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PURPOSE

The purpose of this Diversity Recruitment Toolkit is to provide a roadmap and practical
strategies that may be used by schools of nursing to increase the recruitment of a more diverse
student enrollment. By creating an organizational culture that embraces an environment of
diverse learners, schools of nursing will be ensured that a constant pipeline of diverse students
is available for enroliment.

The Toolkit is designed to assist schools of nursing in recruiting students who are members of
underrepresented groups in nursing. As a funding requirement of the NCIN program, you must
award scholarships to students from underrepresented/and or economically disadvantaged
backgrounds, including racial and ethnic minority groups, and men.

This toolkit incorporates findings from research, field experience and program evaluations to
offer strategies that have proven successful for recruitment activities. The Toolkit provides
grantees with the strategic concepts, ideas and tools necessary to reach and engage targeted
audiences.

You should use this toolkit as a guide to create and/or enhance recruitment efforts within your
individual programs, nursing schools and institutions-at-large. Through the production and
distribution of this Toolkit, NCIN envisions schools of nursing implementing these activities
beyond the life of this scholarship program and as new norms for all nurse educational
programs. Proactive recruitment of diverse individuals must be a continuous priority for
schools of nursing in order to fuel a representative pipeline of nursing students.

OBJECTIVES

This toolkit is designed to support NCIN grantees in:

e Defining target audiences and understanding methods through which to promote a
recruitment program;

e Developing an effective public relations outreach plan;

¢ |dentifying potential groups and organizations with intersecting missions and access to
target audience(s);

e Forging long-term relationships;
e Understanding cultural sensitivities of underrepresented populations;
e Learning from real-life examples of recruitment and retention success; and,

e Increasing recruitment of qualified, and underrepresented students to their nursing
programs.
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How 10 USE THIS TOOLKIT

The Toolkit is meant to serve as a guide for the recruitment of students from underrepresented
and/or disadvantaged backgrounds. It should be noted that there is no single solution for
increased recruitment. Therefore, we have provided a variety of resources that should be
assessed for suitability based on program location, target audience, access to resources, timing
and other factors.

The Toolkit contains a Recruitment Program Assessment that should be used as a baseline to
gauge existing scholar recruitment activities and to identify areas where improvement and/or
expansion can occur.

Recommendations for developing a recruitment plan based on your school objectives are
followed by strategies for implementation.

The appendices offer information on current trends and data related to underrepresented
populations to give you a full picture of your target audience(s) and how to best reach them.

Recognizing that student recruitment is not the primary responsibility for nursing faculty, this
Toolkit should also be shared with other individuals who are major stakeholders with
recruitment responsibility. Faculty members are encouraged to engage others in the
assessment process and collaborate in developing a plan that will be feasible for your nursing
school. We encourage you to share this information with your fellow faculty, recruiters and
administrators to better make the case for recruitment efforts and resources.
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WHY DIVERSITY IS IMPORTANT

The steadily increasing population diversity of the United States affects health care providers
and institutions, from small rural towns to large urban centers. The impact of this diversity
means that every day, health care providers encounter, and must learn to manage, complex
differences in communication styles, attitudes, expectations, and world views. Decades of
literature from the social and clinical sciences have documented the details, effects, and
potential remedies for issues that arise when different cultures encounter each other.

Health care providers take many different approaches to bridge barriers to communication and
understanding that stem from racial, ethnic, cultural and linguistic differences. In recent years,
the notion of "cultural competence" has come to encompass both interpersonal and
organizational interventions and strategies that seek to facilitate achievement of clinical and
public health goals when those differences come into play.

The Office of Minority Health (OMH) in 2008 developed National Standards on Culturally and
Linguistically Appropriate Services (CLAS). Standards 1-7 address interventions that have the
most direct impact on clinical care; and standards 8-14 address organizational structures,
policies and processes that support the implementation of standards 1-7.

The literature suggests that some patients from multicultural groups prefer to seek care from
providers of their own race, ethnicity, or language group, and that such concordance appeared
to have a positive impact on appropriate service utilization, treatment participation, and receipt
of some services. Many health care organizations and policymakers have pursued
diversification of the workforce as a way of increasing patient-provider concordance, although
others are skeptical, given the demographic difficulties of achieving this goal across-the-board.
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CREATING A CULTURE FOR SUCCESSFUL RECRUITMENT

The Robert Wood Johnson Foundation (RWJF) commissioned a scan of best practices, published
in 2012, Best Practices in Diversity: Environmental Scans for the Academic and Philanthropic
Sectors. The scans were completed by using literature reviews of recent scholarly and applied
work. Interviews were also used to augment information found from the literature review .

This extensive research of the academic sector reported four best practices that include the
significant role of senior leadership, the need for centralized data infrastructure, a
comprehensive framework and leadership team, as well as clearly defined administrative
requirements. These practices impact the overall institution and therefore can determine the
success of more particular practices in each of the four identified diversity areas of outreach,
recruitment, retention and inclusion.

Best Practices
I. Senior Leadership: Championing Diversity

Senior leaders play an important role in shaping the success of diversity initiatives. The
president, trustees and the provost all need to be knowledgeable and able to describe their
recruitment and retention efforts as well as hold the institution accountable for attaining
the desired results.

The first best practice is for the senior leaders to set the tone when speaking publically.
This includes defining the case for diversity as it relates to the institution’s mission and
vision, as well as motivating the managers and administrators to be champions of the
process. Senior leadership should also include regular, consistent and eloquent mentions of
diversity when address all audiences, such as students, parents faculty and the public.

