NORTHERN KENTUCKY UNIVERSITY

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 Northern Kentucky University (NKU) on November 17, 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.  The University presented the representatives with written responses to many of the questions that we asked during the day.  This information was extremely helpful in assisting us to understand the University’s efforts.

Based on the responses of the participants and the material provided by the University, we note the following: 

Recruitment and Retention of Students
Strengths

· The University has an African American Recruitment Team, which is a collaborative effort between the Admissions Office and the Office for African American Student Affairs and Ethnic Services (OAASAES).  The Team coordinates African American student recruitment utilizing a full-time admissions counselor whose sole responsibility is African American student recruitment.

· The Team utilizes several strategies to increase African American enrollment, including middle and high school visits, repeated communication with potential applicants, a student visitation program and a computer database of potential students.

· The University extensively utilizes currently enrolled African American students in its recruitment activities.

· Using grants from the Commonwealth, the University instituted Project Aspire, which recruits students in middle and junior high school from the northern Kentucky area to participate in monthly programs on campus as well as a weeklong program in the summer.  This program is intended to encourage the students to finish high school and attend college.

· Recently, the University allocated more funds and resources to improving its marketing strategy for all minority students, including printing new material for potential students and increasing the amount of financial aid for minority students.

· The University’s primary tool for African American student retention is NKU ROCKS, a program administered by OAASAES that focuses on incoming freshmen.  NKU ROCKS includes an orientation session for students and their parents, mentoring throughout the year with upperclassman or faculty members and establishing learning communities (small groups of students that meet periodically who are enrolled in the same course).  Finally, the NKU ROCKS program also offers personal counseling through the OAASAES.  

Concerns

· Many attendees to our visit believe the University has not adequately informed potential African American students about the campus’ active African American community and the opportunities for participation open to all students.

· It appears that the Office for African American Student Affairs and Ethnic Services needs more staff and resources to accomplish its work.

· Many attendees to our session believed that the University must devote more financial aid to recruiting African American students.

Recruitment and Retention of African American Faculty and Staff

Strengths
· The University lists all open positions on its website, which is updated each Monday.  This list is also accessible by telephone.

· The University utilizes a local community services organization to fill positions with people from low-income/low work experience backgrounds. 

· NKU has a University Welcome Program, held once a quarter in which the President introduces new staff to the campus community.  At this session, the University’s racial/sexual harassment policies are discussed. 

· The Director of Affirmative Action and Minority Affairs oversees all hiring activities and advises all search committees to consult with her to discuss how to appropriately conduct an interview.  She also educates all search committees of all applicable EEO and affirmative action laws, policies and procedures; institutional priorities, and employment strategies for diversity.

· Finally, the Director examines the composition of search committees to determine if efforts were made to diversify the committee itself.  

· The institution has adopted a new strategy whereby faculty members who are members of the University’s Affirmative Action Committee will serve as liaisons to each faculty search committee, in an effort to promote the University’s drive to recruit and hire for diversity.

· The institution collects information about position applicants to determine the diversity of applicant pools.

Concerns

· Those who spoke to us often stated that there is a need for African Americans to fill senior level positions and have more visibility on the campus.  It was added that the University should institute a professional development program specifically for African Americans.  

· The institution needs to monitor the reasons why staff (especially African Americans) choose to leave the University by expanding the exit interview currently conducted by the Human Resources Department.

· The University should consider expanding its current exit interview process to include dialogue on the impact, if any, that the campus climate had on the employee’s decision to leave NKU. 

· The University should recognize the informal advising that African American faculty provide to African American students. 

Campus Climate
Strengths
· We received positive comments about the institution and the climate on campus from each group with whom we met.  Specifically, we were told that NKU’s small classes, individual attention, cohesive campus, surrounding area, and local churches are attractions for potential students.  

· The University’s Campus Environment Team is charged with several important functions: assessing the condition of the campus; helping to integrate all components (racial/ethnic/gender/etc.) of the campus; determining how the campus is or is not fulfilling the entire mission of the University; and monitoring on an on-going basis the campus climate. 

