
1 

 

Jefferson Community and Technical College 
2016-2017 Diversity Planning and Assessment Report 

 
 
 
 

 
 
 
 

Dr. Ty Handy, President 
Jefferson Community and Technical College 

109 E. Broadway, Suite 303 
Louisville, Ky.  40202 

 



2 

 

TABLE OF CONTENTS 

 

Executive Summary and Introduction 

Campus Climate Interviews 

Programs and Diversity Initiatives: 

 Allied Health and Nursing  

 Technical Education  

 International Student Services  

 College Committees 

 Student Success (Achieving the Dream 2.0) 

 Student Affairs 

 Supplier Diversity 

 Veterans Affairs 

Strategic Enrollment Management Plan 

 Student Access 

 Student Success 

Jefferson Board of Directors 

Data Analyses – Workforce and Student Data 

Summary/Barriers to Implementation 

Diversity Planning Committee Members 

 



3 

 

 

 

EXECUTIVE SUMMARY AND INTRODUCTION 

 
With diversity and inclusion so central to the mission and purpose of this college, it is no surprise that this 2016-2017 Diversity Assessment 
Report for Jefferson Community and Technical College contains many examples of progress and vitality as well as indications of challenges 
ahead and work still to be accomplished. We felt it was important to emphasize the various areas in which Jefferson is rich in it diversity of 
student population as well as staff and faculty. These programs and committees set the context for future improvement within our college 
as it pertains to diversity and inclusion initiatives. 
 

A brief history of Jefferson Community and Technical College 
 
Jefferson Community and Technical College, based in Louisville, Ky., is a comprehensive, public postsecondary institution providing students 
access to a wide variety of programs of study including allied health, business, engineering technologies, general education transfer studies, 
information technologies, and trade and industry technologies. It awards associate degrees, diplomas and certificates. 
 
Jefferson is the largest of 16 colleges forming the Kentucky Community and Technical College System. It has six campuses, three in Jefferson 
County, and one each in Carrollton, Shelby County and Bullitt County. It also offers programs at Kentucky correctional facilities. Courses also 
are offered in Oldham County and online. A new Carrollton Campus is being built to be ready for classes in the Fall semester of 2017.  
 
Jefferson will be receiving funding for two significant projects under the State Workforce Development bond-funding program.  We are in 
collaboration with a Shelby county Schools proposal that was successful in getting a $3.2 million investment in Shelby County, of which 
about half will be invested in plant and equipment on the campus.  In addition, we are the lead institution for the largest award provided by 
the State under this funding, $15.2 million for advanced manufacturing and information technology in Jefferson County that will be used to 
construct the AMIT building we have been working towards for several years.  The funding also provides support to JCPS to collaborate with 
us in building the pipeline of students needed to meet industry demands in these fields. 
 
Through the leadership of Dr. Ty Handy, President since January 2016, Jefferson enrolls about 12,000 students per semester and serves 
more than 20,000 students a year. In 2015-2016, the College awarded a record 1,480 Associate Degrees and 1,972 certificates and 135 
diplomas in technical programs.  
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Our Mission 
We open the door to quality education that promotes the economic and cultural vitality of our community, encourages all to discover and 
achieve their potential, and provides opportunities to turn dreams into realities. 
 

Mission Goals: 
Jefferson Community and Technical College fulfills its Mission by promoting excellence in programs and services in support of educational 
opportunity, lifelong learning, and student achievement as expressed in the following goals: 

1. Support the attainment of regional and statewide educational goals through data informed and inquiry driven strategies to increase 

retention rates and completion of credentials (Associate Degrees, Diplomas and Certificates). 

2. Maximize student achievement through an institutional commitment to effective teaching and support services. 

3. Enhance workforce readiness and economic development of the community by providing seamless educational opportunities 

through agreements with adult education, secondary school systems, postsecondary institutions, community groups, and business 

and industry partners. 

4. Provide an inclusive, accessible, and safe learning and working environment. 

 

Values: 
 Guiding Values: We believe that learning changes people’s lives. Toward that end, we value: 
 
 Diversity:   We value diversity and embrace the diverse communities we serve. 
  
 People:  We value people and trust, respect, and care for those with whom we work and serve. 
 

Vision:  From these values, Jefferson Community and Technical College will become an environment of hospitality and creativity where 

individual lives and human community can flourish through access to quality-driven, learner-centered education. 
 
Jefferson Community and Technical College is pleased with the progress we are making and proud of the numerous diversity and global 
awareness initiatives across our six campuses. Through the efforts of our staff and faculty, students are being prepared to meet the 
demands of the rapidly evolving, increasingly global society in which they will pursue their careers. Below we have offered interviews of 
Students, Faculty, and Staff to give an overall summary of their thoughts/concerns with diversity on our campuses. 
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Interviews of Faculty, Staff, and Student Focus Groups:  
 

At Jefferson, it was important to identify what the various staff, faculty, and student groups thought about Jefferson’s role in diversity at the 
college. There were three groups interviewed – Faculty, Staff, and Students. 
 

Faculty:  
 
It was requested by faculty that several leaders come together to give their feedback/thoughts/concerns of what diversity should look like 
at Jefferson. Below is their collective response. 
 
“Any such Diversity Action Plan should be created to support diversity in students, faculty, staff, and administration and to create a climate 
of inclusiveness. A vision or mission statement might include something such as: 
 
Jefferson commits to fostering a truly welcoming culture that respects and actively includes all members of the college community. Despite 
intention, Jefferson—like many higher education institutions—has historically not cultivated or supported an inclusive environment that 
embraces all of the identities our students, faculty, staff, and administrators bring to campus. We strive to do better; to be inclusive; to 
create a college that thrives on diversity; to question our policies continually, procedures, pedagogy, and spaces.  Jefferson is an equal 
educational and employment opportunity institution and does not discriminate on the basis of race, sex, religion, color, sexual orientation, 
gender identity or expression, national origin, age, disability, family medical history, or genetic information. Further, we vigilantly prevent 
discrimination based on sexual orientation, parental status, marital status, political affiliation, military service, or any other non-merit based 
factor. Our work is to make that prevention more visible and to disrupt the status quo; our goals of inclusion and value must foreground all 
of our decisions, even when the conversation is uncomfortable.” 
 

Recommended Action Steps: 
 

 Create a supportive environment for diversity training, research, scholarship, and activity that enhances the dialogue on diversity. 
Connect this work to our daily practices and engagement with one another.  

 Monitor the recruitment of women and minority faculty and actively recruit talented faculty from URMs (underrepresented 
minorities). 

 Recruit, retain, and graduate greater numbers of URM students. 
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 Work with the communities of our colleges to promote the understanding and effectiveness of diversity. 
 Create opportunities to listen to students and seek their input into decision-making and representation on college committees when 

possible. 
 Work within the college to grow our own diverse pool of talent to be considered and promoted to senior faculty and to all levels of 

administration.  
 Train students, faculty, staff, and administration in Title IX procedures and obligations. 
 Train campus security officers in responding appropriately and supportively to diverse populations.  
 Develop college procedures for tracking minority vendors and actively recruiting minority vendors.  
 Create and / or seek out funding initiatives for research on diversity. 
 Create and / or seek out funding initiatives for permanent resources to build endowments for scholarships for URM students. 
 Incorporate diversity into the strategic planning for each academic and each support unit. 
 Create and / or seek out funding initiatives for professional development on diversity, including inclusive pedagogy, Title IX, LGBTQI 

Fairness, and international student populations. 
 Ensure that all college employees are culturally competent to work with our diverse student body in a supportive, inclusive, and 

respectful manner. 
 Identify a team of faculty and staff to coach and support colleagues in practicing and strengthening cultural competency.  Create a 

process by which all members of the college community can raise concerns or make suggestions for building a more welcoming 
campus experience. 

 Establish a multi-representative review process to evaluate the fulfillment of these actions and to ensure that initiatives are ongoing. 
 

Student Focus Group: 
 
Jordan McDowell and Lucretia Buckner, both Admission’s Advisors/Recruiters with the Admission’s Department conducted a small focus 
group on Monday, January 23, 2017 with Jefferson Community and Technical College students to inquire about cultural diversity on 
campus. This group of students represented a wide range of majors/ages/backgrounds. It was essential that during this focus group, 
students voiced their open and honest opinion on the climate of our campus as it relates to diversity. The following information was 
collected during this focus group: 
 
Defining cultural diversity proved to be a task in itself when students were asked what their personal definition of cultural diversity was. 
First, the need was established to make sure students had a concept of what diversity was prior to diving into how it may impact a campus 
such as Jefferson. Students had an interesting viewpoint on what ‘cultural diversity’ meant to him or her as it affects him or her in their daily 
life. One student indicated, “cultural diversity means a mixture of all cultures come together to work and learn from one another”. Students 
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agreed that what they enjoy about being student(s) at Jefferson is they are given the opportunity to learn about different cultures and 
religions. Students mentioned that Jefferson provides a fascinating representation of the different backgrounds in Jefferson County.  
 
Students agreed that Jefferson Community and Technical College is in a position to improve efforts to enhance cultural diversity as faculty 
and staff members at the institution demonstrate willingness and openness to learn about the variety of cultures at the college. One 
student stated they feel that while many students of different cultures may seem withdrawn and/or not open to meet students of other 
background(s), Jefferson offers a positive atmosphere for growth and individual improvement. Students in the focus group also established 
what they feel the common ground is at Jefferson: Education. One student feels that although they are at Jefferson for their education, they 
still want to take advantage of meeting those of different ethnicities and cultural backgrounds. She also stated that she feels intimidated to 
approach another student in fear of rejection. One student mentioned that Jefferson should focus on counteracting the media’s depiction 
of America. He wishes there was a way Jefferson could help students coming from other countries to see the openness and opportunity in 
meeting and socializing with those different from one’s self.  
  
The students in the focus group all agree that faculty and staff members do a fine job with closing the gap between the student body at 
Jefferson and the barrier that exist lies within ones’ own personality and willingness to accept change. In addition, the students agreed that 
Jefferson is in the position to face cultural diversity issues that arise because the institution currently employs individuals who demonstrate 
a desire for change and knowledge. Further, Jefferson employees offer positive support and guidance for students in the Jefferson County/ 
greater Louisville area. One student indicated that he grew up in a poverty-stricken home and had big dreams of pursuing higher education 
to better his career. He mentioned that Jefferson has given him the opportunity that he once thought impossible to pursue. Furthermore, 
he indicated that he wishes he had more training regarding the technology aspect of his courses. He indicated that while his instructor(s) 
have offered much support throughout his program, he (at first) felt intimidated by the amount of technology required to complete his 
coursework. He pointed out that the attitude of his instructors helps to keep him in the right direction toward positivity. The student feels 
that if instructors demonstrated a ‘hand on’ learning approach in the classroom, it may contribute to narrowing the communication barrier 
that exists amongst students. Students agreed that when they pay tuition to go to college, they expect to be taught in an open environment 
and at Jefferson they feel they are being educated in the best atmosphere in Louisville.  
 

African-American/Black Students Focus Group: 
Upon being hired, the Director of Multicultural Affairs, Danielle R. Sims, held two focus groups for students who identify as African-
American/Black on April 26th at 12:30 p.m. and 3:00 p.m. where 17 students attended and provided feedback. Below are the key points 
taken away from the focus groups: 

 Students didn’t not feel like the name “African-American Student Union” is not inclusive. Students felt that it left out students who 
identify as Black who were not born in the U.S.  
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 Students felt like sometimes if there were the only student in the classroom who identified as African-American/Black, they felt as if 
faculty expected to them to speak on behalf of the entire race. 

 Students shared incidents of microaggressions from faculty to students.   

 Students felt like the college should do more to recruit faculty of color. 

 Students are interested in more cultural programming.  
 
 
Methods of Gathering Student Feedback: 

 Community College Survey of Student Engagement  

 FYE 105 formal evaluation from students to instructors 

 Diversity Focus group completed May 2017 

 Campus Conversations 

 SOAR (orientation) 

 Bias Incident Response Team (B.I.R.T.)- launching Fall 2017 
 
Key Points of Student Focus Group Feedback: 
 
Students who participated in the Diversity Focus Group represented a wide variety of backgrounds and each provided interesting and 
insightful information as to how Jefferson’s cultural climate has affected them in their daily life. A few key points to take away from the 
Focus Group are as follows: 

 Students feel faculty and staff members should be sensitive to all cultural backgrounds. Students want employees at Jefferson to 

focus on providing the best service to each student. They feel that faculty members give students individualized attention; they will 

be more open to the idea of meeting and socializing with students who have different background(s).  

 Students feel that faculty/staff/administrators at Jefferson should continue to emphasize on existing efforts already demonstrated 

to enhance cultural diversity at the institution.  

 Students would like to see more conversations regarding cultural diversity at Jefferson. 

 Students wish there was more of an emphasis on creating a more approachable environment at Jefferson to allow open 

conversation(s) for students of different cultures/backgrounds. 

 Students indicated that they wished there were more “fun” cultural diversity events that occurred on campus. Students want to 

have the opportunity outside of the classroom setting to have open conversations with their classmates.  
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 Overall, students believe the open access policy at KCTCS allows students of all socioeconomic backgrounds to attend college. 

Students feel that their classmates are appreciative of educational opportunities at Jefferson. 

Students also are aware of the effort made by faculty/staff/administrators to close communication gaps between students and 
administration. 

 
Staff: 
 
A survey of the President’s direct reports and Deans offered a very insightful perspective on our college and how diversity is addressed. 
Each of the Vice Presidents and Deans were asked specific questions as well as were allowed to summarize what other observations they 
wanted to make. Below is the composite of what was stated: 
 

1) What has been our college’s most significant accomplishments with regard to cultural diversity/global 

awareness/inclusion/engagement since its inception 10 years ago? How have you seen the college evolve in this time? 

 Initially, when we started the professional development on under resourced students, our thinking evolved;  

 Anything we design has to be done with our most vulnerable student in mind; whether communications, policies, etc. be 

mindful that not everyone has had the same level of experience, education; we have made some improvements in how 

we understand our population. We did this as a series of PDs to understand our population 

 Moving beyond that going to ATD 2.0 with an emphasis on African American students; we now have an awareness and a 

sense of responsibility to these students for them to be more successful 

 People are willing to ask the hard question of how we can do things differently 

 Creating a Multicultural Center, more engagement, sense of belonging will have a lot of promise 

 Making this a top priority is an accomplishment 

 SEM plan – focuses on recruitment and retention 

 In the last ten years, our college has done a great job of enrolling a diverse student body. We have the largest population 

of African American students of any college in the state and we have over 60 different native countries and 40 different 

languages represented at Jefferson.  

 We have done a solid job of hiring a diverse staff. 

 We have held the annual Unity Arts Festival in the Spring semester for the last twelve years that influences over 500 

students each year. This festival has focused on the arts of a variety of different countries and/ or regions of the world 

including Latin cultures, Asian cultures, Native American cultures, hip-hop culture, and feminist culture.  
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 We have held an International Education Week Kick-Off event for the last 8 years that has included a parade of flags 

representing the home countries of many of our students and has brought together arts demonstrations, community 

organizations, a foreign film festival and food as part of this celebration. This event has also influenced 400-500 students 

each year.  

 I believe we are appropriately sensitive to diversity issues at Jefferson.  While they do not consume us, or lessen our 

focus on our success, the sensitivity is present and informs our behavior correctly.  We are challenged with developing an 

appropriately diverse work force that mirrors our student diversity.  This seems to be due in part to the potential hiring 

pools we receive as well as our ability to pay enough to keep an interested prospect from taking a better paying job 

elsewhere 

 The college has evolved in that students, faculty and staff have come to realize the importance and impact of diversity, 

inclusion and global awareness in creating a thriving college community. 

 

2) This question was rephrased when we asked two of our newest Vice Presidents for their input. We asked, “Since you are new to 

our college, what has been your impression of our diversity efforts at the college? What are some challenges you see that we 

face in the next five years?” Their responses are below: 

 It appears to me the college is committed to increasing diversity, expressed in a myriad of forms, including race and 
ethnicity, gender and gender identity, sexual orientation, socio-economic status, language, culture, national origin, 
religious commitments, age, and disability status.   

 The College seems to have a strategy of making diversity part of all activities that has the potential to embed diversity 
into the structure and culture of the school. 

 One of the challenges I think we will face is how to we will track our success and to develop realistic and achievable 
goals and make sure we monitor and adjust the plan objectives, tactics and implementation as well as the responsibility 
and accountability for diversity equity and inclusion assigned to specific offices, faculty program directors, or individuals. 

 Since joining Jefferson, I have seen a diverse workforce, both faculty and staff.  While it is not as diverse as our student 
body, it appears that we are attempting to reflect our overall service area and our student body when we are filling staff 
positions. 

 We face the challenge of working to hit an ever-changing target.  We can meet our diversity objective today, but in five 
years, we may not be reflecting our community due to changes in the community, rather than lack of effort on the part 
of the college.   