The second best practice for senior leaders is to set a tone of accountability and expect
results. This includes requesting updates across institutional efforts and in turn, providing
consistent, regular updates to trustees and faculty via a diversity scorecard.
Institutionalizing diversity means creating standard operating procedures and holding
senior administrators accountable.

Il. Centralized Data Infrastructure

For successful diversity planning and execution, collecting, analyzing and distributing
current and accurate recruitment and retention data is essential. To establish goals and
track progress there must be a collective agreement about what to measure, when to
analyze data and how best to share it. This can be difficult in higher education, since several
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offices participate in data collection and there can be inconsistent coordination of this
effort. The research found it best to build a data infrastructure that supports a variety of
data collection, analysis and dissemination. This can be accomplished by using clear and
agreed-upon measures for collecting, analyzing and sharing data across all areas of the
institution. Electing one office to coordinate the collection and analysis of data is another
way to accomplish this goal. Several sources may contribute to the final dataset there needs
to be one clear leader for the institution.

Comprehensive Framework and Leadership Team

The structural analysis that an organization uses to frame, describe and support a
diversity initiative is crucial. Analysis will explain why problems like discrimination and
harassment exists and to define what degrees of change will be necessary to achieve equity
and inclusion. For an institution to have a diversity effort have a lasting impact and make a
difference in organizational practices and outcomes, a structural analysis is important. With
the analysis should also come the understanding that individuals also have personal and
professional development to which they commit.

. Administrative Requirements

The key administrative requirement for the success of institutions diversity efforts is the
appropriate resource allocation. The budget needs to reflect the strategic diversity plan
and resources need to be distributed where the institution believes there will be the most
rewarding return.

Allocating resources to diversity training is a key practice that helps make a school
successful in attracting and retaining diverse students. While diversity training is attractive
since it provides tangible results, unless it is tied to the existing systems of accountability
and support, learning outcomes are likely to diffuse over time. Also the education must be
relevant and applicable to the audience and facilitated well. Since diversity education
requires committed dollars it is crucial to plan for the education, have systems, language
and vision in place prior to the educations and to recognize post-education opportunities
before the workshops. The workshop curricula should connect greater self-awareness,
cultural competency, communication skills, and behavior changes to successfully change
individual and institutional responsibilities. Goals and the workshop should be developed
before the workshop as well as how to measure the impact of the workshop. Lastly,
education efforts should be facilitated by a multiracial team.

To create, implement and maintain a successful diversity plan, institutions should consider
these four best practices while tailoring their own individual diversity recruitment plans.' As
noted earlier, these practices impact the overall institution and therefore can determine the
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success of more particular practices in each of the four following diversity areas: outreach,
recruitment, retention and inclusion.

Diversity Areas Impacted by Best Practices

1) Outreach
One aspect of outreach is to have consistent and current networks. This includes having
personal relationships with diverse communities, feeder institutions, and professional
associations. There can be profound results when these relationships are consistently
nurtured and maintained.

2) Recruitment
The research found that a comprehensive approach to recruitment that connects
outreach and retention strategies to the specific search effort.

3) Inclusion
Social network opportunities were found to be needed for the success of faculty and
students. Students from underrepresented backgrounds, in particular, are less likely to
assert their own social networks in competitive academic environments, but
institutional support and encouragement can make a difference. Another way to
support inclusion is for the institution to host regular diversity-related programs and
dialogues about inclusion, racial justice, and diversity that target the whole university
and have the support and participation of senior administrators.

4) Retention
Diversity in the curriculum is most often honored through the breadth of course
offerings. Some institutions have added diversity as a graduation requirement. Student
must complete a certain number of credits from an agreed upon list of classes
containing diversity. Other institutions list “house courses” that are taught by students,
staff and community members. These courses offer students access to perspectives and
styles that they may not gain in traditional classroom settings.

Research also shows that representational diversity is not sufficient and suggests other
elements to incorporate into the classroom. Other elements include classroom climate,
faculty characteristics, teaching methods and course content. All of these elements
need to be considered to achieve the benefits of a diverse classroom.

With a variety of best and supporting practices for diversity in academia, it is the task of each
institution to determine which practices support the institutional vales, priorities and missions
of the school and identify what is administratively feasible.
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DIVERSITY RECRUITMENT PLAN DEVELOPMENT PROCESS

This Toolkit uses the following steps to assist you in developing and implementing a diversity

recruitment plan. By completing this process, you should feel more confident in your ability to
reach and attract students traditionally underrepresented in nursing.

School Assessment
Which individuals and departments should

What goals do you and the department want
support nursing student recruitment?

to set?

Recruitment Plan Development
What are the current and future needs of

accelerated degree nursing students,
generally, and NCIN scholars specifically?

What is your program currently doing to
recruit underrepresented students?
*Refer to the appendix for more information

Selecting Recruitment Tactics and Identification of Potential NCIN Scholars
What populations are currently

What is the pool of candidates both locally
underrepresented in the nursing program?

and nationally?

Implementing the Plan
What messages do you want to convey to

Through which channels will you send out
potential scholars?

those messages?

Evaluation and Adjustments
Were you able to increase the
amount of (a) interest in the
program and (b) accepted
candidates?

