COMMITTEE ON EQUAL OPPORTUNITIES

VISIT TO MOREHEAD STATE UNIVERSITY 

SUMMARY AND RECOMMENDATIONS

JUNE 16, 1998

As a result of the campus visit to Morehead State University in June 1998, the Committee on Equal Opportunities (CEO) identified areas of strength and weakness on the campus that impact activities which support the objectives of 1997-2002 The Kentucky Plan for Equal Opportunities in Higher Education (The Kentucky Plan).

Areas of Strength

1. A renewed commitment by the board and president to achieving The Kentucky Plan objectives and to ensuring that the campus experiences of minorities are as rich and rewarding as the experiences of majority students.

2. A strong commitment to implementing successful programs for recruitment and retention of African American and white students to graduation and to better coordination of similar program activities within departments across the campus to achieve the greatest possible impact.

3. Development and use of the Faculty for the Future Fellowship Program as a means of increasing the complement of tenured/tenure track African American faculty.

4. Development and implementation of the president’s leadership program specifically for freshmen to encourage students to actively participate in campus leadership.

5. A general university-wide awareness of the problems and concerns faced by the university.

Areas of Concern or Weakness
1. The president’s cabinet (vice presidents) lacks African American representation, possibly resulting in a lack of understanding/perspective of the impact of policies on minority students, faculty, and staff prior to their implementation.

2. A general awareness of the communications and interaction issues and concerns within institutional groups without successful implementation of plans, programs, or activities to overcome them.

3. A lack of participation in the campus visit by members of the MoSU Board of Regents.

4. A lack of understanding on the part of the general campus population about the priorities and funding of the minority student support programs and programs for recruitment and retention of faculty.

RECOMMENDATIONS
1. The university should develop additional orientation sessions to more fully inform its constituents of the priorities, amounts, and uses of funds designated for minority student programs and focus the efforts of those programs to fully realize their potential.

2. MoSU should move rapidly and with efficacy in initiating efforts to expand communications among its African American faculty and professional staff to reduce the barely hidden tensions.  More attention should be given the relationship among the university and the community to foster greater opportunities for involvement by African Americans. 

3. MoSU should intensify its efforts to include more African Americans in the president’s cabinet at the vice president level.

4. The complement of African American faculty and professional non-faculty at MoSU should be increased by exploring opportunities to work with the CPE, UK, and UofL (doctoral institutions) to identify students for the SREB Compact for Faculty Diversity program.  

The supporting information for these areas of strength/weakness and for the recommendations is included in the attached detailed description of the CEO June 16, 1998, visit to Morehead State University.

Campus Visit to

MOREHEAD STATE UNIVERSITY

Committee on Equal Opportunities

Council on Postsecondary Education
June 16, 1998
OVERVIEW
The Council on Postsecondary Education Committee on Equal Opportunities (CEO) is responsible for overseeing the implementation of the general commitments, the specific objectives for each institution, and a requirement for annual evaluations of institutional progress toward those objectives as identified in The Kentucky Plan.  To facilitate the oversight responsibility, the CEO visits campuses to meet with campus leaders, students, faculty, and other interested parties.  These visits are designed to give committee members an opportunity to hear from selected members of the campus community.  (The visits are not meant to be scientific, empirical data gathering exercises.)  The CEO’s intent is to learn first-hand about the success of the equal opportunity plan implementation on campus.

The CEO visited Morehead State University (MoSU) on Tuesday, June 16, 1998.  The purpose of the visit was to allow CEO members to be informed about institutional activities that support/hinder achievement of the objectives of The Kentucky Plan.  The CEO Central-West Kentucky Team conducted the visit.

ORIENTATION WITH PRESIDENT AND CABINET
Sherron Jackson, CPE staff, reviewed the progress of MoSU through the 1996-97 year of the plan.  University personnel presented current year data showing MoSU progress since the adoption of the new plan (July 1997).