 Hopefully, the college keeps good employees, so we may have a staff mix that lags behind the community mix … but it is 
not for a lack of trying.  It could be because we hired well, in the past, and managed to keep the talent on staff. 
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3) What are the most important issues that you would like to see this planning process address? 

 grow a more diverse faculty population 

 provide diversity and cultural competence training for as many faculty, staff and students as possible 

 recruit, enroll and retain more Latino students at the college 

 develop more workforce ESL programs 

 How do we keep making the curriculum more inclusive; achievements, writing, stories, are included in what we teach 

and talk about with students 

 Continue to find ways to support students who are diverse in light of the issues on campuses in the past few years 

 Finding ways to close the achievement gap 

 Current political climate, people from traditionally marginalized groups who feel under attack, an issue we need to take 

seriously. Students should feel safe and protected 

 New effort; renewed sense of importance needs to be looked at in this arena 

 Be sure this is student focused; do things to make an impact and be visible to students. 

 Recruitment of faculty from underrepresented populations to mirror our student population 

 Students who are underrepresented need to see someone who looks like them 

 Technical education – recruitment of minority teachers in this area;  

 What we will do extra to deepen the diversity of our prospective employee pools?  What other actions we will take (such 

as establishing a multi-cultural center) to impact student success if we are less than successful in our employee 

recruitment efforts.  Finally, how we will appropriately respond to Federal or State initiatives that have intended or 

unintended consequences that challenge our ability to be fair and balanced to students from all walks of life… 

 

In summarizing all of this data and information it is important to note that Jefferson is heading in the right direction in its embrace of 

diverse vision and values. It is critical that we continue to work to promote the richness of our campus culture and climate in the 

face of growing concerns with student achievement and success.   

Jefferson is rich in diversity in regards to the entire college and its programs. With diversity and inclusion so central to the mission and 
purpose of the college, it is no surprise that this current Diversity Assessment Report for Jefferson Community and Technical College 
contains many examples of progress and vitality as well as indications of challenges ahead and work still to be accomplished. We believe the 
information contained in reports produced by administrative units and academic divisions affirms a sincere commitment to producing 
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positive diversity results.  Among the signs of progress and vitality are the following diversity initiatives throughout the various programs 
and departments at Jefferson: 
 

 

ALLIED HEALTH AND NURSING 
 
The Nursing and Allied Health Divisions continue to respect and nurture its diverse student population. In the Nursing and 
the Allied Health Division, we respect the variety of ideas, experiences and practices that such diversi ty entails. We continue 
to strive through our various programs to increase our focus on diversity among our students.  
 
Nursing: 
 
Current efforts to increase the diversity in nursing by the JEFFERSON Associate Degree Nursing Program include the submission of a 
proposal for a financial grant from Health Resources and Services Administration.  If granted the program will be utilized to increase the 
enrollment, retention and graduation rates of minority\culturally diverse students in the nursing program. Our efforts to increase diversity 
will continue to focus on recruitment and retention, as we as reach out to prospective students. 
 
Physical Therapist Assistant (PTA) Program: 
 
Actively participates in a variety of functions that market to students of all ages, races and cultures. Examples include: hosting a booth at 
the college Resource Fair, attending career fairs sponsored by primary schools within the Louisville metropolitan area, conducting monthly 
preadmission conferences on the JEFFERSON Downtown campus, teaching in general education courses, presenting the program to 
students enrolled in first year experience courses (FYE 105), meeting in person with students to create an individualized plan for successful 
application, and attending professional development sessions for issues related to cultural diversity. 100 students applied in 2016, of which 
self-reported as Hispanic (3), Caucasian (86), Black/African American (6), Asian Pacific (3) and 2 more abstained form reporting. Achieving a 
cohort of well-diversified admissions is an ongoing process and challenge that is revisited annually by PTA program faculty, the PTA 
Selective Admission Committee, and the PTA Program Advisory Board.  Program goals for 2016-2017 include contacting local high schools 
that are healthcare magnets and working to establish a partnership for future potential admissions. With respect to cultural competence, 
this topic is introduced in the first semester of the PTA Program curriculum in PTA 101 Orientation to Physical Therapy Practice and 
continues to be emphasized throughout later courses. All faculty in the PTA Program teach by and embrace the standards set forth by the 
American Physical Therapy Association, with inclusion and an appreciation for cultural differences being a primary focus. 
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Medical Laboratory Technician (MLT): 
 
This year we are very fortunate again to have a diverse group of students. Since the program began, we have had a large female population 
in our classes.  This year we have 80% female students and 20% male students.  We have many races and ethnic backgrounds represented 
in our program, including Middle Eastern, Cuban, African American, and Caucasian. We will continue to have an all-inclusive attitude in our 
program and welcome student from diverse backgrounds. It truly enriches us all by working and learning from one another. 
 
Health Information Technology (HIT): 
 
Currently, 35% of our students are ethnic or racial minorities; 16% are male, and 63% are older than years of age. HIT faculty believe that 
our existing methods of maintaining diversity work to the benefit of our program.  We continue to obtain high interest from non-traditional 
and students already working in health care.  Therefore, our intent remains on recruiting and retaining those students.  In fact, much of 
HIT’s programmatic success hinges on the sorts of student we attract to our program. Throughout our courses, we stress the need for 
cultural sensitivity and competency.  As an example, in HIT 211 (Health Care Statistics & Supervision), students analyze, evaluate, and 
develop solutions to large-scale changes in health care provision.  While those case studies do not include clinical content, it does raise 
awareness to the needs of historically disempower groups, like the uninsured, indigent, and religious/ethnic minorities.  Our students 
appreciate the challenge of dealing with those cases and many recognize the utility of the exercise in their field practice upon graduation. 
 
Paramedic Technology: 
 
Students are to use sensitivity when discussing topics that involve race, ethnicity, religious practices, and sexual orientation. Cultural beliefs 
vary between populations, and students are expected to respect those differences. 
 

     Radiography Technology: 
 
      The Jefferson Radiography Program’s student population is currently 25% male and over 12% African American and Latino because of last 

year’s diversity efforts. According to a survey by the American Society for Radiologic Technologists (ASRT), the Jefferson Radiography 
Program is around the national average for the male population, and above the national average for the African American population. The 
Radiography Program’s current retention/completion rate is at 85%, nearly twice the Fall-to Fall retention rate for Jefferson as a whole. The 
Radiography Program helps Jefferson fulfill its mission and achieve KCTCS Goal #2, increasing student success. The Radiography Program’s 
diversity plan for the current year will place efforts on the areas of recruitment and retention. The Radiography Program has a diverse of 
students that is comprised of individuals of different race, gender, ethnicity, religion, age, disability and veteran status. Program faculty 
continue in an effort to increase the diversity of our students by reaching out to prospective student through recruitment opportunities 
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such as participation in community public school events, resource fairs, and college advising conferences and tours. Retention efforts in 
Radiography focus on retaining all of our students that will help keep our student population diverse, and continue to achieve KCTCS 
strategic Goal #3 of cultivating diversity. 

 
Pharmacy Technology: 
  
The Pharmacy Technology program includes four males, one of which is Hispanic. Of the 20 current students, 15 are nontraditional age 
(over 25).  The class has three Asian persons, five African Americans.  The class includes students from the following countries: Rwanda, 
Ghana, Panama, Afghanistan, Laos, Jerusalem, and Viet Nam.  The faculty will continue these recruitment efforts to assure the classroom 
population maintains this level of diversity. 

 
       Surgical Technology: 
 

A career in Surgical Technology places students and graduates in a heavily diversified medical field. During program course work, each 
student acquires training and team building skills from surgical techniques gathered from all over the globe. As a surgical team of students 
and educators, we address issues that every student will be involved with in the real world, including topics such as religion, lifestyle 
choices, ethnicity, gender, and cultural beliefs.  
 Our program has had good success in reaching and enrolling many students from all walks of life. The program outreach extends past the 
classroom lab and clinical setting to include, visiting outlying community centers, rural healthcare facilities, and high schools that may not 
normally receive visits from medical professional. Our faculty, adjunct staff, and students volunteer for career day events held on campus, 
and also preadmission conferences and Q&A sessions many time a year.  
 While our program has improved dramatically over the years in respect to ethnic diversity, the profession is still predominately female. On 
average, the program has a 1:10 ratio of male to female students. As a community college, and one who is Allied Health programs are 
directly involved in local employment and the medical profession, each year shows improvement from the last. The program and the 
college’s commitment to change, as well as the evolution of society as a whole by a younger generation reflect this.  
 
Occupational Therapy Assistant: 
 
Program at Jefferson Community and Technical College addresses cultural competence in a variety of ways.  Concepts of diversity are 
introduced to our students during the very first class and are woven throughout the courses (3 semesters) that follow.  Cultural 
competence for the OTA student includes respect for diversity factors including but not limited to socio-cultural, socioeconomic, spiritual, 
physical differences, and lifestyle choices.  The Accreditation Council for Occupational Therapy Education (ACOTE) mandates through its 
standard that the concepts of culture and cultural competence be integrated into the OTA curriculum.  There are six (6) detailed Standards 
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addressing these concepts.  The American Occupational Therapy Association’s Fieldwork Evaluation for the Occupational Therapy Assistant 
Student has a specific performance area devoted to cultural competence.  Students are required to pass this evaluation before being 
eligible to take the national certification examination. Specific OTA Program diversity data tends to mirror findings from national OTA 
programs. OTA class 2016: 10% (2/20) of the current OTA class is self-reported as male, and 90% (18/20) reported as women. Jefferson’s 
OTA Program ranges from 5-10% of persons of color while nationally this is 21%. OTA class of 2015 self-reported as 1 woman of color and 2 
women of Asian or Pacific Islander 15% (3/20) and nationally for OTA Programs this number is21%: Jefferson’s OTA Program tend to have 
larger age ranges (20 years old to 47 years old), and larger number of students with earned degrees prior to starting the OTA program. 
 
 
Medical Assistant: 
 
The Associate Degree Medical Assisting program is continuing to work to increase and promote diversity among its student’s population by 
introducing role-playing, video excerpts, guest lecturers, and classroom discussion. We encourage our students to be open and accepting of 
all populations and to take a role in expanding diversity efforts into the community. The program participates in health fairs, community 
outreach, and is open to tours from community high schools. These activities allow an opportunity to present an environment of openness 
and acceptance in an effort to reach our more underserved, under resourced student population. As a result, we have several ethnicities 
and both genders represented in our classroom. 
 
 Medical Coding and Reimbursement: 
 
Because it is not a selective admission program, MCR is accessible to students of diverse backgrounds. The field’s workforce is heavily 
female-dominated, though the program has attracted several male students over the past year. The program generally has significant 
interest with African American and students of international background. Within the program, cultural competency is achieved by stressing 
cultural differences as they may relate to discussion of sensitive health information, socio-economic status, and individual patient 
preferences. Students are encouraged to demonstrate sensitivity when discussing topics that involve race, ethnicity, religious practices, 
gender identity, and sexual orientation. Cultural beliefs vary between populations, and students are expected to respect those differences. 
These topics are discussed during orientation, program orientation and throughout the program’s coursework. In the past year, the 
program has seen consistent student achievement in terms of course performance, graduation rates, as well as certification exam pass 
rates with no noticeable differences between students of varying backgrounds. The forthcoming year’s efforts will focus on ensuring 
diversity by way of closer student tracking from program interest through program graduation and credential attainment.  Furthermore, the 
diversity of students in the Health Science Technology program appears to feed into the MCR program for the upcoming calendar year.   
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Respiratory Care: 
 
The Respiratory Care program here at Jefferson Community and Technical College has a diverse group of alumni and present a student 
roster that includes those of different races, gender, ethnicities, and veteran status. During the selective admissions process, our team 
strives to recruit a diverse group of individuals as possible. This past year we participated in summer career sessions at a local high school, 
we participated in the Jefferson Student Resource Fair and we sent out flyers and emails to potential students who were looking and 
interested in the health care arena. All of these outreaches were successful. As important as having a diverse student population is, it is also 
imperative to have a diverse clinical experience for our students. We strive to ensure that our students are culturally competent and 
prepared for the very diverse workforce of the future. 
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TECHNICAL EDUCATION 
 

Effective July 2016, a regular full time campus director was assigned to the Technical Campus. This position also has a dual role as Dean of 
Technical Education. Demographic information has been strong data source influencing decision making and strategic planning. Some of the 
strategies below are outcomes from this data gathering. 
 
Technical Campus  
613 total enrollment – Spring 2017 
339 White/Caucasian (55%) 
181 African-American (29%) 
41 Hispanic/Latino (6%) 
16 Asian (2%) 
19 Two or more races (3%) 
*44% non-white 
 
Continued Discussions with Human Resources to Promote the Recruitment of a more Diverse Faculty: 
 
We are aware of the small number of faculty who are minority at the Technical Campus and in Technical Education. My assessment 
concluded we have one faculty member on the Technical Campus who is minority. Human Resources staff and the Dean continue 
conversations to address future recruitment of a more diverse faculty when positions become available in the future. A strong example of 
our commitment to diversity in this arena is a recent reassignment of an Advisor to the Technical Campus who is a minority. This Advisor 
was relocated to the Technical Campus due to her positive work performance and deep commitment to help in the recruiting and advising 
of minority students to the campus. 
 
Developing Partnerships to Support Achieving the Dream 2.0; Focus on Success of African American Students: 
The Achieving the Dream 2.0 Focus on Student Success of African American Students continues to be a focus on the college. The former 
chair of the committee was a member of the Technical Campus – she accepted another position outside the college in Fall 2016.  As the 
college continues to develop initiatives promoting African-American students success, the Technical will continue to be an inclusive partner. 
 
Safe Zone space at the Technical Campus 
A faculty member on the Technical Campus plans to complete the Safe Zone training before May 31, 2017.  
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INTERNATIONAL STUDENT SERVICES 
 

The Office of the Assistant Director of Admissions, International Admissions serves as the International Student Services for immigrant and 
international students.  
 
Services provided for all immigrant and international students: 

 International Transcript Evaluation Advising 

 International High School Completion Advising 

 Financial Aid Documentation advising 

 Assistance in Setting up Financial Aid refund selection 

 Translation and Interpretation services for all Student Affairs offices. Current languages offered: Spanish, French, Arabic and 
Vietnamese 

 Application assistance 

 Recruitment efforts with local refugee resettlement agencies, schools, and community centers 

 Referrals to resources for international and immigrant students 

 On-the-job training for newly arrived refugees and immigrants 

 General academic advising 

 Visa advising and education 

 DACA and undocumented student advising 
 

Services Provided for F-1 International Students 

 Advising through the application and admission process 

 Providing I-20 and other acceptance materials 

 Keeping SEVIS Records up to date 

 New F-1 Student Orientation 

 Ongoing Advising regarding visa regulations 

 Employment advising, including during and after completion of degree 

 Assisting with Change of status, reinstatement, extension of program 

 Sharing resources regarding tax documents, employment opportunities, etc. 

 Serve as resource regarding F-1 student regulations for other offices 
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The following data is a partial representation of the International population of Jefferson. This is not comprehensive because it is dependent 
on how students answer questions on the application. Not all visa holders, for example, self-disclose. Further, many students who are 
foreign-born graduate from high school in the United States. Finally, we have very little documentation of our DACA and undocumented 
students, for a variety of reasons.  
 

 
 

Jefferson Community and Technical College International Student Population 
Count of JEFFERSON Students w/ Out of Country School Code 

Fall 2014 Fall 2015 Fall 2016 

637 655 707 

 
 

Count of JEFFERSON Students w/ a VISA code 

Visa Type Fall 2014 Fall 2015 Fall 2016 

F1 16 29 43 

REF 9 3 3 

 
JEFFERSON Students w/ a NON-USA Country of Origin 

Fall 2014 Fall 2015 Fall 2016 

81 81 48 

 
Source: Office of Institutional Effectiveness, Planning, and Research 2016 
 
 
 
Below is a list of the various countries represented at Jefferson along with the number enrolled from each country:  
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HS Country Code Fall 2016, Count of Students Enrolled 

Afghanistan 10 

Albania 1 

Algeria 7 

Bahamas 2 

Belarus 2 

Benin 1 

Bosnia 1 

Botswana 2 

Brazil 2 

Burundi 3 

Cameroon 6 

Canada 6 

Chad 1 

China 6 

Colombia 10 

Costa 1 

Croatia 1 

Cuba 141 

Czech 1 

Dem 16 

Djibouti 1 

Dominican 1 

Ecuador 5 

Egypt 3 

El Salvador 2 

England 3 

Eritrea 2 

Ethiopia 23 

France 2 

Gabon 1 

Gambia 10 
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Germany 4 

Ghana 8 

Guatemala 2 

Guinea 1 

Haiti 11 

Honduras 3 

India 23 

Indonesia 1 

Iran 14 

Iraq 93 

Italy 2 

Ivory 2 

Jamaica 3 

Japan 6 

Jordan 8 

Kenya 10 

Korea 4 

Kosovo 3 

Kuwait 1 

Kyrgyzstan 2 

Liberia 9 

Libya 3 

Malawi 2 

Mauritania 2 

Mexico 17 

Moldova 1 

Mongolia 1 

Morocco 18 

Nepal 29 

Nicaragua 2 

Nigeria 8 

Pakistan 4 

Palestine 3 

Panama 3 

Peru 4 
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Philippines 8 

Portugal 1 

Russia 7 

Rwanda 9 

Saudi 3 

Senegal 10 

Somalia 11 

South 3 

Spain 3 

Sudan 10 

Sweden 1 

Syrian 8 

Taiwan 2 

Tanzania 2 

Togo 11 

Turkey 7 

U.A.E. 2 

Uganda 5 

Ukraine 6 

United 1 

Venezuela 5 

Vietnam 18 
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Note: The reported data is based on unofficial tables in the KCTCS Decision Support System, and is based on codes entered in PeopleSoft.  
These numbers may not reflect all international students enrolled at Jefferson.  These counts may be duplicative (for example, students 
included in the Count of Jefferson Students w/ Out of Country School Code table may also be included in the Count of Jefferson Students w/ a 
VISA code table). 
 