How will you measure

Did those candidates
success?

eventually matriculate?
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RECRUITMENT ACTIVITY ASSESSMENT

This assessment is designed to identify current and past recruitment activities within your
program, schools of nursing and academic institutions and evaluate potential avenues for
program promotion. Results will reflect how your school’s current environment can be
enhanced to support NCIN scholar and overall student recruitment and the challenges that you
and your program will need to anticipate to facilitate and strengthen relationships with target
populations. This assessment will guide you in developing your diversity recruitment plan and
provide focus on areas for improvement.

I —
A. Program Recruitment Responsibilities: The recruitment process should include Yes No
input and collaboration from a group of individuals within the school of nursing and the
larger institution.

1. As an NCIN program liaison, do you play a role in recruiting accelerated students and
NCIN scholars?

2. If you answered YES to question 1, are you part of a larger recruitment team?

3. If you answered NO to question 1, can you identify who or what department is
primarily responsible for recruitment into the accelerated degree program?

4. Does the recruitment leader meet with different staff and team members throughout
the year to project/assess recruitment goals and needs?

e Does that meeting include a current student or alumni?

e Does that meeting include an individual from a group traditionally under-
represented in nursing?

5. Does your school send a staffer to recruit at career, community and/or diversity fairs
on campus?

6. If you answered YES to question 5, are they responsible for distributing the NCIN
press releases provided throughout the year?

7. If you answered NO to question 5, can you identify who is responsible for distributing
your school’s grant award announcement?

8. Does your school send a staffer to recruit at career, community and/or diversity fairs
off campus?

9. Does your school have a public relations department?

10. Has there been any visibility of the program in either print or online media?

11. Do you survey students to determine how they learned about your program? (For a
sample student survey see Appendix, page 58)
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B. Current and Future Recruitment Efforts: The recruitment efforts of a school are key | Yes

to attracting a diverse student population. Evaluating current efforts as well as planning
for incorporation of new efforts is integral in the evaluation process.

1. Isit easy for a website visitor to find information about the accelerated nursing
program?
If YES, is there contact information?

If NO, can you add information about the accelerated nursing program and contact
information?

Page 111

No

2. Does your school’s website include information about the NCIN scholarship or a link?

If YES, does it include scholar testimonials or photographs?

If NO, can you add information about the NCIN scholarship or a link, including scholar
testimonials or photographs?

3. Are any public relations materials produced specifically for nursing school
recruitment?

e Paid advertisements (news, web, transit, college papers, social media)
e Banner advertisements

e Social media tools

e Radio Public Service Announcements (PSA)

e Brochures for conferences, meetings, fairs

e Open houses

e Posters

e Flyers

e Email campaign

e In and out-of-state mailings

4. In the materials you answered yes to in question 3, do any of those materials feature
underrepresented students?
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5. Do you have any partnerships with local colleges/universities to transition students
from undergraduate degree programs into accelerated nursing programs?

If YES, are any of those partnerships with institutions that predominantly service
ethnically diverse backgrounds?

If NO, can you form any such partnerships?

6. Do you have existing partnerships within your college or university to transition
students from undergraduate degree programs into the accelerated nursing program?

C. Admitting New Students: The admissions process should be one that provides No
support for prospective students throughout the application process and includes a

comprehensive review for each student.

1. Are students provided a sample application?

2. Are there application instructions on your institution’s website?

3. Is someone available to answer questions about the application process?

4. Does your school consider the whole file review when selecting students for

enrollment?

D. Cultural Characteristics: Characteristics of your school’s culture will reflect the No

accessibility of underrepresented students to your accelerated nursing program and the
perceived acceptance of underrepresented students within your institution.

1. Isthere an office of diversity or minority relations at your institution?

2. In your school’s marketing materials, is there any acknowledgement of the work
done to serve diverse student populations?

e In the mission statement?

e In visual materials and brochures?

3. If you took a snapshot of your school campus, would it reflect diversity; is there a
visible presence of groups from underrepresented populations?

4. Does this snapshot differ from a snapshot of faculty?

5. Does your school’s website include photographs of campus diversity?

6. Does your school’s campus offer student-led groups that support underrepresented
students?
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7. Does your nursing school have any partnerships with underserved communities near
your school?

IF YES, are these partnerships reflected on your website?

8. Are there members of faculty or staff who speak foreign languages?

E. Measurement: An important component of your recruitment plan is understanding
what motivates current students/scholars to participate in the first place.

1. Does your institution/program track student recruitment?

No

2. Does your school survey students to determine how they heard about the program?

3. Does your program monitor persons who attend or participate in any informational
sessions/calls?

4. Are students asked why they ultimately chose the institution/university?

5. Do you examine student satisfaction throughout the educational experience?

6. Do you conduct exit surveys with nursing students and scholars?

F. Retention: Retention is equally as important as recruitment. Understanding why
students drop out of a program can help inform recruitment messages and targets.

1. Do you monitor nursing student attrition?

2. Do you monitor NCIN scholar attrition?

3. Do you collect data for reasons students drop out of your program?

4. Do you use student feedback to make adjustments to your programs?
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INTERPRETING YOUR RESPONSES TO THE RECRUITMENT ACTIVITY ASSESSMENT

Using the Section Interpretation Guide below, determine your school’s level of recruitment
activities and identify what aspects of your recruitment activities should be revised, changed or
otherwise improved.

Section Interpretation Guide

Program Recruitment Responsibilities

Evaluate your responses and determine if, on the whole, you are able to have a role or can
begin to establish a role in the recruitment process for accelerated students and NCIN scholars.
If you have no role, strategize on how to build toward a more collaborative process.

