which may also aff ect 
a person’s vision, movement, thinking, remembering, 
learning, communica  on abili  es, hearing, mental 
health, or social rela  onships.31 

According to NCES (2016), 11% of undergraduates 
and 5% graduate students reported having a 
disability in 2011-12. Within this percentage, 
there were noted diff erences in the percentages 
of undergraduates with disabili  es by characteris  c 
such as veteran status, age, dependency status, 
and race/ethnicity.32 For example: 

  21% of undergraduates were disabled veterans 
 compared with 11% nonveterans;

  Undergraduates having a disability was higher 
 among those age 30 and over (16%) compared to 
 those ages 24-29 (11%) and 15-23 (9%);

  9% of dependent undergraduates reported having 
 a disability, which was lower than the percentages 
 for independent undergraduates who were 
 married (13%) or unmarried (14%); and

  8% of Asian undergraduates reported having a 
 disability which was lower than other racial/ethnic 
 groups.32

Reaching students with disabili  es to be  er understand 
their needs rely on students’ self-iden  fi ca  on or 
disclosure and self-advocacy. Unfortunately, coping with 
poten  al s  gma and discrimina  on is a barrier and may 
limit access to services as well as intensifying feelings of 
isola  on and invisibility.31 

Students with disabili  es have the right to:

  Equal access to courses, programs,
 services, jobs, ac  vi  es, and facili  es
 off ered by the university or college;

  An equal opportunity to work and to 
 learn, and to receive reasonable
 accommoda  ons, and/or reasonable
 auxiliary aids and services;

  Confi den  ality of all informa  on regarding 
 their disability and to choose to whom, 
 outside of the University, informa  on 
 about their disability will be disclosed, 
 except as disclosures are required or 
 permi  ed by law.

Faculty and staff  have the right to:

  Maintain the academic integrity and 
 standards of all courses and programs;

  Determine the essen  al elements and 
 valua  on standards of their courses and 
 programs;

  Receive  mely no  ce from the student of 
 the need for accommoda  on so that 
 appropriate arrangements can be made;

  Consult with subject ma  er experts on any 
 approved accommoda  on if it is believed that 
 the accommoda  on causes a fundamental 
 altera  on to the essen  al elements or 
 evalua  on standards of a course or program.

Following is an excerpt of an ins  tu  onal policy concerning rights and responsibili  es of students, 
faculty and staff  regarding students with disabili  es.33
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STREAMLINED RECRUITMENT STRATEGIES 
With increases in high school comple  on and college enrollment trends, there has also 
been a dras  c change in overall demographics across the U.S. Though this is well-known 
and recognized by higher educa  on leaders, there remains underrepresenta  on and lack of 
diversity in the health professions. Despite eff orts to improve workforce diversity through 
programs that enhance educa  onal opportuni  es for women and underrepresented 
students, several barriers to achieving a more diverse health workforce have been 
documented including cost, academic prepara  on, unwelcoming campus climates, and lack 
of social and emo  onal support.34

Academic leaders must understand all important features of recruitment and the 
importance of iden  fying talented and qualifi ed students to meet enrollment goals and 
workforce needs. Recruitment includes building a strong applicant pool, interview decisions, 
off ers, and matricula  on.35 However, determining how to eff ec  vely recruit students is an 
uphill ba  le as compe   on from other higher educa  on ins  tu  ons and health professional 
schools has become greater in recent years. Not only are the na  on’s demographics 
expanding; so are the ways to capture student’s a  en  on. Tradi  onal student recruitment 
strategies that have been used for decades (i.e., career fairs, distribu  on of brochures or 
promo  onal items) provide the founda  on of informing students what is available to them, 
yet much more is required to recruit, enroll, and retain students at all levels, especially 
those from diverse student popula  ons. 

An emerging tool for student recruitment is the use of websites, social media, and 
online marke  ng. An intui  ve website should streamline and highlight content, including 
naviga  on bars, engaging visuals such as slide shows, videos, and interac  ve bu  ons that 
encourage students to apply. Mobile-friendly websites, adver  sing campaigns, and use of 
QR codes (to interact with smartphones) also helps to appeal an ever-increasing and diverse 
student base.

PART TWO 

ENGAGING AND RECRUITING 
DIVERSE STUDENTS
Now, more than ever, higher education institutions including health 
professional schools are more pressured to confront the question of how 
to recruit more diverse students. This section provies best practices and 
recommended actions for effective student recruitment.
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  Establish your diversity and inclusion brand 
 through:

• vision or commitment statements
• images highligh  ng diverse faculty, staff , and 
 students
• demographic sta  s  cs
• student organiza  ons with a diversity 
 emphasis
• public recogni  on and stories about diversity 
 and inclusion eff orts
• tes  monials or videos
• social media
• awards received for diversity and inclusion

  Make strategic diversity recruitment a priority

  Target and build strategic partnerships with 
 ins  tu  ons that serve predominantly minority 
 popula  ons

  Partner with campus offi  ces, departments, 
 or thought leaders to leverage resources and 
 cut recruitment costs

  Diverse students know and talk to other 
 diverse individuals - capitalize on this network 
 to bolster recruitment

  A  end career fairs or conferences targe  ng 
 diverse or underrepresented students

  Create an early-iden  fi ca  on program and stay 
 connected to students through shadowing experiences 
 or virtual mentoring