ESL Program 
In addition, this office provides support to the ESL Department and oversees all aspects of the ESL Student Admissions process.  
 
In 2015-2016, this office oriented approximately 425 students in ESL Orientations. Several adaptions to the Orientation process were 
designed and implemented by this office, including: 

 Increased communication with the Provost, Academic Dean, and ESL Department in order to add additional classes as the demand 
continued to increase 

 Developed a program of individual Financial Aid and Admissions counseling during the ESL Orientation, including providing 
interpreters. This process significantly increased the capacity of students to understand the process and provide needed 
documentation 

 Increased the number of bi-lingual student workers, which both fosters greater communication between Jefferson and potential ESL 
students, and further nurtures a sense of self-identity 

 Partnered with UPS to provide information at orientation regarding job opportunities through UPS’ Global Gateways program 
 
Further, this office has worked to increase communication channels between the ESL Department and the Advising Office.  Further, this 
office serves as a backup advising office for the ESL office, especially during the busy weeks leading up to the first week of class, and during 
the first week.  
 
Below is the data that demonstrates how the ESL program has grown over the past three years, as well as the success rates of students in 
ESL classes. 
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ESL Data 

January 2017 
 

 Enrollment in ESL Classes 

 ESL course enrollments grew by 33% over the last 3 academic years. 

 
Academic Year 

2014-2015 
Academic Year 

2015-2016 
Academic Year 

2016-2017 

# of ESL Sections Offered 
77 82 94 

# of ESL Course Enrollments 
1,486 1,660 1,980 

# of ESL Students  
Course enrollment de-
duplicated by student ID 

530 564 624 

Source: Office of Institutional Effectiveness, Research, and Planning.  Unofficial DSS Enrollment Tables 
 

 Student Success in ESL Classes 

 In Fall 2015, the Overall Pass Rate for ESL classes at Jefferson = 82.7% 

 Nearly 13 percentage points higher than the college-wide Pass Rate (70.1%) 

 15.5 percentage points higher than the overall general education Pass Rate (67.2%) 

 Source: Fall 2015 GPA Reports 

 

 Enrollment in English 101 ESL Courses 

 

 Academic Year 
2014-2015 

Academic Year 
2015-2016 

Academic Year 
2016-2017 
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Count of Enrollments in ENG 
101 ESL Sections (Coded w/ 
PF in Section Code) 

166 176 172 

 
F-1 Program 
The number of F-1 students has increased over the past several years. Currently, JEFFERSON has 45 F-1 international students, from 
countries all over the world, representing five continents. Many of these students successfully complete their Associate’s degree and 
transfer to other universities. 
 
RECRUITMENT & COMMUNITY PARTNERSHIPS 
 
ESL Student Recruitment 
The International Student Services office reached approximately 850 potential students through visits to advanced community ESL classes, 
international events, and college fairs. 
Here is a sampling of the recruitment sites: 

 Kentucky Refugee Ministries 

 Catholic Charities 

 Americana Community Center 

 Louisville Free Public Library Immigrant Services 

 Newcomer Academy 

 La Casita Center 

 Iroquois High School, Doss High School 

 Kentuckians for the Commonwealth 
 
Community Partnerships 
The International Student Services office has actively nurtured relationships with community partners. Besides those listed above, the office 
has also formed partnerships through presentations and involvement with the following organizations: 

 Kentuckiana College Access Center 

 Jewish Family and Career Services – International transcript office 

 International Student Center, University of Louisville 

 International student advisor, Spalding University & Campbellsville University 

 Global Gateways, UPS 
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 Adelante Hispanic Achievers 

 Kentucky Office for Refugees 

 Backside Learning Center 

 Peace Corps Returned Volunteers 
 
Furthermore, this office serves on the following advisory councils with a focus on developing Jefferson’s capacity for reaching more 
students while building important community partnerships: 

 Global Human Project advisory committee 

 Metro Louisville Office of Globalization International Credentialing Advisory Board 

 Sister Cities of Louisville Tamale Committee 
 
This office hosted Kentucky Refugee Ministries’ Super Saturday in March, 2016. Thirty high school students toured the campus, learned 
about JEFFERSON programs, and met with ten JEFFERSON faculty, staff and students for a career information session, including music, 
higher education, respiratory therapy, computer science, and business. 
 
Feedback from Community Partners 
 
“Jefferson needs to increase its accessibility and visibility to the international community. There should be more information available in 
other languages. Some feel that there is not enough professionalism from teachers. Jefferson should offer increased interpreting services.” 
– service provider 
 
“One thing that Louisville needs most right now is a way to expedite those with medical degrees towards the medical profession. There 
needs to be clear pathways for these foreign-born people. Louisville has a need for medical professionals, particularly these who are bi-
lingual.” –service provider 
 

 

Jefferson Global Student Club 
 
The Global Student Club was very active in 2015-2016. They participated in International Education Week, where they shared food and 
culture to over 400 students. The Club hosted an International Feast in preparation of the Thanksgiving Break, which was attended by about 
20 students and staff. They elected new officials during the spring semester. Fifteen students met together to attend the University of 
Louisville’s International Dinner. A group attended the Kentucky Office for Refugees’ sponsored event, Refugee Day at the Capitol, in 
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February, 2016. These students met with legislators, told their personal stories, and advocated for the need for Kentucky to continue to 
welcome refugees to our state.  
 
Finally, they wrote two successful proposals for the Unity Arts Festival in April 2016. One proposal showcased the healing properties of food 
and herbs from around the world. The other proposal involved student presentations from all over the world, demonstrating food, clothing, 
culture, and geography information. The countries featured included: Palestine, Somalia, Iraq, Pakistan, the DRC, Ukraine, Afghanistan and 
South Africa. Close to 800 students attended the Festival and these cultural presentations were among the most popular booths. 
 
Cultural diversity and global awareness initiatives and programming at JEFFERSON 2016-17 that contribute to the Campus Climate aspect of 
the Diversity Plan 
 
International Admissions 
An International Admissions Office with a designated Admissions officer to work with F1 Visa students as well as the immigrant and refugee 
students in the college’s ESL program has been in place for more than 10 years.  
 
Student Study Abroad opportunities 
The fine art department at the college, under the leadership of Barry Motes and Amy Stewart, has taken a group of students to France and 
Italy on an Art History study tour every other year since 2004 using EF Tours. Their last course trip was May 2016. 
For the last three years, Wes Lites in the Philosophy department, has led a summer study abroad course to Mexico. He is typically able to 
recruit 3-4 students from JEFFERSON to participate every year.  
 
Unity Arts Festival and KCA Partnership 
JEFFERSON has had a partnership with the Kentucky Center for the Performing Arts “World Rhythms” music series for the last ten years. 
World music acts for the KCA series visited the campus and presented lecture/demonstrations for all students, faculty, and staff. Through 
this partnership we were able to offer free tickets to the “World Rhythms” performances at the Brown Theatre to all students, staff, and 
faculty. Many immigrant and refugee students along with native-born American students have participated in these events. This academic 
year (2016-17) the partnership with the KCA has been restructured and is being integrated into our annual Unity Arts Festival on all six 
JEFFERSON campuses. 
For the past twelve years, the JEFFERSON-Downtown Campus has sponsored a Unity Arts Festival during the Spring semester. This outdoor 
Spring festival has focused on art (dance, music, theatre, visual arts) from a particular country or region of the world. Beginning in 2007 we 
extended the festival events to the Southwest Campus of JEFFERSON. Last academic year and this year instead of focusing on a country or 
region we have broadened the festival to be more multi-cultural. Faculty and/or students can develop an activity or event and submit a mini 
proposal to get funding to carry out that activity at the festival. This academic year (2016-17) we have worked in partnership with the 
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Kentucky Center for the Arts to bring some kind of activity or event focused on the arts from a multicultural perspective to all six JEFFERSON 
campuses as part of the Unity Arts Festival. 500-700 students participate in this festival every year.  
 
International Education Week 
For the last year eight years, JEFFERSON has held several events as part of International Education week in November. The activities for this 
week-long event include a kick-off event with a parade of flags, booths from various community organizations, international food prepared 
by our Culinary Arts program, film festivals, guest speakers, and a Peace Corps volunteer booth. This event affects 400-500 students every 
fall semester. 
 

College-wide faculty committees 
 

Several faculty/staff committees focus their efforts on either diversity issues and/or international engagement.  
 

 Cultural Diversity and Global Awareness committee 
This committee has three sub-committees each with a different focus: recruitment and retention of a diverse student body and 
employee base; campus climate, and global awareness.  
 

 Unity Arts Festival committee 
Plans the annual Unity Arts Festival each year.  
 

 International Education Week(IEW) planning committee 
Plans the activities and events held during IEW  
 

 Black Affairs Advisory committee: 
 This is a college-wide faculty/staff committee that has been in place at JEFFERSON for over 30 years. This committee plans the 
 annual Martin Luther King Jr. commemorative event in January and hosts the annual African American Students of Excellence 
 Awards ceremony every spring semester. They also sponsor and coordinate the African American Read-In held at the beginning of 
 Black History Month. Black Affairs Advisory Committee held a Meet-N-Greet in Fall 2015 and 2016 on the Southwest and 
 Downtown Campuses. This event is where the BAAC invites ethnic minority students to come meet faculty, learn about what the 
 BAAC does, share with students the contact and location information for all BAAC members, and on the day of the event the 
 students have individual conversations with faculty, staff, and other students. Other events sponsored by  the Black Affairs 
 Advisory Committee: 
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 October 2016:  

o Freshman Academy Launch: sent out e-mails to a select group of diverse students from the Downtown, Southwest, and 
Technical campuses; handed out fliers on both the Downtown and Southwest Campus; students involved from the 
beginning; inviting other students to events, students excited about academy 

o Dr. Eliza M. Young Freshman Academy had a 1-hour seminar on the Downtown Campus entitled “GOT STRESS?” with mainly 
black students; dealt with managing time, stress, and barriers to their academic success. Featured local professional and 
speaker, Gerald Radford, MBA from EURweb.com 

o Dr. Eliza M. Young Freshman Academy had a 1-hour seminar on the Southwest Campus entitled “GOT STRESS?” with mainly 
black students; dealt with managing time, stress, and barriers to their academic success. Featured local professional and 
speaker: Eboni Edwards, MBA from LG&E 

  
November 2016: 

o Dr. Eliza M. Young Freshman Academy had a 1-hour seminar entitled “Are You PD Savvy?” on the Southwest Campus with 
mainly black students; dealt with problematic behaviors while on a college campus, making more wise and informed 
decisions, and managing personal behavior. Students were provided with a packet of information of how to conduct 
themselves while on a college or university campus, informed students about donated $250 scholarship lottery if they attend 
academy events and get good grades. Featured local professional and speaker, Camille Barbee-Olmstead, EdD from JCPS 

o Dr. Eliza M. Young Freshman Academy had a 1-hour seminar entitled “Are You PD Savvy?” on the Southwest Campus with 
mainly black students; dealt with problematic behaviors while on a college campus, making more wise and informed 
decisions, and managing personal behavior. Students were provided with a packet of information of how to conduct 
themselves while on a college or university campus, informed students about donated $250 scholarship lottery if they attend 
academy events and get good grades. Featured local professional and speaker, Camille Barbee-Olmstead, EdD from JCPS.  

 

 Women’s Issue Network committee 
This committee focuses on women’s and gender issues and develops and implements the series of events held during Women’s 
History Month:  

  
  WOMEN'S HISTORY MONTH CALENDAR: 

 Feb. 28.  1:15 pm.  A March for Solidarity (with human rights, compassion, and Intellect).  We will gather in front of the library on DT 
campus and March around the block.   There will be sign making from 11:00-1:15 so folks can create a visual!  Location for sign-
making TBA. 
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 March 9, 8:30—11:00 a.m. HSH 166A.  Workshop on Intimate Partner Violence by Caitlin Willenbrink from the Center for Women & 
Families Lead:  Chip Thomas.  Please bring colleagues and classes of students. 

 March 22. Time TBD.  The Clothesline Project at DT & SW.  Details are in process.  Laura Dearing has agreed to contact The 
Clothesline Project.  In addition to the t-shirts available for participants to design in recognition of sexual assault and violence, we 
are going to offer paper printouts of t-shirt shapes and silhouettes of bodies. All of this will be available after the Clothesline Project 
ends. 

 

 

 March 30.  4:30--5:30.  Hartford 206.   Voices!  Out theme is Trailblazers Fighting Against Sexual Assault and Sexual Harassment.  Four 
WGS students are researching and writing the script!  We will be inviting Gretchen Hunt to be our final Voice; her legal work has 
been with sexual assault survivors, and human trafficking. 

 We are also going to see if the art exhibit Love My Body by photographer Avalon Sutherland can be shown throughout March.  
 Student Organization: SEEDS  

 
SEEDS is a student organization focused on social justice issues. This student group has presented a series of activities and events on the DT 
campus of JEFFERSON this academic year  
 
A few SEEDS events this year: 

 Chalk the Walk: messages of solidarity and strength with the diverse campus community 

  "UnMasking" event to break down gender binaries and restrictive understandings of gender identity and expression 

 LGBTQ Student Panel where students shared their experiences on campus 

 Food & Fairness about economic equity and food justice  

 Peace Vigil and Diversity Fair 
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STUDENT SUCCESS 
ACHIEVING THE DREAM 2.0 

 
1. Here’s a link with some background on Achieving the Dream (AtD):  http://achievingthedream.org 
2. The following links include the background on Jefferson Community & Technical College’s connection to the initiative:  

http://achievingthedream.org/college_profile/589/Jefferson-community-technical-college 
 
MINI TIMELINE OF AtD 2.0 (Summer 2015-Spring 2016): 
 

 AtD 2.0, focus on African American student achievement gaps, began in Summer 2015, with a webinar session: “Men of Color & 
Student Success”, attended by over 50 faculty and staff who volunteered to work on this initiative. The volunteers were referred to 
as an Intervention Team for this effort. 

 The team met again in early fall with a charge to begin reviewing institutional data and researching national practices to address this 
focus, guided by the AtD Core Team leadership. Co-chairs were identified and the team identified four areas of focus to begin 
researching (internal and external research), breaking into those teams: Academic Instruction, Academic Support, Student Support, 
and Community Engagement. 

 Regular meetings took place to present research findings from each team and to make recommendations based on specific criteria. 

 Those recommendations were presented in a college-wide, community wide forum in early December; the recommendations were 
to the lay the groundwork toward interventions for the college to adopt. 

 In early Spring 2016, the 2.0 Intervention Team received feedback from the Core Team on which recommendations to move forward 
into implementations. 

 A new team was formed to work on the implementations, to provide additional research into how to move them forward to full 
college-wide implementation.  This work will entail additional meetings, research, and another college-wide, community-wide 
presentation on the implementation plan (October 2016). After more feedback and recommendations from the Core Team, full 
implementation will begin in January 2017. 

 
Fall 2016-Present:  

 Due to the college wide restructuring of faculty, staff, and administrators in Spring 2016, the AtD 2.0 Team had to regroup and work 

toward presenting the implementation plans/goals, with a Student Success Summit planned for October; the Summit was a college-

wide event, involving all stakeholders, internal and external, along with updates from the original AtD Intervention Teams. 

http://achievingthedream.org/
http://achievingthedream.org/college_profile/589/jefferson-community-technical-college


32 

 

 Representatives from the 2.0 Team presented their implementation plans at the Summit, and the AtD Core Team met following the 

Summit to review and identify implementation plans to move forward. 

Here are the areas of focus for the new team to implement, starting Spring 2017: 
Academic Instruction— 
1. Inclusive Intersectional Instruction (I3), which includes: 

 Professional Development 

 Academic curricula Development 

2. Increase hiring of faculty of color (6.7 % African American full time faculty/21% African American students) 

 Intentional promotion and hiring of faculty of color 

 Work with HR office and consultant to identify strategies for expanding recruitment of diverse faculty and staff; build a 
database/inventory of diversity hiring websites, professional organizations, and other groups to post job openings. 

 Create a college wide committee—a Diversity Hiring Committee—with members to serve on hiring committees to help ensure fair 
and equitable hiring practices  

3. Peer Led Team Learning in gateway courses 

 Collaboration with faculty from academic divisions and departments to identify students to serve a peer tutors 

 Professional development to support peer tutors. 