President Ronald Eaglin indicated that the university:

· Is committed to implementing and achieving The Kentucky Plan objectives and providing a balanced campus based educational experience for all students.

· Has a program (since 1992) that encourages MoSU students to complete a Ph.D. program at UK or UofL (MoSU pays ½ of tuition and fees) as a way of generating an additional pool of African Americans to fill faculty and other positions.

· Has seen an increase over previous years in the percentage of African American faculty and staff who now live in the local Morehead community and who are experiencing success serving in other capacities in the community.

· Believes the local and campus experience of African American students and faculty should be as rich and rewarding as that of any other students and faculty at MoSU.  The university takes a proactive approach on behalf of African American students seeking employment in the community.

· Sees remedial education as a significant issue that plays a significant role in the MoSU service area.  The university has found that remedial education issues are related to financial need.

· Has seen as increase in the percent of African American students participating in the honors program and student government.  The president’s leadership identification program plays a pivotal role in generating and nurturing that interest among African American students.  All scholarship recipients are required to be in the institution’s leadership program and the president is developing a leadership program for freshmen.

· Has found that ninety percent of students who withdraw from the university are generally having academic difficulty.  However, when financial problems are the primary reason, the University Foundation provides assistance to the student.

· Has a somewhat unique problem in that African American students have Greek and other support organizations, but don’t support those organizations in sufficient numbers to keep them solvent or make them effective.  African Americans have their own Greek Council.  At times some campus activities do seem to be segregated.

The CEO was asked to look at the possibility of allowing institutions to admit some out-of-state students (African Americans with Kentucky ties) under a legacy type policy.  The CEO was also asked to investigate the possibility that funding could be provided to assist with developing more opportunity for the comprehensive universities to increase the number of students in the Ph.D. programs at the doctoral institutions (to fill positions at their institutions). 

DISCUSSION WITH DEANS AND CHAIRPERSONS

Recruitment and Retention of Students:  Deans and department chairs discussed student recruitment, admissions, counseling, and career placement.  The university uses several programs/approaches to recruit students including leadership scholarships, identification of a specific employee in the admissions office, contact with school counselors, community organizations and parents, and contact by faculty.  Additional scholarship opportunities have generated a greater response from resident African American students.  However, MoSU is experiencing some difficulty competing with institutions in border states (Virginia, West Virginia, and Tennessee) that regularly provide transportation for Kentucky high school graduates to visit their campuses and have more scholarship/financial aid to offer. 

MoSU experience with retention varies but generally is a difficult issue to resolve.  For example, at the end of the spring semester, of 242 African American students on campus, 72 (29.7 percent) are on academic probation and of that number 40 (55.5 percent) are freshmen.  The group could not agree on whether the number of African Americans on academic probation was out of proportion with the rest of the student body.  Student retention, particularly African American students, is a high priority at MoSU.  More funding is needed for support services to address the recruitment and retention of minority students, or the responsibilities of the office providing those services should be more focused.  Generally, recruitment teams do not include African American staff or faculty, which may impact student perception and choice.  MoSU programs that provide support for retention efforts include a tutoring and learning center, campus based social functions, and interaction with faculty.  Student experiences within the Morehead community regarding opportunities for employment, social interaction, and housing influence their decisions to continue or not continue their education at MoSU.  

The university is experiencing some difficulty recruiting/enrolling significant numbers of African American students in graduate programs including the (grow your own) Ph.D. program(s) at the University of Kentucky and the University of Louisville.  The university has not sought to develop a strong recruitment program with Kentucky’s historically black institution to increase enrollment in the graduate programs.  

