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Executive Summary 

Values 
 
Our college is guided by adherence to core values that define the Volunteer spirt and permeate 
who we are, what we do, and our approach to living and learning at UT and beyond. As a 
college, we seek to promote the values of free, bold, and ethical intellectual inquiry; vibrant and 
effective civic engagement; respect for diversity and cultural variety; and an understanding of 
and appreciation for our nation and world’s rich natural and cultural heritages.  
 
Vision 
 
We seek to excel among public research universities across the disciplines of humanities, social 
sciences, natural sciences, and the visual and performing arts. We will provide the foundation 
for nurturing lifelong learning and engagement in our graduates. We will attract and sustain 
faculty who pursue path-breaking research and creative expression that enriches lives and 
seeks solutions to society’s problems. We will promote diversity and inclusion in order to 
prepare our students to be innovative citizen leaders on a global stage.  
 
The vision of the college contributes to that of the university by providing research and teaching 
excellence, providing students with opportunities to apply what they learn by working with highly 
productive and respected faculty on campus and in community outreach locally and around the 
world. The faculty and students embrace and are committed to the volunteer difference as part 
of the goal to balance excellent education and research in a top public research and land grant 
university. 
 
Mission 
 
Our mission is to uphold the highest standards of academic freedom and integrity and to 
cultivate in our students the critical thinking skills, intellectual inquiry, and understanding of 
diverse human cultures that are necessary to become engaged global citizens. By emphasizing 
core values of life-long learning and adaptability, our academic programs provide students with 
the intellectual foundations for a rich, fulfilled, engaged life and career as an informed citizen. 
We seek to teach empathy and self-knowledge throughout our college. We will spread cultural 
and scientific literacy across the state of Tennessee and beyond. By doing so we serve all 
aspects of the university’s mission. 
 
Strategic Priorities 

Priority 1: Undergraduate Education 
Recruit and retain a diverse body of students in the college across all areas and provide them 
and all other UT students with a robust curriculum that prepares them for lifelong learning in a 
challenging, global environment. Engage majors and minors in the college as productive 
members of our academic community, helping them develop skills and experiences that build a 
foundation for a meaningful life. 
 

1. Recruit a diverse body of students by working with admissions and reaching out to 
prospective students in high schools and community colleges, and to their parents, 
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advisors, and the broader community to increase diversity and to stabilize and increase 
numbers of majors and minors across all areas. 

2. Retain students through on-going innovation in teaching by connecting them to the 

college community and their major and through quality advising and mentoring.  

3. Provide students, the state, and broader community constituents with a clear vision of the 

lifelong value of a broad and deep education and assure that our curriculum aligns with 

this vision. 

4. Provide students with opportunities to be producing members of the college community 

through research and creative activities, study abroad, and service activities. 

 

Priority 2: Graduate Education 
Recruit well-prepared graduate students from diverse backgrounds and educate and mentor 
them effectively. 

1. Graduate programs should attract and admit diverse students with excellent prior 

education and/or relevant experience.  

2. Provide strong curricula, thoughtful and responsible supervision of students’ progress (in 

areas such as research, creative activity, teaching, etc.), and effective advising and 

mentoring of students.  

3. Graduate programs should prepare students for successful careers in their chosen fields. 

 

Priority 3: Research, Scholarship, Creative Activity, and Engagement 
Facilitate faculty efforts to conduct high-quality research, creative activity, and scholarship, to 
receive external funding and conduct engaged scholarship. 

1. Enhance the quantity, quality, and visibility of faculty scholarship, creative activity, and 

outreach.  

2. Increase external funding for research, scholarship, and creative activity, especially from 

federal agencies and private foundations. 

3. Support engaged scholarship, research, and creative activity. 
 

Priority 4: Continue to build, support, and retain a world-class faculty and staff 
Attract, develop, and retain stellar faculty and staff who exemplify the Volunteer values and 
strive for excellence. 

1. Increase the number of tenure line faculty in the college.  
2. Improve college recruitment and retention of outstanding and diverse scholar-teachers. 
3. Support continuous professional development of tenure-line faculty.  
4. Recruit, retain, and foster the professional development of a diverse cohort of high-

quality lecturers.  
5. Recruit, mentor, reward, and retain staff who are dedicated to the highest standards of 

excellence.  

Priority 5: Resources and Infrastructure 
Develop a resource base for the future; optimize the efficient and effective use of those 
resources; and support efforts to transform the campus infrastructure. 

1. Diversify and increase the college’s resource base. 
2. Communicate the importance of higher education and the college of arts and sciences 

through outreach and advocacy. 
3. Continue to redirect existing resources to areas of strategic needs. 
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4. Optimize efficient and effective use of resources. 
5. Support efforts to transform campus infrastructure. 

 
Priority 6: Diversity and Inclusion 
Cultivate an institutional climate that promotes diversity, equity, and inclusion within the college. 

1. Carry out biennial climate survey of faculty, staff and students. 
2. Actively promote and facilitate inclusion of underrepresented groups by building an 

institutional structure to retain and promote a diverse faculty, staff, and student body. 
3. Cultivate an institutional climate that promotes diversity, equity, and inclusion within the 

college by infusing the values of diversity, inclusion, and equity throughout all teaching, 
learning, and service opportunities offered. 
 

Alignment of College with Campus Goals 

Priority 1: Undergraduate Education 
A. Improve academic quality through experience learning and improved general education. 

B. Improve first-year student retention.  

C. Support on-time graduation with effective academic and career advising. 

D. Engage alumni in student recruitment and career mentorship. 

 

Priority 2: Graduate Education 

A. Improve recruitment and financial support to attract excellent students.  
B. Improve graduate student outcomes through focus on career placement and timely 

completion of degrees. 
 
Priority 3: Research, Scholarship, Creative Activity, and Engagement  

A. Recognize contributions beyond sponsored research. 
B. Improve competitiveness for sponsored research through proposal support and new 

strategic partnerships.  
C. Increase student research opportunities to improve academic quality. 
D. Invest in research and information infrastructure. 

 
Priority 4: Continue to build, support, and retain a world-class faculty and staff 

A. Recruit and retain top faculty and staff talent. 
B. Continue to address salary gaps to support recruitment and retention. 
C. Recognize and reward faculty and staff excellence in performance. 

 
Priority 5: Resources and Infrastructure 

A. Diversify revenues through philanthropy. 
B. Improve operational efficiency through greater space utilization, business process 

modernization, shared resources, among other opportunities. 
C. Continue to monitor and control costs. 

 

 Priority 6: Diversity and Inclusion 

A. Recruit and retain students, faculty, and staff from diverse backgrounds. 

B. Understand and improve campus climate to support retention and national recruitment 
goals. 

C. Prepare students to succeed in a diverse and global workplace. 
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Specific goals aligned with the college strategic plan that are more focused on our 
college  
 
Priority 1: We will work with undergraduate enrollment management to engage in more 
recruiting of exceptional undergraduates across all the departments of the college. We plan to 
increase communication efforts about the value of arts and sciences majors and minors, 
including for students from professional colleges. 
 
Priority 2: We will revise curriculum and college-wide programming (workshops, seminars, etc.) 
to reflect the education and support needed for students who will enter a nonacademic career. 
We expect to continue to focus on raising funds to support graduate students and timely degree 
completion. 
 
Priority 3: We will increase the visibility of faculty productivity via communication, support of 
faculty travel that will expose their work to others, and support further development of funding 
streams to increase output. We expect to continue to provide support that increases multi- and 
interdisciplinary research. 
 
Priority 4: We will increase productivity and visibility of many departments which requires an 
infusion of faculty to reach Top 25 numbers. Additional faculty are also needed to increase the 
opportunities for students to learn from top-scholar teachers and work with faculty directly on 
engaged learning projects. The college will work to develop funding sources to meet this goal. 
 
Priority 5: We will continue to develop revenue-producing core facilities and academic programs, 
including online programs where there is market opportunity. We will continue to optimize 
college success through efficiency and reallocation of funds. We will continue to increase and 
improve relationships with alumni and donors, which will also increase external gifts. 
 
Priority 6: We will develop a college structure and programming that promotes inclusion through 
teaching, learning and service opportunities, while continuing our programs to diversify our 
students, faculty, and staff. 
 

Indicators of Excellence 

Priority Metric Current Baseline 2020 Goal 

1 
Number and type of contacts 
with prospective students, both 
prior to and after admission 

85.7% of departments 
have outreach programs 
for prospective students 

100% of CAS departments 
with outreach programs for 
prospective students 
 
60% of all students 
admitted to a CAS major or 
interest will be contacted by 
CAS 

1 
Numbers of majors, 2nd majors, 
and minors enrolled in each 
program 

Fall 2015 enrollment: 
7,125 majors, 336 2nd 
majors, and 775 minors  

1-2% increase each year, 
depending on UT 
enrollment figures 

1 
Number of students designated 
as under-represented minorities 
admitted and enrolled in CAS 

For 2015-16: 22.4% of 
enrolled students were 
URM 

1-2% increase in URM per 
year 
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1 

Number of experience learning 
‘events’ by department, with 
number of participants and any 
measure of outcomes 

For 2015-16: Total of 227 
'events' reported, 192 for 
credit, 89 not-for-credit. 
Includes 79 in 
undergraduate research 
(63 for credit, 17 for not) 
[Number of participants will 
be included in future 
surveys] 

Representative across 
college 

1 

Four-, five-, and six-year 
graduation rates of students 
receiving undergraduate 
degrees from arts and sciences, 
by unit 

N/A 

Work with central 
administration to have this 
graduation data for each 
unit. 

1 

Number of published and peer-
reviewed work, conference 
presentations, exhibits, and 
public performances that have 
undergraduate authors or co-
authors. Number of National 
fellowships and awards earned 
by undergraduates. 

N/A (DS) 

Annually gather all 
instances of these works 
and honors from all our 
departments. 

2 
Increase minimum base stipend 
level to Knoxville living wage 
estimate 

$10,000 for 9-month 50% 
GTA–Effective July 1, 
2002 (Office of Budget and 
Finance webpage) Current 
median base stipend = 
$15,600 (range =$6,075 to 
$24,000) 

Increase minimum base 
stipend to $20,500 (based 
on MIT living wage 
calculator) 

2 

Number of departments and/or 
programs with college-reviewed 
recruitment brochure/materials 
for recruitment trips/visitors 

Seven departments or 
programs (33%) currently 
with CAS-reviewed 
materials (CAS Office of 
Communications) 

100% of departments 
and/or programs with CAS-
reviewed materials 

2 
Percentage of offers accepted 
from offers extended 

For 2014-16 recruitment 
cycles, 49.5% (654 out of 
1322) accepted offer 

Increase to 60% 

2 
Percentage of diverse students 
accepting offers 

Currently N/A Increase 1-2% 

2 Time to degree completion 

Average time for 
Masters/PhD (2.35 and 5.7 
years, respectively; 
department head report 
from spring 2017) 

Maintain or exceed national 
norms, by department, for 
time to degree completion.  

