COMMITTEE ON EQUAL OPPORTUNITIES

UNIVERSITY OF LOUISVILLE CAMPUS VISIT

SUMMARY AND RECOMMENDATIONS

MARCH 30, 1999

As a result of the campus visit to University of Louisville, March 30, 1999, the Committee on Equal Opportunities identified areas of strength and concern that affect activities that support the objectives of The 1997-2002 Kentucky Plan for Equal Opportunities in Postsecondary Education (The Kentucky Plan).

Areas of Strength
1. A planning process in place that includes a strong commitment by the trustees and president to achieving The Kentucky Plan objectives, and to enhance the opportunities for students to achieve an undergraduate education. 

2. Commitment to implement programs to recruit and retain greater numbers of African American and white students.  And a commitment to better coordinate programs within departments that are designed to increase the graduation rate for African American students.

3. Development of a collaborative program with Jefferson Community College to expand access to an array of undergraduate educational opportunities for high school graduates seeking admission to the University of Louisville. 

4. Appointment of a university Committee on Diversity and Racial Equality to act as a forum in which issues can be discussed among faculty and professional staff.  

Areas of Concern
1. No effective forum in which African American faculty and staff can express concerns about issues of race, climate within departments, and overall climate within the university.  Some faculty feel that the administration is frequently informed of divisive issues but seem unwilling to establish a forum to engage in dialogue with African American faculty and staff that will lead to long-term resolution.

2. University programs that have promise for recruitment and retention of students, faculty, and professional staff but tend to lose their momentum by relying on routine institutional processes.  Once in place the programs are integrated into the routine institutional process.  When that occurs the institutional priority is removed and the programs cease to function properly and momentum for student and faculty recruitment is lost. 

3. A lack of understanding among the university community of the Pathways to Success Program and that program’s role in the university’s push for national status as a metropolitan research institution.  The lack of understanding has created anxiety, distrust, and a feeling that the university will not maintain a high priority for institutional access by African Americans.

4. Lack of a coordinated effort to enhance the performance, and opportunity for retention of African American students who are admitted to the university as new freshmen.  Creation and implementation of a freshman transition program would expose students to campus programs, adjustment procedures, counseling facilities, and will enhance academic and social guidance.

RECOMMENDATIONS
1. The university should move quickly to provide sufficient information about the new Pathways to Success Program and to offer opportunity for input by faculty and professional staff regarding the program’s impact on the access to University of Louisville for African Americans.  More concrete information should be provided regarding the process for students to have access to the university and community college environment.

2. The university should use the newly created Committee on Diversity and Racial Equality to engage in dialogue regarding issues that impact the structure of the tenure process, the departmental environment for faculty, student access, student retention, student graduation, and participation in graduate, doctoral, and professional programs.  

3. The university should create a freshman summer transition program for incoming minority students to enhance the university’s opportunity for retention of Kentucky resident African American students. Creation and implementation of a freshman transition program would expose students to campus programs, adjustment procedures, counseling facilities, and will enhance academic and social guidance.  The program should be the responsibility of the academic unit of the university and under the supervision of the provost.

4. Given the university’s metropolitan setting, consideration should be given to making opportunities available for Black Greek organizations to secure on campus group housing and designated meeting space to support the creation of greater sense of community.

5. Recruitment and retention of African American faculty seems to be impacted by what is perceived to be a hostile environment within academic departments.  The university should immediately enter into a dialogue with African American faculty to identify critical issues and possible resolutions that will have a positive impact on how the university is viewed.

6. The university should clarify what is meant by dual admission under the Pathways to Success Program.

7. The university should provide more detail regarding the impact of the Metropolitan College on the campus climate, and the recruitment.

8. The university should intensify efforts to increase the enrollment of African American students in its professional schools.  The Dental School should have the highest priority.

9. Special effort should be given to identifying students to serve as clerks with the Kentucky Supreme Court, Court of Appeals, and the law-enforcement side of the criminal justice system.

The supporting information for the areas of strength/concern and for the recommendations is included in the attached detailed description of the CEO March 30, 1999, visit to University of Louisville.

Campus Visit to

UNIVERSITY OF LOUISVILLE 

Committee on Equal Opportunities

Council on Postsecondary Education
March 30, 1999
OVERVIEW
The Council on Postsecondary Education Committee on Equal Opportunities oversees the implementation of the general commitments, the specific objectives (goals) for each institution, and the annual evaluations of institutional progress toward those objectives as identified in The Kentucky Plan.  The CEO visits campuses during the fall and spring semesters to hear from selected members of the campus community, including students, faculty, professional staff, and others.  (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 the University of Louisville Tuesday, March 30, 1999.  

ORIENTATION WITH PRESIDENT AND CABINET
Sherron Jackson, director for Equal Opportunities and Facilities, Council on Postsecondary Education, reviewed the university’s progress toward The Kentucky Plan objectives in 1997-98.  President Shumaker began with an overview of the university’s vision for achieving status as a premier nationally recognized metropolitan university by year 2020.  The institution’s new approach to enrollment management - The Pathways to Success Program - was presented.  The president also responded to questions from the CEO.  Dr. Shumaker 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.  He said that access and success of students is extremely important; the university must sustain linkages with majority and minority students and sustain quality as well.

· Will ensure that the Pathways to Success Program does not have a disparate impact on the university’s success in recruiting African American students; however, the greatest challenge is the impact of the selective admissions initiative on recruitment and retention of African American students.

· Believes the university should move quickly toward implementation of a selective admissions program effective fall 2000 with full implementation over several years.  The program will be coordinated with Jefferson Community College through a collaborative arrangement to ensure that under-prepared students will be successful when they enroll at the University of Louisville.