 Identify revenue streams for peer tutors and secure administrative support to lead those efforts. 
 
Student Support—  
1. Physical Space for Multicultural Center opening October 2017 

2. Hiring an Assistant Director of Community Engagement and Student Success for the Office of Diversity, Inclusion, and Community 
Engagement/Multicultural Center Summer 2017  

3. Hired a Director for the Office of Diversity, Inclusion, and Community Engagement April 2017 and Assistant Director of Student Success 
and Community Engagement August 2107  

4. African American Student Union rebranding and development Fall 2017 

 Student engagement 

 Networking  

 Leadership Development 

 Service Learning 

 Team-building 
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 Resume building  

 
Community Engagement– 
1. Create a Center for Student Advocacy to help students navigate educational and personal obstacles that impact successful degree 

completion (IMPLEMENTATION DELAYED)  

 Provide connections and resources for students: social services, benefits, tax filing, financial counseling, etc.  

 Hire Coordinators and Staff to support the Center: includes student success coaches, administrative assistant, peer success 
coaches 

2. Created a Student Emergency Fund Spring 2017 to assist students who encounter unforeseen financial emergencies or events that 
without financial assistance would prevent them from continuing their education. 

 Established a committee to evaluate requests 

 Identified internal offices to oversee policies and processes 

 Established and implemented a marketing plan 
3. Evaluating current community partnerships and identify new ones to benefit student success. 
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STUDENT AFFAIRS AND DIVERSITY  
15K-Jefferson Rise Together Partnership  
 
Jefferson serves students from some of Louisville’s most economically disadvantaged areas.  The city of Louisville has established five 
neighborhoods as Zones of Hope based on data that shows they have the highest crime, lowest employment, and lowest education 
attainment rates.  1,916 of Jefferson’s currently enrolled students live in Zones of Hope neighborhoods. 1,200 of those students are African 
American, which is a total of 40% of Jefferson’s total African-American student population. The 15K-Jefferson Rise Together Partnership is a 
collaborative partnership between Jefferson and 15,000 Degrees (Metro Government’s Initiative to increase African American degree 
attainment).  Through this partnership, there will be increased awareness about Jefferson’s programs and improved connection between 
campus and community that will lead to increased student success.   
 
Goal: African-American students from Zones of Hope neighborhoods will persist and graduate at rates equal to or above the college as a 
whole.  
 
Other emerging metrics:  

 Increased Jefferson enrollment from ZOH neighborhoods 

 Increased persistence and graduation  

 Stronger connection between college and neighborhoods 

5 Neighborhoods 
California – Newburg- Russell – Parkland – Shawnee 
   Zones of Hope  Metro 
HS Grads  67-86%  89% 
AA or BA  6-14%   30% 
Median Income $13K-$32K  $46K 

 
 
 
 
 
 



35 

 

Transportation  
Roughly, 30% of students on the urban campuses (Downtown and Tech) are not using parking permits.  It can be assumed that they are 

using public transportation, ride sharing, or being dropped off.   

Research showed that students in areas of town that rely on public transportation were less likely to be retained semester to semester.  Of 

course, these tend to be impoverished areas where students sometimes cannot identify or justify a $3 a day roundtrip bus ride to college. 

The median family income of JEFFERSON students who apply for financial aid is $16,630. 

 

In 2014 Jefferson conducted a pilot to study retention rates of Pell eligible students who were provided TARC (city) bus passes at no charge.  

123 of the 200 participants took advantage of all the passes that were offered and of those, 81.3% were either retained to the Fall 2015 

semester or graduated at the end of the Spring 2015 semester.  When comparing that percentage to 42.3% of other Pell eligible students 

from the same ZIP codes who were retained or graduated during the same time, the difference is remarkable.   

No other student success intervention has resulted in a success rate of 81%.   Making education accessible for people, who stand to benefit 

most, directly supports our open-door mission. Helping students overcome a proven barrier is a direct responsibility.  JEFFERSON has 

entered into a contractual arrangement with TARC and beginning August 2017 every student, faculty, and staff member with a JEFFERSON 

identification card will have access to public transportation at no charge.  Addressing this one barrier stands to dramatically impact student 

access and success.  

 

Director of Multicultural Affairs 

Over the last two years, the college has been closely studying promising practices to improve African American student success through our 

Achieving the Dream efforts.  One conspicuous gap has been the lack of a designated leader to drive and implement those practices.  With 

the momentum that has been built through Achieving the Dream, 15,000 Degrees, and Rise Together, the college has created a 

Multicultural leadership position that was filled April 2017. This position will be the catalyst for change in the real student experience at 

Jefferson and our connection to the community. The primary focus initially is African American student success but the ultimate goal is to 

be inclusive and supportive of all sub-cultures and build an infrastructure that facilitates inclusivity. 

 
Campus Conversations: Bridging the Gap between students and administrators 

In the Fall 2016, there were a few students who became increasingly vocal about their concerns regarding safety and inclusivity on campus.  

The administration offered a listening ear and the dialogue began.  Since then the students have suggested that these discussions be held 

regularly and promoted for anyone to participate.  This spring administrators will be meeting with students twice a month.  The topics of 

discussion have included: campus security staffing and training, Achieving the Dream 2.0 proposals to implement practices that lead to 
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African American student success, Safe Zone training to identify advocates for LGBTQ students, understanding intersectionality, cultural 

competence, advocacy for immigrant students, diversity in marketing, and civic responsibility.   

 

It has become clear that students are interested in what the college is doing behind the scenes.  They only know their own experiences and 

what they see on campus.  They do not have the inside advantage on knowing the work that is being done to strengthen faculty and staff 

through professional development or the ground work being laid to develop a multicultural center, or the conversations with Metro Police 

advocating for a safer campus.  Once students know that administrators are aware of issues and shortcomings and are actively working to 

address those issues, a sense of trust and confidence in campus leadership can be gained.   

 
Safe Zones  
According to The Safe Zone Project, Safe Zone trainings are opportunities to learn about gender and sexual, LGBTQ identities and issues.   
 “Safe Zone” is a term used ubiquitously by schools and workplaces to indicate both the learning opportunity (Safe Zone workshops) and the 
people who have completed those (Safe Zone-trained individuals). In addition, even more broadly, the term “safe zone” is used to refer to 
LGBTQ awareness workshops.  
Members of the LGBTQ community sometimes question whether they will feel safe, welcomed, or supported in a new 
environment. Displaying “Safe Zone” stickers can help a organizations communicate to others a commitment to creating LGBTQ-inclusive 
environments.  
The goal of a Safe Zone training is not to change a particular space, but to create people who are invested in creating safe and affirming 
environments wherever they go, and providing those people the skills and knowledge they need to do that.  
 
A small group of faculty are promoting their services as Safe Zone Trainers.  Safe Zone Workshops and Trainings are available and have been 
offered to student organizations, academic divisions, and operational departments. Those who complete the training are given a sticker 
that can be displayed by a campus office and indicates that a person is a “Safe Zone” or has been “Safe Zone Trained.” These signs mean 
a person is open to talking about and being supportive of LGBTQ (Lesbian, Gay, Bisexual, Transgender, and Queer/Questioning +) individuals 
and identities.   

 
Safe Zone Training – Chip Thomas, Jill Adams, and other faculty are offering trainings so faculty and staff are equipped and available to 
advocate for students and contribute to an inclusive environment.  
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Title IX 
In Fall 2016 the college appointed the Dean of Student Affairs and Enrollment Management as the Title IX Coordinator.  The KCTCS system 
wide awareness campaign “It’s On Us” was promoted to students and all employees were required to complete an online training.  Policy 
statements about Title IX and support resources were sent to students, faculty, and staff via e-mail. (see example below)  In the Fall 2016 
there were 14 issues reported and addressed by the Title IX Coordinator.  The issues included claims such as: harassment, stalking, domestic 
violence, homophobic threats, sexism, and pregnancy.  The Jefferson Title IX Coordinator has established a relationship with the Title IX 
Outreach Coordinator for a local community agency called the CASE Project which is affiliated with the Center for Women and Families.  
This partnership provides consultation for the college as Title IX information and resources are developed.   The Title IX Coordinator is also 
creating a Title IX Advisory that will launch Fall 2017.  

 
 
M E M O R A N D U M  
  
To:                  JEFFERSON Faculty, Staff and Students 

  
Subject:          Policies on Student Harassment, Discrimination and Retaliation 

  
From:             Dr. Ty Handy, President 

  
In compliance with the U.S. Department of Education reporting requirements and because of the seriousness of the issues, Jefferson 
Community and Technical College wants to make sure all faculty, staff, students and the general public are aware of Kentucky 
Community and Technical College System policies regarding student harassment, discrimination and retaliation. 
  
KCTCS, which includes JEFFERSON, has zero tolerance for illegal discrimination of any kind. Any student who thinks he or she may have 
been discriminated against or subjected to harassment by students or employees because of their race, color, national origin, sex, 
sexual orientation, marital status, religion, beliefs, political affiliation, veteran status, age, or disability (including denial of a request for 
an accommodation), has the right to pursue an informal and/or formal discrimination grievance. 
  
Further, KCTCS will not tolerate retaliation related to a harassment complaint. No unlawful adverse action shall be taken against any 
individual who resists or rejects unlawful harassment, who makes a good faith report or allegation of harassment, or who participates in 
a harassment investigation or proceeding.  Anyone who thinks they have been retaliated against is encouraged to report it. Employees 
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should use the formal complaint procedure. Students should contact the Chief Student Affairs Officer. Anyone found to have engaged in 
retaliation will be promptly disciplined according to policy and procedure. 
  
For the full polices, which include instructions on reporting suspected discrimination or retaliation, see below:  
  
  
KCTCS ADMINISTRATIVE POLICIES AND PROCEDURES 6.6 

  
6.6 Student Harassment or Discrimination Grievance Procedures  
  
The Kentucky Community and Technical College System has zero tolerance for illegal discrimination of any kind. Any student who thinks 
he/she may have been discriminated against or subjected to harassment by students or employees because of their race, color, national 
origin, sex, sexual orientation, marital status, religion, beliefs, political affiliation, veteran status, age, or disability (including denial of a 
request for an accommodation), has the right to pursue an informal and/or formal discrimination grievance. The informal student 
discrimination grievance procedure is described below.  
  

Complaints relating to sexual misconduct should be made to the College Title IX Coordinator or other college administrator. Such 
complaints shall be handled in accordance with the Sexual Misconduct Procedure.  
  
The Chief Student Affairs Officer (CSAO) or his/her designee shall be responsible for investigating student discrimination grievances. If 
appropriate, this shall be conducted in collaboration with the college human resources director. Each college shall provide a letter, 
statement, or poster containing information regarding the KCTCS Student Discrimination Grievance Procedure with the name, address, 
and phone number of the local Chief Student Affairs Officer.  
             
Most difficulties can be resolved by talking to someone. Therefore, students are encouraged to discuss these problems promptly and 
candidly with the CSAO or his/her designee.  
  
1.      If a student thinks that he/she has been discriminated against, the student shall inform the CSAO or his/her designee within thirty (30) 
calendar days of the occurrence of the alleged incident. The CSAO or his/her designee shall conduct a preliminary investigation of the 
discrimination grievance.  
  
2.      The student, CSAO or his/her designee, and other involved parties shall work informally to negotiate a solution within fourteen (14) 
calendar days.  
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The informal student discrimination grievance procedure shall be completed within forty-four (44) calendar days of the occurrence of the 
alleged incident.  
  
3.      If the grievance is not resolved to the satisfaction of the student through the informal grievance procedure, the student may file a formal 
appeal according to the KCTCS Student Code of Conduct.  
  
The College Title IX Coordinator and Chief Student Affairs Officer is:      Dr. Laura Smith  
109 E. Broadway Louisville, KY 40202  
laura.smith@kctcs.edu  
(502) 213-2203 

  
KCTCS ADMINISTRATIVE POLICIES AND PROCEDURES 3.3.1.4 

  
Retaliation  
Retaliation of any sort is against the law; therefore, KCTCS will not tolerate retaliation related to a harassment complaint. Retaliation 
may include unlawful adverse employment action (such as a demotion, change in working hours/schedule or working conditions, etc.), 
offensive behavior on and off the job/KCTCS premises, and third-party retaliation (e.g., against victim’s close associate or relative if also 
employed at KCTCS). No unlawful adverse employment action or other retaliation shall be taken against any individual who resists or 
rejects unlawful harassment, who makes a good faith report or allegation of harassment, or who participates in a harassment 
investigation or proceeding. An individual who believes he/she has been retaliated against shall report it using the same procedures as 
allegations of harassment or discrimination. KCTCS shall investigate any allegations of retaliation and take appropriate action if 
retaliation did occur. 

  
Anyone who thinks they have been retaliated against is encouraged to report it. Employees should use the formal complaint procedure. 
Students should contact the Chief Student Affairs Officer. Anyone found to have engaged in retaliation will be promptly disciplined 
according to policy and procedure. 

 

mailto:laura.smith@kctcs.edu
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JEFFERSON SUPPLIER DIVERSITY 
 
Jefferson Supplier Diversity 
 
We value diversity at Jefferson and as such our Purchasing Department is working to ensure diversity and inclusion is at the forefront of all 
our projects.  Diversity, Inclusion and Social Justice are key components in our sustainability plan.  

 Jefferson achieved the SILVER rating for the STARS (Sustainability Tracking Assessment and Rating System) assessment –the first 
KCTCS College to achieve that high rating. We have also been selected to be highlighted in AASHE’s (Association for the 
Advancement of Sustainability in Higher Education) upcoming STARS Annual Review on campus sustainability innovations & best 
practice.  To that end, Jefferson has been involved in a multitude of projects, presentations, and initiatives that support the belief.  
Some of those are as follows:  

 Jefferson had created a downtown urban community garden.   

 Jefferson was involved in the SoBro cohort team that is working to revitalize the area south of Broadway bringing food, jobs, and 
safety to this area.  

 For the fourth year in a row, we hosted the Environmental Youth Summit with over 150 participants from area middle and high 
schools.  This year the focus was on the Urban Heat Island engaging inner city youth in research or a mitigation project.  The Youth 
Summit is a great opportunity for the students to see potential fields of study and potential career tracks, and meet with higher 
education students and professors. 

 Jefferson is also involved in a public transit bus pass program helping to ensure students are able to get to school.   

 Finally, we are working towards decreasing crime through environmental design, a vested interest in our boundaries and beyond, 
and improving environmental health and wellness. 

 
The Purchasing and Accounts Payable Departments, which oversees the Supplier Diversity and the Sustainability initiatives, has full and total 
commitment to diversity/inclusion and global awareness.  The Office of Supplier Diversity participated in the following (not a complete list): 

 Supplier Diversity/Social Justice session of the CCPS Conference 

 1 Southern Indiana (1SI) – Business Boost 

 Co Alliance of Business Associations - Small Business Summit 

 Lexington Bluegrass Area Minority Business Expo 
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 1 Southern Indiana – Diversity and Inclusion Conference & Expo 

 How to Become a Small Business Government Contractor of Choice 

 Opportunity Reinvented: Supplier Diversity Best Practices at Toyota 

 National Association of Educational Procurement 

 KCTCS Supplier Diversity Fair 

 MBE Lexington Bluegrass Area Minority Business Expo 

 Kentucky National Association Educational Procurement (KNAEP) 

 Councilman Tandy - Diversity Business Fair – Louisville, KY 

 MBE Luncheon – Lexington Convention Center 

 Jefferson hosted the Diversity Business Expo and presented one of the sessions – How to Do Business with Jefferson. 

 Jefferson hosted the How to Become a Small Business Government Contractor of Choice through the Kentucky Procurement 

Technical Assistance Center 

 
Jefferson Community and Technical College is always searching for suppliers that offer competitive prices and quality items and services 
that meet the needs of our campuses.   
It is that commitment to our Faculty, Staff, and Students, and our desire to develop a more diverse vendor base that initiated the creation 
of the Supplier Diversity Program. Emphasis is placed on the importance of diversity in procurement while seeking cost savings, without 
sacrificing quality or conformity to specification of need. 
 
Diverse suppliers receive: 

 Guidance with filling out required forms and documents 

 Fair and equal opportunities to provide goods and services to the college. 

Jefferson is proud to announce that this year we have spent over $372,124.02 with diverse vendors so far.  We hope to grow this number 
each year.  JEFFERSON’s supplier diversity imitative continues to maintain its own database of potential diverse suppliers and recommends 
diverse vendors when staff or faculty makes a purchase.  The college also has its own Supplier Diversity website, which includes many user-
friendly tools to connect potential diverse suppliers with us. Jefferson Community and Technical College was honored to receive at the 
TSMSDC the Ferda C. Porter Award for outstanding civic leadership in minority business development. 



42 

 

VETERANS AFFAIRS OFFICE 
 
 
JEFFERSON has seen a decrease in enrollment of veterans for this reporting period. Offices such as records, bursars, financial aid, and 
advising work closely to provide support for any questions and provides user-friendly customer service for this population. Access ability 
resource is something that the Veteran population is made aware of in case accommodation are needed for any type of service.  The new 
and bigger space and the staff additions have resulted in significant improvements in service delivery for this population. The addition of 
visiting the Southwest Campus one day a month has been successful. The VA office currently has four Veteran student workers paid 
through VA federal funds.  
 
