COMMITTEE ON EQUAL OPPORTUNITIES

VISIT TO UNIVERSITY OF KENTUCKY

SUMMARY AND RECOMMENDATIONS

APRIL 23, 1999

As a result of the campus visit to University of Kentucky, April 23, 1999, the Committee on Equal Opportunities identified areas of strength and concern that impact activities which support the objectives of The 1997-2002 Kentucky Plan for Equal Opportunities in Postsecondary Education (The Kentucky Plan).

Areas of Strength
1. The commitment of the president and university community to achieving The Kentucky Plan objectives and to ensuring that the campus experiences of all minorities are as rich and rewarding as the experiences of majority students.

2. Development and dissemination of a set of core values to guide the behavior of administrators, faculty, students, and staff of the university.  The values are an integral part of all publications and communications within the university community.  

3. The university’s commitment to work toward implementing inclusive learning goals such as curriculum and teaching developments that serve as foundations for offering faculty workshops that support infusing content on diversity.  Also, a marketing strategy that continues communicating activities that contribute to creating a more inclusive learning environment and to continue efforts to organize race dialogues. 

4. The university’s aggressive marketing and recruitment programs to increase the number of African American students, faculty, professional staff, and administrators.  Although some departments continue to have difficulty attracting African American faculty, a previous concern that the university’s Department of Education was the focal point for employment of such faculty is eased.

5. Development of the critical first-year program for freshmen to expose students to campus programs, adjustment procedures, counseling facilities, and will enhance academic and social guidance.

6. Students and faculty are satisfied with their treatment by the Lexington community, police and others in positions of authority.  Students also reported that they have not experienced any harassment by police when leaving the campus or interacting with the community.

Areas of Concern
1. Some departments and programs at UK still have no African American faculty or students.  This condition seems to heighten the difficulty of adjustment for white students to receive instruction from an African American faculty or teaching assistant. 

2. The timeframe for offering diversity training is not convenient to allow all employees to participate during working hours.  The requirement of the university for employees at certain supervisory levels to have the training is good, but it is also important for other employees to have access and be encouraged to participate as well.

3. The university is not moving quickly enough to infuse more courses about the culture, history, and heritage of minority groups into the core curriculum of the university.  More effort is needed in this area to move the project along more quickly.

RECOMMENDATIONS
1. The university should continue to look for innovative ways to increase retention of African American students, faculty, and administrators.

2. The university should intensify its efforts to increase the enrollment of African American students in the professional schools.  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.  

3. The university should intensify its efforts to build diversity into the curriculum and to monitor the results to ensure that the curriculum is being taught in a manner that exemplifies diversity. 

4. Diversity training should be provided to staff below the supervisory level on a wider basis and at times when more staff can attend the training. 

5. The university should ensure that as the vision for becoming a top 20 research institution unfolds, special attention is given to the need for diversity among the student, faculty, professional, and administrative sector of the campus.  And that diversity becomes an integral part of the fabric of the university. 

6. The university should be a place where students are introduced to diversity -- that goal should be a high priority.  Faculty and staff should be required to have sensitivity training. 

The supporting information for the areas of strength or concern and for the recommendations is included in the attached detailed description of the CEO April 23, 1999, visit to the University of Kentucky.
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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 Kentucky Friday, April 23, 1999. 

ORIENTATION WITH PRESIDENT AND CABINET
Sherron Jackson reviewed the university’s progress toward The Kentucky Plan objectives in 1997-98.  President Wethington began with a brief overview of the university’s vision for achieving top 20 status as a research university by year 2020.  University staff presented current year data showing UK progress since the adoption of the 1982 Desegregation Plan and the 1997 Kentucky Plan.  The president and cabinet members also responded to questions from the CEO, and stated that the university:

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

· Will develop additional strategies to increase enrollment, expand strategies to provide financial aid, and pursue strategies to create a more hospitable campus climate.

· Believes the most productive of the recruitment strategies undertaken is the Come See for Yourself program which allows high school students to visit the university to see the campus and take a closer look at the programs available.  The program activities have resulted in the largest number of first-time applications from African Americans in the history of UK.

