UNIVERSITY OF LOUISVILLE

As part of the monitoring commitments of the Partnership Agreement, a representative from the Office for Civil Rights (OCR) and representatives from the Committee on Equal Opportunities (CEO) visited the University of Louisville (UofL) on November 16, 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 adoption of the PATHWAYS Program has not, to this point, led to a disproportionate referral of African American applicants to the program or the eventual placement in Jefferson Community College (JCC) or Jefferson Technical College (JTC).  In fact, data currently held by the University indicates that the referral of African American applicants to the program is roughly equal to the group’s overall rate of applying to the University.  The enrollment rate of African American students at JCC and JCT through the PATHWAYS Program is also nearly equal to the group’s enrollment rate at the University.

· Our visit revealed that the mission of the PATHWAYS Program is to prepare all students for the rigors of University academic work.  To that end, the Program drafts courses of study for each student that will address their unique needs and deficiencies.  When that course is completed, the student will begin to take all classes on the University’s campus.  It should be added that some students in the Program may share time between JCC, JTC and the University in terms of taking classes.  We also learned that the University will recognize many of the classes that a student is required to take at JCC and JTC.  Also, we learned that students in the Program are afforded the same rights and privileges of any University student.  Finally, the University offers housing facilities to all students, including PATHWAYS students, on a space availability basis.    

· The University is also in the process of providing more counselors/advisors for the Program and developing a monitoring system.   

· The University is currently seeking to fill the newly created position of Vice-Provost for Diversity and Equal Opportunity that will oversee all recruitment, retention and campus climate issues.  At the time of the visit, the University was in the process of developing this position.

Concerns 

· In spite of the strides the University has made with the PATHWAYS Program, much work remains to be done.  An overriding concern is that many important details of the Program have not been addressed.  For example, the Program has not clearly articulated the support the University will provide JCC and JTC to accommodate the needs of the PATHWAYS students, the University does not have enough counselors/advisors to adequately support the Program, the opportunity for PATHWAYS students to enjoy the rights and privileges of a UofL student (specifically in housing) has not been clearly articulated and the monitoring system of the Program has not been developed in spite of the fact that the Program is already in place.

· The University needs to advertise the existence of the PATHWAYS Program to potential applicants as an alternative route to entrance to UofL.

· In the area of retention, the University has instituted the REACH Program, which was described as a mentoring program for African American and other students utilizing the University’s professors.  Beyond this, the attendees found it difficult to describe the Program.  Therefore, it appears that the University has not developed this Program to the point it must in order for it to be fully understood and used by students and the public.    

Recruitment and Retention of African American Faculty and Staff

Strengths

· The University has a review system in place that analyzes the performance of Deans at hiring African American faculty.  

· During our visit, we learned of the different initiatives employed by some of the components of the University to recruit African American faculty.  For example, the Dean of the College of Arts and Sciences explained that his college has designated an Associate Dean to head all efforts to recruit and retain African American faculty.  According to this plan, the Associate Dean must approve all search committees.  The College of Arts and Sciences is in the midst of developing a faculty-mentoring program.  We were also informed that the College of Law always advertises its faculty openings in Blacks in Higher Education.  The Dean of Engineering stated that searches are not approved until he personally reviews the committee’s efforts.

· In terms of retention strategies, the Provost met with the Deans and hiring officers of all Colleges and charged them with ensuring that all new faculty, especially African American faculty, receive mentoring.

· In terms of recruiting for staff positions, the University has a Career Opportunities webpage that lists all job openings.  Moreover, all openings are advertised in local newspapers, including local African American newspapers.  

Concerns

· Although a review system is in place for evaluating the performance of Deans at hiring African American faculty, the University has not developed a program that allocates incentives or administers sanctions for the level and quality of that performance.    

· Many attendees to our session were unaware or confused about the mentoring programs employed by their departments. Confusion and frustration with the mentoring process was cited as an important reason for leaving the University.  

· Another concern raised by many is that the University does not recognize the unofficial advising duties many African American faculty members perform for African American students.

· Although many departments within the University are employing effective initiatives to recruit African American faculty, it does not appear that these initiatives are being implemented University-wide or that the various departments share strategies with one another.  There also appears to be a lack of oversight by the University regarding faculty recruitment.

Campus Climate

Strengths

· During our session with the President, we were informed that the University is proposing an Endowed Chairs in Community Issues Affecting African Americans.  African American Chairs Program, an initiative whereby the institution will raise approximately $10 million to endow chairs in disciplines targeting African Americans.  The University will receive matching funding from the state under the Commonwealth’s Bucks for Brains Initiative.  Some of the areas targeted are Early Childhood Development, Cancer Research, Comprehensive Sickle Cell Research, the Muhammad Ali Center for Peace and the African American Heritage Center.

· The University’s group responsible for campus climate issues is the Commission on Diversity and Racial Equity (CODRE).  This organization reports directly to the President and also acts as a policy-advising body.