2 
Number of nonacademic career 
workshops, seminars, etc., 
available to students 

Currently N/A 

Provide students multiple 
nonacademic career 
development opportunities 
each year 

3 
Proportion of eligible faculty who 
take scholarly leave  

Currently N/A 

80% of faculty who are 
eligible for earned scholarly 
leave (e.g., FDL) take that 
opportunity 
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3 
External recognition of 
excellence in scholarship, 
research, and creative activities 

Currently N/A  
 

Comprehensive data set on 
prestigious university, 
national or international 
recognition 

3 
College recognition of 
excellence in scholarship, 
research, and creative activities 

Currently N/A 
25% of nominees receive 
college awards for research 
excellence 

3 
Proportion of faculty with 
external funding 

Cayuse info for FY17 

At least 80% of faculty 
members in each natural 
science department receive 
competitive external 
funding  

3 

Number of departments with 
members who participate in 
engaged scholarship and 
creative activity 

Currently N/A 

All departments offer 
activities that by their 
nature involve engagement 
(e.g., concerts, plays, 
exhibits, public lectures, 
workshops, blog posts) 

4 
Total number of tenure-line 
faculty in the college 

465 (420.5 FTE Fall 2015) 500 

4 
Number of women and URM in 
the college 

167(35.9%) women 
82(17.6%) URM 

200 (40%) women 
125 (25%) URM 

4 
Average salary of tenure-line 
faculty by rank 

Asst. = $69,971 
Assoc. = $82,636 
Prof. = $123,915 

Top 25 Asst. = $75,066 
Top 25 Assoc. = $87,616 
Top 25 Prof. = $134,084 

4 Average salary of NTT by rank 
Lecturer = $39,454 
Senior = $52,953 
Disting. = $67,697 

To local community college 
and HS teacher averages 

4 Average salary of staff by rank 
Non-exempt = $38,083 
Professional = $55,901 
Director = $85,575 

To local business averages 
for equivalent positions 

4 
Ratio of instructional personnel 
(TTF + NTTF + GTAs) to 
administrative staff 

9.5 : 1 
5 : 1 

(Nat’l standard is 3 : 1) 

4 
Ratio of enrolled students (UG + 
MA/MS + PhD) to administrative 
staff 

51.5 : 1 35 : 1 

4 
Ratio of UG students to tenure-
line faculty 

26.6 : 1 19 : 1 

4 
Ratio of UG students to NTT 
faculty 

44.8 : 1 35 : 1 

4 
Number of tenure-line faculty 
successfully tenured/promoted 

2015: 21/21=100% 
2016: 36/37=97.3% 
2017: 27/28=96.4% 

98% 

4 
Number of NTT faculty 
successfully promoted 

2015: 19/22=86.4% 
2016: 8/12=66.7% 
2017: 20/23=87.0% 

90% 

5 
Diversify and increase the 
college’s resource base.  

Writing Center Fee 
approved for 2017; 
anticipated to yield 
approximately $250K 

 
 
Increase dollars raised 
through Implementation of 
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annually; STEM Fee to be 
resubmitted in AY18 
 
AY 2016 online courses 
offered: 44; AY2016 online 
course enrollment:  938 
 
Summer 2016 Summer 
SCH: 17,197; Summer 
2016 tuition return: 
$2,111,586 
 
FY16 external research 
funds expended: 
$21,405,113 
Associated F&A recovery: 
$5,520,163 
 
 
 
Five-year average of gifts 
received: $9,466,853 
Average annual number of 
donor contacts: 1,072  
Average annual number of 
donors: 4,100 

differential tuition/program 
fees STEM Fee 

 
Increase number of online 
courses and programs 
offered 

 
 
Increase summer school 
SCH produced 

 
 
Increase dollars of external 
funding expended; amount 
of F&A expenditures 
recovered 

 
 
 
Increase dollars of gifts 
received; increase in five-
year average philanthropic 
support to $11,000,000 
 
Increase average annual 
number of donor contacts 
to 1,200 & increase 
average annual number of 
donors to 4,400 

5 
Improve communications to 
advocate for increases in base 
budget support 

Number of departments 
producing digital 
newsletters AY 16-17: 9 
 
Average open rate of 
Higher Ground: 23% 
 
Number of CAS alumni, 
employees, students, 
friends in UT Advocacy 
Network: Currently N/A 

All 21 departments & 
centers producing a digital 
newsletter with an average 
open rate 2% above 
industry standards. 
 
Increase average open rate 
of Higher Ground by 2% 
 
Track and increase number 
of college alumni, 
employees, students, and 
friends participating in UT 
Advocacy Network 

5 
Redirect existing resources to 
areas of strategic need 

$1,400,073 reallocated in 
FY16 

Maintain or increase dollars 
reallocated 

5 
Optimize efficient and effective 
use of resources 

Ten shared services staff 
in FY 2016 (in BSF and 
college administration) 
 
There are currently 10 core 
facilities on UT campus 

Implement shared services 
where possible; 
allocate/reallocate space 
for shared advising and 
financial services 
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Support campus efforts to 
increase number and 
funding for core facilities   

5 
Support efforts to transform 
campus infrastructure 

College has created a one-
time $2 million reserve for 
instructional equipment for 
Strong Hall and the 
Mossman Building.   
 

Advocate for Melrose 
renovation and continue to 
advocate for renovation or 
replacement of aging 
infrastructure to ensure 
appropriate, functional, and 
comfortable working 
conditions for all faculty, 
staff, and students. 

6 

Carry out a biennial climate 
survey that collects data on the 
diversity of all our faculty, staff, 
and students 

Data from university 
surveys 

Results from the survey will 
inform our 2020 goals. We 
will identify our strengths 
and areas for improvement. 

6 
Actively promote the inclusion of 
diverse faculty, staff, and 
students 

Retention numbers, 
promotion numbers, and 
measure complaints 

Increased retention and 
promotion of diverse faculty 
and staff; retention of 
diverse students 
 
Increased opportunities for 
faculty, staff, and students 
to interact 
 
Increased training about 
inclusion in the workplace 

6 

Cultivate an institutional climate 
that promotes diversity, equity, 
and inclusion within the college 
by infusing the values of 
diversity, inclusion, and equity 
throughout all teaching, learning, 
and service opportunities offered 

Data from CDI Diversity 
Report and the student 
climate survey conducted 
in 2016 

Constant vigilance on the 
part of college 
administration to ensure an 
inclusive climate for faculty, 
staff, students 
 
Ongoing discourse about 
diversity and inclusion 
through seminars, lectures, 
events, social gatherings, 
etc. 
 
Increased opportunities for 
students to engage with 
diverse cultures 
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Background and Process 

Background 

Gateway of Knowledge 
 
The College of Arts and Sciences is the gateway to knowledge for every undergraduate student 
who enrolls at the University of Tennessee, Knoxville. The faculty in the College of Arts and 
Sciences provides the foundational instruction for these students, helping them to put down the 
roots that will nurture their lifelong learning. 
 
As the first public university and institution of higher education in the state of Tennessee, the 
tradition of the College of Arts and Sciences is deeply rooted in providing an education that 
develops broad intellectual capacities instead of focusing on specific technical skills. In the 
College of Arts and Sciences, we adhere to the basic philosophy to empower individuals with 
broad knowledge, transferable skills, and provide a strong sense of values, ethics, and civic 
engagement.  
 
In 1869, the University of Tennessee became a land-grant university, which broadened the 
institutional focus from a liberal arts college to include public agricultural and mechanical 
colleges. The foundation of a liberal arts education, however, was not lost in the reorganization. 
The addition of professional colleges, such as agriculture, law, and medicine, built the 
university’s reputation as a comprehensive academic institution while at the same time 
maintaining at its academic core a broad general education curriculum. 
 
As the flagship campus for the University of Tennessee system, we have the opportunity to 
educate Tennesseans from across the state. By providing undergraduate students with access 
to new and diverse ways of problem solving, communicating, and interacting with each other, 
we can make an impact on the future of the state of Tennessee.  
 
About the College 
 
The College of Arts and Sciences is the oldest college at the University of Tennessee. In 1794, 
Blount College opened its doors to offer a broad education in the arts and sciences and became 
one of the first colleges established in the state of Tennessee. For more than 100 years, Blount 
College (renamed University of Tennessee in 1879) remained one institution until President 
Brown Ayres reorganized it into different colleges with independent academic units. By 1913, 
each academic unit had its own dean and the separation of responsibilities laid the groundwork 
for what would become the comprehensive academic institution of the University of Tennessee.  
 
The College of Liberal Arts, however, continued to function as the academic core of the 
university, providing both discipline specialization in sciences and the humanities and general 
education for students in engineering, agriculture, law, medicine, and dentistry. In 1994, it was 
renamed the College of Arts and Sciences. 
 
Today, it remains the gateway of knowledge for every undergraduate student enrolled at the 
University of Tennessee, Knoxville. With 21 academic units and schools, eight centers and 
institutes, and 12 interdisciplinary programs that span the disciplines of the humanities, social 
sciences, natural sciences, and the visual and performing arts, the College of Arts and Sciences 
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remains the largest, most comprehensive and most diverse of the 11 colleges and the central 
driver of academic accomplishments at UT. 
 
Over 8,000 undergraduate students have an academic home in one of the college’s 141 
undergraduate majors, minors, concentrations, honors and pre-professional programs. The 
college also offers more than 50 graduate programs to a population of 1,300 graduate students. 
More than 600 faculty in the College of Arts and Sciences provide instruction for 53 percent of 
all student credit hours across the university. Of those, 420 are fulltime, tenure-track, research-
active faculty. 
 

The Volunteer Difference 
 
As the academic foundation of the university, the College of Arts and Sciences is the largest 
contributor to all aspects of UT’s missions of instruction, research, and service to society. Our 
faculty, students, and staff embrace the Volunteer spirit through engagement in important 
outreach efforts to the local community, state, nation, and the world.  
 
Graduates of our college are innovative citizen leaders who pursue path-breaking research and 
creative expression to enrich lives and seek solutions to society’s problems. Our alumni network 
is a diverse and inclusive community that spans from Knoxville to countries around the world.  
 
Students within the College of Arts and Sciences have numerous experience-learning 
opportunities from hands-on research projects to study abroad programs. We rank first 
nationally in the number of National Endowment for the Humanities Summer Stipends and 
nearly 70 percent of faculty in the natural sciences have external research funding. 
 
Through our exemplary contributions to the Volunteer community in both quality and quantity, 
we aim to advance the college, and thus the university, to the Top 25 public research institution 
status.  
 
Rankings within the College of Arts and Sciences 
 
Colleges of Arts and Sciences are not ranked as a comprehensive entity, but departments with 
graduate programs are ranked individually. There are just over 3,000 four-year public and 
private degree-granting institutions. The 19 departments with graduate programs are ranked 
among the top 2 percent of all such departments, indeed most are ranked in the top 1.2 percent 
of all four-year schools. Below are some of our most highly ranked individual programs and/or 
departments. 
 