  Build a strong, posi  ve rela  onship with admission 
 counselors, advisors, and personnel from other
 ins  tu  ons

  Establish ar  cula  on agreements with other ins  tu  ons

  Off er fi nancial support for prospec  ve students to visit 
 the campus or program

  Require admission commi  ee members to par  cipate 
 in unconscious bias training

  U  lize appropriate metrics to monitor strategic
 diversity recruitment. Metrics may include:

• % of diverse or underrepresented applicants
• % of diverse or underrepresented students 
 interviewed 
• % of diverse or underrepresented students 
 off ered admission
• % of diverse or underrepresented students
 accep  ng off ers and matricula  ng
• % of diverse or underrepresented students at
 all levels and programs
• % of sa  sfac  on from standardized surveys by
 diversity demographics
• Reten  on rate of diverse of underrepresented 
 students at all levels and programs

Following are sugges  ons to fi nding diverse talent and ways to be  er connect with (and market to) diverse 
student popula  ons:36

During the admissions interview phase:
 

  Include informa  on about diversity and inclusion during the interview day for all candidates

  Provide printed informa  on of programming and resources related to diversity, inclusion, and
 fi nancial aid for all candidates

  Provide outreach during the interview by including enrolled students from diverse or underrepresented 
 backgrounds (i.e., tours, greeters, etc.)

  Partner with offi  ces or departments considered champions for diversity and inclusion to connect students 
 and promote a welcoming environment
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Overall, ins  tu  ons have a due diligence to be informed 
and responsive to the changing demographics shaping 
higher educa  on. Every eff ort should be considered 
when determining innova  ve recruitment strategies for 
admi   ng the best and brightest students. A  rac  ng 
prospec  ve applicants early requires use of many 
resources, people, and tac  cs. Ac  vely consider both 
strengths and weaknesses of your school, department, 
or program and address demographic shortcomings. 
Determine a realis  c enrollment plan that aligns with the 
mission, vision, and goals. Increasing student diversity 
in higher educa  on and the health professions, when 
compe   on is inevitable, will require greater investments 
and more methodical approaches to building a diverse 
healthcare workforce. 

TABLE 1. Percentages of U.S. Health Occupa  ons by Race/Ethnicity, 2011-2015

Hispanic

Non-Hispanic

White Black Asian AI/ANa NH/PIb Otherc

Dental Hygeinists 7.5 83.4 3.1 4.2 0.2 NR 1.5

Den  sts 6.1 74.8 3.0 14.3 (0.1) NR 1.7

Health Info Technologists 12.3 65.5 12.8 6.9 0.5 0.1 1.9

Med Lab Technologists 9.4 62.0 13.7 11.8 0.5 0.2 2.2

Pharmacists 3.7 70.4 5.9 17.9 0.2 0.1 1.8

Physicians 6.3 67.0 4.8 19.6 0.1 0.0 2.1

Occupa  onal Therapists 4.0 83.8 4.4 6.6 0.2 0.1 1.1

Physical Therapists 4.8 77.8 4.4 11.1 0.2 (0.1) 1.6

Registered Nurses 5.7 73.5 10.4 8.4 0.4 0.1 1.5

Source: Adapted from Health Resources and Services Administra  on (2017). Sex, Race, and Ethnic Diversity of U.S. Health Occupa  ons (2011-2015).

aAI/AN=American Indian/Alaskan Na  ve  
bNH/PI=Na  ve Hawaiian/Pacifi c Islander  
cOther=Other or Mul  -Racial
NR=Not Reported

COMMUNITY PARTNERSHIPS
In order for collabora  ve eff orts between school districts 
and higher educa  on ins  tu  ons to be successful that 
address access, reten  on, and achievement gaps for 
underrepresented students, three types of strategies 
must be employed that: 

1. directly serve students;

2. engage school districts, educators, parents and 
 the larger community; and

3. change state and ins  tu  onal policies that govern
 access to colleges and universi  es.
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TABLE 2. A Profi le of Freshmen at 4-Year Colleges, Fall 2016

