
RECRUITMENT 
To remain compet it ive in an increasingly g lobal and dynamic higher educat ion and STEM landscape, Mines? community 
members of students, facult y and staff need to match the demographics of the populat ions from which it  draws talent . We 
aim for Mines to match the demographics out lined on page nine in the St rategic Plan for DI&A. Mines began int roducing 
new  init iat ives to improve recruit ing using best  pract ices in admissions, scholarship programming, f inancial aid  and hiring 
of employees, to name a few.

App licat ions: 5,522 applicants applied in 20 10 , compared 
to 11,866 in 20 20 . This is a 115 percent  increase13 in 
applicat ions submit ted over the 10 -year period. St rides 
were made in the past  decade to broaden recruitment  
effort s to reach the best  talent . Those effort s are show n in 
the increase in female and underrepresented applicants. 

- In 20 10 , 26 percent  of applicants ident if ied as 
female. In 20 20 , that  increased to 32 percent , a 165 
percent  increase in female applicat ions, outpacing 
the total rate of 115 percent  over the 10 -year period.

- In 20 10 , 10  percent  of applicants were from URGs 
and 6 percent  were Asian. In 20 20 , the percentage 
of applicants from URGs rose to 25 percent , a 427 
percent  increase in the total number of students. 
Asian applicants rose to eight  percent .  

Admissions: 4 ,477 students were admit ted into Mines in 
20 10  (81 percent  admit tance rate) and 6,354 admit ted in 
20 20  (54 percent  admit tance rate), a 42 percent  increase 
in the number of students. The lower admit tance rate in 
20 20  demonst rated the advantages of broadening the 
applicant  pool, because it  provided more opportunit ies for 
female and underrepresented students to apply. 
Addit ionally, it  demonst rated that  Mines has not  changed 
admission standards.

- In 20 10 , 27 percent  of admit ted students ident if ied 
as female. That  percentage grew  to 40  percent  in 
20 20 , a 112 percent  increase in female admit tance 
rates over the past  decade.

- Racial/ ethnic URGs comprised 8.5 percent  of the 
total admit ted students in 20 10 . Asian students 
comprised 6 percent  of admit ted students. In 
20 20 , underrepresented and Asian students 
comprised 20  percent  and 8.5 percent  of admit ted 
students, respect ively. This yielded a 228 percent  
increase of underrepresented (not  including Asian) 
students admit ted into Mines. 

Takeaways: First -year, non-t ransfer undergraduate students 

The total student  yield per year is the proport ion of how  
many students enroll who were accepted into the 
inst itut ion. In 20 10 , the yield for all students was 26.5 
percent , which has seen lit t le change over the past  decade, 
w ith 20 20 ?s yield at  26.9 percent . Focusing on f irst -year, 
non-t ransfer students' data shows changes in our applicant , 
accepted and enrollment  pools, especially for female and 
underrepresented populat ions. 

For example, W ISEM?s Vanguard Community of Scholars 
increases access to Mines for a selected number of 
high-performing, f irst -year, non-t ransfer undergraduate 
women. This program, established in 20 19, was the f irst  to 
serve female students at  Mines by awarding scholarships to 
in-state and out -of-state students. 

Vanguard Scholars from both 20 19 and 20 20  cohorts 
ind icated their primary reasons for choosing Mines and 
which aspects about  the program were st rong (n=85):

- Opportunit y to be part  of a community of similar 
people: 77 percent

- $5,0 0 0 / year scholarship: 68 percent

- Professional development  opportunit ies w ith 
women facult y: 66 percent

Data from the Vanguard Program inform w hich st rategies 
are most  effect ive in the recruit ing process. 

Figures 1, 2 highlight  t rends in the undergraduate f irst -year, 
non-t ransfer student  applicat ions to enrollments funnel 
between 20 10  and 20 20 .