Our School of Art is already in the Top 25 schools and ranked 17th in the nation. The 
printmaking program is ranked second. The Department of Theatre is one of only 12 League of 
Resident Theatres (LORT) programs in the United States, which allows students the opportunity 
to perform with seasoned professionals. The acting program was recently ranked among the top 
20 in the nation. The School of Music, housed in a new state-of-the-art building, is an All-
Steinway School and respected throughout the country for superb facilities and excellent 
teachers. The Opera program and the Piano program are both widely described as equivalent to 
the best in the United States. 
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In the social sciences, the Department of Psychology has two highly ranked programs: clinical 
psychology and counseling psychology. The new, state-of-the-art Psychological Clinic is a 
training facility for graduate students and an important public service program in the Knoxville 
community. Housed within the Department of Anthropology is the first and still foremost forensic 
anthropology center in the country, which trains graduate students in research and law 
enforcement professionals in important data collection skills. The geography program is ranked 
among the Top 25 in the nation and recently added a degree in sustainability to their 
undergraduate offerings. 
 
Among the natural sciences, the Department of Microbiology is ranked in the Top 20 
nonmedical school departments and the Department of Ecology and Evolutionary Biology is 
ranked 20th in the nation. Across the units are many highly successful faculty and graduate 
programs in which nearly 70 percent of faculty have external research funding. The 
Departments of Chemistry, Physics, Microbiology, and Biochemistry and Cellular and Molecular 
Biology are homes of Governor’s chairs who, along with our Distinguished Scientists, have 
promoted multi- and interdisciplinary research within UT and with Oak Ridge National 
Laboratory. 
 
The UT Humanities Center, established in 2012, is a lab for scholars in the humanities and 
visual and performing arts and boosts the research, teaching, and outreach mission of UT 
humanities departments. Seminars bring together scholars who create new connections in their 
fields. Center Fellows have the space and time to publish their work. Since the inception of this 
center, the Departments of History and English have risen in the national rankings and are just 
below the Top 25 status we seek. Indeed the relatively new MFA in Creative Writing program 
was recently ranked 10th in the nation. Additionally, the center is home to outreach programs, 
such as the Tennessee High School Ethics Bowl, which promotes critical thinking and 
collaborative work and prepares high school students to be active, engaged citizens. The older 
MARCO Institute has had a similar impact of helping raise our medieval and renaissance 
scholars to national prominence. Their annual conference attracts attendees from around the 
world, and the center is described by visitors as among the top 5 in North America. The Spanish 
program was ranked in the Top 25 when most recently ranked.  
 
The Neuroscience Network of East Tennessee (NeuroNET), founded in 2014 by faculty in the 
college, is an example of an interdisciplinary UT research center. It involves 25 arts and 
sciences faculty from different departments across the college, as well as faculty from seven 
other UT colleges, members from UT Medical Center in Knoxville, the UT Health Science 
Center in Memphis, Oak Ridge National Laboratory, and other community partners. Members 
engage in cutting-edge interdisciplinary research in the field of neuroscience. Additionally, we 
have an undergraduate concentration in neuroscience housed in the interdisciplinary program 
majors in the college.  
 
These are examples of how the college’s centers are increasing research activity, which also 
positively impacts graduate and undergraduate education and research opportunities. Other 
centers also provide many additional opportunities for community outreach and experiential 
learning.  
 

 



 

13 
 

Process 

In response to Vol Vision 2020, the Dean’s office enlisted volunteers (faculty, staff, and 
students) from across the college to serve on the strategic planning committee. The purpose of 
the committee was to solicit feedback from across the college regarding Vol Vision 2020 and 
revising the College of Arts and Sciences strategic plan to align with Vol Vision 2020 while 
simultaneously communicating our unique values, vision, mission, and goals. Members of the 
committee were asked to rank their preference for working on subcommittees focused on each 
of the six strategic priorities. Members were assigned to one of the subcommittees based on 
their preferences. The Dean’s staff were assigned to serve as chairs of these subcommittees. 
The entire committee met with the Dean at one of two meetings for the charge and 
subsequently met individually to organize materials and discussion points for engaging in 
listening sessions. Meetings of specific constituencies and open meetings were scheduled. 
Members of the various sub-committees attended and gathered feedback from the college 
faculty, staff, and students. The sub-committees then met and prepared an initial draft of their 
priorities. The chairs of the sub-committees met with the dean to review and refine these drafts 
before returning to an all committee and further sub-committee meetings for refinement. A 
penultimate version was shared with department heads who also shared this draft with their 
departments and provided feedback.  
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Strategic Priorities 
 

Priority 1: Undergraduate Education 

 
Recruit and retain a diverse body of students in the college across all areas and provide 
them and all other UT students with a robust curriculum that prepares them for lifelong 
learning in a challenging, global environment. Engage majors and minors in the college 
as productive members of our college community and help them develop skills and 
experiences that build a foundation for a meaningful life. 
 
Progress  
In the past five years, we instituted a new college curriculum with corresponding changes in 
requirements for majors and minors. These changes enrich the undergraduate experience and 
encourage high impact activities for student retention, such as study abroad opportunities, 
minors, second majors, and focused studies. The number of students engaged in second 
majors/minors has doubled, and the number of students studying abroad has also increased. 
We supported faculty with creating online versions of their courses, which increases access to 
courses students need to ease the progress towards graduation. To date, we have over 20 
undergraduate online courses. Additionally, we increased our review of resource allocation to 
meet the overall student demand and continued to support faculty and departments offering 
opportunities for undergraduate research, scholarship, and creative activities. Finally, we began 
gathering information on and promoting experiential learning in courses extracurricular activities 
to support UT’s new QEP. 
 
Challenges 
Our biggest challenge is maintaining the quality of education we provide to students in our 
college and across the university under increasing demand and stagnant resources. This 
impacts the university’s efforts on retention and graduation rates. Another challenge is to 
provide a clear vision of the lifelong value of a broad education to our students, prospective 
students and their families, and to broader constituencies. This impacts the university’s efforts in 
recruiting students and demonstrating how we prepare students for the modern workforce. 
 
Strategic Direction 2020 
Over the next five years, we will work to address these challenges by continuing to review and 
update our teaching and advising practices to maximize the impact on student learning. We will 
also develop programs and experiences to help students see the value of their education and to 
be able to share their understanding with others. These should impact the university’s goals of 
recruitments, retention, and graduation of students. 
 
Action Priorities 
 

1. Recruit a diverse body of students by working with admissions and reaching out to 

prospective students in high schools and community colleges and to their parents, 

advisors, and the broader community to increase diversity and to stabilize and 

increase numbers of majors and minors across all areas. 

a. Partner with admissions/enrollment management team in communicating with 

prospective students during the recruitment through enrollment cycle to increase their 
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knowledge of the opportunities within and value of studies in the College of Arts and 

Sciences. 

b. Leverage departmental and college resources to increase the number and impact of 

outreach events to connect to prospective students and their support community, 

especially in areas that would increase diversity. 

c. Develop a clear and consistent message about the excellence and value of the 

College of Arts and Sciences and its programs to use in all communications with 

prospective students. 

 

2. Retain students through ongoing innovation in teaching, by connecting them to 

the college community and their major, and through quality advising and 

mentoring.  

a. Through our continuing assessment process, encourage excellence in undergraduate 

instruction and instituting to best practices for student engagement and retention. 

b. Have at least 50 percent of the college’s student credit hours (SCH) generated by 

tenure-line faculty and at least 90 percent of upper-level SCH generate by tenure-line 

faculty to increase student opportunities to connect to their major department. 

c. Increase faculty involvement in professional development, teaching grants, and other 

opportunities to improve their pedagogy. 

d. Increase types and numbers of rewards and recognition for outstanding instructional 

efforts by instructors and program units to identify innovation leaders and to promote 

the use of effective methods in teaching. 

e. Promote college, interdepartmental, and program activities that help connect students 

to peers and faculty in their major and to the college, which aligns with our goal to 

increase retention and help programs recruit more majors (first and second) and 

minors. 

f. Continue to improve the advising model as a blend between professional advisors, 

departmental mentors, and career development experts to help students identify with 

the college, their major, and future career opportunities. 

 

3. Provide students, state, and broader community constituents with a clear vision of 

the lifelong value of a broad education and assure that our curriculum aligns with 

this vision. 

a. Develop a clear set of college-wide learning outcomes that reflect the strengths of a 

broad, critical, analytical and communication driven education in our college and 

explore ways to assess those outcomes. These will form the basis of the messaging 

that we use in promoting the college education opportunities. 

b. Provide multiple channels, such as seminar courses and college-wide events, for 

students to learn about and experience the broad values of arts and sciences 

education and connect these to career opportunities. 

c. Review the college curriculum against the learning outcomes on a regular basis. 

 

4. Provide students with opportunities to be productive members of the college 

community through research and creative activities, study abroad, and service 

activities. 
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a. Increase number of students participating in experiential learning. 

b. Based on our unique research mission in the state, increase the opportunities at all 

levels for students to engage in research, scholarship, and creative activities. 

c. Review workload forms and expectations to assure that faculty and program work with 

students outside of the regular classroom is appropriately recorded and rewarded, 

especially in our research mission. 

 

2020 Metrics for Goals  

 

Goal Metric Current Baseline 2020 Goal 

1 
Number and type of contacts with 
prospective students, both prior to 
and after admission 

N/A (DS) 

100% of all departments have 
programs to make contact 
with prospective students. 
 
60% of all students admitted 
to a CAS major or interest will 
be contacted by CAS 

1 
Number of students designated as 
under-represented minorities 
admitted and enrolled in CAS 

For 2015-16: 22.4% 
of enrolled students 
were URM 

1-2% increase in URM/year 

1 
Total student credit hours, broken 
down by instructor, instructor 
classification, unit, and course level 

N/A 50% by TT; 90% by TT for UL 

2 

Four-, five-, and six-year 
graduation rates of students 
receiving undergraduate degrees 
from CAS by unit 

N/A (May have by 
2019) 

Match or exceed UT goals 

2 
Numbers of majors, 2nd majors, 
and minors enrolled in each 
program 

Fall 2015 enrollment: 
7125 Majors; 336 
2nd Majors; and 775 
Minors 

1-2% increase each year, 
depending on UT enrollment 
figures 

2 
Number of graduates (majors, 2nd 
majors, and minors) of each 
program 

For 2015-16: CAS 
graduated 1,607 
Students (1st & 2nd 
Majors); 5-year 
average is 1,834.2 

1-2% increase each year, 
depending on UT enrollment 
figures 

2 
EOCS (SAIS) summaries by unit, 
division, and course-level 

N/A 
N/A (once we have reports for 
new system) 

2 
Advising and mentorship 
appointments for staff and faculty 

N/A (New Plan; DS) 
2 meetings per year per 
student 
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2 

Results of annual advising surveys 
and departmental surveys with 
respect to the developed advising 
and mentoring plan 

N/A (New Plan; DS) 
90% positive overall; 30% 
completion rate 

2 
Reports on innovations in teaching 
and any awards or recognitions of 
such 

N/A (DS) 
Annual increase in reported 
activities 

3 

List of college and departmental 
events with attendance related to 
college goals for community-
building 

N/A (DS) 
Representative across 
college 

3 
College-level and program unit 
communication plans for recruiting 

N/A (DS) 
Complete for college and all 
units 

1, 3, 
4 

Number of experience learning 
‘events’ by department, with 
number of participants, and any 
measure of outcomes 

For 2015-16: Total of 
227 'events' reported, 
192 for credit, 89 not-
for-credit. Includes 79 
in undergraduate 
research (63 for 
credit, 17 for not) 
[Number of 
participants will be 
included in future 
surveys] 

Representative across 
college 

4 

Number of published and peer-
reviewed work, conference 
presentations, exhibits, and public 
performances that have 
undergraduate authors or co-
authors. Number of National 
fellowships and awards earned by 
undergraduates. 

