UNIVERSITY OF KENTUCKY 

As part of the monitoring commitments of the Partnership Agreement, representatives from the Office for Civil Rights (OCR) and the Committee on Equal Opportunities (CEO) visited the University of Kentucky (UK) on October 11, 2000.  The goal of the joint visit was to gather information concerning issues detailed in the Partnership Agreement, specifically the recruitment and retention of African American students, the recruitment and retention of African American faculty and staff members and campus climate.  The visit was conducted in a similar fashion to the visits previously conducted by the CEO.  The visit included discussions with different constituencies of the University community.  Based on the responses of the participants, we note the following: 

Recruitment and Retention of Students
Strengths

· The University has fostered a strong relationship between the Admissions Office and the Minority Affairs to work on African American student recruitment.

· The University’s Admission Office has developed a reliable system for collecting potential applicant information.  For potential African American students, the Admissions Office sends this information to the Minority Affairs Office, which has a primary role in African American student recruitment.

· The University’s comprehensive plan articulates enrollment goals that seek to enhance the presence of African American students on the campus.  

· The University has both visitation days and a six-week summer program for African American students.
· The University’s campus introductory classes (UK 101 and UK 201), which focus on building skills students need to succeed, contain sections devoted to promoting and accepting campus diversity.  

· The Minority Affairs Office maintains the Learning Service Center, which offer a host of retention services including: academic counseling; career fairs; the freshman summer program; a computer lab; peer mentoring; and tutoring.

· All first year African American students are assigned a peer mentor.

· The University currently offers a freshman summer program administered by Minority Affairs that enrolls approximately 20-65 students a year. The six-week course allows incoming African American students to live on campus and take several skills courses in math, writing, and science.  The students also take the UK101 course.

Concerns

· The University does not have policies or procedures in place to ensure the continued relationship between the Admissions Office and the Minority Affairs.

· The University, as a whole, has not adopted a formal plan for the recruitment of African American students.  Rather, the minority recruiter in the Minority Affairs Office has a written plan that is prepared annually.

· The University’s introductory classes - UK 101 and UK 201 – are not required of incoming freshmen and transfer students.

Recruitment and Retention of African American Faculty and Staff

Strengths
· Generally, the University’s departments each develop and implement a plan intended to ensure a diverse applicant pool.

· As a rule, UK posts all faculty announcements in The Chronicle of Higher Education and sends these announcements to all historically black institutions.

· The Affirmative Action Compliance Program, annually published by the Equal Employment Opportunity Office, details the institution’s progress toward the goals of the University’s employment plan.  This report is shared with the President and his staff, the Chancellor and his staff and the Deans.  

· Periodically, the President informs all staff about the University’s Affirmative Action policy and the need to achieve the goals of the Kentucky Plan.  To make his point, the President uses the information presented by the Affirmative Action Compliance Plan.

· The University’s College of Education implements a specific policy that requires all search committees to have one African American faculty as a member.  If a faculty member is not available, then a member of the University’s Inclusiveness Task Force serves on the search committee.
· The College of Education and the African American Studies Department have implemented specific mentoring programs for new faculty.  

Concerns

· The University’s EEO staff is experienced, knowledgeable and well trained.  However, their role in the hiring process appears to be more of a support system and an in-house consultative staff.  The University should consider methods to actively involve the EEO staff in the hiring process.

· The search and hiring process is not subject to a more immediate review of the efforts taken to diversify the applicant pool.  Rather, the University’s review takes place at the end of the year when the EEO Office collects information.  The University should consider implementing steps in the recruitment and hiring process that would lead to more immediate feedback.

Campus Climate
Strengths
· The University’s Resident Assistants must develop and present five programs a semester for students; one of these programs must focus on diversity.  The University also employs a Program Coordinator that assists the Resident Assistants to plan these activities.
· The institution does, however, maintain a class for all new Resident Assistants that addresses diversity.

· The University also maintains a Student Leadership Institute that acts as a training facility for student leaders.  The Institute takes 30 to 40 students to an off campus site to study several topics, one of which is diversity.