Looking  back
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Figure 1: Depiction of the applications to enrollments 
funnel of first-year, non-transfer students at Mines 
compared between 20 10  and 20 20 . These data are 
broken down by race and ethnicity, where 
underrepresented groups (URGs) include: American 
Indian/Alaskan Native, Black/African American, 
Hispanic, Multiple Races and Native Hawaiian/ Pacific 
Islander. We observe over the past decade, 
representation of URGs has greatly increased in all 
portions of the funnel, not only in percentages but 
also in absolute numbers, as indicated by the x-axis.

Figure 2: Depiction of the applications to enrollments 
funnel of first-year, non-transfer students at Mines 
compared between 20 10  and 20 20 . These data are 
broken down by gender. Similar to the race/ ethnicity 
funnel, we see that representation of female students 
has increased in the past decade both proportionally and 
in absolute numbers, as indicated on the x-axis.

Applicat ions to enro llments t rends of  
Mines f irst -year, non-t ransfer st udent s, 
20 10  and 20 20  by gender

App licat ions to enro llments t rends of  
Mines f irst -year, non-t ransfer 
st udent s, 20 10  and 20 20  by 
race/ ethnicit y

13 Calculat ion: 11,866 ? 5,522 = 6,344. Then, 6,344/ 5,522 = 1.148*10 0  = 115%.



St rategy for K-14  p ipeline coord inat ion and excellence 

A large effort , spanning across mult ip le campus unit s to 
support  the K-14 p ipeline, is the proposal for a Mines K-12 
Collaboratory (a collaborat ive laboratory) . A  team of Mines 
stakeholders developed a proposal in 20 19, w ith further 
edit s made in 20 20 . Mines leadership and the Foundat ion 
cont inue to explore ways to fund the effort . The Mines K-12 
Collaboratory unites K-12 out reach effort s across campus to 
ensure Mines is a top-of-mind and f irst -choice universit y for 
prospect ive students. The Collaboratory supports Mines 
enrollment  and admissions to recruit , educate and inspire 
students from all backgrounds. This st rategy for K-12 
out reach coord inates more effort s at  higher grades w hile 
st ill connect ing students throughout  their academic careers 
( f igure 3). For more informat ion on the K-12 Collaboratory, 
contact  Lori Kester, associate provost  for enrollment  
management  at  lkester@mines.edu.

Mines Admissions has made great  st rides to address the 
historical challenges Mines experiences w ith recruit ing and 
enrolling students from t radit ionally underrepresented 
populat ions. Admissions is developing a mult icultural 

student  ambassador program to do just  this. Their init ial 
effort s included creat ing an informal ambassador network 
through the Society of Hispanic Professional Engineers 
(SHPE) and MEP to assist  in the Spanish ?Meet  me at  
Mines? event . During the init ial launch of this effort , a total 
of ten students part icipated as ambassadors.

Recruitment  programs also target  expanding the 
community college t ransfer programming. MEP and 
Undergraduate Admissions hosted an LSAMP Met ro Denver 
STEM A lliance Transfer Workshop in March 20 20 . 
Part icipants included Arapahoe Community College, 
Community College of Aurora, Front  Range Community 
College, Red Rocks Community College and Community 
College of Denver. Thirteen Met ro Denver STEM A lliance 
students and seven staff were in at tendance. The workshop 
included an overview  of the CO-W Y AMP grant , a Mines? 
student  panel, a t ransfer informat ion session, an overview  
of the Mines PATHS Program and tours of the Colorado 
Fuel Cell Center and Toberer Lab.

Takeaways: Academic facult y, administ rat ive facult y and 
classif ied staff recruitment  (20 16-20 20 )

- For publicly posted posit ions for all classif ied 
staff, administ rat ive and academic facult y 
posit ions, 33 percent  of applicants ident if ied as 
w hite female and 33 percent  as w hite male.

- 50  percent  of academic facult y applicant  pools 
orig inated from w hite job seekers and 35 percent  
from Asian job seekers. 

- 40  percent  of academic facult y hires were female 
and represented 20  percent  of the academic 
facult y applicant  pool.