N/A (DS) 
Increase by 1-2% per year 
and represent all divisions 

2, 3, 
4 

Results of senior surveys on the 
learning experience, etc. 
(collaborate with departmental 
efforts to included college-level 
questions) 

N/A (DS, OIRA) N/A 

 
DS – Developing a departmental survey (DS) for each academic year that departments will use to track 

and/or identify the items we are looking to collect.  
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Priority 2: Graduate Education 

 
Recruit well-prepared graduate students from diverse backgrounds and educate and 
mentor them effectively. 
 
Progress 
Our progress in graduate education over the past five years has been positive. Our college 
produces the largest number of academic doctoral degrees in the university (38 percent of all 
academic PhD degrees awarded in 2016), with the next closest college producing 35 percent 
fewer doctoral degrees. PhD degrees conferred increased by eight percent in 2016 relative to 
the previous four-year average. Master’s degree production remained relatively stable in 2016 
compared to the previous four years. These findings are consistent with our goal to increase 
admission to PhD programs in response to the university’s call to increase conferral of doctoral 
degrees. Since 2012, the college has used the Chancellor’s Top-Off Funds strategically to 
increase the quality of applicants accepting offers to master’s and PhD programs. We also 
made significant effort to provide units with funding to support graduate student recruitment, 
including special funds for recruiting diverse candidates. These efforts increase the likelihood of 
accepting the highest quality applicants with diverse backgrounds. We continued effective use 
of the NIH-funded Program for Excellence & Equity in Research (PEER) to recruit and fund 
high-quality students interested in STEM fields. Overall, we have made progress toward 
improving recruitment efforts and increasing degree production. 
 
Challenges 
Several issues present challenges for the CAS in graduate education. The level of financial 
support for graduate students continues to be a challenge for all academic units in the college. 
The minimum base stipend for graduate students has not increased in nearly 15 years. While 
some students receive additional fellowships and other forms of support, the average income of 
graduate students in the college falls well below the cost-of-living estimates for Knoxville. Many 
students work summer jobs and seek financial aid to survive. Moreover, students in many units 
have high teaching loads that, in combination with low stipends, result in losing high quality 
students to other programs and delays in time-to-degree completion for enrolled students. 
Because of these challenges, many units and the college have reservations about working 
toward increasing degree production consistent with Vol Vision 2020. Many units would 
welcome this opportunity if stipends were higher, tuition waivers were provided, and teaching 
loads were lower, which could collectively result in more high quality students accepting offers 
and then matriculating through the units in a timely fashion.   
 
The college concurs with Vol Vision 2020’s statement that indicate a shift involving doctoral 
recipients pursuing more nonacademic careers than in the past, which increases the need for 
improved career development opportunities. Related to this point, data on career placement is 
insufficient and is needed to gain a better understanding of student career choices and how the 
College can implement career development opportunities that meet the current demands of our 
students and workplace. 
 
Strategic Direction 2020 
Over the next four years, we will encourage academic units to develop strategic recruitment 
plans that increase the quality and diversity of students who accept offers to attend UT. These 
efforts may necessarily require balancing enrollment size with stipends/teaching loads to attract 
the best students who can complete the degree requirements in a timely fashion. We will 
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continue to seek opportunities to fund recruitment and retention efforts (such as the PEER 
program) and encourage units to seek external funding to support graduate students. We will 
also work with departments to evaluate the potential pedagogical and revenue benefits of 
creating or expanding masters and certificate programs, including online programs. The college 
will also work with the Graduate School to develop and implement career development 
opportunities for CAS graduate students (especially non-academic opportunities) to maximize 
their potential for obtaining high quality placements in their chosen fields. Related to this, we will 
develop and implement an assessment plan to track alumni and evaluate the impact of their 
training on preparation for their chosen career.   
 
Action Priorities 
 

1. Graduate programs should attract and admit diverse students with excellent 

prior education and/or relevant experience.  

a. Encourage units to partner with CAS communications staff to evaluate and 

maximize the impact of recruitment materials to obtain a diverse, high-quality pool 

of applicants. 

b. Partner with units to support faculty travel to Historically Black Colleges and 

Universities (HBCUs) and aspirational institutions to recruit students to apply to 

our programs. 

c. Leverage department and college resources to maximize offer packages that 

increase the likelihood of accepting diverse, high quality students. 

 
2. Provide strong curricula, thoughtful and responsible supervision of students’ 

progress (in areas such as research, creative activity, teaching, etc.), and 

effective advising and mentoring of students.  

a. Encourage units to develop assessment tools to evaluate and revise curriculum, 

supervision, advising and mentoring efforts. 

b. Leverage department and college resources to support student creative activity 

and research, as well as dissemination of their research. 

c. Partner with units and the campus to develop teacher training and mentorship 

programs. 

d. Partner with units to train students to seek mentorship. 

e. Partner with units to develop strategies for timely completion of degree 

requirements. 

 
3. Graduate programs should prepare students for successful careers in their 

chosen fields. 

a. Partner with Career Services to develop and advertise career development 

opportunities within the university. 

b. Partner with units and the campus to create a climate that recognizes the value of 

nonacademic careers and strategies to enhance nonacademic career options. 

c. Partner with units to develop and implement assessment tools to evaluate student 

perceptions of the extent to which units prepared them for their chosen career.  
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2020 Metrics for Goals 

 

Goal Metric Current Baseline 2020 Goal 

1b,c 
Increase minimum base stipend 
level to Knoxville living wage 
estimate  

$10,000 for 9-month 50% 
GTA–Effective July 1, 
2002 (Office of Budget 
and Finance webpage)  
 
Current median base 
stipend = $15,600 (range 
=$6,075 to $24,000)  

Increase minimum base 
stipend to $20,500 (based on 
MIT living wage calculator) 

1a 

Number of departments and/or 
programs with college-reviewed 
recruitment brochure/materials 
for recruitment trips/visitors 

Seven departments or 
programs (33%) currently 
with CAS-reviewed 
materials (CAS Office of 
Communications)  

100% of departments and/or 
programs with CAS-reviewed 
materials  

1a,b 

Number of departments and/or 
programs that participate in 
recruitment trips and on-campus 
recruitment events (e.g., 
graduate fairs, visits during 
applicants’ junior year)  

Currently N/A 

Every department and/or 
program conducts annual 
recruitment trip and on-
campus event to build 
relationships with department 
containing diverse students 

1a,b,c 
Base number of graduate 
applications 

Average number of 
application for 
Masters/PhD programs 
from 2012-2015 = 802 
and 1,371, respectively 

Increase applications to 1,000 
and 1,600, respectively 

1c 
Percentage of incoming, on-
campus students supported with 
stipends 

Currently N/A Increase to 100% 

1c 
Percentage of offers accepted 
from offers extended 

For 2014-16 recruitment 
cycles, 49.5% (654 out of 
1322) accepted offer 

Increase to 60% 

1a,b,c 
Base number of graduate 
applications from diverse 
students 

Average 669 applications 
from diverse and/or 
international students 
each year (Fall 11 
through Summer 15) 

Increase to 900 applications 
each year 

1c 
Percentage of diverse students 
accepting offers 

Currently N/A Increase 1-2% 

2b,c,d 
Increase productivity as 
measured in # articles, books, 
exhibitions, performances, etc. 

Currently N/A 
Gather data from Elements in 
future years 

2b 

Amount of student-supported 
external funding applied for and 
received by faculty, including 
training grants 

Currently N/A Increase 1-2% 

2b 
Amount of external funding 
applied for and received by 
students 

Currently N/A Increase 1-2% 

2b 
Increase travel support for 
meetings and research 

Average yearly support 
from department/college 

Increase 10% 
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reported on Graduate 
Student Senate travel 
applications since fall 
2013 ($89,000/ $26,600) 

2c 
Number of units that participate 
in teacher training opportunities 

Currently 100% of units 
report providing or have 
students participate in 
teaching training 

Expand types of opportunities 
for teaching training 

2c,d 
Number of units that participate 
in mentoring training 
opportunities 

Currently 83% of units 
report providing or have 
students participate in 
mentoring training 

Every unit encourages 
students to participate in at 
least one mentoring training 
per year 

2e Time to degree completion 

Average time for 
Masters/PhD (2.35 and 
5.7 years, respectively; 
Department head report 
from spring 2017) 

Maintain or exceed national 
norms, by department, for time 
to degree completion.  

3a,b 
Number of units that participate 
in career development 
opportunities 

Currently 100% of units 
report providing or have 
students participate in 
career development 
opportunities 

Increase variety of 
opportunities for career 
development 

3a,b 
Percentage of units that provide 
training/mentoring in non-
academic careers 

Currently 78% of units 
report providing or have 
students participate in 
non-academic career 
development 
opportunities 

Every unit provides students at 
least one non-academic career 
development opportunity per 
year 

3a,b 
Number of non-academic career 
workshops, seminars, etc., 
available to students 

Currently N/A 
Provide students multiple non-
academic career development 
opportunities each year 

3c Assess job placement trends Currently N/A 
Every department and/or 
program collects data on job 
placement 

3c Satisfaction with career training Currently N/A 
Every department and/or 
program evaluates satisfaction 
with training 
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Priority 3: Research, Scholarship, Creative Activity, and Engagement 
 
Facilitate faculty efforts to conduct high-quality research, creative activity, and 
scholarship to receive external funding and conduct engaged scholarship. 
 
Progress 
Our activities in support of research and creative achievement include assisting with proposal 
submission, providing funds to support research and creative endeavors, and helping to improve 
infrastructure.   
 