· The Minority Affairs Office has also provided in-service training to the security force and will continue to do so in the future.

· In the winter of 1999, the Equal Opportunities Office trained all security personnel on how to prevent racial discrimination and racial harassment.

· The institution has appointed a Campus Climate Team that will work to address issues of multiculturalism and diversity on the campus.  The University also has established the Inclusive Learning Committee that works to foster an inclusive learning environment.

· The University has been conducting a series of campus-wide race dialogues that are facilitated by a former Dean of Students.

· The University’s Career Center hosts minority business recruitment days.

Concerns

· It was not clear during our visit that the University’s Campus Environment Team operates according to the requirements of the Partnership Agreement.  From the description we received, the Team appears to operate as an Affirmative Action Committee that assists in implementing the University’s Affirmative Action Plan.  Specifically, awareness of the added role of the team was not common to all members of the Team.

· The Climate Team does have a web site that solicits feedback; it is monitored and issues are referred to appropriate offices.  However, awareness of the site is not common among the components of the University

· The creation of the Climate Team has not been shared with most members of the University’s community.  More specifically, it does not appear that many on the campus are aware that the Team has taken new responsibilities.

· Many students believe that the administration does not adequately provide support to the campus’ African American organizations.

Conclusion

The University of Kentucky continues to display a strong commitment to the goals of the Partnership Agreement and to engendering a diverse campus.  In certain areas, the University has excelled in attempting to create an environment welcoming to minority students.  For example, the University has been hosting a series of dialogues focusing on issues of race, an initiative that may be an example for other institutions in the Commonwealth to emulate.

We also learned of other positive strategies currently employed by the institution to recruit and retain African American students.  The Admissions Office and the Minority Affairs Office have developed a good relationship for recruiting African American students that includes periodic consultations between offices and sharing resources.  The University’s efforts to retain its students also appear as positive examples to achieve the goals of the Partnership.  Finally, the institution maintains a sophisticated system (the Affirmative Action Compliance Program) for informing the campus community of UK’s efforts to diversify its staff.

As a result of our visit, however, we do have several concerns that the institution should consider.  In the area of recruitment, we believe the University must examine the possibility of developing official policies to facilitate the relationship between the Admissions Office and the Minority Affairs Office.  We do not believe that the Offices are presently experiencing problems.  We do believe that a function as important as African American student recruitment should be moderated by articulated University policies that clearly define the roles of the components of the University that will accomplish this goal as well as provide a suggested list of the strategies to follow.  Relying upon the understanding of the employees in these offices may eventually lead to a misunderstanding of roles or responsibilities.  To ensure the continuation of a solid recruitment program, we recommend that the University seek unobtrusive methods that will ensure the continued partnership of these offices and begin to develop and implement strategies to formalize the relationship between these offices.  

The staff in the University’s Equal Employment Opportunity Office is quite knowledgeable not only about relevant Federal and state employment law but also 

proactive strategies to attract qualified African Americans to apply for faculty and staff positions.  We believe the University must investigate methods for including the EEO staff more actively in faculty and staff searches, rather than placing that decision in the hands of search committees and Deans.  The University must also consider instituting a “grow your own” program that will identify promising future candidates for faculty positions and provide assistance and support to receive terminal degrees.

Overall, students held very positive attitudes towards the climate of the campus.  However, many students believed that African American campus events and cultural events in general need more support from the administration and more visibility on the campus.  Also, many students were troubled by the lack of sensitivity displayed by professors regarding issues of diversity and multiculturalism in the classroom.

Based on these observations, we make the following recommendations to the University of Kentucky:

1. The University must investigate methods for formalizing and codifying the collaborative relationship of the Admissions Office and Minority Affairs.

2. The University should start developing strategies to actively involve the EEO staff in the recruitment of African American faculty and staff.

3. The University should continue its dialogues on race.

4. The University must have its Climate Team begin examination of issues that affect the racial climate of the campus.

5. The University should investigate the possibility of adopting a “grow your own” program to develop and employ qualified African Americans for faculty positions.
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