Iden  ty – Race and ethnicity (more than one iden  fi ca  on allowed)   Percentage
 African-American/Black        13.0%
 American Indian/Alaska Na  ve       2.0%
 Filipino/East, South, Southeast, or other Asian     13.4%
 Mexican-American/Chicano/Puerto Rican/Other La  no    19.3%
 Na  ve Hawaiian/Pacifi c Islander       1.0%
 White/Caucasian        66.9%
 Other          2.5%
College status – Family educa  onal background Percentage
 First parent has college degree       59.1%
 Second parent has college degree      55.7%
 Students who are fi rst genera  on to a  end college    18.8%
Income es  mate – Best es  mate of parent’s total income in previous year  Percentage
 Less than $25,000        11.9%
 $25,000 to $59,999        19.4%
 $60,000 to $99,999        22.4%
 $100,000 to $199,999        29.7%
 $200,000 or more        16.7%
Self-iden  fi ca  on – Students' poli  cal views      Percentage
 Far le            4.2%
 Liberal          31.3%
 Middle of the road        42.3%
 Conserva  ve         20.2%
 Far right         2.0%
Self-iden  fi ca  on – Sexual orienta  on or iden  ty     Percentage
 Heterosexual/straight 91.8%
 Gay 1.3%
 Lesbian 0.7%
 Bisexual 4.2%
 Queer 0.6%
 Other 1.6%
 Transgender 0.4%
Faith – Religious preference (top 5 choices)      Percentage
 Roman Catholic 23.4%
 None 16.0%
 Agnos  c 8.5%
 Bap  st 8.4%
 Atheist 6.4%
Preparedness – Average grade in high school      Percentage
 A 55.1%
 B 42.3%
 C 2.6%
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Preparedness – Number of Advanced Placement courses taken in high school  Percentage
 Not off ered at my high school 6.4%
 None 17.6%
 1 to 4 45.3%
 5 to 9 25.7%
 10 to 14 4.6%
Top reasons deemed “very important” for choosing this par  cular college  Percentage
 Very good academic reputa  on 64.6%
 College's graduates get good jobs 54.9%
 Good reputa  on for social and extracurricular ac  vi  es 50.8%
 Cost of a  endance 47.2%
 A visit to the campus 46.7%
 Off er of fi nancial assistance 46.6%
Type of fi nancial aid received Percentage
 Merit-based grants or scholarships 54.1%
 Need-based grants or scholarships 36.8%
 Pell Grant 28.4%
 Work-study 19.7%
 Military grants 4.5%
Intended major, by broad fi eld and professional-school aspira  ons   Percentage
 Pre-med 20.5%
 Biological and life sciences 15.7%
 Business 13.8%
 Health professions 11.3%
 Arts and humani  es 10.7%
 Engineering 10.7%
 Social science 10.7%
 Undecided 8.6%
 Pre-law 6.7%
 Math and computer science 5.8%
 Other majors 5.1%
 Educa  on 4.6%
 Physical science 2.7%
Level of concern to pay for college       Percentage
 None 30.9%
 Some 55.9%
 Major 13.3%
Highest academic degree planned      Percentage
 Associate (A.A. or equivalent) 0.6%
 Bachelor's degree (B.A., B.S., etc.) 23.0%
 Master's degree (M.A., M.S., etc.) 41.0%
 J.D. (law) 4.1%
 M.D., D.O., D.D.S., D.V.M. (medical) 11.5%
 Ph.D. 12.9%
 Professional doctorate (Ed.D., Psy.D., etc.) 5.7%

Source: Adapted from Almanac 2017, The Chronicle of Higher Educa  on.

PART TWO: RECRUITING AND ENGAGING DIVERSE STUDENTS        25



Guide to Best Practices in Recruiting, Engaging, and Retaining a Diverse Student Population                August 2019

CREATING AND MAINTAINING PIPELINE PROGRAMS
The pipeline refers to programs at all levels of educa  on intended to target, enroll, 
and support to gradua  on certain students, usually underrepresented students. 
This includes minority, low income, and women, with the goal of increasing their 
representa  on in certain fi elds.37 In the health sciences, the goal of pipeline programs 
is to increase college gradua  on and career a  ainment in professional or research 
degrees of minority, underserved, or underrepresented students. Programs may 
start as early as elementary school through college and beyond.

Pipeline programs are also designed as interven  ons which introduce students 
to health careers or rigors of a health professions school and may include test 
prepara  on, academic coursework, shadowing experiences, and mentoring.38

Academic medicine has maintained a proac  ve stance to promote and achieve a 
diverse workforce that represents the diversity of pa  ents and to ensure health equity 
across the con  nuum of care. Pipeline programs supported by HRSA under Titles VII 
and VIII of the Public Health Service Act, as well as other federal programs, are proven 
solu  ons to addressing these issues, and help promote a culturally-competent, 
diverse, and prepared health care and biomedical research workforce that will 
enhance pa  ent care and ensure health equity.39
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BENEFITS OF TECHNOLOGY IN TEACHING AND LEARNING
  infuses classrooms with digital learning tools, such as computers and hand held devices; 
  expands course off erings, experiences, and learning materials; 
  supports learning 24 hours a day, 7 days a week; 
  builds 21st century skills;
  increases student engagement and mo  va  on;
  accelerates learning; and
  has the power to transform teaching by ushering in a new model of connected teaching. 

Online learning opportuni  es and the use of open educa  onal resources and other technologies can increase 
student produc  vity by accelera  ng the rate of learning; reducing costs associated with instruc  onal 
materials or program delivery; and be  er u  lizing instructor  me.40 

BLENDED LEARNING
  incorporates both face-to-face and online learning opportuni  es;
  the degree to which online learning takes place, and the way it is integrated into the curriculum, can 

 vary across schools;
  o  en u  lized to accommodate students’ diverse learning styles and to enable them to work, before or

 a  er school, in ways that are not possible with full-  me conven  onal classroom instruc  on. 