Members of our college work closely with the Office of Research and Engagement to help 
faculty with proposal submissions. In the humanities, we are well on the way to changing the 
culture so that all proposal submissions are reported through Cayuse, which allows us to track 
submission efforts in each department. Staff members in the college office assist many faculty 
members in the humanities and social sciences with the mechanics of developing a budget and 
entering documents into Cayuse. In the current weak funding climate, our departments have 
maintained substantial external funding. The percent of tenured and tenure-track faculty who 
have external funding hovers around 33 percent college-wide, with an unsurprising high of about 
66 percent in the natural sciences, compared to about half that in the social sciences. 
Departments that are notable for their increases in the proportion of faculty with external funding 
are Anthropology, Geography, and Earth and Planetary Sciences. The TN Humanities Center, 
which is about 5 years old, has provided incentives and time for faculty from across the 
humanities to submit proposals and publish books. 
 
In order to provide financial support for research and creative endeavors, the college provides 
seed funding for some multidisciplinary research units, and substantial support for the 
Tennessee Humanities Center. Additionally, matching funds are provided for the SARIF Major 
Equipment program and faculty and graduate student travel. The college also helps pay for 
purchase, repair, and replacement of major equipment and provides matching funds for NSF 
Major Research Infrastructure proposals. 
 
Since 2012, almost every department has experienced substantial improvements in 

infrastructure due to financial contributions and time investments from the college. Seven 

departments and units in the college, plus one department in EHHS, helped work on the design 

and construction of two new science buildings. The college monitored the process of design 

development through each stage of two major building projects. In addition, the college is 

involved with the programming to replace the Melrose building. The college worked closely with 

Facilities Services, department heads, and faculty and staff to plan moves into the Natalie L. 

Haslam Music Center, the JIAM building and Strong Hall. Finally, in the area of infrastructure 

improvement, the college helped identify space for lecturers and graduate students in the 

humanities and social sciences; the psychology clinic; the School of Art; our development 

offices; the College Scholars program; Department of Theatre; and part of the Department of 

Modern Foreign Languages and Literatures.  

 

In the past five years, quantity, quality, and visibility of faculty scholarship and creative activity 

was enhanced. The college has collaborated with ORE to identify nominees for AAAS Fellows, 

NEH Summer Awards, and other prestigious awards. Our fulltime communications team helps 
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publicize the work of our faculty. The college provides support for Exhibitions, Performances, 

and Presentations (EPPE), for faculty and graduate students to travel to give conference 

presentations, and for on-campus conferences that are sponsored by our departments. New 

interdisciplinary efforts such as ongoing discussion groups are supported. The college 

recognizes of faculty excellence in scholarship, individual and team research, and creative 

activity (as well as teaching, service and outreach) with awards for various stages of career.  

 

Challenges 
Our biggest challenge to increasing our output of research, scholarship, and creative activity is 
the number of faculty members in the college. In many departments, the only route to 
meaningful growth in productivity is by increasing the faculty size, which is a topic addressed in 
Priority 4. The national level for basic research funding in the past five years has not 
substantially increased and may decline. To date, we have remained fairly steady in external 
funding through increases in submitted proposals, and we will need additional efforts of this sort 
in order to continue this success. One way to increase external funding is for faculty in certain 
fields that have the ability to get external funds to press harder; there is limited capacity for this 
approach. Another way to increase funding is with collaborative and interdisciplinary proposals; 
we encourage collaborative work both verbally and with an annual prize. We could improve our 
college-level support of proposal submission by adding another staff member. There is a 
tradeoff, however, between funding a staff line and using the funds to directly support faculty 
research needs (equipment, travel, etc.). Finally, a major pressing issue is the costs of start-up 
funding for individual faculty and core facilities.  
 
Strategic Direction 2020 
The overall direction is consistent with that set in 2012. We encourage members of all college 
departments to emphasize the quality of their research, scholarship, and creative activity. This 
means publishing, performing, or giving presentations in top venues. We encourage 
departments to make the high-quality work known by nominating faculty members for national 
and international recognition. In disciplines where external funding is available, we encourage all 
department members to apply for both single-PI and collaborative awards.  
 
We have expanded our goals to support engaged scholarship: the publication of careful 
research on the effects of community engagement that makes use of a faculty member’s 
scholarly skills and abilities. 
 
Action Priorities 
 

1. Enhance the quantity, quality, and visibility of faculty scholarship, creative activity, 
and outreach.  
a. Provide support for budget preparation for all proposals, but particularly those from 

the humanities, arts, and social sciences. 
b. Provide support for publication costs for scholarly books, and for the costs of 

exhibiting, performing, and disseminating creative work. 
c. Encourage faculty to take Faculty Development Leave when they are eligible and 

develop policies that make it easy for departments to plan for leaves. 
d. Pursue infrastructure improvements by advocating for the construction of the Melrose 

replacement building; identifying permanent studio space for art; and identifying 
expansion space for geography. 
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e. Nominate and support faculty applications for nationally and internationally recognized 
awards. 

f. Provide appropriate publicity for faculty successes.  
g. Track information on outreach with Elements.  

 
2. Increase external funding for research, scholarship, and creative activity, 

especially from federal agencies and private foundations. 
a. Partner with the Office of Research and Engagement and academic units in the 

college to identify opportunities for external research funding and support the 
preparation of grant and fellowship proposals. 

b. Support the development and continuation of internal collaborative groups in areas 
likely to be able to make novel intellectual progress or to find funding.  

c. Emphasize to departments that collaborative work should be valued in tenure 
discussions.  

 

3. Support engaged scholarship, research, and creative activity. 
a. Keep track of the number of activities that, by their nature, involve public engagement 

(e.g., concerts, plays, art exhibits, public lectures, blogs, media appearances, 
translational work). 

b. Encourage departments to value publication of engaged scholarship in appropriately 
rigorous peer-reviewed venues. 

 

2020 Metrics for Goals  

 

Goal Metric Current Baseline 2020 Goal 

1 
Proportion of eligible faculty who 
take scholarly leave  
 

Currently N/A 
80% of faculty who are eligible 
for earned scholarly leave (e.g., 
FDL) take that opportunity 

1 
External recognition of excellence 
in scholarship, research, and 
creative activities 

Currently N/A 
Comprehensive data set on 
prestigious university, national 
or international recognition 

1 
College recognition of excellence 
in scholarship, research, and 
creative activities 

Currently N/A 
25% of nominees receive 
College awards for research 
excellence 

1 
Number of publications and other 
scholarly products 

Elements 
All faculty meet or exceed 
expectations that are in 
departmental bylaws 

2 
Proportion of faculty with external 
funding 

Cayuse info for FY17 

At least 80% of faculty members 
in each natural science 
department receive competitive 
external funding 

2 
Proportion of eligible faculty who 
receive NSF CAREER awards 

Currently N/A 
All eligible faculty apply for NSF 
CAREER awards or their 
equivalent at least once 

2 
Proportion of proposals that are 
interdisciplinary in nature 

Currently N/A 
Data set that records all 
collaborative proposals that 
involve A&S faculty 

3 
Number of departments that 
receive external funding for 

Currently N/A 
Data set that records external 
funding for engaged scholarship 
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engaged scholarship and creative 
activity 

3 

Number of departments that 
include engaged scholarship and 
creative activity as a legitimate 
part of scholarly work 

Currently N/A 

Data set that records scholarly 
products that result from 
engaged scholarship 

3 

Number of departments with 
members who participate in 
engaged scholarship and creative 
activity 

Currently N/A 

All departments offer activities 
that by their nature involve 
engagement (e.g., concerts, 
plays, exhibits, public lectures, 
workshops, blog posts) 
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Priority 4: Build, support, and retain a world-class faculty and staff. 
 
Attract, develop, and retain stellar faculty and staff who exemplify our values and strive 
for excellence. 
 
Progress 
The college’s progress since 2012 directly and positively impacts the action priorities of Goal 4 

of the Vol Vision 2020 plan. In the past five years, we added 23 faculty, increasing our tenure-

line faculty by 5.3 percent from 434 in 2011 to 457 in 2015. To increase diversity in our tenure-

line faculty, we increased the number of our female faculty by 16.5 percent from 133 in 2011 to 

155 in 2015. Finally, we hired 17 faculty from underrepresented minorities in the past five years, 

which increased our count from 62 in 2011 to 79 in 2015 – a 27.4 percent increase. Our 

progress towards supporting continuous professional development of tenure-line faculty is 

evident in the number of FDLs, external prestigious awards, and fellowships our faculty received 

between 2011 and 2015. In fact, of all the colleges on campus, faculty in the arts and sciences 

receive the majority of the following: NSF CAREERs, AAAS Fellow, National Academy of 

Science Fellows, Fulbright awards, NEH awards and fellowships, and ACLS. With the 

implementation of a performance-based career ladder for lecturers, we have been able to recruit 

and retain a diverse cohort of high-quality lecturers and appoint them on multi-year contracts. 

We have also enhanced the diversity of lecturers hired in the college. In 2011, we had 36 

lecturers who identified as Hispanic, American Indian, Asian, Black, or more than one ethnicity. 

In the past five years, we increased that number by 36.1 percent to 49 lecturers who self-

identified as a race or ethnicity other than Caucasian. The enhanced quality of staff in the 

college is directly related to successfully hiring a number of critically needed professional staff in 

the past five years, such as lab managers, directors, a curator, coordinators and advisors, and 

upgrading a number of staff positions. Through reorganization, we added several important 

positions, including a webmaster and a data analyst. Finally, we celebrate the accomplishments 

of our staff and recognize their achievements with new staff awards during a spring event 

established three years ago.  

Challenges 
Our challenges are similar to the same we face as university and as identified in Vol Vision 
2020. A major challenge is sustaining the narrowing of the salary gap for both faculty and staff. 
We addressed this by soliciting nominations and distributing super-merit and super-equity salary 
adjustments for both tenure-line and nontenure-line faculty in each of the previous years during 
which merit pay pools were available. Two other challenges we face as a college are attaining 
the appropriate ratio of tenure-line to nontenure-line faculty and attaining adequate levels of staff 
support.  
 
Strategic Direction 2020 
Our faculty and staff should be widely recognized as a diverse community of outstanding 
individuals committed to the mission and vision of the College of Arts and Sciences. They 
should enjoy a collegial and supportive workplace that values diversity and provides 
opportunities for continuous professional development and effective mentoring. 
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Action Priorities 
 

1. Increase the number of tenure-line faculty in the college. 
a. Recruit 35 new tenure-track faculty into the college by 2020. 

i. Grow natural sciences faculty to meet increased teaching demand by instituting 
STEM fee. 

ii. Maintain and augment quality of the arts, humanities, and social sciences 
faculty. 

iii. Leverage faculty collaborations to foster interdisciplinary and research/creative 
activity opportunities in emerging fields by joint and cluster hires. 

b. Work with central administration to build a sustainable financial model for offering 
competitive start-up packages. 

c. Advocate for greater flexibility in the carry-over of start-up funds during a faculty 
member’s probationary period. 

d. Expand college participation in the UT-ORNL joint programs and other special hiring 
initiatives. 

e. Advocate with the Office of the Provost to increase funding for the campus-wide 
Partner Hiring program. 

f. Bring back to balance the ratio of tenure-line and non-tenure track faculty numbers, 
which ideally, is 3:1 tenure-line to nontenure-track faculty headcount ratio. 

g. Develop a communication strategy that articulates the value of our college’s 
scholarship and engagement to the local community, the state of Tennessee, our 
nation, and beyond. 