If you do have a role, strategize on how use your role to build the process toward one that
creates a pipeline of possible students and NCIN scholars from populations underrepresented in
your nursing program.

Current and Future Recruitment Efforts

The recruitment efforts of a school are key to attracting a diverse student population.
Evaluating current efforts as well as planning for incorporation of new efforts is integral in the
evaluation process.

Reflect on where your yes/no answers fell and determine what current recruitment efforts
specifically identify your nursing program and if the materials supporting those efforts visually
reflect the targeted population of possible students underrepresented in your nursing program.

If your current recruitment efforts specifically identify your nursing program and visually
reflect the targeted population of possible students, consider what future recruitment efforts
you can add to your activities that would improve your ability to attract a diverse population
and more firmly establish an ongoing pipeline of possible students and NCIN scholars.

If your current recruitments efforts do not specifically identify your nursing program and/or
the materials do not visually reflect the targeted population of possible students, determine
what adjustments and future recruitment activities can be added to improve your recruitment
efforts to attract a diverse population and begin to build an ongoing pipeline of possible
students and NCIN scholars.




Robert Wood Johnson Foundation New Careers in Nursing Page 115
Diversity Recruitment Toolkit

Admitting New Students

The admissions process should be one that provides support for prospective students throughout the
application process and ensures a thorough review process.

Reflect on where your yes/no answers fell and determine whether your school’s admissions
process is supportive throughout the application process and provides for a thorough review
process.

If your responses, on balance, reflect a sensitivity toward accessibility and perceived
acceptance of students underrepresented in your institution or nursing program, consider
what areas you might improve upon or expand into to further solidify this sensitivity.

If your responses, on balance, reflect a lack of sensitivity toward accessibility and perceived
acceptance of students underrepresented in your institution or nursing program, consider
what areas you might immediately adjust to be able to have congruity between your
recruitment efforts and the perception of your institution or nursing program as a culture of
accessibility and acceptance.

Cultural Characteristics

Characteristics of your school’s culture will reflect the accessibility of underrepresented
students to your accelerated nursing program and the perceived acceptance of
underrepresented students within your institution.

Reflect on where your yes/no answers fell and determine whether your school’s culture is
reflective of the population you wish to attract.

If your responses, on balance, reflect a sensitivity toward accessibility and perceived
acceptance of students underrepresented in your institution or nursing program, consider
what areas you might improve upon or expand into to further solidify this sensitivity.

If your responses, on balance, reflect a lack of sensitivity toward accessibility and perceived
acceptance of students underrepresented in your institution or nursing program, consider
what areas you might immediately adjust to be able to have congruity between your
recruitment efforts and the perception of your institution or nursing program as a culture of
accessibility and acceptance.
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Measurement

An important component of your recruitment plan is understanding what motivates current
students/scholars to participate in the first place.

Reflect on where your yes/no answers fell and determine what measures you need to
implement to understand student/scholar participation.

If your institution or program collects specific data on your program, consider how much is
collected and determine if more data collection is necessary. If all types of data are collected,
evaluate whether the data can be used to further enhance your recruitment activities.

If your institution or program does not collect specific data on your program, or does not
collect very much data, determine how to implement collection of more information in order to
revise and/or improve your recruitment activities.

Retention

Retention is equally as important as recruitment. Understanding why students drop out of a
program can help inform recruitment messages and further refine recruitment targets.

Reflect on where your yes/no answers fell and determine what information you may need to
acquire to understand student/scholar attrition.

If your institution or program monitors attrition and collects attrition data or solicits
feedback, consider how much is collected and determine if more data collection is necessary. If
all types of data are collected, evaluate whether the data is used and/or can be used to further
enhance your recruitment activities.

If your institution or program does not monitor attrition, collect attrition data or solicit
feedback or does very little of these activities, determine how to implement collection of more
information in order to revise and/or improve your recruitment activities.

Overall Assessment Interpretation

Once you've interpreted your section responses, consider your responses to all the sections as
a whole to get a sense of the larger picture of your recruitment activities. Consider these
guestions:

e What level of recruitment activities are you engaged in?
e How specifically are they designed to provide possible students to your program?
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e How reflective are the activities of the diverse population you want to attract?

e What are your students/scholars telling you?

e How can you ensure a steady stream of applicants from populations underrepresented
in your program?

Your section interpretations, combined with your responses to the questions above, will give
you a sense of the efforts you may need to put forth. In order to put structure around your
recruitment activities, this toolkit contains four Diversity Recruitment Plans, beginning at a
basic level plan and moving to an advanced level plan.

The next step is to evaluate which plan will best support your current recruitment activities
and help you revise, change or improve these activities in order to be even more effective at
recruiting a steady stream of diverse students and NCIN scholars.
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DESIGNING A DIVERSITY RECRUITMENT PLAN

Use the Recruitment Activity Assessment to gain a better understanding of your school’s
culture, what has been done to recruit potential scholarship and degree candidates, and where
to focus future recruitment activities.

Once the assessment is complete, use the guide below to determine what sections of this
toolkit are most vital to helping your individual program build a successful recruitment plan.
Included in this toolkit are a variety of ideas — from the simple to the intricate — to enhance
recruitment efforts.

Diversity Recruitment Plan Selection Guide

Basic Diversity Recruitment Plan - This plan contains a simpler range of recruitment activities
that can add to and bolster your recruitment activities if the Diversity Activity Assessment
shows a lower level of involvement and activity and/or a need to improve how the recruitment
activities are targeted to the desired diverse population.