The VA Center allows Veteran Students to work on assignments and meet fellow Veterans who attend the college. This has helped with the 
Veteran students being able to have a safe place on campus and visit the VA office for any questions that they may have. Student works are 
able to be more interactive with the Veteran students and provide them with help and access to benefit questions. Jefferson Community 
and Technical College has been authorized by the Department of Veterans Affairs and the Kentucky Approving Agency for Veterans 
Education benefits to participate in the VA Educational assistance programs.  JEFFERSON will assist Veterans in accessing the following 
benefits: 

  
Chapter 30 
Montgomery GI Bill Active Duty Program 
 
Chapter 31 
Vocational Rehabilitation 
 
Chapter 33 
Post 9/11 Veterans Educational Assistance Act 2008 
 
Chapter 35 
Survivors and Dependents Educational Assistance 
 
Chapter 1606 
Montgomery GI Bill Selected Reserves/National Guards 
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Chapter 1607 
Reserve Educational Assistance Program (REAP) 
 
KY National Guard Tuition Assistance  
 
Kentucky KRS Waiver 505,507,515 
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Diversity Reports for Veterans – Update Fall 2015 
 
 

 
Table 1. Veterans Enrolled at JEFFERSON Disaggregated by Race / Ethnicity: Fall 2012, 2013, 2014, 2015 
Data Source: DSS   Date Retrieved: 10-13-2015    Date of Report: 10-13-2015 

 

 

  Fall 2012 Fall 2013 Fall 2014 Fall 2015 

 

Race/Ethnicity N %  N %  N %  N %  

 

American Indian/Alaska Native 4 1.0% 2 0.4% 2 0.5% 2 0.6% 

 

Asian 2 0.5% 3 0.6% 5 1.3% 3 1.0% 

 

Black/African American 82 21.5% 144 30.4% 92 23.2% 67 21.4% 

 

Hispanic/Latino 20 5.2% 13 2.7% 33 8.3% 19 6.1% 

 

Native Hawaiian/Pacific 
Islander 

0 0.0% 3 0.6% 3 0.8% 0 0% 

 

Non Specified 3 0.8% 6 1.3% 4 1.0% 2 0.6% 

 

Two or More Races 11 2.9% 13 2.7% 5 1.3% 9 2.9% 

 

White 260 68.1% 290 61.2% 253 63.7% 211 67.4% 

 

Total 382 100.0% 474 100% 397 100.% 313 100.0% 
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Table 2. Veterans Enrolled at JEFFERSON Disaggregated by Gender: Fall 2012, 2013, 2014, 2015 
Data Source: DSS   Date Retrieved: 10-13-2015    Date of Report: 10-13-2015 

 

  Fall 2012 Fall 2013 Fall 2014 Fall 2015 

 

Gender N % N % N % N % 

 

Female 84 22.0% 87 18.4% 77 19.4% 65 20.8% 

 

Male 298 78.0% 387 81.6% 319 80.4% 248 79.2% 

 

Undeclared 0 0.0% 0 0.0% 1 0.3% 0 0 

 

Total 382 100% 474 100% 397 100% 313 100% 

 
 
 

 
Table 3. Veterans Enrolled at JEFFERSON Disaggregated by Age Category: Fall 2012, 2013, 2014, 2015 

Data Source: DSS   Date Retrieved: 10-13-2015   Date of Report: 10-13-2015 

 

 

  Fall 2012 Fall 2013 Fall 2014 Fall 2014 

 

Age Category N % N % N % N % 

 

18 - 22 58 15.20% 43 9.10% 44 11.10% 36 11.5% 

 

23 - 29 133 34.80% 139 29.30% 141 35.50% 115 36.7% 

 

30 - 39 93 24.30% 107 22.60% 102 25.70% 83 26.5% 

 

40 - 49 53 13.90% 85 17.90% 54 13.60% 44 14.1% 

 

50 – 59 39 10.20% 88 18.60% 46 11.60% 25 8.0% 

 

60 or older 6 1.60% 12 2.50% 10 2.50% 10 3.2% 

 

Total 382 100% 474 100% 397 100% 313 100.0% 
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Jefferson Strategic Enrollment Management Plan 2016-2020 
Strategies that Support College Diversity, Equity, and Inclusion Plan 

 
Marketing and Recruitment/ Student Access 
Strategy: Increase Hispanic Student enrollment 
Tactic:  Utilize existing relationships and institutional talents to reach out to Hispanic students. 

 

Step # Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Develop Spanish-language 
materials beyond the Viewbook; 
parent materials, financial aid 

In progress Marketing Staff 

2 Expand key Hispanic/Latino 
partnerships  

 La Casita Center and  

Americana Community 

Center  

 Partner with UofL Hispanic 

and Latino Initiatives  

 Spanish language 

advertising in El 

Kentubano, the area’s 

largest Spanish-language 

magazine 

Fall 2016 and Spring 
2017 

Recruitment Staff 
Taylor U’Sellis and 
Angela Scharfenberger 

3 Identify Spanish speakers on 
campus to help with recruitment, 

Fall 2016 and on-
going  

Admissions and Advising 
Leaders: 
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campus tours, advising on 
publications. Added Spanish 
speaking employees to Admissions 
team.  

Jimmy Kidd, Angela 
Scharfenberger, Taylor 
U’Sellis and Jennifer 
Englert-Copeland 

4 Identify scholarship funds who 
students who do not qualify for 
federal financial aid  
 

Spring 2017 Marketing Staff and 
Advancement Office 
Leaders 

5 Partner with ESL Department for 
coordinated outreach  

AY 2016-2017 and 
on-going  

Director of 
Recruiting/Assistant 
Director International 
Admissions/ESL faculty: 
Victoria Lyalina, Angela 
Scharfenberger, Taylor 
U’Sellis 

6 Targeted recruitment at Shawnee 
Newcomer Academy and Iroquois  

Spring 2017 and 
ongoing 

Recruitment Team – led by 
Taylor U’Sellis 

  
Assessment Measure:  Jefferson will increase its Hispanic enrollment to be increased by 5.5% by the year 2020. 
 

Metric Frequency of 
Measurement 

Expected Outcomes   Data used for 
measurement 

# Hispanic students 
enrolled in 
JEFFERSON 

Semester By 2020, JEFFERSON will 
enroll 1040 Hispanic 
students 

PS records 

# partnerships 
developed with 
Hispanic initiatives 

Annually Increase in partnerships 
by 1 each academic year 

Partnership records 
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 Hispanic/Latino and URM Enrollment Targets: We developed a conservative target in which we aim to annually achieve the service 

region growth projections between 2016 and 2017 (which equated to 0.4% for URM and 0.2% for Hispanic/Latino).    

 Black/African American Enrollment Targets: After seeing a decline in the proportion of Black/African American students in Fall 2016, 
we opted to maintain our Black/African American student as our target (noting the trended increase in Two or More Races). 
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Comparative College-Wide Graduation and Retention Data 2015-2016 (Cohort Started in 2013) 

 Cohort Graduation Rate: 10.9%  

 Definition: Cohort of full-time, first-time degree/certificate-seeking undergraduate students who complete their program 
within 150% of normal time as reported to the Integrated Postsecondary Education Data System (IPEDS). 

 Cohort Retention Rate: 47.6% 

 Definition: Fall-to-fall retention rates of first-time, credential-seeking students as reported to IPEDS. 

Question:  
How is it possible to see an increase in credentials awarded and not an increase in graduation rates? 

IPEDS Graduation Rates are based on a small cohort of first-time, full-time students, which is a small proportion of the number of 
students actually enrolled.  For example, JCTC’s most recent GRS cohort (Fall 2013) included only 872 students.   Further, many JCTC 
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students earn multiple embedded credentials or more than on Associate degree; while a credential earner would “count” once in a 
graduation rate, a credentials report would count each credential awarded to the student.  So, as we see more students earn 
multiple credentials, changes in credential counts and graduation rates are not typically correlated. 

 
 

 
In some cases, why are targets lower than actual 2015-2016 data? 

 In cases where a metric is included in the KCTCS Strategic Plan for 2016-2022, we aligned our CPE Diversity Plan Targets with 
the metrics in our KCTCS 2016-2022 Strategic Plan Targets.  The KCTCS Strategic Plan Targets were based on a 2014-2015 
baseline, and in some cases, JCTC exceeded the target in 2015-2016.   
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Retention/Student Success 
Strategy: 
Develop implementation plan for Inclusive, Intersectional Instruction (I3), a structured faculty professional development 
program focused on culturally-responsive and culturally-mediated methods of instruction 
 
Tactics: Using model developed as a result of Title III process, promote use of I3 model throughout college instruction 
 

Step # Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Plan I3 and PD strategies March through 
September 2016 
and Spring 2017 for 
Fall 2017 

I3 Intervention Team 
Leader – Marlisa 
Austin and Jill Adams 

2 Collaborate with English Title III Professional 
Development Plan (PD) for intersectional, inclusive 
instruction 

AY 2016-2017 I3 Intervention Team 
Leader – Marlisa 
Austin and Jill Adams 

3 Professional Development for I3 (Internal PD) Syllabi 
review of identified courses and/or faculty 
participants 
Develop clearly defined expectations of faculty 
adoption of I3 strategies.  
 

Spring 2017 through 
Spring 2020. 
 

I3 Intervention Team 
Leader – Marlisa 
Austin and Jill Adams 

4  
Faculty implementation of methods via pilot courses 
and management 
 

Fall 2017 through 
Spring 2018 
 

I3 Intervention Team 
Leader – Marlisa 
Austin and Jill Adams 

5 Ongoing revision and assessment of I3 and PD On-going Fall 2016- 
Spring 2020 

I3 Intervention Team 
Leader – Marlisa 
Austin and Jill Adams 
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Measurement Goal:  By 2020, 33% of full-time faculty will have participated in professional development activities related to I3 instruction and 
25% will have implemented I3 principles into their teaching. 
 

Metric Frequency of 
Measurements 

Expected Outcomes Data used for measurement 

% of full-time faculty who 
participate in I3 professional 
development activities 

Annually 33% of full-time faculty 
will have participated in 
I3 professional 
development activities by 
2020 

PD program records and sign-
in sheets; faculty performance 
review files 

Responses of student focus 
groups and/or surveys when 
asked to identify the use I3 
strategies in their classes 

Mid-Title III grant 
and end of grant 

Students will have been 
able to identify ways in 
which their instruction 
has been culturally 
responsive by 2020 

Student responses 

 

 
Strategy:  Continue to enhance “front door” experience for students. 
Tactics:  Expand on “welcome” plan currently used for first weeks of the semester. 
 

Step # Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Increase “welcoming” 
procedures during first two 
weeks of semester, particularly 
by assisting with parking and 
classroom directions on the DT 
campus 
 

Begin Spring 2017 and 
ongoing  

Dean of Student Affairs & 
Enrollment Management, AtD 
Front Door Intervention Team 
Laura Smith 
Melissa Tabor 
Pamela Dumm 

2 Evaluate and enhance physical Fall 2017 AtD Front Door Intervention 
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space at campus entry points 
post-reorganization moves 

Team 
Melissa Tabor 
Pamela Dumm 

3 Create friendly, clear, and eye-
catching materials that describe 
moves of services during JEC 
renovation 

Pending construction 
timeline 

Dean of Student Affairs & 
Enrollment Management 
Laura Smith 

4 Develop a college-wide 
SharePoint calendar that will 
facilitate all members of the 
campus community being able 
to direct students and visitors to 
campus activities and services 

Fall 2017 and Spring 
2018  

Dean of Student Affairs & 
Enrollment Management and 
Director of Public Relations 
Laura Smith 
Ben Jackey 

 
Strategy:  Maintain and enhance mandatory new student orientation program (known as SOAR: Student Orientation, 
Advising and Registration) 
Tactics: As resources dwindle, find ways to improve, enhance, and strengthen effectiveness of SOAR. 
 

Step # Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Convene SOAR campus liaisons to 
evaluate current program viability with 
decreased resources 

Fall 2016 and 
ongoing  

SOAR Coordinator, Taylor 
U’Sellis 

2 Increase the percentage of new students 
who attend SOAR 

Fall 2016 SOAR Coordinator 

3 Decrease the “no show” rate for students 
who sign up to attend SOARS 

Fall 2016 SOAR Coordinator 

4 Expand Peer Leader program  Spring 2017 SOAR Coordinator 

5 Monitor and Assess Online SOAR  Fall 2016 SOAR Coordinator 

6 Design SOAR for Transfer and Returning 
Students 

Pilot Spring 
2017 

SOAR Coordinator 
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Assessment Measure:  Students will continue to report satisfaction with SOAR. 
 

Metric Frequency of 
Measurement 

Expected Outcome: 2020 
Target 

Data used for 
measurement 

% of students expressing 
satisfaction with SOAR as 
expressed in program 
evaluations,  surveys 
(CCSSE, SENSE, etc) and/or 
focus groups 

Annually An increasing percentage 
of students will express 
satisfaction with the 
usefulness of SOAR with 
each iteration of surveys 
administered 

Student satisfaction 
results on surveys 

 
 
Strategy: Fully implement “START TO FINISH” Advising model. 
Tactics: Build an advising model that will assist students on appropriate pathways from enrollment to completion of their educational goals 
with the college. 
 
 

Step # Action Step Description Time line for 
implementation 

Person responsible for outcomes 

1 Expand/revise 
comprehensive student 
intake mechanism via 
SOAR Model 

On-Going 5 Year: 1st year 
10/1/2015-9/30/2016 

Title III Project Director, SOAR 
Coordinator and Director of 
Academic Advising & Assessment 
Margot McGowen, Taylor U’Sellis, 
Jennifer Englert-Copeland 

2 Revise First Year 
Experience (FYE 105) 
Model and tracking for 
high risk students 

On-Going 5 year: 2nd Year 
10/1/2016-9/30/2016 

Title III Project Director, FYE 
Coordinator, and  Director of 
Academic Advising & Assessment 
Margot McGowen, Maria Galyon, 
Jennifer Englert-Copeland 

3 Pilot test revised SOAR 
Model 

On-Going 5 year: 2nd Year 
10/1/2016-9/30/2016 

Title III Project Director, SOAR 
Coordinator and Director of 
Academic Advising & Assessment 
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Margot McGowen, Taylor U’Sellis, 
Jennifer Englert-Copeland 

4 Pilot test revised FYE 105 
Model 

On-Going 5 year: 3rd year 
10/1/2017-9/30/2018 

Title III Project Director, FYE 
Coordinator, and  Director of 
Academic Advising & Assessment 
Margot McGowen, Maria Galyon, 
Jennifer Englert-Copeland 

5 Develop Intrusive Advising 
Model for high-risk 
students 

On-Going 5 year: 3rd year 
10/1/2017-9/30/2018 

Title III Project Director and 
Director of Academic Advising & 
Assessment Margot McGowen, 
Jennifer Englert-Copeland 

6 Pilot Intrusive Advising for 
high-risk students 

On-Going 5 year: 4th year  
10/1/2018- 9/30/2019 

Title III Project Director and 
Director of Academic Advising & 
Assessment Margot McGowen, 
Jennifer Englert-Copeland 

7 Develop Early Alert 
System to identify 
students at risk of failure 

On-Going 5 year: 4th year  
10/1/2018- 9/30/2019 

Title III Project Director , 
Coordinator of Early Alert System: 
Margot McGowen, Amanda Daley 

8 Pilot test Early Alert 
System 
 

On-Going 5 year:  5th year 
10/1/2019-9/30/2020 

Title III Project Director. 
Coordinator of Early Alert System 
Margot McGowen, Amanda Daley 

9 Create eLearning Modules 
for ease of facility/staff 
training on future changes 
in services  related to 
advising and early alert 

On-Going 5 year:  5th year 
10/1/2019-9/30/2020 

Title III Project Director 
Margot McGowen 
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Assessment Measure:  By 2020, the college will have a fully functioning advising model that will assist students on appropriate pathways from 
enrollment to completion of their educational goals with the college. 
 

Metric Frequency of 
Measurement 

Expected Outcomes Data used for 
measurement 

Progress toward 
achievement of goal on 
timeline 

 Semester SOAR model revised by 
9/30/2016; FYE 105 
model revised by 
9/30/2017 

Report from SOAR and 
FYE 105 staffs on 
completion status 

Pre/post comparisons of 
number of students who 
completed SOAR and 
enrolled in courses 

Semester 90% of students who 
complete SOAR will 
complete college 
enrollment 

SOAR and registration 
enrollment data 

Achievement of SOAR 
learning outcomes 

Semester 95% of students who 
complete SOAR will 
demonstrate 
achievement of its 
learning outcomes 

Analysis of SOAR student 
learning outcome 
assessments 

Successful enrollment of 
FYE 105 students into 
second-semester courses 

Semester 80% of FYE 105 students 
will enroll in second 
semester courses 

Enrollment data 

Progress toward full  
implementation of Intrusive 
Advising Model for high-risk 
students 

Each 
semester 
until 
completed 

Model revised by target 
date of 9/30/18 

Reports from Advising 
Staff 

Pre/post comparisons of 
CCSSE & SENSE survey 
questions on advising; 
analysis of student focus 
group or other student 
assessment responses on 

Annually or 
Bi-annually 

Students will express 
increasingly more 
satisfaction with advising 
services and fall-to-fall 
retention will increase 

Survey results and 
retention statistics 
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questions related to 
advising 

Data on usage of early alert 
systems, both referrals and 
follow-up 

Semester Increase of the early 
alert system and follow 
up on referrals will 
increase from semester 
to semester 

Early alert system records 

 

 
Strategy:  Develop Academic and Student Support initiatives to increase success of African American students 
Tactics:  Support development of I3 classroom strategies with wrap around services to support African American students. 
 