· In 1997-98, 1,641 Kentucky resident African American high school graduates took the ACT.  Of this number, 515, or 32% scored 19 or greater.  In fall 1998, UofL enrolled 97, or 18.8% of the graduates scoring 19 or greater.  At the time of the CEO visit, applications for admission to UofL in fall 1999 are up 78% over fall 1998. 

· The university is creating more collaborative experiences and opportunities to work with local organizations to gain access to top African American students and black educators across the country.  The university utilizes information from ACT and SAT to target African American students for focused recruitment. 

· The university has expanded scholarship to include tuition, room and board, and book awards to allow the institution to compete for the top African American students.  Each student admitted with Porter Scholarships will have an individual intervention plan that requires weekly contact by faculty, students, and alumni.

· Students not admitted with Porter Scholarships will have more intrusive coordinated outreach and counseling as well.

· The university has appointed a Committee on Diversity and Racial Equality to act as a forum in which issues can be discussed among faculty and professional staff.

The university asked the CEO to consider the following:

· Revise the UofL student enrollment objective to encourage and support the institution’s new enrollment management plan based the mission of becoming a metropolitan research university. 

· Revise evaluative process for baccalaureate degrees conferred and student retention to reward any composite closing of the gap between white and African American students over the entirety of The Kentucky Plan.  Exclude non-degree students from all evaluative measures.  

DISCUSSION WITH FOCUS GROUPS:

Recruitment and Retention of Faculty:  Information was provided about recruitment and retention of faculty and professional staff at UofL.  Several years ago the university experienced significant growth in the number of African American faculty under the so-called “Swain Plan.”  There were 25 new faculty added under the Swain Plan.  Many of the new faculty members exited the university soon after arriving.  However, when a review of the history of the faculty hired under the plan it was found that 15 of the 25 are still at the university, seven have been awarded tenure, and the remaining eight are at different stages of the tenure process.

The university should look at the departmental environment regarding the support provided African American faculty on tenure track.  The informal mentoring program is insufficient.  African American faculty experience difficulty in the tenure process when they take on other duties such as mentors for students and serve as liaisons with community organizations.  Retention is difficult when other institutions can out-bid UofL for faculty in certain areas.  Retention is enhanced when there is an opportunity for salary increases and upward mobility.  One significant issue is the impact of publishing in black journals as it relates to tenure.  It appears that the evaluation process criticizes/penalizes African American faculty for having too many articles published in black referee journals but white faculty are not criticized/penalized for publishing too many articles in white referee journals.  University officials should work with African American faculty to identify ways to address this apparent difficulty which affects the tenure process.

The university’s lack of concern about why newly recruited faculty abruptly leaves within months after arriving on the university campus contributes to the inability of the university to successfully recruit and retain African American faculty.  In many departments, African American faculty is not mentored in the same manner as white faculty, i.e., if you are the only African American in the department, there tends to be more service responsibility and the evaluation process is not very friendly.  Some policies don’t affect African Americans exclusively but do impact them disproportionately. 

The university has a tendency to soft-pedal problems that involve discussions of race and not deal with such issues unless forced to do so by some outside event or agency.  There is too much reliance on institutionalized routine to create momentum to sustain critical programs such as recruitment and retention of faculty.

Recruitment and Retention of Students:  The faculty tended to believe that the proposed enrollment management plan would have a disparate impact on the university’s ability to retain access for significant numbers of African American students.  Members of the faculty suggested that much of the research indicates that when African American students begin their education at two-year colleges, they very rarely go on to get a four-year degree.  

The faculty also indicated that the major impediment to recruiting large numbers of African Americans into graduate and Ph.D. programs is the lack of scholarship funds.  Most other institutions provide full scholarships, fellowships, or other financial support but that type support is insufficient at UofL.  The lack of African American faculty in many of the departments also impacts the institution’s ability to attract African American students.  The university has sought to develop a strong relationship with historically black institutions to help increase enrollment in the graduate programs.

UofL’s experience with retention varies but generally it is a difficult issue to resolve.  All departments have developed and are implementing retention plans.  Also, departments are being held responsible for addressing retention issues.  The university student retention program includes a program that allows faculty to interface with students outside of the classroom setting.  Some faculty believe the availability of services and getting students to take advantage of the services is difficult because the programs are decentralized.  The new approach seems to have a negative impact on student retention. 

The summer programs directed at middle and high school students have produced good results.  Most recently, 100 percent of the students participating in the UofL Upward Bound program enrolled in college at UofL.  Concerns were raised regarding the need for the university to commit additional funding to support such student preparation and career exploration programs.  Observations were made that these programs are generally funded on a straight-line basis with very little, if any, increases to keep pace with the institution’s expectations of the programs.  

Student experiences within the Louisville/Jefferson County community regarding opportunities for employment, social interaction, and housing have been positive.  It may be beneficial if the university could explore options to provide opportunities for fraternity housing for black Greek organizations on Frat Row.  Campus environment is influenced by the existence of a critical mass of faculty and students of color within the structure of the university. 

Student Concerns:  Few students were available to meet with the CEO.  Therefore, very little discussion occurred with students.  Generally, both African American and white students agreed that the campus environment was good.  The students praised the university’s commitment and access to technology through computer labs and data processing capability.  They were very complimentary of cultural diversity workshops and the opportunity to interact with faculty outside the classroom environment.  Because UofL serves a significant commuter population, the CEO was concerned that no information was available regarding their experiences.  

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