· The Team is in the process of implementing a survey for African American staff and faculty that will attempt to discern the condition of the campus. 
· The Campus Environment Team reports directly to the President. 

Concerns

· Potential African American students are not aware of NKU’s growing active African American community, particularly the growing Black Greek communities on campus.  Moreover, potential African American students are not aware of the University’s commitment to social action.  In general, these comments focused on a lack of self-promotion by the institution.

· The members of the Campus Environment Team become aware of issues/concerns through their own series of informal networks. 

· Many students believe there is a need to integrate multiculturalism into all coursework.  The students would prefer a system of rewarding professors for incorporating multicultural topics in their curriculum. 

· Not all members of the Campus Environment Team appeared to be aware of or understand all of the team’s functions.
Conclusion

Northern Kentucky University is a progressive institution that has made considerable efforts to not only diversify its campus but also to embrace the spirit of the Partnership Agreement.  We are pleased and encouraged by the efforts that the institution has undertaken to create an open and welcoming environment.  The University’s efforts to use the resources of the Admissions Office and the Office for African American Student Affairs and Ethnic Services for the African American Recruitment Team is an important strategy to share the responsibility for this important consideration.  More importantly, NKU’s employment of a full-time admissions counselor whose only responsibility is the recruitment of African American students displays the importance the institution places on this activity.  We were also encouraged by the University’s utilization of currently enrolled African American students in its recruitment activities.  

In the area of recruitment and retention of African American faculty and staff, we were encouraged by the proactive involvement of the Director of Affirmative Action and Minority Affairs in the search process and her education of those involved in search committees.  We believe it is a very positive strategy to appoint members of the University’s Affirmative Action Committee as liaisons to each faculty search committee to promote the University’s efforts to recruit and hire for diversity.  

The University has adopted strategies to encourage an open campus for all students, faculty and staff.  To this end, the Campus Environment Team will play a continually important role.  We are impressed with the tasks the Team has already set for itself, specifically surveying African American faculty, staff and students for their understanding of the campus climate.  

While we believe the University is working hard toward fulfilling the Partnership, we also believe it is important to note the concerns we have regarding your efforts.  A recurring theme during our visit is that the NKU campus has many positive opportunities awaiting potential African American students but current recruitment efforts fail to adequately impress this asset on applicants.  The University should consider revising its recruitment strategy to highlight the organizations on campus that may appeal to African American students.  Another strategy to improve the campus climate is to develop a method for the Campus Environment Team to periodically solicit information from the entire community rather than its current strategy of relying upon its members to become aware of concerns through their respective positions on the campus.  Finally, several of the groups who met with us believe that there is a need for the administration to maintain its awareness of equity and access issues.  To this end, many in these groups believe that the University should adopt a mechanism that will receive information concerning equity and access issues on a continual, year-round basis.

We are also concerned with the lack of a formal interview process for departing faculty and staff members, in particular those African American members.  The University should seriously consider making it standard practice that all departing faculty and staff are interviewed so the University can ascertain the specific reasons for the departure and determine, among other things, if campus climate played a role in the decision.  The University could use the knowledge gained from such an inquiry to improve its retention of African American faculty and staff.  

Based on the observations we gathered during our visit, we make the following recommendations to Northern Kentucky University: 

1. The University should develop or expand current efforts to market the institution to African American applicants emphasizing the numerous opportunities NKU provides these students.

2. The University must consider providing additional resources to the Office for African American Student Affairs and Ethnic Services.

3.
The University must institute an exit interview that seeks the departing employee’s perception of the campus, specifically the tone of race relations on the campus, and whether this had an influence upon the decision to leave.
4.
The Campus Environment Team should adopt a more structured process to become aware of issues/problems on the campus.  
5.
During our next visit to the campus, the University should be able to provide more information about several programs briefly described in the written responses to our questions.  Many of these programs appear to be very positive efforts to fulfill the Agreement and we need more information to adequately analyze these efforts.  Specifically, we more information is desired on the Urban Learning Center, the work of the Counselor for Diversity Outreach in the Office of Enrollment Management, and how the Authorized Priority Hire Policy operates.
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