Step # Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Rebuild African American Student Union Fall 2017 Director of  the Office of 
Diversity, Inclusion, and 
Community Engagement: 
Danielle Sims 

2 Completed the conceptualization of the  
college cultural center (purpose, functions, 
locations) 

Fall 2017 AtD Co-Leaders: Marlisa 
Austin, Bruce Jost, Laura Smith 
with Danielle Sims 
 

3 Develop proposal for college cultural center 
– all campuses and a multicultural center 
opening on the downtown campus  
 

Fall 2017  AtD Co-Leaders Marlisa 
Austin, Bruce Jost, Laura Smith 
with Danielle Sims 

4 Support implementation plan for Inclusive, 
Intersectional Instruction (I3) 
 

Spring 2017 and 
ongoing  

I3 Intervention Team Leaders 
– Marlisa Austin and Jill Adams 
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Assessment Measure:  African Americans students will be retained Fall to Fall by an increase of 0.2%. 
 

Metric Frequency of 
Measurement 

Expected Outcomes Data used for 
measurement 

 % of African American 
students who are 
successful 
% of African American 
students who are retained 

 Semester 0.2% of African American 
students who are 
successful in courses and 
retained to completion 
of their education goals 
will increase year-to-year 

 Grade and enrollment 
information 

 
 

Strategy:  Utilize financial aid Satisfactory Academic Progress (SAP) and Probation 1 data for academic advisors and 
program coordinators to intervene and assist students with appeals and coaching for future success. 
Tactics:  Build on history of successful campus-based intervention strategies for students identified as Probation 1 and potential SAP casualties 
to develop a more systematic, college-wide model for successful recovery of these students. 
 
 

Step # Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Educate faculty and staff about SAP and 
probation  

August/Sept. 2016 and 
start of every semester 

Director of Financial Aid 
and Academic Deans: 
Angela Johnson, Randy 
David, Telly Sellars 

2 Share with faculty and staff the 
communications that go to students  

Starting Fall 2016 share 
every notice prior to 
notifying students 

Director of Financial Aid 
Angela Johnson 

3 FA Office sends SAP warning list by 
program to Div. Chairs, Program 
Coordinators, Advisors  

End of each term beginning 
Fall 16 

Director of Financial Aid, 
Program Coordinators, and 
Division Chairs – led by 
Angela Johnson 
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4 Faculty note SAP contacts in Starfish Start Spring 2017 and each 
term – ongoing  
 

Division Chairs & Academic 
Deans 
Randy Davis and Telly 
Sellars 

 
 
Assessment Measure:  As interventions are standardized and implemented college-wide, more SAP and P1 students will be contacted for 
intervention and, as a result, more at-risk students will be retained from semester to semester. 
 

Metric Frequency of 
Measurement 

Expected Outcomes Data used for 
measurement 

 % of students on SAP and 
Probation 1 contacted 

 Semester Progressively more SAP 
and P1 students will be 
contacted by faculty 
and/or staff each 
semester for 
intervention 

Records of SAP and P1 
students contacted 

% of students on SAP and 
Probation 1 who are 
successfully retained  

Semester Progressively more SAP 
and P1 students will be 
retained from semester 
to semester with 
successful intervention 

Enrollment records 

 

Strategy: 
Foster an environment that provides students the opportunity for extracurricular student engagement that promotes 
social, cultural, and civic responsibility. 
 
Tactics:  Use research about factors in student retention to strengthen students’ connections to Jefferson. 
 

Step # Action Step Description Time line for 
implementation 

Person responsible 
for outcomes 

1 Enhance advertising of student organizations and Started January Student Life VISTA 
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create a comprehensive student activities calendar, 
looking for more opportunities to logistically combine 
resources, have shared common goals, and facilitate 
cross-fertilization of student ideas and input 
 

2017 Stephanie Enyeart 

2 Reestablished Phi Theta Kappa on the Downtown 
Campus Fall 2016 and Spring 2017 

Fall 2016 and Spring 
2017 

Laura Smith 

    3 Rebuild African-American Student Union  Fall 2017 Director of the 
Office of Diversity, 
Inclusion, and 
Community 
Engagement, 
Danielle Sims 

    4 Develop cohesive first-year programming related to 
career planning, social and environmental issues and 
cultural and intellectual experience that provide 
JEFFERSON students the fundamental ethical and civic 
education necessary for responsible and effective 
citizenship 
 

Fall 2018 Dean of Student 
Affairs and 
Enrollment 
Management, SOAR 
Coordinator, FYE 
105 Coordinator 
Laura Smith, Maria 
Galyon, Taylor 
U’Sellis 

5 Develop Special Topics FYE 105 classes 

 Black Male Experience 

 Zones of Hope  

Fall 2017 Director of the 
Office of Diversity, 
Inclusion, and 
Community 
Engagement, 
Danielle Sims, Maria 
Galyon FYE Course 
Coordinator  

6 Establish baseline data for student involvement  Fall 2017 Student Life VISTA  
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Assessment Measure:  African American retention will rise as students become more engaged in the life of the college. 
 

Metric Frequency of 
Measurement 

Expected Outcomes Data used for 
measurement 

 # of students involved in 
active clubs; # of active 
clubs 

Annually  #s of active 
organizations and 
participating students 
will increase annually 

Organization records 

Creation of comprehensive 
first-year experience 

Annually By Spring 2019 Activities organized 

African American student 
retention 

Annually 5% of students retained 
will increase annually 

Enrollment records 

 
 

Strategy:  Strengthen partnerships with community groups who can assist students with non-academic issues that are 
barriers to success. 
Tactics: Implement a Single Stop for assistance with social services, benefits, tax filing, financial counseling, etc. 
 

Step 
# 

Action Step Description Time line for 
implementation 

Person responsible for 
outcomes 

1 Implement15K-Jefferson Rise 
Together partnership with 
pilot of 25 students (see page  

Fall 2017  Director of the Office of 
Diversity, Inclusion, and 
Community Engagement, 
Danielle Sims 

2 Implement At.D 20.0 
Community Engagement 
Strategies  

Fall 2017  Director of the Office of 
Diversity, Inclusion, and 
Community Engagement, 
Danielle Sims, AtD Co-Leaders: 
Marlisa Austin, Laura Smith  
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Measurement Goal:  By 2020, Jefferson will have thriving partnerships with the breadth of community groups who can assist students will 
non-academic issues that are barriers to success. 
 

Metric Frequency of 
Measurement 

Expected Outcomes Data used for 
measurement 

# students, faculty, or 
staff identifying need 
for particular service 

Annually Initial target group of partners 
established by Spring 2017; 
updated annually as student 
needs or partner 
opportunities expand 

Student, faculty, and 
staff needs 
assessment 
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JEFFERSON BOARD OF DIRECTORS 
 

Name  Phone  E-Mail  

Marlisa Austin   
African American Female  
204 Old Towne Road  
Louisville, KY  40214  
Faculty Representative  

502-213-5073 – Office  
502-550-9118 – Cell  

Marlisa.austin@kctcs.edu  
  
  
Expiration Date – 6/30/2017  

Lynn Fischer  
White Female   
1400 Willow - #408  
Louisville, KY  40204  
Vice Chair  

502-456-4373 – Home  
502-584-7337 – Office  
502-558-6039 – Cell  

lfischer@catalystlearning.com  
  
  
Expiration Date      12/19/2017  

Dennis Goff  
White Male   
1550 Kings Ridge Road  
Carrollton, KY  41008  

502-732-6731 – Home   
502-525-0117 – Cell  

Dgoffc21@aol.com  
  
Expiration Date – 12/19/2017  

Christopher Hopewell  
White Male  
6407 Leisure Lane  
Louisville, KY   40229  
Staff Representative  

502-213-2229 – Office  
502-498-6193 – Cell   

Christopher.hopewell@kctcs.edu  
  
  
Expiration Date – 6/31/2017  

Jakeitra McEntyre  
African American Female  
704 M Street  
Louisville, KY 40208  
Student Representative  

502-912-4739 - phone  Jmcentyre0004@kctcs.edu  
  
  
Expiration Date – 6/30/2017  

Jim Lancaster  
White Male   
4002 Glenview Avenue  
Glenview, KY 40025  
Chair  

502-815-9096 – Office  
502-523-7011 – Cell  
Michele Brown – 815-9033  

jiml@lantech.com  
micheleb@lantech.com  
  
Expiration Date – 12/19/2018  
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Lou Ann Moore   
White Female  
458 Cliffside Drive   
Shepherdsville, KY  40165  
Secretary  

502-955-7255 – Office 502-
921-2938 – Home  
502-296-1578  

Louann13@aol.com  
  
  
Expiration Date – 12/19/2018  

Mary S. Moseley  
White Female  
1505 Sylvan Way  
Louisville, KY  40205  

502-456-6749– Home  
502-594-2054  - Cell   

Marysmoseley@gmail.com  
  
Expiration Date – 12/19/2018  

Kevin Wardell  
White Male  
7910 Sutherland Farm Road  
Prospect, KY  40059  
  

502-749-5351 – Home  
502-338-8387 – Cell  
  

Kevinswardell@gmail.com  
  
Expiration Date – 12/19/2016  

 
*Elections last held in November 2016 with terms being one year.  

 (01/11/16 – Ralph de Chabert – resigned – end of term: 12/19/16)  
 January 6, 2017  
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WORKFORCE DATA ANALYSIS 
 
 
In April 2016, Jefferson had a major crisis in terms of a budgetary shortfall. To alleviate this large budget deficit, Jefferson 
eliminated over 100 faculty and staff positions. Our full time workforce in January 2016 was 497 and, by November 2016, had 
decreased substantially to 389. This is a decrease in total employment of over 28%. Consequently, overall, our Minority 
population stayed at the same percentage level even with the substantial decrease in employment totals. This elimination had a 
direct impact on our diversity numbers of minority staff. We eliminated 12 minority staff. In addition, we had staff retire as well 
and resign in the face of the uncertainty for the future.  
 
Our minority Faculty and staff population was at 78 in fall 2015 and by Fall 2016 the minority faculty and staff population was at 
65. Many we lost through retirements. In the Fall 2015, there was a total of 238 faculty while in Fall 2016 that number was down 
to 199. Again most all were though retirements. However, because we staff based upon need along with the substantial 
decrease in the student population, we have only been able to fill one full time faculty position. Any other faculty need was met 
with hiring adjunct faculty. However, we are now experiencing more retirement of faculty and staff than we ever have in the 
past and expect greater opportunities to hire qualified minority candidates into these positions.  
 
To prepare for this shortfall of faculty, we will be forming a Faculty Diversity Hiring committee to specifically address minority hiring of 
faculty once openings occur. This group will help us to identify and reach out to possible candidates for full time positions. Our goal is to 
increase hiring of faculty of color (6.7 % African American full time faculty/21% African American students) 10% over the next three-five 
years. Other initiatives include the following – specifically from AtD2: 

 Intentional promotion and hiring of faculty of color through various avenues  

 Work with the Human Resources Office and the Director of Diversity, Inclusion, and Community Engagement to identify strategies 
for expanding recruitment of diverse faculty and staff  

 Build a database/inventory of diversity hiring websites, professional organizations, and other groups to post job openings for full 
time faculty 

 
From Fall 2015 to Fall 2016, JEFFERSON has had 39 open positions that were posted and filled. We had 441 applicants and from 
those 142 were minority candidates. This is about 26% of the applicants not including the ones who did not want to self-identify. 
Out of the 39 positions filled, we hired seven minority applicants that equates to a success rate of 18%. Jefferson continues to 
hire minority applicants at a high rate (see chart below). 
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We have changed our strategy on advertisement for various positions and we feel this has contributed to the overall increase in 
candidates. We now post all positions to the Louisville Urban League, the Crew Center on campus, as well as the Hispanic local 
newsletter. 
 
Recently, we have made several significant African-American hires within Jefferson. We hired Gary Dryden who is the new Chief 
Financial and Administration Vice President. We have hired Mark Shoulders, the Manager of Maintenance and Operations for 
our extended campuses. We also hired two Recruiters – both of whom are African-American. They are Jordan McDowell and 
Lucretia Buckner. These strategic hires will help in our goal of hiring qualified minorities in critical positions within the college in 
the future.  
 
We are also hired a Director of Multicultural Affairs who will started April 2017 is aligned with the Student Affairs area reporting 
to the Dean of Student Affairs. She is responsible for establishing a multicultural center that will have a cohort within it of African 
American students that will help with retention and student success. However, we will need to hire a Coordinator for this Center 
to handle the critical on-campus work that needs to take place. This need is addressed in the barriers section of this planning 
document.  
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APPLICANT DATA 2015-2016 
 

 

 

Job Title
Race 

Hired

Gender 

Hired

Male Female

Do Not 

Wish to 

Disclose

White

Black/Afric

an 

American

Hispanic/

Latino
Asian

American 

Indian/Al

aska 

Native

Native 

Hawaiian

/other 

Pacific 

Islander

Do Not 

Wish to 

Disclose

#1480 Computerized Manufacturing and Machining Instructor 3 0 0 3 3 0 0 0 0 0 0 3 Did not fill

#1482 Business Affairs Specialist (Payroll) - Band 8 6 6 0 12 9 3 0 0 0 0 0 12 white female

#1483 Part-time Office Support Assistant (HR) - Band 4 2 4 0 6 1 3 1 0 0 0 1 6 hispanic female

#1484 Human Patient Simulations (HPS) Instructional Specialist – Band 10 2 2 0 4 3 1 0 0 0 0 0 4 white male

#1485 Adult Education Specialist II - Band 8 5 7 0 12 10 2 0 0 0 0 0 12 white female

#1487 Nursing Instructor (Pediatric) 0 1 0 1 1 0 0 0 0 0 0 1 white female

#1486 Custodial Worker II – Band 2 0 1 0 1 1 0 0 0 0 0 0 1 white female

#1488 Nursing Instructor (Medical-Surgical) 0 3 0 3 1 2 0 0 0 0 0 3 black female

#1489 Custodial Worker – Band 1 0 0 0 0 0 0 0 0 0 0 0 0 black male

#1490 Business Affairs Specialist - Band 8 1 4 0 5 4 1 0 0 0 0 0 5 Did not fill

#1492 Respiratory Care Instructor 1 1 0 2 2 0 0 0 0 0 0 2 white male

#1494 Library Specialist - Band 6 5 8 1 14 12 0 0 0 0 0 2 14 Did not fill

#1499 Director of Academic Advising and Assessment - Band 11 5 6 0 11 5 6 0 0 0 0 0 11 white female

#1501 Inventory Specialist - Band 6 8 2 1 11 8 2 0 0 0 0 1 11 white male

#1505 Administrative Assistant - Band 6 1 13 0 14 12 1 0 1 0 0 0 14 Did not fill

#1506 Manager of Business Operations - Band 10 5 2 0 7 6 1 0 0 0 0 0 7 white male

#1506 Senior Admission Advisor/(Coordinator of Academic Advising) - Band 9 9 34 2 45 27 17 0 0 0 0 1 45 white female

#1507 Coordinator of Student Activities/Retention (Retention Management Specialist) - Band 87 27 1 35 23 9 0 2 0 0 1 35 white female

#1508 IMT Instructor 0 0 1 1 0 0 0 0 0 0 1 1 white male

#1509 Grant Development Specialist - Band 9 0 5 1 6 4 1 0 0 0 0 1 6 white female

#1510 Chief Institutional Advancement Officer - Band 14 (working title - Vice President of Advancement, Planning and Research)9 12 0 21 17 4 0 0 0 0 0 21 white male

#1511 Chief Business Affairs Officer - Band 14 (working title - Vice President of Administration and CFO)23 11 0 34 28 4 1 0 0 0 1 34 black male

#1512 Industrial Maintenance Technology (IMT) Instructor 1 0 1 2 1 0 0 0 0 0 1 2 white male

#1513 Admission Advisor – Band 8 9 12 0 21 12 4 2 0 0 1 2

21

black   

hispanic/l

atino

male    

female

#1514 Work and Learn Case Manager Band - 7 4 22 1 27 13 11 0 0 0 0 3 27 black female

#1515 Administrative Assistant - Band 6 0 5 0 5 4 1 0 0 0 0 0 5 white female

#1516 Adult Education Specialist I - Band 7 3 5 0 8 6 0 0 0 0 0 2 8 white male

#1517 Director of Marketing and Public Relations - Band 11 15 19 1 35 25 4 1 0 0 0 5 35 white male