Learning is successful when adults can make connec  ons between their past experience and new 
informa  on they are learning, or when they see how learning is relevant to them and their lives. In 
some cases, explaining why the informa  on will help them in their current or future work can make the 
connec  on.41 

FLIPPED CLASSROOMS 
“Flipping” the classroom refers to a “pedagogical model in which the typical lecture and homework elements 
of a course are reversed,” and in-classroom experiences reconstructed to rely less on passive learning and 
more on ac  ve engagement. The concept behind fl ipped classrooms has much to do with accessibility and 
convenience, as it allows students to consume the core elements of a course whenever, regardless of  me 
or place. This means professors can re-allot classroom  me completely and make room for other ac  vi  es, 
such as experien  al or collabora  ve learning opportuni  es as opposed to passive learning through lectures 
that can be recorded and core content accessed by students any  me, anywhere, and as many as needed. 
This also means that classroom  me can instead be used to augment the lecture content, whether through 
discussion, group exercises, or quizzes.
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INCLUSIVE TEACHING AND LEARNING ENVIRONMENTS
Between 2009 and 2020, enrollment in all postsecondary ins  tu  ons is expected to 
increase by 25% for Black or African American students, 46% for Hispanic students, 
and 25% for Asian students, but only 1% for Whites, with a 1% decrease for American 
Indian/Alaskan Na  ve students.42 By 2020, these shi  s in postsecondary enrollment are 
expected to refl ect a student popula  on that is 56% White, 16% Black, 16% Hispanic, 
7% Asian, less than 1% American Indian/Alaskan Na  ve, and 4% of interna  onal origin.43

These demographic changes include large numbers of students who historically have 
not been broadly included in U.S. colleges and universi  es. Therefore, faculty must 
foster connec  ons and collabora  ons across diverse groups of students through inclusive 
teaching and learning.44, 45, 46  

PART THREE 

RETAINING A DIVERSE STUDENT 
POPULATION
This section provides approaches to supporting and improving student 
performance. Some students experiencing challenges or in need of 
additional academic support may not seek assistance on their own. 
Administrators, faculty, and staff must consider varied interventions or 
strategies to support students. 

By 2020, shi  s in postsecondary enrollment 
are expected to refl ect a student popula  on 
that is 56% White, 16% Black, 16% Hispanic, 
7% Asian, less than 1% American Indian/
Alaskan Na  ve, and 4% of interna  onal 
origin.
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Inclusive teaching strategies refer to any number 
of instruc  onal approaches that address the needs 
of students with a variety of backgrounds, learning 
modali  es, and abili  es which contribute to an inclusive 
learning environment. Inclusive learning environments 
are ones in which students feel that their contribu  ons 
and perspec  ves are equally valued and respected. See 
the following strategies from Cornell University Center for 
Teaching Innova  on.47 

The benefi ts of inclusive teaching include:

  connec  ng and engaging with a variety of
 students;

  being prepared for “hot moments” that may arise
 when controversial material is discussed;

  connec  ng students with course materials that are
 relevant to them;

  helping students feel comfortable in the learning
 environment to voice their ideas or ques  ons; and

  students more likely being successful through
 ac  vi  es that support their learning modali  es
 abili  es, and backgrounds.

As an instructor, be refl ec  ve.

  Examine your own cultural-bound assump  ons  
 and consider how they might infl uence your   
 interac  ons with students.

  Consider your comfort level with sharing your   
 own experiences with diversity.

  Refl ect on how the experiences and backgrounds 
 of your students might infl uence their mo  va  on
 and learning.

Encourage students to communicate with 
the course director at the beginning of 
the course or clerkship when they are 
aware that educa  onal ac  vi  es, dates, 
or procedures that confl ict with religious 
beliefs. 

As an instructor, cri  cally examine course content.

  Look at your curriculum from mul  ple 
 perspec  ves.

  Include materials (videos, ar  cles, case studies,  
 etc.) that represent various viewpoints and are  
 wri  en/created by a diverse group of experts.

  Discuss with students the ideologies and
 established conven  ons valued in your fi eld.

  Encourage students to share views and   
 experiences related to course topics in class or  
 in online discussions.

  Be open to students’ reac  on to the course
 material and give serious considera  on to their
 requests for alterna  ve study material that could
 be more up-to-date or represent aspects of
 student groups more accurately.
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STUDENT ENGAGEMENT

WHO? 
A student is a person who is studying at a school or 
college.48 

WHAT?
Student engagement is o  en described as meaningful 
student involvement throughout the learning 
environment and is best understood as a rela  onship 
between the student and the school community, 
academic personnel or staff , peers, instruc  on, and 
curriculum. Much of the literature has focused on 
behavioral, psychological, and social-cultural aspects of 
student engagement controlling for other factors which 
has led to several varia  ons of its meaning.49 

WHEN?
Promo  ng diversity and inclusion among students or 
any other group is, without a doubt, always appropriate. 
Whether it is through changing the demographic 
composi  on of the student body, curricula approaches, or 
student organiza  ons or affi  nity groups, academic leaders 
and administrators must though  ully consider how 
welcoming and suppor  ve environments that encourage 
student learning and engagement across mul  ple forms 
of diversity help shape the climate of the ins  tu  on.49

WHY?
Research has shown that students who are exposed to 
diversity-related ac  vi  es are more likely to develop 
civic-minded a   tudes and engage in civic behaviors.50 
In addi  on, a healthy ins  tu  onal campus climate is 
dependent on racial and socioeconomic diversity.51 
Prior to college, students live in racially homogenous 
communi  es and a  end high schools with very similar 
homegeneity.52 Higher educa  on ins  tu  ons help set 
the stage for student engagement with racially diverse 
popula  ons. The more racial, socioeconomic, and other 
diversity are promoted on UMMC’s campus, the greater 
the poten  al that the climate will be improved further.