- Nine percent  of academic facult y applicants  
ident if ied w ith an underrepresented group.

- Administ rat ive facult y/ classif ied staff posit ions 
had 15.8 percent  applicat ions from 
underrepresented job seekers. Offers were 
accepted by 15.5 percent  of underrepresented job 
seekers.

- Administ rat ive facult y/ classif ied staff applicants, 
53 percent  were female and 44 percent  were 
male. 55 percent  of posit ions offered were 
accepted by female applicants compared to 44 
percent  of male applicants. 

Effort s t hroughout  all g rades in part ner schools

The follow ing data highlight  key t rends for employee recruitment  at  Mines, including academic facult y, 
administ rat ive facult y and classif ied staff. 
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Figure 3: Mines K-12 Collaboratory focuses efforts at higher grades 
as students progress through their primary and secondary 
education to increase yield.

DI&A 
St rateg ic Plan 
Recommendat ion

Takeaways: Degree-seeking graduate students ( in-person and online)

Enrollments: 920  students enrolled in 20 10  compared to 

1,376 in 20 20 , a 50  percent  increase over the past  decade.  

- In 20 10 , there were 25 percent  female students 
enrolled at  Mines. In 20 20 , this rose to 34 percent , for 
a 10 6 percent  increase over the past  10  years. 

- Nine percent  of students who enrolled in 20 10  
ident if ied as a member of a racial/ ethnic URG. This 
rose to 18 percent  in 20 20 , yield ing a 20 5 percent  
increase. The absolute numbers remain small in 
comparison to the rest  of the Mines populat ion ( less 
than 250  ind ividuals in 20 20 ), which is an area w here 
Mines cont inues to improve.  

Compared to the Nat ional Science Foundat ion's (NSF) 
20 19 data tables on women, minorit ies and persons w ith 
d isabilit ies in science and engineering14, STEM master?s 
degree holders from URGs rose from 13 percent  to 14.5 
percent  from 20 10  to 20 14, then d ipped to 13 percent  in 
20 16. This d ip was seen among all racial and ethnic groups. 

PhD recip ients from underrepresented groups increased 
from 7 percent  to 9 percent  over that  same t ime frame. 
These data show  even during the years where Mines had 
the greatest  proport ion of graduate degrees awarded to 
students from URGs, we fell short  compared to nat ional 
data.
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14 Nat ional Science Foundat ion | Nat ional Center for Science and Engineering Stat ist ics (NCSES) |Women, Minorit ies, and 
Persons w ith Disabilit ies in Science and Engineering | A lexandria, VA | NSF 19-30 4 | March 0 8, 20 19 
ncses.nsf.gov/ pubs/ nsf1930 4/ d igest / f ield-of-degree-minorit ies
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Furthermore, Mines appointed Dr. Gus Greivel, a tenured 
academic facult y member, to improve the t ransfer p ipeline 
init iat ives on campus. Several t ransfer init iat ives were 
accomplished in 20 20 , such as part icipat ing in the f irst -ever 
statew ide degree w ith designat ion in Computer Science 
and two 4+1 signed art iculat ion agreements w ith other 
universit ies throughout  the state of Colorado. Mines worked 
d irect ly w ith the Colorado Community College System 
(CCCS) to negot iate course t ransfer and other art iculat ion 
agreements. 

Mines has an opportunit y to recruit  d irect ly from 
community colleges that  are also Minorit y Serving 
Inst itut ions (MSIs) to increase the number of URGs who 

enroll. Figure 4  shows the MSI w ith the highest  enrollment  
of Hispanic students who come to Mines t ransfer from the 
Community College of Denver (26 students over 10  years). 
The Community College of Aurora has the highest  number 
of Black t ransfer students and second highest  number of 
Hispanic students (16 and 21, respect ively)  for the past  10  
years. Expanding beyond MSIs, Mines cont inues to enroll 
many t ransfer students from Red Rocks Community 
College. There have been more than 130  students from 
underrepresented groups who enrolled at  Mines from Red 
Rocks Community College over the past  10  years. Mines has 
a great  opportunit y to engage these inst itut ions to increase 
representat ion of URGs and bolster the K-14 p ipeline.  