Intermediate Level | Diversity Recruitment Plan — This plan contains an increased range of
recruitment activities that can round out a generally consistent level of recruitment activities or
further hone a level of activity that is ready to go to the next level to improve recruitment
results.

Intermediate Level Il Diversity Recruitment Plan — This plan contains an increased range of
recruitment activities designed to complement a stronger level of ongoing recruitment
activities that could benefit from further refinement. It also adds new activities that can even
further support developing an ongoing pipeline of diverse applicants.

Advanced Diversity Recruitment Plan — This plan contains the broadest range of recruitment
activities aimed at further supporting a very strong level of ongoing recruitment activities. This
plan is designed to provide more ideas and suggested activities that can further enhance and
fine tune recruitment efforts for the maximum reach to a diverse population.
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RECRUITMENT PLANS

Based on your evaluation of your Recruitment Activity Assessment results, one of the following
recruitment plans may fit your school. These plans should be customized to fit the individual needs of
your schools and can be implemented in phases or segments depending on program resources and
flexibility.

BASIC DIVERSITY RECRUITMENT PLAN

Developing a Recruitment Plan Page 23
1. Organizing a Recruitment Committee Page 23
Understanding Your Target Audience Page 25
1. Comparing Your Classroom with the National Population Page 25
Leveraging Your Website to Reach Underrepresented Audiences Page 27
1. Conducting an Internal Audit Page 27
2. Developing Website Content Page 28
3. Visualizing Your Site Page 30
Building a Presence Through Social Media Page 39
1. Setting up an Organizational Facebook Page Page 40
Leveraging Strategic Partnerships Page 44
1. Traditional and Nontraditional Bedfellows Page 44
2. Educational Partners Page 48
3. Minority Serving Institutions Page 48
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INTERMEDIATE LEVEL | DIVERSITY RECRUITMENT PLAN

Developing a Recruitment Plan Page 23
1. Organizing a Recruitment Committee Page 23
Understanding Your Target Audience Page 25
1. Comparing Your Classroom with the National Population Page 25
2. Targeting Undergraduates by Degree Page 25
Leveraging Your Website to Reach Underrepresented Audiences Page 27
1. Conducting an Internal Audit Page 27
2. Developing Website Content Page 28
3. Visualizing Your Site Page 30
Building a Presence Through Social Media Page 39
1. Setting up an Organizational Facebook Page Page 40
Leveraging Strategic Partnerships Page 44
1. Traditional and Nontraditional Bedfellows Page 44
2. Media as a Community Partner Page 46
3. Educational Partners Page 48
4. Minority Serving Institutions Page 48
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INTERMEDIATE LEVEL Il DIVERSITY RECRUITMENT PLAN

Developing a Recruitment Plan Page 23
1. Organizing a Recruitment Committee Page 23
Understanding Your Target Audience Page 25
1. Comparing Your Classroom with the National Population Page 25
2. Targeting Undergraduates by Degree Page 25
Leveraging Your Website to Reach Underrepresented Audiences Page 27
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PART |: DEVELOPING A RECRUITMENT PLAN

Section One: Organizing a Recruitment Committee

If another team/department is responsible for scholarship recruitment, communicate which
specific groups are high priorities for your program, and coordinate timely meetings to help
gauge success and determine areas of improvement.

Although some grantees rely on their Office of Admissions and Financial Aid to fill NCIN
scholarship positions, be aware that these recruiters may not know enough about the
scholarship requirements to find appropriate candidates. Additionally, these departments
manage recruitment for several programs and initiatives, so NCIN scholarships may not always
be at the top of their priority list. In these instances, NCIN program liaisons will need to find
ways to assist recruitment leaders and brainstorm to develop the most effective recruitment
campaign.

If a meeting with other recruiters is hard to come by, prepare in advance so that office buy-in is
as easy as possible. Bring a description of what you hope to achieve in NCIN scholar
recruitment; or if you received a previous NCIN grant, bring a list of specific areas where you
would like to see improvement. Consider some of the following questions when organizing your
meeting:

1. What recruitment tactics does your program currently employ?
2. Do you have any measurable outcomes data from recruitment tactics?

3. What are the NCIN funding requirements and specifically, who is your school seeking to
recruit?

4. What characteristics do strong scholars and students typically display?
5. What are some challenges you perceive in reaching underrepresented groups?

6. Does existing data show where NCIN scholars come from and what first degrees they
hold?

7. Do you have a plan for action, including the role that you seek to play in scholar
recruitment — whether it be providing the office with ideas, asking to be apprised of
recruitment throughout the outreach period, reviewing admissions, attending in-state
and out-of-state events?

8. Is there a timeline of activities and projected goals for underrepresented student
engagement?



Robert Wood Johnson Foundation New Careers in Nursing Page 124
Diversity Recruitment Toolkit

Although recruitment is not the primary responsibility for faculty, it is helpful to find time to
collaborate with offices of admissions, financial aid or multicultural/minority affairs, to describe
your needs for a more diverse pool of nursing student applicants. Learn how your school will
evaluate recruitment tactics to make incremental adjustments where necessary. If specific
recruitment plans have been successful for other university programs, leverage those
accomplishments and work with your institution to see how they can be implemented across
departments. This will reflect well on both your schools of nursing and the university at large.
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PART lI: UNDERSTANDING YOUR TARGET AUDIENCE

Section One: Comparing Your Classroom with the National Population

The overall mission of the NCIN Scholarship Program is to increase the pipeline of students
traditionally underrepresented in nursing. However, each grantee will have different goals for
specific student recruitment. While some grantees have expressed the need to recruit
Black/African American students, others may need to enhance recruitment of Native American
or Hispanic/Latino candidates.