· CODRE has defined roles for its members and also has three standing sub-committees, one each for faculty, staff and student concerns.  CODRE also has student members and a webpage that explains its functions and provides an on-line complaint form for campus members.  

· The Office of Minority Student Services and the Office for Student Life have created a comprehensive list of possible avenues (including a student grievance officer) for students to share their concerns or experiences about the climate of the campus and surrounding community.  This list is sent to all incoming freshmen and is included in the student handbook.

· We learned that the University moved quickly to address a racially motivated incident that occurred in one of its residence halls.  The Office of Minority Student Services and the Student Affairs Office led a dialogue session in the affected hall. 

· We learned that all racial incidents that occur must be reported to the campus security office and the University keeps a continuing record of all such incidents.

Concerns

· CODRE current system for becoming aware of concerns on the campus should be modified to allow more direct access from the different components of the campus.  

· The University should devote more resources to making the campus aware of the Commission and its functions.  

· During our visit, African American students cited concerns about their treatment by the campus security.  Specifically, African American students stated that the campus police target them for traffic stops and disperse them when gathered in a social atmosphere.  

· A general sentiment throughout the session with the students was that it is necessary to raise concerns about their treatment with specific individuals on campus to achieve a satisfactory resolution rather than with the official bodies charged with examining the treatment of individuals on campus.  The belief among the students is that the offices of University charged with addressing these issues will not adequately investigate specific charges or problems. 

· Some of the issues recently examined by CODRE included a complaint by professors and students that tutoring services are more difficult to locate and schedule and that the PATHWAYS and REACH Programs are experiencing difficulties because of a lack of organizational structure.  Although the data do not demonstrate a significant disparity that distinguishes each institution by race, there is a growing concern on the campus and in the community that the PATHWAYS Program may cause the campuses to become racially identifiable.    

Conclusion

The University of Louisville occupies a unique position within the Commonwealth’s system of public postsecondary education.  Its location in an urban setting provides it greater access to African American students and also forces the institution to address issues involving diversity.  The University is currently attempting to implement sweeping changes that will enhance its future viability while not sacrificing its tradition of serving a diverse student population.  To that end, the University recently adopted the PATHWAYS Program, which is intended to better serve students who are underprepared for the rigors of postsecondary work by offering an alternative route to full matriculation to the University of Louisville.  Preliminary information regarding the Program indicates that it has not led to a denial of access for many students.  Of concern during our visit, however, was a lack of policies and procedures regarding various aspects of the program, such as support provided by UofL to JCC and JTC , including counselors and advisors, the monitoring of students’ progress, and assignment of UofL housing to students in the program.  In addition, the PATHWAYS program is not widely advertised so some students who believe they do not have the credentials for acceptance to UofL, but who would qualify for the PATHWAYS program, may not apply.

The REACH Program, in concept, program could be a real benefit to the University’s retention efforts.  It was evident during our visit, however, that the Program was instituted without the framework in place or an understanding of its functioning.  At the time of our visit, we received a very ambiguous description of the Program and how it is to function.  The University must move quickly to address the deficiencies in the REACH and PATHWAYS programs.

The University continues to implement innovative strategies to address issues that affect the climate of the campus.  In the area of recruitment of faculty, we learned that the University is implementing a new policy that will place responsibility for recruitment efforts on high level administrators and link these efforts with merit bonuses.  Finally, UofL is also in the process of adopting the Endowed Chairs in Community Issues Affecting African Americans that will combine money from the University and the Commonwealth to target disciplines that traditionally attract African Americans.

The University must begin to address what has become a consistent concern among African American faculty, the lack of an established mentoring program to assist new faculty in transitioning to the campus and in navigating the tenure process.  If the University has an established and clearly articulated tenure system in place, it must effectively communicate this process to all professors.  Another concern that the University should address is the lack of recognition given to African American faculty who act as unofficial advisors to African American students.  Finally, the University should more precisely articulate the review system for Deans regarding the recruitment of minorities for faculty positions.

The Commission of Diversity and Racial Equity (CODRE) should develop as soon as possible a better system of becoming informed of the concerns of campus constituencies.  This system should rely more upon the unsolicited and direct input of concerned campus members.  Along with this, the University must make the campus more aware of CODRE’s existence and its functions.  Finally, the University must begin addressing the concern that its security force is unfairly stopping African American motorists.

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

1. The University will begin developing formal policies and procedures to articulate clearly the functioning of the PATHWAYS and REACH Programs.  With this, the University will also provide adequate support to ensure the success of each program.

2. The University should move quickly to more precisely define the review system for Deans.

3. The University will develop and implement a mentoring system for faculty that addresses the concerns of the African American membership.

4. The University should modify the system used by the Commission on Diversity and Racial Equity to become aware of issues affecting the campus, allowing more direct input by the campus community.

5. The University must immediately address the perception among African American students that the campus police are unfairly targeting them.
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