HOW?
Through observa  on, students are typically mo  vated 
to par  cipate or engage in certain events or ac  vi  es for 
several reasons. These include (but are not limited to):

1. Relevancy. Students a  end ac  vi  es of interest to 
 them. Lived experiences help shape a student’s 
 belonging or poten  al progression in their desired 
 profession. These may include par  cipa  on in 
 student organiza  ons, educa  onal lectures 
 rela  ng to healthcare or “hot topics,” or social 
 gatherings. A list of student organiza  ons can 
 be found on the webpage of the Offi  ce of the Dean 
 of Students.

2. Adver  sing and marke  ng. Increase use of social
 media (i.e., Facebook, Twi  er, Snapchat) or
 electronic pla  orms to adver  se or market
 campus events. Many students are more likely 
 to respond to messages distributed through
 applica  ons such as “GroupME.” Word-of-mouth is
 also s  ll a valuable tool. In-class announcements
 include certain students that may not always be
 as socially engaged as their peers. E-mails, fl iers, 
 or newsle  ers should not be the only methods of 
 communica  ng campus events or ac  vi  es with
 students. 

3. Timing considera  ons. Students in health  
 professional programs are likely to have very 
  me consuming schedules. Student demand 
 for events is also great on large campuses, 
 therefore determine if there are compe  ng 
 groups or departments, planned events or exams 
 scheduled during the proposed date and  me. 
 Also consider consolida  ng or collabora  ng with 
 other en   es (known for hos  ng similar ac  vi  es) 
 to leverage resources and maximize par  cipa  on. 
 Hos  ng fewer events will also increase the level 
 of par  cipa  on and encourage more student
 involvement. 

30       PART THREE: RETAINING A DIVERSE STUDENT POPULATION



August 2019    Guide to Best Practices in Recruiting, Engaging, and Retaining a Diverse Student Population

4. Loca  on. Host the event in well-known spaces and 
 in close proximity to the target student audience. 
 This will make it easier for interested students to 
 plan ahead to a  end the event. 

5. Reputable speaker(s). Students are more likely 
 to a  end talks, seminars, or panels that include
 speakers who are well-known in the campus
 community or who present topics that inspire 
 a  endees, focus on career development, or 
 address current or controversial societal 
 issues. Iden  fy speakers who are intriguing and 
 thought provoking and who respect the brand of 
 the ins  tu  on. 

6. Incen  ves. Digital creden  als and con  nuing
 educa  on credits are very popular to a  ract
 students (and faculty) to a  end certain ac  vi  es.

 These incen  ves can be used to bolster an 
 individual’s curriculum vitae or résumé. Off ering 
 extra credit or bonus points may be more 
 immediately meaningful to students if they are 
 required to a  end such events. The statement “if 
 you feed them, they will come,” is also a relevant 
 truth as most students will be more encouraged to 
 a  end an event or ac  vity if food is provided. Be 
 mindful of ethnic and religious preferences, and 
 have a variety of food op  ons available for any 
 event or ac  vity.

7. Gracious gra  tude. Most importantly, when 
 students or any other individuals a  end an event, 
 send a friendly email thanking them for a  ending. 
 This considerate gesture helps build rapport and 
 poten  ally encourages them to a  end other 
 events in the future.

Note: Race and gender are self-reported categories by UMMC employees. 

Total Faculty by Race Total Faculty by Gender

16% (162)

3% (32)

72% (747)

53% (545) 47% (489)

  Asian          Black          Hispanic          White Men           Women

University of Mississippi Medical Center (UMMC) Total Faculty Demographics 
(N=1034, July 1, 2018)53

9% (92)
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FACULTY AND STAFF DIVERSITY
Diversity is cri  cal in the health professions workforce 
for mee  ng the needs and improving health outcomes of 
diverse communi  es. Therefore, students seeking health 
professions careers must be empowered, developed 
and supported with sound advising, mentoring, and role 
modeling.54  

Research demonstrates that a more diverse faculty 
delivers a greater range of diversity in course content, 
curricular and teaching methods, and scholarly ideas 
and experiences presented to students in the learning 
environment. In addi  on, faculty are strong contributors 
to students’ feeling a greater sense of belonging, 
mo  vated, and adjus  ng socially. Academic departments 
should develop recruitment plans that focus on 
diversifying the faculty to prevent poten  al isola  on 
of students from racial/ethnic, LGBT, interna  onal, or 
other diverse demographic backgrounds.

STUDENT SUPPORT SERVICES AT UMMC 
UMMC provides student support programs, services, and 
ac  vi  es that promote student learning and enhance 
their development. All schools at UMMC have student 
aff airs offi  ces, from which the school implements support 
programs and ac  vi  es, and faculty in all UMMC schools 
provide advisement for their students. All students 
par  cipate in ins  tu  onal, school, and programma  c 
orienta  ons before they begin academic coursework 
at UMMC. They are educated about all of the student 
support programs, services, and ac  vi  es available to 
them as UMMC students. Student services are as follows:

The Offi  ce of Academic Support (OAS) provides academic 
consul  ng services and assistance with developing the 
skills and behaviors essen  al to academic success and 
professional development. The OAS manages University 
Tutoring Services, a peer tutoring program, and Wri  ng 
Support Services. The OAS also manages Academic 
Accommoda  ons. UMMC is commi  ed to ensuring 

equal access to a quality educa  on for all qualifi ed 
students through the provision of reasonable academic 
accommoda  ons that support UMMC’s standards and 
academic integrity. 