NCIN encourages grantees to use this section to identify where recruitment of under-
represented populations has been successful and where more support is needed. NCIN has
provided a survey to help you analyze your accelerated degree program in the context of
both your community/state and the larger national population. See Appendix, page 57.

Once the survey is complete, review the percentages to determine if your program’s classroom
mirrors the state and national population. If not, review the demographic determinants
provided in the Appendix beginning on page 60, to learn more about some of the attitudes and
beliefs of your underrepresented students and how to reach them more effectively.

Section Two: Targeting Undergraduates by Degree - What Do We Know about NCIN Scholars?

In the first three rounds of the NCIN program, the average age of entering scholars was 29.5
years old. Fifty percent of these scholars graduated from their first degree programs one to five
years prior. Several scholars had double-majored in two different fields, so this analysis
accounts for scholars who studied more than one field. The most common first degree field —
for all racial/ethnic groups except American Indian and Alaska Native scholars—was physical
sciences, followed by behavioral sciences (see Figure 1). Overall, nearly one-third of NCIN
scholars studied a physical science in their undergraduate program, and 20 percent studied a
behavioral science.
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Figure 1: NCIN Students First Degree Field

Connecting with other institutions is one approach to build pathways for new graduates to
enter accelerated baccalaureate and master’s degree nursing programs. In addition to
establishing relationships with feeder schools and universities, our data suggest that grantees
may benefit from targeting specific programs within those schools. Departments in the physical
and behavioral sciences are logical choices given that (a) students have already demonstrated
an interest in science; (b) students are more likely to have completed prerequisite courses for
nursing; and (c) NCIN data show that many scholars who enter accelerated nursing programs
have these degrees.

Given this logical connect, NCIN program liaisons should consider coordinating a meeting with
department leadership to help identify and connect with students on the track to graduation
who would also make a good accelerated nursing degree candidate.

The figure above lists additional trends in previous degree attainment of NCIN scholars. While
the NCIN program seems to attract scholars from STEM (science, technology, engineering, and
mathematics) fields, data also shows that adults with backgrounds in the liberal arts, business
and education matriculate into nursing programs.
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PART lll: LEVERAGING YOUR WEBSITE TO REACH UNDERREPRESENTED AUDIENCES

Section One: Introduction

More college applicants than ever before are turning to the internet as a resource for
educational opportunities and second degree programs. To actively engage your online
audiences, grantees can post informative descriptions about the accelerated program and the
nursing profession. As a credible source of information, the university website can be leveraged
to attract potential applicants and answer their questions. In the menu of recruitment tactics,
website content change is often a simple solution.

Section Two: Conducting an Internal Website Audit

Take a look your school of nursing’s current website. Is important program information easily
accessible and visible? Does the Web site convey all necessary information about the program,
including pre-requisites, program length, academic expectations, program and faculty contact
information? Consider working with website managers and technical support to boost your
online image. The good news is that most schools already have offices of information
technology to support comprehensive websites; web design and support staff at the
institutional level can be an invaluable resource for developing the message you want to
deliver.

Use the following checklist to determine areas to enhance website communication.

[] On the school of nursing’s homepage, is there information or a link to the accelerated
BSN or MSN program?

Is there a clear definition of the accelerated nursing program and how it differs from a
traditional nursing program?

Does your site include information about the benefits and challenges of accelerated
programs?

Does the program description include information about who should consider an
accelerated program?

O o o O

Are there any student or faculty testimonials and photographs to add human interest to
the program?
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|:| Is there information about what students are able to do with an RN degree once they've
completed graduation?

|:| Is there contact information that directs interested applicants to an appropriate faculty
member?

|:| Does the accelerated program page include information about scholarship
opportunities, including the NCIN grant?

Section Three: Developing Website Content

If your program’s website has been stagnant for a few months consider drafting some new
content. It can be helpful if you are able to suggest content that can be used on your website.
Several simple changes such as the messages and photographs depicting your program and the
curriculum will stimulate interest. If possible, you may be able to work with your Web team to
create a plan to build and maintain a dynamic online presence.

You may also want to emphasize unique aspects of your program. Promising strategies are
highlighted below that you may share with your web team.

e Upload student snapshots with compelling quotes. Website visitors like to hear from
sources like them, so diversify your pool of online ambassadors. Student testimonials
are a win-win tactic; students’ success is rewarded with a website feature, and the
accelerated program is humanized for online viewers.

e Answer important questions using a stylized blog post. Beyond the initial program Q’s
and A’s, students may have other, less formal questions. How hard is the program?
What are clinical opportunities will students have to work within their community or to
study abroad? How will health care reform impact their professional career? Ask
current students what they had known prior to selecting a nursing program to generate
blog ideas or cull from your own nursing experiences.

e Highlight a recent program success or community initiative. Did students recently
volunteer at a blood drive or check patient vitals at a community health clinic? Play
back these touching moments through your website. Heart-felt stories show your
program’s commitment to both its students and its community, and can motivate
potential applicants to consider a career in nursing.