#1518 Director of Adult Education - Band 10 0 4 2 6 4 1 0 0 0 0 1 6 white female

#1519 Administrative Assistant (part-time) - Band 6 0 4 0 4 2 2 0 0 0 0 0 4 white female

#1520 Culinary Arts Instructor/Program Coordinator 6 1 0 7 7 0 0 0 0 0 0 7 white male

#1522 Admission Advisor - Band 8 7 16 2 25 14 6 0 1 0 0 4 25 white female

#1523 Security Worker II – Band 4 1 0 0 1 1 0 0 0 0 0 0 1 white male

#1525 Coordinator of Student Activities/Retention (Retention Management Specialist) – Band 83 10 1 14 6 7 0 0 0 0 1 14 white female

#1527 Coordinator of Institutional Effectiveness – Band 9 2 4 0 6 4 1 0 0 0 0 1 6 white female

#1528 Division Coordinator (of eLearning) - Band 11 7 11 0 18 14 4 0 0 0 0 0 18 white male

#1529 Occupational Therapy Assistant (OTA) Instructor/Program Coordinator 0 0 0 0 0 0 0 0 0 0 0 0 Did not fill

#1530 Senior Admissions Advisor (working title - Assistant Director of Admissions for Recruitment) - Band 93 6 0 9 6 3 0 0 0 0 0 9 white female

#1532 Education Specialist (working title - Coordinator Louisville Zoo Internship Program) – Band 80 3 1 4 2 1 0 0 0 0 1 4 white female

#1533 Instructional Designer (working title - Course Redesign Specialist) – Band 90 1 0 1 1 0 0 0 0 0 0 1 did not fill

TOTALS 153 272 16 441 299 102 5 4 0 1 30 441

RaceGender
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Table 11. County Demographics 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Notes and Definitions 
County Demographic Data: based on official 2015 U.S. Census data 
 
 

Table 12. County Demographics by Race  
 

 
 
 

 
 
 
 
 
 
 
 
 
 

Notes and Definitions 

COUNTY Enrollment Cluster Total Non-Minority Minority Minority Population % 

Bullitt Jefferson 49,927 47,950 1,977 3.96% 

Carroll Jefferson 6,427 5,795 631 9.82% 

Gallatin Jefferson 5,432 5,039 393 7.24% 

Henry Jefferson 9,391 8,750 642 6.84% 

Jefferson Jefferson 479,461 347,017 132,444 27.62% 

Oldham Jefferson 40,772 36,355 4,417 10.83% 

Owen Jefferson 6,495 6,204 291 4.47% 

Shelby Jefferson 28,308 23,402 4,906 17.33% 

Spencer Jefferson 11,490 10,957 533 4.64% 

Trimble Jefferson 5,377 5,110 267 4.96% 

COUNTY 
African-

American/Black 
Hispanic/Latino 

American Indian and 
Alaskan Native 

Asian 
Native Hawaiian and Other 

Pacific Islander 

Bullitt  369 76,961 126 403 989 

Carroll 279 10,830 20 8 0 

Gallatin 96 8,567 0 52 0 

Henry 539 15,455 42 0 0 

Jefferson 156,730 35,322 1,192 18,484 241 

Oldham 2,662 63,037 158 861 27 

Owen 170 10,711 25 10 9 

Shelby 3,208 44,290 25 495 0 

Spencer 262 17,577 49 71 0 

Trimble 0 8,783 4 1 0 
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County Demographic Data: based on official 2015 U.S. Census data 
 
 
 

Table. 13 County and Overall State Demographic Poverty Percentage  

Jefferson Service Region - % of Persons in Poverty by County 

County  

Bullitt 9.6% 

Carroll 17.6% 

Gallatin 15.0% 

Henry 17.7% 

Jefferson 15.4% 

Oldham 6.2% 

Owen 16.9% 

Shelby 11.5% 

Spencer 9.0% 

Trimble 15.7% 

Kentucky 18.5% 
Notes and Definitions:  
Source: US Census Bureau, Quick Facts, 2011-15 Estimates 
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STUDENT DATA ANALYSIS 
 

 
 

Jefferson Community and Technical College: Five Year Headcount by Race/Ethnicity

AMERICAN INDIAN 45 0.3% 45 0.3% 54 0.4% 31 0.3% 25 0.2%

ASIAN 315 2.2% 331 2.5% 348 2.5% 379 3.1% 392 3.3%

BLACK 3367 23.5% 3134 23.2% 3283 24.0% 2579 21.2% 2284 19.2%

HISPANIC 646 4.5% 654 4.8% 709 5.2% 766 6.3% 842 7.1%

NATIVE HAWAIIAN 25 0.2% 21 0.2% 22 0.2% 19 0.2% 16 0.1%

NON-RESIDENT ALIEN 21 0.1% 41 0.3% 72 0.5% 68 0.6% 40 0.3%

TWO OR MORE RACES 281 2.0% 319 2.4% 383 2.8% 347 2.9% 413 3.5%

UNKNOWN 235 1.6% 180 1.3% 193 1.4% 218 1.8% 475 4.0%

WHITE 9411 65.6% 8778 65.0% 8603 62.9% 7734 63.7% 7421 62.3%

14346 100.0% 13503 100.0% 13667 100.0% 12141 100.0% 11908 100.0%

AMERICAN INDIAN 50 0.4% 36 0.3% 46 0.4% 27 0.3% 20 0.2%

ASIAN 305 2.3% 297 2.5% 356 3.0% 354 3.3% 345 3.6%

BLACK 3175 24.4% 2697 22.8% 2743 23.3% 2216 20.7% 1928 20.0%

HISPANIC 605 4.7% 574 4.9% 627 5.3% 716 6.7% 734 7.6%

NATIVE HAWAIIAN 16 0.1% 17 0.1% 20 0.2% 14 0.1% 18 0.2%

NON-RESIDENT ALIEN 26 0.2% 41 0.3% 70 0.6% 50 0.5% 0.0%

TWO OR MORE RACES 246 1.9% 267 2.3% 328 2.8% 345 3.2% 356 3.7%

UNKNOWN 178 1.4% 146 1.2% 179 1.5% 150 1.4% 195 2.0%

WHITE 8396 64.6% 7760 65.6% 7398 62.9% 6853 63.9% 6033 62.7%

12997 100.0% 11835 100.0% 11767 100.0% 10725 100.0% 9629 100.0%

Source: JCTC Office of Institutional Effectiveness, Planning, and Research.  KCTCS Dashboard, Access-Retention-Success: Students Enrolled by Ethnicity

CPE Official data except for most recent time frame. Most recent data uses Unofficial Student Records.

Fall 2015 Fall 2016

Official

Spring 2013 Spring 2014 Spring 2015 Spring 2016 Spring 2017

UnofficialOfficial

Fall 2013 Fall 2014

JEFFERSON

JEFFERSON Total

JEFFERSON

JEFFERSON Total

Fall 2012
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Table 2. Fall Enrollment by URM (Under-Represented Minority) Status 

 Fall 12 Fall 13 Fall 14 Fall 15 Fall 16 

URM Status Count % Count % Count % Count % Count % 

Non-URM 9,982 69.6% 9,330 69.1% 9,216 67.4% 8,399 69.2% 8,328 69.9% 

URM 4,364 30.4% 4,173 30.9% 4,451 32.6% 3,742 30.8% 3,580 30.1% 

 

Enrollment: 
From Fall 2012 to Fall 2016 the college has experienced an overall enrollment decline of 16.9%.  It stands to reason that there have been 
declines within specific populations during this period as well.  In the KCTCS Beyond the Numbers Diversity Plan 2010-2016, targets were set 
for enrollment growth for students who identified as Black and Hispanic.  The 2015 target for Black student enrollment was  23%.  Black 
student enrollment declined 32% from 2012 – 2016 resulting in the percentage of Black student enrollment at only 21.2% in 2015 and 
19.2% in 2016, which falls short of the target. 
 
The college has made African American student success a top priority and several initiatives are in the works, including:  hiring a Director of 
Multicultural Affairs, the creation of a Multicultural Center, increased student engagement opportunities through the Black Affairs Advisory 
Committee, and the rejuvenation of the African American Student Union.  These efforts along with a commitment to strengthening diversity 
of faculty and staff and professional development on intersectionality and inclusion will lead to improved success rates.  Improving African 
American student retention will have a greater impact on enrollment than simply recruiting more African American students.   
 
Despite the negative trend for enrollment overall, Hispanic student enrollment has been on the rise.  The target for 2015 was 3.4% and in 
fact Hispanic enrollment accounted for 6.3% of Fall 2015 enrollment and has increased to 7.1% for Fall 2016.  Hispanic student enrollment 
has grown 23% since 2012 so the college has exceeded this target.   
 
With the exception of a peak at 32.6% in Fall 14, the overall percentage of Under-Represented Minority student enrollment has held steady 
at 30% over the last 5 years.    
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Table 3. IPEDS Retention by Race/Ethnicity 
Race/Ethnicity  Fall 

2010 
Fall 

2011 
Fall 

2012 
Fall 

2013 
Fall 

2014 
AMERICAN INDIAN Cohort  54 48 45 45 54 

Rate 52% 65% 62% 51% 52% 

Retained  28 31 28 23 28 

AFRICAN AMERICAN Cohort  3,430 3,509 3,363 3,132 3,276 

Rate 44% 44% 40% 47% 43% 

Retained  1,501 1,546 1,357 1,459 1,413 

ASIAN Cohort  276 272 315 330 348 

Rate 57% 51% 61% 62% 65% 

Retained  158 138 191 204 226 

HISPANIC/LATINO Cohort  507 553 643 653 709 

Rate 47% 51% 49% 50% 54% 

Retained  239 281 318 325 381 

TWO OR MORE RACES Cohort  241 287 281 317 383 

Rate 52% 41% 46% 47% 49% 

Retained  125 119 128 150 189 

NATIVE HAWAIIAN Cohort  23 24 25 21 22 

Rate 43% 42% 52% 48% 55% 

Retained  10 10 13 10 12 

WHITE, NON-HISPANIC Cohort  10,358 10,016 9,406 8,774 8,601 

Rate 50% 50% 50% 51% 53% 

Retained  5,182 4,978 4,705 4,480 4,520 

NON-RESIDENT ALIEN Cohort  37 40 21 41 72 

Rate 46% 43% 71% 63% 67% 

Retained  17 17 15 26 48 

UNKNOWN Cohort  322 330 235 180 193 

Rate 45% 24% 35% 46% 37% 

Retained  144 79 82 82 72 
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Table 4. IPEDS Retention by URM (Under-Represented Minority) Status 
URM Status  Fall 

2010 
Fall 

2011 
Fall 

2012 
Fall 

2013 
Fall 

2014 
NON-URM Cohort  10,993 10,658 9,977 9,325 9,214 

Rate 50% 49% 50% 51% 53% 

Retained  5,501 5,212 4,993 4,792 4,866 

URM Cohort  4,255 4,421 4,357 4,168 4,444 

Rate 45% 45% 42% 47% 46% 

Retained  1,903 1,987 1,844 1,967 2,023 

 
Notes and Definitions 
Non-URM: White (Caucasian), Asian, Non-Resident Alien, and Unknown 
URM: All Other Race & Ethnicities 
Retention Data: IPEDS logic used to create URM retention data: First to Second year retention rate for first-time students, full-time degree seeking students as 
reported to IPEDS 

 

Table 5. Low-Income Student Retention 

College 
Fall 2010 to 

2011* 
Fall 2011 to 

2012* 
Fall 2012 to 

2013* 
Fall 2013 to 

2014* 
Fall 2014 to 

2015* 

Jefferson 50.0% 45.6% 42.7% 46.8% 44.4% 

 

Retention: 
The targets set in the 2010-2016 KCTCS Diversity Plan for retention were based on cohort data that reflected first time students who 
started in the summer or fall of a given year and returned the following fall. The 2015 retention target for Black students was 53.9% and the 
actual percentage of students retained from the Fall 14 cohort was 43%.  This is an area that clearly needs improvement. The target for 
Hispanic students was 53.9% and the actual was 52.45. The Fall 2014-2015 retention rate for low income students was 44.4% which is just 
slightly higher than the rate for Black students The overall college retention rate from Fall 2015 to Fall 2016 is 47.7%. 
 
Based on IPEDS Retention data for Under-Represented Minority (URM) students, the cohort starting in Fall 2014 were retained at a rate of 
46% compared to 53% of non-URM students.  This is another gap that must be closed.  
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Table 10. IPEDS Completers within 150% by Race/Ethnicity 

College 
Cohort 
Year 

Total 
Revised 
Cohort 

American Indian 
or Alaska Native 
% COMPLETERS 

Asian % 
COMPLETERS 

African American 
% COMPLETERS 

Hispanic % 
COMPLETERS 

Hawaiian % 
COMPLETERS 

White % 
COMPLETERS 

Two or more 
races % 
COMPLETERS 

UNKNOWN % 
COMPLETERS 

Nonresident 
Alien % 
COMPLETERS 

Jefferson 
Community 
and 
Technical 
College 2014 1,007 0.00% 16.67% 5.29% 10.26% 0.00% 15.23% 6.45% 0.00% 0.00% 

Jefferson 
Community 
and 
Technical 
College 2013 1,122 0.00% 30.77% 8.45% 12.50% 

 
11.91% 8.82% 0.00% 0.00% 

Jefferson 
Community 
and 
Technical 
College 2012 1,294 16.67% 12.50% 10.43% 0.00% 

 
15.77% 

 
17.24% 0.00% 

Jefferson 
Community 
and 
Technical 
College 2011 1,194 12.50% 25.00% 11.11% 25.00% 

 
13.95% 

 
10.81% 0.00% 

 
 
Notes and Definitions 
Retention Data: IPEDS logic used to create URM retention data: First to Second year retention rate for first-time students, full-time degree 
seeking students as reported to IPEDS – restricted to low-income students. 
 
Graduation Data: Cohort of full-time, first-time degree/certificate-seeking undergraduate students who complete their program within 
150% of normal time as reported to IPEDS limited to low-income students. 
 
Low income defined as Pell recipients in the academic year they entered the cohort. 
 
Graduation: 
Graduation rate is based on the number of first time, full-time students who start in a given fall and graduate within 3 years.  The overall 
college graduation rate for 2015 is 13%.  The 2015 target for Black students was 12.2% and the actual rate is only 5%.  The target for 
Hispanic students was also 12.2% and the actual rate is 10%.  The graduation rate for low income students is 11%.  Clearly, the rate for Black 
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students demonstrates the most significant gap that needs immediate attention.  The college emphasis on African American student 
success is designed to increase retention leading to an increase in graduation.  The goal is for this measure to at least mirror the overall 
college rate.       
 
 
Table 7. Total Credentials Awarded to Low-Income Students 

Row Labels 
2010-
2011* 

2011-
2012* 

2012-
2013* 

2013-
2014* 

2014-
2015* 

2015-2016* 
** 

JEFFERSON 1,297 1,667 1,663 2,002 1,965 1,965 

 

Table 8. Associate Degrees Awarded to Low-Income Students 

Row Labels 
2010-
2011* 

2011-
2012* 

2012-
2013* 

2013-
2014* 

2014-
2015* 

2015-2016* 
** 

JEFFERSON 422 559 635 759 818 818 

 
Table 9. Certificates and Diplomas Awarded to Low-Income Students 

Row Labels 
2010-
2011* 

2011-
2012* 

2012-
2013* 

2013-
2014* 

2014-
2015* 

2015-2016* 
** 

JEFFERSON 875 1,108 1,028 1,243 1,147 1,147 

 
 
Notes and Definitions 
Annual count of associate degrees awarded by Low Income (Pell recipients at any period of enrollment – since 2005-06 – at any KCTCS Institution). 
 
Source – CPE Official Data       
*preliminary       
** 2014-15 as placeholder (waiting on 2015-16 Financial Aid file due to CPE on Nov 1) 

 
 

Degrees Conferred: 
This is a metric where Jefferson has clearly exceeded the projected targets.  The 2010-2016 Diversity Plan set specific targets for Black 
students and Hispanic students earning Associate Degrees, Certificates, and Diplomas.  The data for 2015-2016 has one number for all 
under-represented minority students.  The 2015 Associate Degree targets for Black and Hispanic students was 157 and 14 respectively.  The 
number of 2015-2016 Associate Degrees awarded to URM students is 397.  The target for all credentials was 583 for Black students and 58 
for Hispanic students.  The actual number of credentials awarded to URM students for 2015-2016 is 1,024 that represents 28.6% of the 
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total awarded. (see graph below). In 2014-2015, low-income students were awarded a total of 1,965 credentials.  Of that, there were 818 
Associate Degrees and 1,147 Certificates and Diplomas.   
 