 
2. Improve recruitment and retention of outstanding and diverse scholar-teachers by 

the college.  
a. Develop recruitment and hiring strategies that represent best-practices approaches to 

diversifying the tenure-line faculty. 
b. Develop a system for rewarding academic units and department heads that show 

extraordinary efforts and/or success in recruiting, mentoring, and retaining diverse 
tenure-line faculty. 

c. Increase the number of diverse tenure-line faculty hired through normal and college 
Target-of-Opportunity search processes and joint UT-ORNL initiatives. 

d. Develop effective programs designed to retain underrepresented minority faculty and 
involve city and local officials in these retention initiatives and efforts. 

 
3. Support continuous professional development of tenure-line faculty.  

a. Use the annual performance evaluation system and Elements to promote greater 
participation by tenure-line faculty in scholarship-enhancement opportunities, such as 
Faculty Development Leaves and the newly revised Professional Development 
Awards. 

b. Regularize and expand innovative and effective mentoring initiatives, such as the 
college’s Mentoring Matrix program for female faculty, to augment more traditional, 
dyadic (i.e. senior mentor and junior mentee) efforts in place that mentor our junior 
tenure-line faculty, and develop mentoring initiatives focused on the professional 
development and advancement for our mid-career faculty (associate professors). 

c. Provide incentives for tenure-line faculty members to continue their professional 
development as teachers and scholars (e.g., through participation in research centers 



 

28 
 

or by working with campus units such as the TennTLC or the Innovative Technology 
Center). 

d. Provide opportunities for faculty to develop interdisciplinary collaborations across the 
college, the university, and the wider academic community (including ORNL). 

e. Develop an integrated community/college-wide calendar of events. 
f. Foster leadership training to nurture administrative talent at all levels in order to 

provide future leaders for the departments, college, and university. 
 

4. Recruit, retain, and foster the professional development of a diverse cohort of 
high-quality lecturers.  
a. Raise base salaries for terminal-degree holding lecturers to at least the average 

salary for local high school teachers or to the average for full-time lecturers in the 
SEC. 

b. Investigate differential teaching loads for lecturers (at all ranks) tied to service 
responsibilities across the college. 

c. Investigate granting periodic course reductions to lecturers (at all ranks) tied to 
professional development opportunities across the college. 

d. Provide incentives for nontenure-track faculty members to continue their professional 
development as teachers (e.g. by working with campus units such as the TennTLC or 
the Innovative Technology Center). 

e. Implement a college-subsidized mentoring program for lecturers (e.g. one modeled on 
the Mentoring Matrix program for tenure-line female faculty). 

f. Develop recruitment and hiring strategies that represent best-practices approaches to 
diversifying the college’s nontenure-track faculty. 

 
5. Recruit, mentor, reward, and retain staff who are dedicated to the highest 

standards of excellence.  
a. Recruiting staff to the college: 

i. If the college is successful in recruiting 35 new T/T faculty over the next five 
years, then there must be a concomitant and proportional increase in staff 
numbers to provide administrative (specifically pre- and post-award budgetary 
staff) and technical support. 

ii. If the college is successful in increasing its research funding substantially over 
the next five years or increasing collaborative research across departments 
and disciplines, there must be a concomitant and proportional increase in pre- 
and post-award support staff. 

iii. Because we are understaffed, we need to recruit and hire additional 
administrative staff, which should grow with the enrollment of students.  

b. Mentoring staff in the college: 
i. Provide new employees with orientation to familiarize them with policies, 

benefits, procedures, information systems, professional development 
opportunities, and the campus. 

ii. Pair new employees with mentors in the department or the same division. 
iii. Provide all staff members with opportunities for professional development. 
iv. Provide meaningful evaluations to all staff.  
v. Provide evaluation training to supervisors (e.g. mandate the HR evaluation 

class for staff supervisors). 
c. Rewarding college staff: 
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i. Advocate for staff compensation that is competitive in the Knoxville market and 
rewards excellent performance. 

ii. Institute a college super-merit pool for staff in years when merit increases are 
available. 

iii. Fund staff awards to recognize outstanding achievement. 
iv. Communicate the professional accomplishments of outstanding staff members 

in the college. 
v. When possible, offer post-retirement employment to deserving staff who would 

like to continue to contribute to the college after their full-time career ends. 
d. Retaining college staff: 

i. Create an environment of mutual respect and collaboration and a culture of 
inclusion, transparency, and dialogue. 

ii. Improve information flow throughout the college and within departments. 
iii. Develop training to help supervisors improve communication skills and 

techniques. 
iv. Create career paths within job families to provide opportunities for promotion 

and to clarify criteria for promotion and career growth. 
 

2020 Metrics for Goals 

 

Goal Metric Current Baseline 2020 Goal 

1a* 
Total number of tenure-line faculty 
in the college 

465 (420.5 FTE Fall 
2015**) 

500 

1a* 
Number of tenure-line women 
faculty in the college 

167=35.9% 200=40% 

1a* Number of women professors 56 66 

1a* 
Number of women associate 
professors 

57 67 

1a* 
Number of women assistant 
professors 

54 67 

1a* 
Number of URM tenure-line faculty 
in the college 

82=17.6% 125=25% 

1a* Number of URM professors 22 41 

1a* 
Number of URM associate 
professors 

27 42 

1a* 
Number of URM assistant 
professors 

33 42 

1a* 
Number of URM, tenure-line 
women faculty 

31=6.67% 50=10% 

1a* Number of URM women professors 5 10 

1a* 
Number of URM women associate 
professors 

8 16 

1a* 
Number of URM women assistant 
professors 

18 24 

1a** 
Average salary, by rank, of tenure-
line faculty 

Asst. = $69,971 
Assoc. = $82,636 
Prof. = $123,915 

Top 25 Asst. = $75,066 
Top 25 Assoc. = $87,616 
Top 25 Prof. = $134,084 

4a^ 
Average salary, by rank, of NTT 
faculty 

Lecturer = $39,454 
Senior = $52,953 
Disting. = $67,697 

To local community college 
and HS teacher averages 
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5c^ Average salary, by grade, of staff 
Non-exempt = $38,083 
Professional = $55,901 
Director = $85,575 

To local business averages 
for equivalent positions 

**** 
Ratio of UG students to tenure-line 
faculty 

26.6 : 1 19 : 1 

**** Ratio of UG students to NTT faculty 44.8 : 1 35 : 1 

6a Ratio of tenure-line to NTT faculty 1.68 : 1 3 : 1 

1e 
Ratio of instructional personnel 
(TTF + NTTF + GTAs) to 
administrative staff 

9.5 : 1 
5 : 1  

(Nat’l standard is 3 : 1) 

1e 
Ratio of enrolled students (UG + 
MA/MS + PhD) to administrative 
staff 

51.5 : 1 35 : 1 

5a 
Number of “shared” staff in the 
college 

10 20 

1a 
Number of successful partner 
accommodations in college 

6 T/T over last 3 AYs 
18 NTT over last 3 AYs 

As many as possible 

3 
Number of tenure-line faculty 
successfully tenured/promoted 

2015: 21/21=100% 
2016: 36/37=97.3% 
2017: 27/28=96.4% 

98% 

4 
Number of NTT faculty successfully 
promoted 

2015: 19/22=86.4% 
2016: 8/12=66.7% 
2017: 20/23=87.0% 

90% 

 
* Fall 2016 (September 30) data from IRIS 
**2015-16 Instructional Faculty Salary Survey by Discipline (NASULGC Institutions) from OIRA 
****Fall 2015 data from OIRA APR-CAS Profile (“Ratio of UG students…” = total # of Fall 2015 UG SCH / 
15 / # of T-T or NTT faculty) 
^See Appendix 1 for details on salary by rank and gender for all tenure-line and NTT faculty and staff. 
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Priority 5: Resources and Infrastructure 

 
Develop a resource base for the future; optimize the efficient and effective use of those 
resources; and support efforts to transform the campus infrastructure. 
 
Progress 
We have made significant progress in some aspects of our previous goal to increase the 
resource base through three strategies outlined in the 2012 strategic plan: 

1) Advocate for increases in the college’s base budget. 
2) Build relationships with alumni and other external stakeholders and communicate college 

successes, priorities, and goals to these audiences. 
3) Supplement the college base budget with additional funds. 

 
From FY 2012 to FY 2016, the college’s net base budget increased by over $13.5 million due to 
a growth in salaries primarily attributed to raises for faculty and staff deemed critical to 
becoming a top public research university. While these raises have enabled the college to begin 
to address the salary gap for faculty and staff, as Vol Vision 2020 states, UT’s teaching and 
support expenditures per student “remain in a lower comparative position than peers.” More 
progress needs to be made in adding faculty positions, stabilizing instructional funds, and 
diversifying and increasing funding sources to address the gap in teaching and support 
expenditures per student. 
 
As part of our strategy to advocate for increases in the college’s resources, we developed a 
communications plan to highlight the central role of the college in the mission of the university 
and the path to the Top 25. We reorganized our communication and outreach efforts and 
created an Office of Communications with a director, print manager, and digital manager tasked 
with managing all communication platforms in the college. The staff work with departments, 
programs, and research centers to produce brochures, print and digital newsletters, promotional 
materials for events, assist with social media strategy, and maintain websites. At the college 
level, the staff publish Dialogue, a monthly e-newsletter for college faculty and staff; Higher 
Ground, the college annual report and online alumni magazine; maintain the college website 
and social media platforms (Facebook, Twitter, Instagram); and lead the strategic 
communication efforts in the college. The number of visits to college and departmental websites 
has increased substantially over the last five years. In addition, we have increased the number 
of departmental newsletter publications (including e-newsletters) by 33 percent since 2012. We 
also collaborate with the university’s Office of Media Relations to promote our faculty, staff, and 
students in news media and other promotional avenues. All of these efforts have helped to raise 
the visibility of the college and build relationships with alumni and internal and external 
stakeholders.  
 