Recruitment and Retention of Faculty:  Recruitment efforts aimed at increasing the complement of African American faculty and professional staff basically follow the same pattern as that of other public institutions, i.e., before searches begin the Office of Human Resources develops the process and the Affirmative Action Officer becomes involved; depending on the type of position, it is advertised in national, regional and local papers and journals of postsecondary education; search committees review applications and are particularly sensitive to ensuring that qualified African Americans are invited to interview.  In certain instances, there are barriers to having African Americans in applicant pools (for example, a position in English versus math/science).  Opportunities to recruit at national meetings are too limited; maybe the CPE could assist.  Special incentives could be offered to departments that make significant progress toward creating a more diverse faculty complement.  Institution location and financial issues play a significant role in attracting African Americans to MoSU.

DISCUSSION WITH FACULTY AND PROFESSIONAL NONFACULTY
While the discussion with the deans and department chairs was fairly focused in the academic setting, the discussion among faculty and professional staff was more fluid and touched on other facets of the university’s culture.  Included in these discussions with the CEO were a representative number of African American and white faculty and professional non-faculty staff.  This group felt that a general disconnect exists between community organizations and MoSU regarding off-campus employment and student recruitment.  MoSU needs to address issues in three areas related to campus and community relations/climate: 1) employment opportunities, 2) African Americans in key positions at MoSU, and 3) campus climate (racial and communications). 

The group suggested that more opportunities should be provided for African American and white faculty and professional staff to interact on an informal basis to foster better communications and campus climate (the group felt that campus climate seems to be more hostile than five to eight years ago).  A number of the participants said that they had not been invited to identify or recruit African Americans to fill vacant positions.  MoSU brought in consultants to make recommendations regarding recruitment of students, faculty, and professional staff.  These recommendations are being implemented.  There was no specific discussion regarding minority faculty participation or aspiration to have leadership positions in the faculty governing body.  Faculty indicated that they are directly involved with students, beginning with the freshman seminar, exploring ways to create opportunities for mentoring.  

Faculty and staff attend and strongly support training/development programs that address diversity and workforce issues.  MoSU is better able to address mentoring issues because more faculty and staff live in the local community and have more time for students beyond the regular office hours.  Also both believe more crosscutting programming (social and professional development) is needed.  One segment of the group raised a concern that one reason MoSU is having difficulty attracting and retaining minorities is the “glass ceiling” on compensation.  They suggested that in almost every employee category minorities are the lowest paid but not necessarily the person with the shortest tenure.  As the discussion concluded both groups agreed that the university should be more aggressive in its efforts to employ more African Americans in professional and faculty positions and to include more African Americans in policy level positions, especially at the president’s cabinet level.

DISCUSSION WITH STUDENTS
The CEO met with a diverse group of MoSU students and was impressed with both the level and intensity of the conversations.  The students believe:

· MoSU is the institution to attend if you are serious about studying (nothing else to do).

· MoSU provides a rich educational experience (100 percent acceptance rate to medical school).

· MoSU should aggressively seek to increase the presence of African American students on campus.

· There seem to be roadblocks to African American students having a well rounded campus experience. (MoSU should provide additional opportunities, activities, and social functions that allow and encourage more student interaction.)

· There seems to be hidden policy/regulations when dealing with administrators (inconsistent policy application).

· Faculty are very accessible to students – e-mail, telephone, not restricted by time of day.

· Most African American students don’t often venture off-campus but do get involved to some degree through volunteerism (university is separate from town/community).

· Progress on some campus issues that impact them is hampered by a degree of conflict among the African American faculty and professional staff.

· Decisions regarding campus entertainment/social functions are made with little input from them and desire change in this process (cross-over groups etc.).

· MoSU faculty and staff should have more diversity training and workshops to encourage interaction with African American students.

· There should be African American representation in the president’s cabinet.

Generally, African American and white students had similar opinions about the campus environment and recommendations for improvement.  The students praised the university’s commitment and access to technology through computer labs and data processing capability.  They were very complimentary of the willingness of faculty and staff to be available after regular office hours to provide guidance and assistance.

The CEO concluded its visit with an exit discussion with the president and acknowledged the institution’s good faith effort.
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