e Link to existing social networks or create new ones. Beyond simply linking Facebook,
Youtube or Twitter to your Web page, get creative with how you promote your school’s
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social networks. Challenge online visitors to “like” your Facebook page and earn a
chance to win something. Tease an event and tell visitors to learn more via the
Facebook page. Post a brief description about a recent volunteer effort in your
community and link users to a video clip on YouTube. Or tweet your NCLEX pass rate
and wish your graduates well through Twitter. Social media dialogue is informal so have
fun with your program on these channels. If you are just starting your own social media
site, remember to dedicate at least an hour a week to it. Stagnant sites don’t attract
attention and will ultimately be deleted from user’s networks.

e Spotlight program graduates who have transitioned to leadership positions.
Interested applicants want to know their return on investment for completing an
accelerated degree. Leverage relationships with program graduates who have put their
practice to use. A simple Q and A or picture with a quote can reinforce the benefits of
obtaining an RN degree.
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Section Four: Visualizing Your Site - A Case Study of MidAmerica Nazarene University

MidAmerica Nazarene University (MNU) has already deployed a number of these tactics on its
website. The nursing homepage lists all available programs, along with a brief description of
each. This allows students to learn about less traditional programs that might better fit their
needs.

The main page also includes a short video about one of MNU’s nursing students. Individual
multimedia like this can help personalize your program, making it easier for students to
visualize their lives as a nursing student at your university.
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If a visitor clicks on a specific program name, they are taken to a detailed page, including
program format, eligibility requirements, application components, who to contact for more

information, as well as an option to apply online. In today’s increasingly digital age, prospective
students will expect to find all this information on your website.
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that feature more diverse nursing professionals on these introductory pages.
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MidAmerica Nazarene’s site also has a page describing the New Careers in Nursing scholarship
program. Despite financial need, many prospective students may be unaware of NCIN or other
scholarship opportunities. By highlighting the availability of scholarships, you can make your
school look more appealing or accessible financially. Prospective nursing students may
consider your school more seriously in light of potential financial support.
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PART IV: MEDIA AS AN AVENUE FOR SCHOLAR RECRUITMENT

Section One: Introduction

With an understanding of your desired audience, you can funnel your messages and materials
through a variety of media channels. Seek to identify the best media channels with which to
deliver your program’s recruitment messages. Mass media channels in your local markets can
include radio, network and cable television, daily and weekly newspapers, magazines, direct
mail, billboards, and transit/car cards. There are various opportunities to promote your
program via news programs, public affairs programs, magazine and talk shows, radio audience
call-ins, editorials, opinion columns, letters to the editor, public service campaigns.

Factor in consideration for the following when choosing a media source:
[] Does it reach your intended audience?
L] Is the channel considered a trusted source by underrepresented audiences?

[ Is the outlet appropriate for relaying the information of the desired complexity or
detail that your message will entail?

[] How many people will receive your message using this channel?
[] Do you have the resources to support this channel?
[ ] How will you track media coverage?
There are two ways of approaching media as a recruitment vehicle. NCIN grantees may want to

consider both paid and earned (no cost) media to develop a thoughtful recruitment campaign.

Section Two: Earned (No Cost) Media

Among the earned media opportunities to explore, consider:

A. Newspapers — This medium can reach broad audiences quickly and convey both health
news and features in more detail than broadcast and quicker than magazines. There is
likely to be a pass along readership and the paper has staying power, with the ability to
clip an article. Larger circulation papers may entertain paid ads and special inserts.
Placing articles or pushing for a paid/non paid recruitment PSA often hinge on contacts
and persistence. You could explore an opinion editorial or a letter to the editor in
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response to a relevant article; or explore a series on recruitment and the culturally
competent health care workforce imperative.

How to pitch: The first step to a good pitch is taking the time to research what reporter
at the newspaper typically covers issues in nursing, health or education. Read his/her
articles and familiarize yourself with what type of information is generally included in a
news story. Once you feel comfortable with your messages and talking points, email the
reporters with your story and offer key spokespersons to interview (consider nursing
deans and current/graduate scholars). If you don’t hear back within a day or two, call
the reporter and provide a brief follow-up. Pitch calls are usually conducted following a
brief email that includes key messages and information and should be placed between
10 am and 2 pm — the best window of availability for journalists.

B. Magazines — Most communities have monthly or quarterly magazines that address
issues in the local community. Magazines often feature upcoming community events,
such as campus fairs or community health screenings. They may also have a specific
health column that would be a good fit for an article on the nursing school, accelerated
program, or diversity initiatives. Consider sending application dates to a magazine
calendar with a brief description of your program and a point of reference for additional
information, including website links and contact information for a program
representative. PSA space has decreased over the past years, some magazines still run
PSAs as a community service or will co-sponsor a local event.

How to pitch: Just as with newspapers, magazine pitches require research on reporter
responsibilities and trends in the content and focus of features. Often times, magazines
like to connect a feature article with a recent events or observations; consider pitching
the reporter such a connection. For example, you can tie the need for more nurses
skilled in geriatric care for diverse seniors to information and events for Alzheimer’s
Awareness Month. Once you have selected the target reporter, email him/her with your
story and offer key spokespersons to interview (consider nursing deans and
current/graduate scholars). After a day or two, follow up with a reporter and gauge
interest in your story.

C. Radio - Radio offers a range of programs tailored to the listening preferences of
underrepresented audiences. Radio also presents a unique opportunity to reach captive
audiences twice daily during rush hour. Formats can range from public affairs/talk
shows to paid and public service announcements, call-in shows and live copy reads.
Some radio stations focus on serving specific linguistic and demographic communities,
delivering your recruitment message directly to this population.