UMMC has support systems for student physical health, 
mental health, and wellness. The Student Employee 
Health Department off ers disease preven  on and acute 
illness management for all UMMC students. UMMC 
provides opportuni  es for all students to receive 
counseling services for school-related, personal, and 
family ma  ers through the LifeSynch student assistance 
program. The mission of the Student Counseling and 
Wellness Center is to promote the mental health and 
wellness of UMMC students. The Center helps UMMC 
students manage the stresses and diffi  cul  es of daily life 
inside and outside of the classroom. 

UMMC provides spiritual support. Students may access 
the interfaith chapel, UMMC chaplaincy staff , and quiet 
worship space, which is available 24 hours a day, seven 
days a week.

The Norman C. Nelson Student Union houses 
approximately 20,000 square feet of indoor fi tness space 
and a running track. It also includes a mul  purpose 
room that supports group fi tness classes, and a large 
condi  oning room with controlled weight-circuit 
sta  ons, free weights, and cardiovascular training space 
that includes treadmills, ellip  cal machines, sta  onary 
bicycles, and steppers. A leisure game room, locker 
and shower facili  es and a small kitchen area are also 
available. UMMC off ers a variety of programs and 
ac  vi  es on a semester basis designed for health and 
fi tness, fun, and relaxa  on. Programs include intramural/
recrea  onal sports, a wellness program, and group fi tness 
classes. 

Located in the Norman C. Nelson Student Union is the 
UMMC Bookstore which provides all students with a 
selec  on of textbooks, medical instruments, school 
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supplies, insignia items, computer supplies, and 
gi  s. The bookstore also off ers rental op  ons for 
most textbooks and monogramming for scrubs and 
lab coats. 

The Rowland Medical Library at UMMC provides and 
supports access to knowledge-based biomedical and 
health-sciences resources for students, faculty, and 
researchers in all UMMC schools. Furnished with tables 
and chairs, student carrels, individual study space, and 
group-study areas, the library’s fi rst fl oor houses a 
classroom and the Collabora  ve Learning Center.

The Division of Informa  on Systems provides support 
for student programs, services, and ac  vi  es to promote 
student learning and enhance student development. 

The Offi  ce of Enrollment Management func  ons as both 
the admissions offi  ce and the registrar’s offi  ce, and is 
o  en the fi rst point of contact for individuals interested 
in pursuing a career in health care by enrolling and 
training at UMMC. 

The Offi  ce of Student Financial Aid assists students 
with resources to help fi nance the costs of a  ending 
UMMC. The offi  ce provides services to educate students 
about their fi nancial commitments during school and 
a  er gradua  on. Staff  provide one-on-one counseling, 
workshops, and seminars to students, parents, fi nancial 
ins  tu  ons, and UMMC schools and departments. An 
annual Student Financial Aid Day is held for students to 
learn about budge  ng and debt management, and off er 
an opportunity to schedule one-on-one sessions with 
professional fi nancial advisors. These services enhance 
the students’ development of fi nancial knowledge.

The Offi  ce of Interna  onal Services provides professional 
support and advising services to interna  onal students, 
scholars, faculty and staff . It serves as a resource to all 
UMMC departments on immigra  on regula  ons and 
requirements.

The Offi  ce of Health Careers Opportunity provides 
services to assist underrepresented students in reaching 
their goals. Services include assis  ng with examina  on 
and board prepara  on; mentoring; counseling; and 
providing internship informa  on. The OHCO supports 
UMMC’s eff orts to train a diverse health-care workforce 
for the state of Mississippi. 

The Associated Student Body (ASB) is UMMC’s primary 
student governance organiza  on and is the recognized 
forum for student opinion. The ASB is comprised of 
representa  ves from each of UMMC’s health professional  
schools and from minority-student cons  tuencies. 

UMMC is commi  ed to fostering a respec  ul, safe, 
and non-threatening environment for its students and 
employees. Issues involving ma  ers such as sexual 
harassment, discrimina  on, disability, employment 
or mistreatment fall under the ins  tu  onal policies 
that are handled by specifi c offi  ces and personnel, 
such as the Department  of Human Resources, Title IX 
Coordinator, or the Equal Employment Opportunity 
Offi  ce. Students may also submit concerns, leave 
complaints, make comments, off er sugges  ons, or 
request assistance through the Offi  ce of Student Aff airs. 
UMMC and its dedicated professionals are engaged 
in fostering an environment that promotes academic 
success and student development. Students are 
encouraged to provide candid feedback.
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POLICY ON DIVERSITY AND INCLUSION

PURPOSE
Diversity and inclusion are integral to the core mission and vision of the University of 
Mississippi Medical Center (UMMC) and its three mission areas – healthcare, research, and 
educa  on. UMMC commits to a  rac  ng and retaining a diverse and inclusive workforce and 
student body in order to achieve mission-driven outcomes among the UMMC community. 
In addi  on, teaching, curricula, and learning environments must foster a culture of 
inclusiveness where individuals are respected and diff erences are recognized as strengths 
that enhance the educa  onal and pa  ent-care experience.

POLICY
UMMC will con  nuously encourage and engage in ongoing and focused processes, 
opera  ons, and communica  ons that refl ect our commitment to diversity and inclusion 
and a posi  ve workplace culture. This includes fair and equitable prac  ces in recruitment, 
selec  on, hiring, promo  on and tenure, and career development and advancement 
opportuni  es of underrepresented groups in employment categories or classifi ca  ons 
where there is underrepresenta  on. Student admissions, reten  on programs, and 
enrollment management func  ons should also be free of implicit and explicit barriers 
that may impede success of qualifi ed applicants and enrolled students.