Financially accessib le and at t ract ive 
to students w ith d iverse backgrounds 

Assessing return on investment  is increasingly important  to 
the current  generat ion of students. Ensuring they have 
minimal debt  w hile being able to secure compet it ive 
salaries during their f irst  years of employment  is paramount  
to the accessib ilit y and at t ract iveness of an inst itut ion. At  
Mines, of the 90 9 students in the 20 19 graduat ing class, 451 
students borrowed federal, state, inst itut ional or private 
loans (about  50  percent  of students)  and yielded an 
average of $30 ,983 in debt  per borrower. Looking at  
federal loans only, average borrower debt  was nearly 
$22,0 0 0  per person. To provide the f inancial support  to 
students and make Mines more accessib le and at t ract ive, 
the inst itut ion provides $29 million per year of universit y 
resources for f inancial aid . There is $6 million a year in 
scholarships current ly funded by the Colorado School of 
Mines Foundat ion endow ment . 

Mines established Communit ies of Scholars as one way to 
provide f inancial support  and a signature experience to 

students. The Harvey Scholars are one example of the 
success of such communit ies (58 students in 20 20 ). These 
communit ies are also leveraged to support  student  
recruitment , such as the Vanguard Scholars Program (90  
f irst - and second-year students) . The Colorado Scholars 
Program are for Pell elig ib le, Colorado residents who met  
the merit  scholarship criteria upon admission. They receive 
full t uit ion and fees while at  Mines. There are 75 new  
students every year in the program. During the 20 20 -20 21 
cycle, there were 211 Colorado Scholars. 

The Financial A id off ice has also increased f inancial 
accessib ilit y to high-potent ial students from 
underrepresented populat ions. They recent ly updated their 
award documents to include both English and Spanish to 
help explain the cost  of at tendance and a g lossary of 
terminology. 

Coord inated campus st rategy to recruit  graduate 
students w ith d iverse backgrounds 

Mines implemented a coord inated recruitment  event  in 
20 17, led by Dean Kaufman. Mines p lans to be more 
proact ive in recruit ing top talent  from programs such as the 
McNair15 and GEM16 Scholars. Graduate Admissions for all 
t hesis programs and many master?s non-thesis programs 
remain decent ralized at  Mines, w here decisions are made by 
departments and ind ividual facult y. It  w ill be important  to 

include st rategies for t rad it ional thesis-based graduate 
programs that  Admissions uses in their undergraduate 
applicat ion review  and for the some of the master's 
non-thesis programs to minimize implicit  b ias in the 
admission processes. In 20 20 , Admissions was responsib le 
for making decisions for a handful of master?s non-thesis 
and cert if icate programs. 

74%
20 20  Vanguard cohort  said 

the $5,0 0 0  scholarship 
signif icant ly inf luenced their 

decision to at tend Mines 

" The amount  of  f inancial aid  received made it  an 
af fordab le op t ion, while t he actual p rograms of fered  

greater academic value t han other schools I might  
have chosen t hat  were cheaper."

-20 20  Vanguard Scholar

Top Colorado Minorit y Serving  Inst it ut ions (MSIs)  by incoming t ransfer st udent s'  
race and ethnicit y (20 10 -20 20 )  
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Figure 4: Number of transfer students, by race and ethnicity, attending Mines from the top Colorado MSIs. This graph does 
not include other non-MSIs that supply proportionally high numbers of underrepresented students, such as Red Rocks 
Community College.