Increased visibility and stronger relationships with stakeholders, combined with significantly 
enhanced development efforts, have resulted in more gifts to supplement the college’s base 
budget. As the Investing in the Journey to the Top 25 campaign began, the UT Foundation 
increased its investment in development staff and now employs eight people who work directly 
on behalf of the college. Staff in the Office of Development for the college are under the 
leadership of an executive director of development and include four directors of development; a 
donor relations, stewardship, and advancement services coordinator; an annual giving and 
events coordinator; and a development assistant. This staff actively engages academic units in 
raising private funds. Department heads meet and travel with development staff for donor and 
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alumni relations events. Each department has its own enrichment fund. Thirteen departments 
and our College Scholars program have advisory boards. We reorganized the college’s own 
external advisory board so that it can be even more successful in fundraising. This investment 
and these efforts are paying off. Since 2012, we have almost doubled the number of 
professorships supported by development funds, significantly increased the number of donors 
and annual gifts to the college, as well as the total value of cash gifts. From January 1, 2012, to 
September 30, 2016, including gifts, pledges, and bequests, we have raised a total of 
$43,948,084 towards our philanthropic goals: $7,155,945 in faculty support, $3,115,199 for 
graduate student support, $14,131,108 for undergraduate student support, and $19,545,832 for 
strategic unit priorities.  
 
Finally, we have significantly improved the physical infrastructure of the college over the last five 

years. The School of Music moved into the Natalie L. Haslam Music Center in August 2013 and, 

with $3.5 million in private funding, became an All-Steinway School. In 2014, the Psychological 

Clinic relocated from the basement of Austin Peay to the UT Conference Center downtown, 

improving accessibility to the clinic’s services and providing better facilities not only for clients 

but also for the graduate students receiving professional training. We worked with seven 

departments and units in the college, plus one department in EHHS, on the design and 

construction of two new science buildings. Strong Hall construction began in spring of 2014 and 

in summer of 2017, opened for classes. The facility is home to the Departments of Anthropology 

and Earth and Planetary Sciences, as well as general biology and chemistry teaching labs. In 

2015, we broke ground on the Mossman Building, which will house parts of the Departments of 

Biochemistry and Cellular and Molecular Biology, Microbiology, and Psychology, as well as 

needed classroom and laboratory space. In addition to these new buildings, we continue our 

efforts to improve existing spaces, with modifications to the Alumni Memorial Building, HPER, 

Austin Peay, Nielsen Physics Building, and Dabney Hall. We funded a new fence for the 

Forensic Anthropology Center’s body farm, added a planetarium in the physics and astronomy 

building, renovated McClung Tower, refurbished Melrose Hall for the Humanities Center, rented 

(and renovated) studio space on Broadway for art faculty, built a new greenhouse addition to the 

Senter Building, and continued to renovate labs for new faculty in the sciences.  

 
Challenges 
Despite these very visible physical improvements and successes in strengthening alumni and 
donor relationships and increasing gifts to augment the college’s resource base, significant 
resource challenges remain. While faculty and staff have benefitted from salary increases over 
the last five years, the minimum base stipends for graduate students have not increased in 
nearly 15 years. Nominal operating and equipment budgets remain flat and purchasing power 
has decreased in real dollars. Meanwhile, pedagogical methods have evolved, particularly in 
STEM fields, where inquiry-based, investigatory, experiential learning is far more labor intensive 
for both faculty and graduate teaching assistants and requires up-to-date equipment and 
scientific instrumentation for use in the classroom and labs. As discussed in other priority 
sections, our most pressing issue is maintaining the quality of the education we provide to an 
increasing number of students while resources are anticipated to remain flat in the foreseeable 
future. Like the campus, the college will require continued financial support from the state of 
Tennessee to provide Tennessee students with a quality affordable education. Further, we 
share the challenges UT faces to pursue growth in different sources of revenue and to continue 
to improve efficiency and effectiveness.  
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Strategic Direction 2020 
We will support the goals of Vol Vision 2020 and our own unique mission by diversifying and 
increasing the college’s resource base. We will continue to communicate the importance of 
higher education and the arts and sciences through outreach and advocacy to increase state 
support of higher education and increases in the base budget. We will continue to redirect 
existing resources to areas of strategic need and optimize efficient and effective use of 
resources. Finally, we will support efforts to transform the campus infrastructure. 
 
Action Priorities 
 
1. Diversify and increase the college’s resource base 

a.  Propose differential tuition/program fees. 
i. Propose a program fee to fund modernization of scientific pedagogy and 

meet increased student demand in the natural sciences. 
ii. Identify other areas where fees may enhance or expand the educational 

opportunities provided to students beyond that afforded by current tuition. 
b. Strategically increase development and delivery of online courses and increase 

summer school enrollment through active recruitment during the academic year 
and strategic planning of summer school offerings. 

c. Support recruitment efforts of admissions and the college’s constituent 
departments as discussed in Priority 1. 

d. Increase external-sponsored funding not only for research and scholarly activity, 
but also for student recruitment, training, and graduation.  

e. Increase philanthropic support by increasing individual, corporate, and foundation 
giving to support the college and unit priorities and goals. 

 
2. Communicate the importance of higher education and the College of Arts and 

Sciences through outreach and advocacy.  
a. Implement a strategic communications plan with a strong social media component 

to increase the college’s visibility and engage social media ambassadors to 
support the college. 

b. Encourage college alumni, employees, students, and friends to join the UT 
Advocacy Network. 

c. Stabilize instructional funds in the college.  
 
3. Continue to redirect existing resources to areas of strategic needs. 

a. Continue to evaluate opportunities to reallocate positions and funds strategically. 
b. Continue to evaluate opportunities to reallocate classroom, laboratory, 

departmental, and other space within the college’s jurisdiction. 
 
4. Optimize efficient and effective use of resources. 

a. Continue to identify and implement opportunities for sharing human resources 
across departments to increase skill levels and reduce redundancies. 

b. Modernize and improve administrative tasks through technological support. 
c. Support campus efforts to increase the number and scope of core facilities. 
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5.  Support efforts to transform campus infrastructure. 
a. When possible, reallocate resources to fund a reserve to support infrastructure 

and instructional equipment for new buildings. 
b. Reallocate funds to improve current space and facilities. 
c. Support campus in its effort to develop and implement a campus information 

technology plan.  
 

2020 Metrics for Goals  

 

Goal Metric Current Baseline 2020 Goal 

5 
Diversify and increase 
the college’s resource 
base.  

Writing Center Fee approved for 
2017; anticipated to yield 
approximately $250,000 annually. 
STEM Fee to be resubmitted in 
AY18 
 
AY 2016 online courses offered: 44; 
AY2016 online course enrollment:  
938 
 
Summer 2016 Summer SCH:  
17,197; Summer 2016 tuition return:  
$2,111,586 
 
FY16 external research funds 
expended: $21,405,113 
Associated F&A recovery: 
$5,520,163 
 
Five-year average of gifts received: 
$9,466,853 
Average annual number of donor 
contacts: 1,072  
Average annual number of donors: 
4,100 

Increase dollars raised 
through implementation of 
differential tuition/program 
fees, STEM Fee 

 
 
Increase number of online 
courses and programs 
offered 

 
 
Increase summer school 
SCH produced 

 
 
Increase dollars of external 
funding expended; amount 
of F&A expenditures 
recovered 
 
Increase dollars of gifts 
received; increase in five-
year average philanthropic 
support to $11,000,000; 
Increase average annual 
number of donor contacts to 
1,200 & increase average 
annual number of donors to 
4,400 

5 

Improve 
communications to 
advocate for 
increases in base 
budget support 

Number of departments producing 
digital newsletters AY 16-17: 9 
 
Average open rate of Higher 
Ground: 23% 
 
Number of CAS alumni, employees, 
students, friends in UT Advocacy 
Network: Currently N/A 

All departments producing a 
digital newsletter 
 
Increase average open rate 
of Higher Ground by 2% 
 
Increase number of college 
alumni, employees, 
students, and friends 
participating in UT Advocacy 
Network 
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5 
Redirect existing 
resources to areas of 
strategic need 

 
$1,400,073 reallocated in FY16 

 

Maintain or increase dollars 
reallocated 

5 
Optimize efficient and 
effective use of 
resources 

 
Ten shared services staff in FY 
2016 (in BSF and college 
administration) 
 
There are currently 10 core facilities 
on UT campus 

Implement shared services 
where possible; 
allocate/reallocate space for 
shared advising and 
financial services 

 
Support campus efforts to 
increase number and 
funding for core facilities   

5 

 
 
 
Support efforts to 
transform campus 
infrastructure 
 
 
 
 
 
 
 

College has created a one-time $2 
million reserve for instructional 
equipment for Strong Hall and the 
Mossman Building.   
 
 
 
 
 

 
Advocate for Melrose 
renovation and addition 
 
Continue to advocate for 
renovation or replacement of 
aging infrastructure to 
ensure appropriate, 
functional, and comfortable 
working conditions for all 
faculty, staff, and students.  
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Priority 6: Diversity and Inclusion 
      
Cultivate an institutional climate that promotes diversity, equity, and inclusion within the 
college 

 
Progress 
The College of Arts and Sciences is committed to seek and promote the values of free and bold 
intellectual inquiry, vibrant and effective civic engagement, and an understanding of our nation’s 
and our world’s rich cultural heritages in all our students. We actively build a welcoming 
community that values critical inquiry, civil debate, and discovery. This allows us to celebrate 
our differences and moves us to a closer understanding of people who have different beliefs and 
come from other places, cultures, and backgrounds. We are encouraged by the gains seen in 
the last few years in application of, and subsequent hiring of, outstanding scholars who bring 
diversity to our college and university. With the addition of diversity to the Vol Vision 2020 
benchmarks, the College of Arts and Sciences stands poised to support and advance UT’s 
commitment to diversity and inclusion in its many forms. The college has made progress to 
increase the diversity of our faculty through programs such as the Diversity Advocate program, 
Women’s Mentoring Matrix, STRIDE training, participation in the Future Faculty program, 
opportunity hires, and spousal accommodations. We have also made progress in recruiting and 
retaining a diverse body of students through programs such as the Program for Excellence and 
Equity in Research (PEER), participation in the Tennessee Louis Stokes Alliance for Minority 
Participation (TLSAMP), and Math Camp. Each program is designed to increase student 
success in underrepresented minority students or lower socioeconomic students in the STEM 
fields. The college provides financial support for diversity and inclusion programming and 
encourages faculty, staff, and student participation. Ready for the World events, which celebrate 
cultural diversity, are one example of progress in diversifying programs across all our units. The 
support of S.E.A.T. programming is another example.  
 