UMMC will recognize and promote the unique talents of its workforce by ensuring diverse 
representa  on in governance models and ins  tu  on sanc  oned commi  ees which may 
include the development of safeguards or guidelines for decision-making as well as work-life 
op  ons which must be consistent, fair and unbiased.

UMMC will develop and fully support programs, internal and external collabora  ons, and 
partnerships designed to enhance diversity and inclusion in healthcare, research, and 

PART FOUR 

INSTITUTIONAL POLICIES
This section includes a few institutional policies relevant to content in this 
guide. To see a complete listing of UMMC policies, please visit the Document 
Center on the Intranet.
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educa  on; address healthcare inequi  es; and eliminate 
biases, harassment, and discrimina  on. UMMC also 
supports diversity in procurement and will strategically 
engage in outreach by encouraging minority and women-
owned, small disadvantaged, and underu  lized business 
enterprises to successfully compete and par  cipate in 
UMMC procurement processes.

Ins  tu  onal resources shall be provided by UMMC and 
other funding sources to carry out mission-driven eff orts 
highlighted in this policy. The Offi  ce of Diversity and 
Inclusion will regularly monitor, assess, and evaluate 
diversity outcome metrics, impact, and the organiza  onal 
climate and culture based on diversity and inclusion goals 
and strategies, and will prepare periodic and annual 
reports.

This policy aligns with our overarching mission and 
supports strategic priori  es of the ins  tu  on in its 
provision of quality care, organiza  onal effi  ciency, 
health professional educa  on and training, and scien  fi c 
advancements. This policy is not a subs  tute or addendum 
to the UMMC Non-discrimina  on Policy in Educa  on and 
Employment (see UMMC Faculty Staff  Handbook) or the 
UMMC Affi  rma  ve Ac  on Plan. All policies are considered 
separate in nature and one does not supersede the other 
unless required by applicable law.55 

EQUAL OPPORTUNITY IN EDUCATION AND EMPLOYMENT

The University of Mississippi Medical Center is an EOE/
AA/Minori  es/Females/Vet/Disability/Sexual Orienta  on/
Gender Iden  ty/Title VI/Title VII/Title IX/504/ADA/ADEA 
employer. The University of Mississippi Medical Center’s 
educa  on, research, and service programs are open to 
every qualifi ed person. Equal Employment Opportunity 
is announced, provided, and ensured for all persons and 
affi  rma  ve ac  on is taken to guarantee that individuals 
recruited, hired, trained, promoted, will in all ways be 
treated equally without regard to race, color, gender, 

sex, sexual orienta  on, gender iden  fy or expression, 
religion, creed, na  onal origin, age, disability, veteran 
status, marital status, socio-economic status, culture, or 
gene  c informa  on. Inquiries or concerns may be made 
to: Employee Rela  ons, 2500 North State Street, Jackson, 
MS 39216. 

The University of Mississippi Medical Center ensures 
compliance with all applicable federal and state statutes 
and execu  ve orders including, but not limited to, 
Execu  ve Order 11246, as amended, Title VII of the 
Civil Rights Act of 1964, as amended and the Civil Rights 
Act of 1991, in respect to unlawful discrimina  on and 
affi  rma  ve ac  on. UMMC seeks to ensure all aspects 
of employment and educa  on remain free of unlawful 
discrimina  on and reaffi  rms its belief in taking affi  rma  ve 
ac  on to recruit, employ and to advance in employment 
minori  es; women; individuals with disabili  es; and 
veterans.

The Director of Employee Rela  ons also serves as 
the Americans with Disabili  es Act (ADA) Coordinator. 
Those with a bona fi de disability needing reasonable 
accommoda  on should contact the Director of 
Employee Rela  ons. 

It is understood that any breach of the Medical 
Center’s Equal Employment Policy regarding unlawful 
discrimina  on because of a person’s race, color, gender, 
sex, sexual orienta  on, gender iden  fy or expression, 
religion, creed, na  onal origin, age, disability, veteran 
status, marital status, socio-economic status, culture, 
or gene  c informa  on shall be grounds for disciplinary 
ac  on up to and including discharge. 

To assure compliance with this policy, the Vice 
Chancellor for Health Aff airs has designated the Medical 
Center’s Chief Human Resources Offi  cer to direct the 
establishment of and to monitor the implementa  on of 
human resources procedures to promote and guide our 
affi  rma  ve ac  on program.56 
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NOTIFICATION OF RIGHTS UNDER THE FAMILY 
EDUATIONAL RIGHTS AND PRIVACY ACT (FERPA) 

PURPOSE
The Family Educa  onal Rights and Privacy Act (FERPA) 
(20 U.S.C. § 1232g; 34 CFR Part 99) is a Federal law that 
protects the privacy of student educa  on records.