15 mcnairscholars.com
16 gemfellowship.com
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Broaden t he d iversit y of  facult y and staf f  
by cont inuing and inst itut ionalizing hiring best  pract ices

In 20 17, Mines DI&A and Human Resources implemented 
HEx17. The program applies hiring best  pract ices from the 
NSF ADVANCE program 18 whose goal is to broaden 
evidence-based st rategies that  promote equit y for STEM 
academic workplaces. These best  pract ices include 
request ing applicants submit  a statement  on cont ribut ions 
to DI&A and use of rubrics and st rategies to mit igate 

implicit  b ias for hiring commit tees. HEx f irst  focused on 
tenured/ tenure-t rack academic facult y hires in 20 17 and 
extended to administ rat ive facult y in 20 18. Figure 5 shows 
the demographic breakdowns by race/ ethnicit y and gender 
for job seekers who applied to and accepted academic 
facult y posit ions. 

Accord ing to NSF?s Survey of Earned Doctorates from 20 15 
to 20 1819, white scient ists comprised between 70  percent  
and 73 percent  of the overall populat ion. Hispanic STEM 
PhD degree holders made up 7 percent , Ind igenous 
populat ions made up less than 1 percent , Asian PhD 
holders comprised between 10  percent  and 11 percent , 
Black STEM PhD holders made up less than 6 percent  and 

mult iracial populat ions comprised 3 percent . Compared to 
nat ional data on STEM PhD holders, Mines? Asian 
applicants are very over-represented (35 percent ) , and all 
other communit ies of color cont inue to be 
underrepresented in the applicant  pool for open academic 
facult y posit ions. In the coming years, Mines w ill focus 
effort s on st rategies to broaden the applicant  pool. 

Applicant s for open academic facult y posit ions by race/ ethnicit y and gender

App licant s for open administ rat ive/ staf f  posit ions by race/ ethnicit y and gender

Offers accepted for open administ rat ive/ staf f  posit ions by race/ ethnicit y and gender
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Figure 6: Pie charts show the breakdown percentages (by race/ ethnicity and gender) of applications and job offers accepted for 
administrative faculty and classified staff positions from 20 16 and 20 20 .

17 Hiring Excellence: m ines.edu/ d iversit y/ hiring-excellence-hex/
18 nsf.gpv/ funding/ pgm_summ.jsp?pims_id=5383 
19 nsf.gov/ stat ist ics/ srvydoctorates/
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Offers accepted for open academic facult y posit ions by race/ ethnicit y and gender

Figure 5: Percentage breakdowns (race/ ethnicity and gender) of job seekers who applied to vs. accepted open academic faculty positions. 
Data do not include post-docs or direct appointments. Data do include tenured/ tenure-track faculty, teaching faculty, affiliate faculty, 
research faculty, adjuncts and visiting scholars. Data span 20 16 to the beginning of 20 20 . Graph does not include null values.

In cont rast , Mines has proport ionate representat ion of the demographics of Coloradans in applicants for administ rat ive 
facult y and classif ied staff posit ions from 20 16 to 20 20 . These same demographics t ranslate into offers accepted. Mines w ill 
cont inue to update and employ best  pract ices for minimizing b ias in all hiring processes.

Recruitment : On-going  and future act iv it ies

- Grow  Communit y of  Scholars to enhance 
underrepresented student  recruitment  and 
examine program effect iveness

- Expand K-12 recruitment , including to rural 
and underserved high schools

- Off icially t rack LGBTQ+ data to understand 
potent ial inequit ies

- Integrate best  pract ices into t he graduate 
student  recruitment  process

- Formalize mult icult ural st udent  ambassador 
p rogram for "Meet  me at  Mines" events

- Invest igate inclusive recruitment  p ract ices 
across enrollment  management  and talent  
acquisit ion to improve out reach and 
engagement  to underrepresented populat ions

- Leverage voluntary self-ident if icat ion data 
from applicants to mot ivate st rateg ic searches 
and hir ing  decisions

- Deploy hiring inclusive technology tools

https://www.mines.edu/diversity/hiring-excellence-hex/
https://www.mines.edu/diversity/hiring-excellence-hex/
https://www.mines.edu/diversity/hiring-excellence-hex/