Challenges 
One of the biggest challenges the college faces is how to define diversity and inclusion. In Vol 
Vision 2020, the university adopted the diversity and inclusion statements of the American 
Association of Public and Land-grant Universities Commission for Access, Diversity, and 
Excellence. Diversity is a fluid term due to sociohistorical contexts that give rise to differential 
identities and social impacts for underrepresented groups, which are not similarly experienced 
by those in the majority. Underrepresented groups are defined as those currently recognized by 
federal law and categories that have historically been used to discriminate against individuals 
because of their appearance or status: racial/ethnic populations, regardless of citizenship status 
(African American, American Indian/Alaska Native, Asian/Pacific Islander, Latino); national 
origin; sex; sexual or gender identity or expression; sexual orientation; veteran status; 
pregnancy; marital status; age; physical or mental disability; religious affiliation; and 
socioeconomic background. While these are good foundations for developing a strategic priority 
focused on diversity and inclusion, we seek to define diversity as broadly as possible, which on 
our campus includes first-generation students, veterans, and Pell Grant students. In order to 
continue the positive progress in diversifying our faculty, it is crucial that faculty lines remain 
available for opportunity hires and spousal accommodations. It is also crucial that budgeted 
funds continue to be available to support appropriate diversity initiatives our faculty, staff, and 
students see as important.  
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Simply increasing the number of underrepresented faculty, staff, and students will not 
automatically create a climate in which all members of the UT community can thrive. We also 
need to bring disparate groups and people together to build a more inclusive community with 
respect for different backgrounds and experiences. Productive dialogue and the civil exchange 
of ideas is a challenge in today’s climate. Inclusion and cultural awareness should be at the 
forefront of new programs and initiatives to encourage sharing of and respecting our differences. 
Without an emphasis on developing a welcoming and inclusive culture, however, any diversity 
efforts will fall short, as they will promote the canard that only exceptional individuals from 
underrepresented groups can compete with – and expect the respect of – the majority. We seek 
to recognize and eliminate barriers that define the interests of the majority and minority as at 
odds. Inclusiveness recognizes that underrepresented populations are a key part of, not 
ancillary to, the whole. Inclusion demands proactive, institutional strategies to both fully 
incorporate underrepresented individuals and educate the majority. As such, we define inclusion 
as the necessary work of the college, especially the majority, to provide the institutional 
structure where the majority will fully incorporate members of underrepresented populations as 
equal stakeholders. 
 
Strategic Direction 2020 
Our goal is to proactively identify and eliminate barriers to increasing the number of people from 
underrepresented populations within the college. To achieve this goal, we must infuse a culture 
of diversity, equity, and inclusion across all aspects of teaching, research, service, and practice.  
 
Action Priorities 

1. Carry out biennial climate survey of faculty, staff and students. 
a. The diversity committee will extract, collect, analyze, and disseminate climate data 

for the college, identify areas of need and strengths related to diversity (needs 
assessments), equity, and inclusion in the college. 

b. The diversity committee will evaluate the effectiveness of interventions designed to 
address diversity, equity, and inclusion.  

2. Actively promote and facilitate inclusion of underrepresented groups by building 
an institutional structure to retain and promote a diverse faculty, staff, and 
students within the college. 

a. The diversity committee will lead these efforts. Operationalization, measurement, 
evaluation, and reporting of plan strategies will be informed by best practices 
identified by the UT Office of Diversity and Equity and implemented by ad-hoc 
workgroups led by at least one diversity committee member and comprised of all 
interested college faculty, staff, and students. Input from community partners will 
also be obtained.  

b. Identify retention and graduation goals for the college in consideration of UT 
diversity benchmarks.  

c. Identify and address institutional barriers and needs for professional and academic 
development of faculty, staff, and students from underrepresented groups. 
Potential needs to be explored include career development opportunities, funding, 
mentoring, “safe spaces” or dedicated meeting spaces, and tutoring programs. 

d. The diversity director will coordinate with college administration, student and 
academic services, departmental chairs, and unit leaders to provide solutions to 
identified needs and barriers. 
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3. Cultivate an institutional climate that promotes diversity, equity, and inclusion 
within the college by infusing the values of diversity, inclusion, and equity 
throughout all teaching, learning, and service opportunities offered. 

a. Modify faculty, staff, and student orientation materials, procedures, and processes 
that clarifies the importance of an inclusive climate to the success of the college 
and every member, by including training in equity, diversity, and inclusion at all 
levels. 

b. Develop and coordinate annual seminars and workshops or community 
engagement activities on equity, diversity, and inclusion for college faculty, staff, 
students, and community partners.  

c. Provide support for external professional development opportunities that focus on 
increasing workforce diversity and highlight internally the professional and 
academic achievements of faculty, staff, and students from underrepresented 
groups.  

d. Establish safe procedures for faculty, staff, and students to document experiences 
occurring within the college or affiliated clinical sites that do not reflect the values 
of equity, diversity, and inclusion.  

e. Modify existing appointment, promotion, tenure, and annual review criteria to 
include evaluation of conduct and participation in activities related to equity, 
diversity, and inclusion for faculty and staff.  

f. Synthesize and disseminate strategies, including interactive training for faculty, on 
facilitating critical and intergroup conversations on issues of equity, diversity, and 
inclusion in research, teaching, service, and practice settings.  

g. Develop and institutionalize channels for faculty, staff, and students to evaluate 
the degree to which course content, course assessment, service-learning 
opportunities, and clinical placements address equity, diversity, and inclusion.  

h. Develop messages to use across all communication channels that define diversity 
and inclusion and communicate the importance of cultivating a climate of diversity, 
equity, and inclusion. 

 

2020 Metrics for Goals 

Goal Metric Current Baseline 2020 Goal 

1 
Carry out a biennial climate 
survey that collects data on the 
diversity of all our students 

Data from university 
surveys 

Results from the survey will 
inform our 2020 goals. We will 
identify our strengths and 
areas for improvement.  

2 
Actively promote the inclusion of 
diverse faculty, staff, and 
students 

Retention numbers, 
promotion numbers, 
and measure 
complaints 

Increased retention and 
promotion of diverse faculty 
and staff; retention of diverse 
students; opportunities for 
faculty, staff, and students to 
interact; and training about 
inclusion in the workplace 

3 

Cultivate an institutional climate 
that promotes diversity, equity, 
and inclusion within the college 
by infusing the values of 
diversity, inclusion, and equity 

Data from CDI 
Diversity Report and 
the student climate 
survey conducted in 
2016 

Constant vigilance on the part 
of college administration to 
ensure an inclusive climate for 
faculty, staff, students and 
ongoing discourse about 
diversity and inclusion through 
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throughout all teaching, learning, 
and service opportunities offered  

seminars, lectures, events, 
social gatherings, etc.; 
increased opportunities for 
students to engage with 
diverse cultures 

 



APPENDIX 1 
 
 

Table 1: Salary by Rank and Gender for Tenure and Tenure-Track Faculty 
 
 
 
Table 2: Salary by Rank and Gender for Nontenure-Track Faculty 
 
 
 
Table 3: Salary by Grade and Gender for Staff 



Fall 2015 T-TT Salary Data, per Data from Donald Cunningham, OIRA

(11/01/2015 data)

HUMANITIES (Includes the Arts)

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Assistant Professor Female 54,560       73,086       61,823    22

Assistant Professor Male 53,530       67,595       62,348    19

Associate Professor Female 65,388       102,646    76,566    30

Associate Professor Male 63,418       151,022    73,961    36

Professor Female 72,562       139,165    96,801    24

Professor Male 74,712       149,901    101,287  36

167 Total Humanities

NATURAL SCIENCES

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Assistant Professor Female 74,892       84,541       81,145    13

Assistant Professor Male 76,025       88,206       81,272    19

Associate Professor Female 86,906       116,737    96,794    8

Associate Professor Male 78,300       102,738    91,135    30

Professor Female 96,739       232,200    120,421  13

Professor Male 79,900       322,192    116,781  84

167 Total Natural Sciences

SOCIAL SCIENCES

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Assistant Professor Female 58,995       73,095       68,019    15

Assistant Professor Male 61,500       82,142       68,675    19

Associate Professor Female 75,068       102,743    82,307    19

Associate Professor Male 70,687       99,217       81,433    23

Professor Female 91,539       182,282    105,245  9

Professor Male 78,323       337,956    109,477  36

121 Total Social Sciences

455 Total T-TT Faculty



Fall 2015 Non-TT Salary Data, per Data from Donald Cunningham, OIRA

(11/01/2015 data)

HUMANITIES (Includes the Arts)

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Lecturer Female 28,000       45,569        35,433    46

Lecturer Male 26,222       45,000        36,866    39

Senior Lecturer Female 40,178       58,599        46,717    24

Senior Lecturer Male 35,362       76,368        48,217    8

Distinguished Lecturer Female 53,487       58,432        57,674    3

Distinguished Lecturer Male 55,328       55,328        55,328    1

Associate Professor (Non-TT) Female -              -              -          -          

Associate Professor (Non-TT) Male 60,929       60,929        60,929    1              

122 Total Humanities

NATURAL SCIENCES

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Lecturer Female 34,709       58,266        45,645    9

Lecturer Male 33,097       65,000        45,450    17

Senior Lecturer Female 46,607       79,695        57,230    10

Senior Lecturer Male 52,599       73,436        63,633    9

Distinguished Lecturer Female 81,906       96,619        89,263    2

Distinguished Lecturer Male 81,280       81,280        81,280    1

48 Total Natural Sciences

SOCIAL SCIENCES

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Lecturer Female 36,000       47,700        40,706    7

Lecturer Male 34,000       47,222        36,528    14

Senior Lecturer Female 47,380       63,182        50,412    7

Senior Lecturer Male 46,818       53,510        51,178    3

Distinguished Lecturer Female -              -              -          -          

Distinguished Lecturer Male 56,850       56,850        56,850    1

Professor (Non-TT) Female -              -              -          -          

Professor (Non-TT) Male 60,714       60,714        60,714    1

33 Total Social Sciences

203 Total Non-TT Faculty



Fall 2015 Staff Salary Data, per Data from Donald Cunningham, OIRA

(11/01/2015 data for staff in academic units on centrally-funded accounts only)

HUMANITIES (Includes the Arts)

Staff Category Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Staff

Exec/Admin Female -            -               -           0

Exec/Admin Male 79,587      79,587        79,587    1

Professional Female 31,979      79,288        53,541    10

Professional Male 50,172      64,923        59,441    4

Non-Exempt Female 22,235      53,968        33,269    30

Non-Exempt Male* 16,708      56,659        34,578    13

*Includes two staff at 75% time 58 Total Humanities

NATURAL SCIENCES

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Staff

Exec/Admin Female -            -               -           0

Exec/Admin Male 117,638    117,638      117,638  1

Professional Female 33,622      74,461        55,046    14

Professional Male 40,122      81,262        57,552    14

Non-Exempt Female* 23,296      58,187        34,542    44

Non-Exempt Male 23,982      75,346        43,402    24

*One staff at 90% time 97 Total Natural Sciences

SOCIAL SCIENCES

Rank Gender

 Minimum 

Salary 

 Maximum 

Salary 

 Median 

Salary 

Total # of 

Faculty

Exec/Admin Female -            -               -           0

Exec/Admin Male 59,500      59,500        59,500    1

Professional Female 54,779      64,956        59,868    2

Professional Male 40,776      40,776        40,776    1

Non-Exempt Female 24,606      63,264        32,533    21

Non-Exempt Male -            -               -           0

25 Total Social Sciences

180 Total Staff in Academic Units