POLICY
The Family Educa  onal Rights and Privacy Act (FERPA) 
aff ords students certain rights with respect to their 
educa  on records. These rights include: 

1. The right to inspect and review the student’s 
 educa  on records within 45 days of the day the 
 Medical Center receives a request for access. 
 A student should submit to the Offi  ce of 
 Enrollment Management a wri  en request 
 that iden  fi es the record(s) the student wishes 
 to inspect. The Offi  ce of Enrollment Management 
 will make arrangements for access and no  fy the 
 student of the  me and place where the records 
 may be inspected. If records are not maintained 
 by the Offi  ce of Enrollment Management, they 
 shall advise the student of the correct offi  cial to 
 whom the request should be addressed. 

2. The right to request the amendment of the 
 student’s educa  on records that the student 
 believes are inaccurate, misleading, or otherwise 
 in viola  on of the student’s privacy rights under 
 FERPA. A student who wishes to ask the Medical 
 Center to amend a record should write the 
 Offi  ce of Enrollment Management and clearly 
 iden  fy the part of the record the student 
 wants changed, and specify why it should be 
 changed. If the Medical Center decides not to 
 amend the record as requested, the Medical 
 Center will no  fy the student in wri  ng of the 
 decision and the student’s right to a hearing 
 regarding the request for amendment. Addi  onal 
 informa  on regarding the hearing procedures 
 will be provided to the student when no  fi ed of 
 the right to a hearing. 

3. The right to provide wri  en consent before 
 the Medical Center discloses personally 
 iden  fi able informa  on from the student’s 
 educa  on records, except to the extent that FERPA 
 authorizes disclosure without consent. The 
 Medical Center discloses educa  on records 
 without a student’s prior wri  en consent under 
 the FERPA excep  on for disclosure to school 
 offi  cials with legi  mate educa  onal interests. 
 A school offi  cial is a person employed by the 
 Medical Center in an administra  ve, supervisory, 
 academic or research, or support staff  posi  on 
 (including law enforcement unit personnel 
 and health staff ); a person or company with 
 whom the Medical Center has contracted as its 
 agent to provide a service instead of using Medical 
 Center employees or offi  cials (such as an a  orney, 
 auditor, or collec  on agent); the Board of Trustees 
 of State Ins  tu  ons of Higher Learning; or a 
 student serving on an offi  cial  commi  ee, such 
 as adisciplinary or grievance commi  ee, or 
 assis  ng another school offi  cial in performing 
 his or her tasks. A school offi  cial has a legi  mate 

36         PART FOUR: INSTITUTIONAL POLICIES



August 2019    Guide to Best Practices in Recruiting, Engaging, and Retaining a Diverse Student Population

 educa  onal interest if the offi  cial needs to 
 review an educa  on record in order to fulfi ll his or 
 her professional responsibili  es for the Medical 
 Center. Upon request, the Medical Center may 
 also disclose educa  on records without consent 
 to offi  cials of another school in which a student 
 seeks or intends to enroll upon request.

4. The right to fi le a complaint with the U.S. 
 Department of Educa  on concerning alleged 
 failures by the University to comply with the 
 requirements of FERPA. The name and address 
 of the Offi  ce that administers FERPA is: Family 
 Policy Compliance Offi  ce U.S. Department of 
 Educa  on 400 Maryland Avenue, SW Washington, 
 D.C. 20202-5901.57 

NOTIFICATION OF DIRECTORY INFORMATION UNDER 
FERPA  

PURPOSE
The Family Educa  onal Rights and Privacy Act (FERPA) 
(20 U.S.C. § 1232g; 34 CFR Part 99) is a Federal law that 
protects the privacy of student educa  on records.

POLICY
The Family Educa  onal Rights and Privacy Act (FERPA) 
allows The Medical Center to disclose the following 
“directory informa  on” without consent. The 
Medical Center regards the following informa  on 
as “directory informa  on,” that is, informa  on that 
may be made available to the general public: full name, 
reported date of birth, dates of a  endance, digi  zed 
image, local address and telephone number, e-mail 
address, undergraduate college, home town or city at 
 me of applica  on for admission, and dates of degrees 

received or expected with fi eld and department of 
study, Medical Center prizes, residencies, fellowships, 
and similar honors awarded.

A student may choose not to allow the above 
informa  on as it applies to himself or herself to 
be designated “directory informa  on.” It is the 
student’s responsibility to inform the ins  tu  on of this 
exclusionary choice by placing a FERPA fl ag on his or 
her record, at the  me of registra  on, through the 
MyU Student Portal. This ac  on will preclude any 
directory informa  on about a student being released 
to a third party except in instances where FERPA does 
not apply.    

Students will be made aware of the possible 
consequences of withholding “directory informa  on,” 
such as missed mailings, messages, and announcements, 
non-verifi ca  on of enrollment or degree status, and 
non-inclusion in the Medical Center Commencement 
program.58, 59, 60, 61
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CONCLUSION

The University of Mississippi Medical Center recruits students, staff , and faculty 
from around the world interested in receiving an excellent educa  onal experience, 
par  cipa  ng in cu   ng-edge research and discovery, and serving pa  ents from all 
walks of life. By having a diverse student body, staff , and faculty, UMMC is be  er 
posi  oned to produce outstanding health professionals to serve the community while 
addressing challenges and threats to be  er health outcomes and equitable care. 
We consider this guide as one of many ways to off er direc  on for academic leaders 
who recruit, retain, and support students, staff , and faculty. Increasing diversity and 
promo  ng an inclusive campus environment is a priority. This is why it is important to 
share applied knowledge, and foster responsible and accountable leadership commi  ed 
to serving diverse student popula  ons. 
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