How to pitch: Consider popular news radio programs in your local community and make
a list for outreach. Similar to newspapers and magazines, the next step will be to
determine an appropriate contact at the station (general news desk, news assignment
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editor, morning/evening program anchor) and then send him/her a brief synopsis of your
story and why it is important for the radio station’s audience. Consider offering a faculty
member or student from your school who can do a sit-in or remote interview. Next,
follow up your email with a call with a brief check-in, highlighting why your story is a
good fit. Can you tie this into the nursing shortage? Can you provide statistics on your
local minority population and the disproportion of nurses with this background? Make
your story compelling.

D. Television — With the ability to reach potentially the widest of underrepresented
audiences, the combination of audio and video enables emotional appeals to come
alive. You can channel your recruitment messages through paid or public service
advertisement (PSA) placement, through news and public affairs/talk shows and even
through entertainment education and programming. Local television stations may also
consider interviewing your NCIN scholars upon graduation for a weekend report.

How to pitch: There are two different routes that programs can take in pitching
television. To pitch a news story, you must have an extremely compelling story that has
strong community ties. Gather talking points — specific to your community —and
research the correct contact at your local news station (executive producer, news
assignment editor, local news reporter, etc.). Send a brief email pitch and make a
follow-up phone call a day later. When speaking with a reporter, try to convey how the
story can play out visually and offer key spokespersons available for interview. To pitch
a PSA, you must first have a produced, final video file available for programming. With
this announcement in hand, email the public service director at your target TV stations
and briefly explain why your PSA should air on that station and include spot information
(length, format, script). Everyone knows a nurse; you may even find that your contact
has a soft spot for your message. Finally, make sure to follow-up with a phone call.
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Interpersonal Channels —Close friends,
family members, trusted counselors,
clergy and family physicians are likely to
be trusted and credible sources of
information. Tell them about your school’s
call for accelerated student nurses,
especially those from groups
underrepresented in nursing. You'll be
surprised how much word of mouth can
spread your recruitment messages and
refer candidates to apply. Your personal
network of influencers may also have
access to small but important message
channels, like church newsletters, office
bulletins, or professional listservs. Provide
them with enough fodder to feed
recruitment messages through these
channels.

Organizational and community networks
— It may be worthwhile to bring your
recruitment message directly to groups
who are underrepresented in nursing.
Consider meeting prospective student
where they are: in diverse classroom,
religious organizations, neighborhood
meetings, clubs, or educational and
workforce development events.

Community networks such as workplaces,
churches, and other groups may help you
reach your target audience. Many of
these organizations have communication
vehicles, from websites to blogs to e-
newsletters and magazines that can
deliver your program information.

. Craigslist - In an effort to expand the
potential audience receiving information
about your nursing school and to boost
enrollment, you may want to consider
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Spotlight: College Board —
Preparate

Preparate — the College Board’s
premier Latino focused
conference — is a part of the
organization’s commitment to
educational excellence and
equity for all students.

This annual meeting brings
together professionals from
higher education, secondary
schools, middle schools and
community-based organizations
for thought-provoking sessions
and plenary speakers that
address crucial topics in
education.

In preparation for Preparate,
College Board actively calls for
community and educational
partners who have a vested
interest in educational success
for Latinos and Hispanics.
Participation in such events will
open up doors for grantee
networking and provide insights
for future activity.

utilizing Craigslist to place free, online classified postings in each of your target markets.
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Craigslist has sections devoted to subject areas such as jobs and housing, but also
features a community section for various news topics.

Craigslist receives over 20 billion page views per month, putting it in 28th place overall
among Web sites worldwide and ninth place overall among Web sites in the United
States. The site garners over 50 million unique monthly visitors in the United States
alone. Because of its vast user population Craigslist has the potential to reach a wide
array of nursing school candidates. Schools interested in using Craigslist should draft a
brief paragraph for posting, including information about accelerated degrees, specific
program information, eligibility and requirements, and a link to your website. Listings
should be re-posted several times per week to ensure that your call for applicants
remains towards the top of the desired Craigslist section. This tactic is free of charge
and would only require a few hours of a staff member’s time each week.

Section Three: Paid Media

Among the paid media opportunities to explore, consider:

A. Newswire Distribution Services (Minority targeted) — Black PR Newswire is a cost-
efficient distribution service that can disseminate information to local minority
publications. Press releases, which are provided by NCIN to grantees upon the
program’s funding announcement, can be pushed out via Black PR Newswire to several
targeted community and hometown newspapers. Approved messages targeting
underrepresented nursing candidates can be sent to more than 40,000 journalists,
bloggers and publications that reach Blacks.

There is a relatively small cost per press release/column (approximately $150), which
includes distribution to all the African-American newspapers, magazines, television
stations, radio stations, and news-related Websites. There is also the option to include
photographs, which may cost an additional fee. Minority newswire services can deliver
recruitment messages to social media sites and optimize messages for online search-
engines optimize such as Google and Yahoo. For schools running into difficulties
recruiting minority students, newswire services can offer a lot of reach for a marginal
cost.

B. Matte Release Package — Matte releases are short, consumer-friendly stories that reach
community papers with high local readership across the country. These are “ready to
run” articles with photos and graphics and are an easy, cost-effective way to reach a
large number of potential student candidates on a grassroots level. Releases are
distributed to approximately 10,000 newspapers across the country, including 8,500
weeklies and 1,500 dailies. Distribution can be also targeted to specific ethnic aud<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>