 
 
 
 
Table 12. Total Degrees Awarded by Race/Ethnicity 

District Academic Year Race Description Degree  COUNT(Ssn) 

JEFFERSON 2011-2012 AMERICAN INDIAN ASSOCIATE 4 

JEFFERSON 2011-2012 AMERICAN INDIAN CERTIFICATE 13 

JEFFERSON 2011-2012 AMERICAN INDIAN DIPLOMA 2 

JEFFERSON 2011-2012 ASIAN ASSOCIATE 16 

JEFFERSON 2011-2012 ASIAN CERTIFICATE 18 

JEFFERSON 2011-2012 ASIAN DIPLOMA 1 

JEFFERSON 2011-2012 BLACK ASSOCIATE 159 

JEFFERSON 2011-2012 BLACK CERTIFICATE 405 

JEFFERSON 2011-2012 BLACK DIPLOMA 45 

JEFFERSON 2011-2012 HISPANIC ASSOCIATE 33 

JEFFERSON 2011-2012 HISPANIC CERTIFICATE 44 

JEFFERSON 2011-2012 HISPANIC DIPLOMA 8 

JEFFERSON 2011-2012 NATIVE HAWAIIAN ASSOCIATE 1 

JEFFERSON 2011-2012 NATIVE HAWAIIAN CERTIFICATE 1 

JEFFERSON 2011-2012 NON-RESIDENT ALIEN ASSOCIATE 3 

JEFFERSON 2011-2012 NON-RESIDENT ALIEN CERTIFICATE 10 

JEFFERSON 2011-2012 TWO OR MORE RACES ASSOCIATE 25 

JEFFERSON 2011-2012 TWO OR MORE RACES CERTIFICATE 23 

JEFFERSON 2011-2012 UNKNOWN ASSOCIATE 17 

JEFFERSON 2011-2012 UNKNOWN CERTIFICATE 29 
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District Academic Year Race Description Degree  COUNT(Ssn) 

JEFFERSON 2011-2012 UNKNOWN DIPLOMA 3 

JEFFERSON 2011-2012 WHITE ASSOCIATE 822 

JEFFERSON 2011-2012 WHITE CERTIFICATE 1,279 

JEFFERSON 2011-2012 WHITE DIPLOMA 138 

JEFFERSON 2012-2013 AMERICAN INDIAN ASSOCIATE 3 

JEFFERSON 2012-2013 AMERICAN INDIAN CERTIFICATE 1 

JEFFERSON 2012-2013 ASIAN ASSOCIATE 23 

JEFFERSON 2012-2013 ASIAN CERTIFICATE 42 

JEFFERSON 2012-2013 ASIAN DIPLOMA 9 

JEFFERSON 2012-2013 BLACK ASSOCIATE 159 

JEFFERSON 2012-2013 BLACK CERTIFICATE 330 

JEFFERSON 2012-2013 BLACK DIPLOMA 29 

JEFFERSON 2012-2013 HISPANIC ASSOCIATE 30 

JEFFERSON 2012-2013 HISPANIC CERTIFICATE 48 

JEFFERSON 2012-2013 HISPANIC DIPLOMA 4 

JEFFERSON 2012-2013 NATIVE HAWAIIAN ASSOCIATE 3 

JEFFERSON 2012-2013 NATIVE HAWAIIAN CERTIFICATE 5 

JEFFERSON 2012-2013 NON-RESIDENT ALIEN ASSOCIATE 7 

JEFFERSON 2012-2013 NON-RESIDENT ALIEN CERTIFICATE 5 

JEFFERSON 2012-2013 NON-RESIDENT ALIEN DIPLOMA 2 

JEFFERSON 2012-2013 TWO OR MORE RACES ASSOCIATE 23 

JEFFERSON 2012-2013 TWO OR MORE RACES CERTIFICATE 17 

JEFFERSON 2012-2013 TWO OR MORE RACES DIPLOMA 2 

JEFFERSON 2012-2013 UNKNOWN ASSOCIATE 21 

JEFFERSON 2012-2013 UNKNOWN CERTIFICATE 32 

JEFFERSON 2012-2013 UNKNOWN DIPLOMA 4 

JEFFERSON 2012-2013 WHITE ASSOCIATE 853 
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District Academic Year Race Description Degree  COUNT(Ssn) 

JEFFERSON 2012-2013 WHITE CERTIFICATE 1,133 

JEFFERSON 2012-2013 WHITE DIPLOMA 107 

JEFFERSON 2013-2014 AMERICAN INDIAN ASSOCIATE 6 

JEFFERSON 2013-2014 AMERICAN INDIAN CERTIFICATE 11 

JEFFERSON 2013-2014 AMERICAN INDIAN DIPLOMA 1 

JEFFERSON 2013-2014 ASIAN ASSOCIATE 33 

JEFFERSON 2013-2014 ASIAN CERTIFICATE 49 

JEFFERSON 2013-2014 ASIAN DIPLOMA 2 

JEFFERSON 2013-2014 BLACK ASSOCIATE 142 

JEFFERSON 2013-2014 BLACK CERTIFICATE 373 

JEFFERSON 2013-2014 BLACK DIPLOMA 22 

JEFFERSON 2013-2014 HISPANIC ASSOCIATE 48 

JEFFERSON 2013-2014 HISPANIC CERTIFICATE 86 

JEFFERSON 2013-2014 HISPANIC DIPLOMA 3 

JEFFERSON 2013-2014 NATIVE HAWAIIAN ASSOCIATE 2 

JEFFERSON 2013-2014 NON-RESIDENT ALIEN ASSOCIATE 4 

JEFFERSON 2013-2014 NON-RESIDENT ALIEN CERTIFICATE 8 

JEFFERSON 2013-2014 TWO OR MORE RACES ASSOCIATE 27 

JEFFERSON 2013-2014 TWO OR MORE RACES CERTIFICATE 60 

JEFFERSON 2013-2014 TWO OR MORE RACES DIPLOMA 2 

JEFFERSON 2013-2014 UNKNOWN ASSOCIATE 19 

JEFFERSON 2013-2014 UNKNOWN CERTIFICATE 13 

JEFFERSON 2013-2014 UNKNOWN DIPLOMA 2 

JEFFERSON 2013-2014 WHITE ASSOCIATE 1,053 

JEFFERSON 2013-2014 WHITE CERTIFICATE 1,274 

JEFFERSON 2013-2014 WHITE DIPLOMA 95 

JEFFERSON 2014-2015 AMERICAN INDIAN ASSOCIATE 6 
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District Academic Year Race Description Degree  COUNT(Ssn) 

JEFFERSON 2014-2015 AMERICAN INDIAN CERTIFICATE 9 

JEFFERSON 2014-2015 ASIAN ASSOCIATE 53 

JEFFERSON 2014-2015 ASIAN CERTIFICATE 98 

JEFFERSON 2014-2015 ASIAN DIPLOMA 5 

JEFFERSON 2014-2015 BLACK ASSOCIATE 171 

JEFFERSON 2014-2015 BLACK CERTIFICATE 364 

JEFFERSON 2014-2015 BLACK DIPLOMA 24 

JEFFERSON 2014-2015 HISPANIC ASSOCIATE 48 

JEFFERSON 2014-2015 HISPANIC CERTIFICATE 88 

JEFFERSON 2014-2015 HISPANIC DIPLOMA 8 

JEFFERSON 2014-2015 NATIVE HAWAIIAN ASSOCIATE 2 

JEFFERSON 2014-2015 NATIVE HAWAIIAN CERTIFICATE 7 

JEFFERSON 2014-2015 NON-RESIDENT ALIEN ASSOCIATE 6 

JEFFERSON 2014-2015 NON-RESIDENT ALIEN CERTIFICATE 4 

JEFFERSON 2014-2015 NON-RESIDENT ALIEN DIPLOMA 1 

JEFFERSON 2014-2015 TWO OR MORE RACES ASSOCIATE 21 

JEFFERSON 2014-2015 TWO OR MORE RACES CERTIFICATE 48 

JEFFERSON 2014-2015 TWO OR MORE RACES DIPLOMA 2 

JEFFERSON 2014-2015 UNKNOWN ASSOCIATE 14 

JEFFERSON 2014-2015 UNKNOWN CERTIFICATE 14 

JEFFERSON 2014-2015 WHITE ASSOCIATE 1,077 

JEFFERSON 2014-2015 WHITE CERTIFICATE 1,263 

JEFFERSON 2014-2015 WHITE DIPLOMA 85 

JEFFERSON 2015-2016 AMERICAN INDIAN ASSOCIATE 1 

JEFFERSON 2015-2016 AMERICAN INDIAN CERTIFICATE 8 

JEFFERSON 2015-2016 ASIAN ASSOCIATE 42 

JEFFERSON 2015-2016 ASIAN CERTIFICATE 71 
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District Academic Year Race Description Degree  COUNT(Ssn) 

JEFFERSON 2015-2016 ASIAN DIPLOMA 3 

JEFFERSON 2015-2016 BLACK ASSOCIATE 256 

JEFFERSON 2015-2016 BLACK CERTIFICATE 386 

JEFFERSON 2015-2016 BLACK DIPLOMA 33 

JEFFERSON 2015-2016 HISPANIC ASSOCIATE 58 

JEFFERSON 2015-2016 HISPANIC CERTIFICATE 71 

JEFFERSON 2015-2016 HISPANIC DIPLOMA 6 

JEFFERSON 2015-2016 NATIVE HAWAIIAN ASSOCIATE 2 

JEFFERSON 2015-2016 NATIVE HAWAIIAN CERTIFICATE 1 

JEFFERSON 2015-2016 NON-RESIDENT ALIEN ASSOCIATE 5 

JEFFERSON 2015-2016 NON-RESIDENT ALIEN CERTIFICATE 18 

JEFFERSON 2015-2016 NON-RESIDENT ALIEN DIPLOMA 2 

JEFFERSON 2015-2016 TWO OR MORE RACES ASSOCIATE 38 

JEFFERSON 2015-2016 TWO OR MORE RACES CERTIFICATE 44 

JEFFERSON 2015-2016 TWO OR MORE RACES DIPLOMA 4 

JEFFERSON 2015-2016 UNKNOWN ASSOCIATE 17 

JEFFERSON 2015-2016 UNKNOWN CERTIFICATE 12 

JEFFERSON 2015-2016 WHITE ASSOCIATE 1,061 

JEFFERSON 2015-2016 WHITE CERTIFICATE 1,355 

JEFFERSON 2015-2016 WHITE DIPLOMA 87 
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TRANSFERS 
 

 
JEFFERSON Transfer Student Cohort Analysis: Students who Transfer to a 4-year College or University, 

Within 3-Year Cohort Term, by Race/Ethnicity 

Race/Ethnicit
y 

Fall 2012 Fall 2011 Fall 2010 

Cohort 
Transfe

rs 
% Cohort 

Transfe
rs 

% 
Cohor

t 
Transfer

s 
% 

African 
American 

3367 323 9.6% 3512 427 
12.2

% 
3433 521 

15.2
% 

American 
Indian 

45 5 
11.1

% 
48 3 6.3% 54 4 7.4% 

Asian 315 55 
17.5

% 
273 52 

19.0
% 

276 49 
17.8

% 

Hispanic 646 83 
12.8

% 
553 68 

12.3
% 

507 73 
14.4

% 

Native 
Hawaiian 

25 1 4.0% 24 6 
25.0

% 
23 4 

17.4
% 

White 9411 1575 
16.7

% 
10024 1494 

14.9
% 

10366 1679 
16.2

% 

Two or More 
Races 

281 36 
12.8

% 
287 33 

11.5
% 

241 47 
19.5

% 

Non Resident 
Alien 

21 3 
14.3

% 
40 2 5.0% 37 6 

16.2
% 

Unknown 235 23 9.8% 331 29 8.8% 322 49 
15.2

% 
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Transfers: 

This is a metric where JEFFERSON appears to be exceeding the targets.  The Black student transfer target for 2015 was 310.  The transfer 
data available is for 2012 and the number that year is 323.  The 2015 target for Hispanic students was 34 and the 2012 number is 83.  This 
metric will be monitored for more current reporting and to ensure a positive trend. 
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Summary 
 

In summary, this Diversity Assessment Report for Jefferson Community and Technical College contains many examples of progress and 
vitality as well as indications of challenges ahead and work still to be accomplished.  Among the signs of progress and vitality are the 
following highlights from the various reports initiated in this plan document: 
 

 Continued involvement with the region’s educational attainment initiatives, including 55,000 Degrees, the 15,000 Degrees initiative for 

African-Americans, and “Behold”!! 1,500 Latinos!” focused on the Hispanic community. As part of this effort, JEFFERSON is committed 

to doubling the number of associate degree graduates per year and as well as significantly increasing the number of African American 

students by the year 2020. 

 A robust global studies initiative that promotes learning about world cultures and provides support networks for the college’s growing 

numbers of international students. (As of Fall 2016, 94 countries of origin were represented in Jefferson’s student body.) 

 Increased percentage of minority students in the Allied Health selective admissions programs and a renewed focus on infusing training 

in cultural competency into health science curricula with foci on religious practice and sexual orientation as well as race/ethnicity and 

gender. Gains have also been made in increasing the representation of males in female dominated health-related programs. 

 Aggressive efforts by the college’s Grants and Contracts department to bring funding to programs which support minorities, adult 

education students, veterans, disabled and the unemployed. These include 1) receiving a Title III grant for strengthening institutions 

that will enhance overall completion rates for students as well as decrease the achievement gap between majority and minority 

students and 2) working on a grant to attract and retain minority nursing and allied health students. 

 Increased diversity among certificate and diploma awardees.   

 Launching of Achieving the Dream 2.0 initiatives focused on retention, and completion of African American students. Intervention 

initiatives include the development of curricular, extra-curricular, and community strategies. The college will also conduct a policy audit 

to identify barriers to students that can be removed. 

 Creation of a social justice student organization: SEED (Students Empowering Education, Diversity, and Solidarity), whose inaugural 

event was a seminar on white privilege. 

 The College Strategic Enrollment Management (SEM) Plan includes strategies designed to support college diversity goals.   
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Barriers to the Diversity Plan Implementation 
 

Even with the variety of initiatives and progressive practices the plan has discussed, there are still some barriers to the full 

implementation of this plan. Many of these barriers depend upon the college’s growth and development over the next several years 

in a variety of areas. Those include: 

 

 Failure to continue to attract and retain faculty – especially since approximately 40% of our faculty are currently eligible for 

retirement. 

 Faculty of color account for a little under 7% however over half of those currently qualify for retirement. We realize that 

JEFFERSON will have to significantly improve our faculty of color hires to achieve our goals of 10% within the next several 

years. 

 Significant improvement in enrollment will have to drive these numbers since we have continued to replace full time faculty 

with adjunct staff as our enrollment numbers have dwindled.  

 We need another position hired to handle the Coordination of the Multicultural Center.- especially to act as the onsite 

expert for our center. We have hired the Director, but that individual needs to manage the outreach to community partners 

for support of this Center and will be needed more off campus than onsite. The work of the Multicultural Center staff will 

entail the following and are critical to our success: 

 Collaborate and serve as a resource throughout the college for diversity-related initiatives. 
 Serve as a liaison with community partners working toward common goals. 
 Serve as college representative for 15,000 Degrees 
 Coordinate mentoring/support services for Rise Together students from Louisville’s Zones of Hope 
 Provide coordination, oversight, and supervision for the Office of Multicultural Affairs.  

o Program development and implementation 
o Resource development 
o Staff hiring and supervision 
o Budget management 
o Planning and reporting 

 Create vision for and implementation of a Multicultural Center. 
 Provide leadership for and coordinate the development of the annual strategic diversity plan and diversity assessment. 
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 Serve on the Strategic Enrollment Management Recruitment and Retention Teams to ensure alignment between diversity plan 
and enrollment management plan.  

 Serve as the college representative on the KCTCS Diversity Peer Team. 
 Provide direction for professional development related to diversity and inclusion for students and employees. 
 Serve as a member of the Student Affairs and Enrollment Management Leadership Team. 

 The economy has been very healthy and our working class population is opting to go directly to work rather than attend 

college. Again a major barrier for us. We are hopeful that the new AMET building will attract more students who are 

interested in obtaining certifications that will directly impact their growth and development in the workforce. 

 We were informed by our partners at the Americana World Community Center, a grassroots non-profit serving refugee, 

immigrant and underserved populations, that many Cuban immigrants were expected over the next year to migrate to 

Louisville. However, with the government change in immigrant outreach, this population is now expected to be significantly 

less. This will have an impact on our ESL population at the college since Cuba is our largest immigrant population here at 

Jefferson.   
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MEMBERS OF THE DIVERSITY PLANNING COMMITTEE 

 
 

Jefferson enlisted several faculty, staff, and administrative personnel to help in the development of this plan. They were essential in 
compiling the information and data needed to finalize this plan. The Diversity Planning Team’s names and departments are listed below: 
 

 Liz Boyd – Technical faculty 

 Dr. Laura Smith – Dean of Student Affairs 

 Diane Calhoun-French – Vice President, Academic and Student Affairs 

 Angela Scharfenberger – International Student Affairs 

 Lucretia Buckner – Recruiter 

 Jordan McDowell – Recruiter 

 Randall Davis – Dean Academic Affairs 

 Patricia Huskey – Allied Health/Nursing faculty 

 Brittany Inge – Institutional Research Coordinator 

 Marlisa Austin – Division Chair, Humanities faculty 

 Toni Whalen, Human Resources Director 
 

 
 
 