· Has expanded the scholarship base to support an average of 504 students annually.  Among that number is approximately 133 scholarships for first-time, full-time students.

· Has implemented a program to invite prospective graduate students and faculty to the campus to interact with university professors and currently enrolled students along with increased funding support for minority populations.  

· Established an Inclusive Learning Community Team comprised of faculty, staff, and students to foster learning in a climate of equality, civility, academic freedom, safety, and mutual respect for the rights and responsibilities of all.

DISCUSSION WITH FOCUS GROUPS:

The CEO discussed The Kentucky Plan with various groups within the university community.  The discussions focused on their perception of the effectiveness of programs created by the university to achieve the goals and objectives of The Kentucky Plan for Equal Opportunities.  Among the groups meeting with the CEO were deans, department chairs, faculty, professional staff, and students.

Recruitment and Retention of Faculty and Professional Staff:  The focus groups provided information about recruitment and retention of faculty and professional staff at UK.  UK has established action-oriented programs to recruit, retain, and promote the most qualified minority faculty and staff.  Sectors and colleges are required to develop recruitment strategies specific to their discipline to identify the most qualified applicants.  Orientation programs, mentoring, research opportunities, social activities, and professional development opportunities support new faculty.

Search committees are made aware of the emphasis placed on actively pursuing qualified minority candidates for highly competitive positions with the university.  Most departments utilize contacts in organizations to encourage students and faculty to come to UK.  There seems to be a tendency for departments to hire a minority recruiter and to then expect that action to create the critical mass necessary to bring African American students or faculty into the department.  The English Department has a core of faculty who are doing research on the culture, history of race, and ethnicity in the U.S. which has been very helpful in attracting African American graduate students in particular.  The existence of a core of students has also proved crucial in the success of departments in successfully recruiting African American faculty.

One difficulty is that the market is very competitive for African American graduate students in the humanities.  An example is English -- students who graduate with a degree in English are attracted to law school but UK is being out-bid by schools like UNC Chapel Hill and others.  One key advantage that faculty believe has paid good dividends is developing a relationship with historically black institutions and having the ability to recruit promising students over a period prior to their graduation.  

Although the environment in departments is supportive and welcoming, sometimes unfamiliarity in certain situations can result in an adjustment period for both the faculty and students.  A concern of some faculty in departments where the lack of participation by African American as faculty is rather striking, adjusting to the environment could take longer.  Generally, there is no outward display of hostility toward the African American faculty, but there are subtle comments in the faculty evaluation that would lead to the conclusion that improvements could be made in the environment.  The most frequent comment by the faculty was the need to build a critical mass, whether it is undergraduate students, graduate students, or faculty.  Once critical mass is obtained, it enhances recruitment opportunities.

Recruitment and Retention of Students:  In response to a question by the CEO, members of the faculty tended to believe that improvements in the campus environment at UK have translated into increases in enrollment of African American students.  Many faculty members participate in community outreach programs such as the Lexington YMCE Black Achievers which has helped to generate interest among African American students to attend UK.  

The faculty stressed the fact that developing a relationship with historically black institutions and having the ability to recruit promising students over a period prior to their graduation has paid great dividends for some programs at UK.  Long-time faculty and administrators believe that the climate at UK has improved in a number of ways.  However, if you consider the overall campus climate, people feel wanted and welcome, there are good role models, young faculty and administrators are coming to the university, and students are involved with a variety of representation.  A significant testament to the improvements in campus climate and inclusiveness at UK is the election, the first time in the history of UK, of an African American as president of the Student Government Association. 

Even with many programs in place to keep students involved, the university still has concerns about student retention.  Students leave the institution for many reasons.  A significant number of the students at UK go home on the weekends saying there is nothing to do on campus.  However, a varied amount of programming is provided across the campus including recreational activities, educational symposia, lectures, plays, and musicals.  From a general point of view, the increase in the number of faculty, staff, and students on the UK campus really makes a difference.  It is not an extraordinary thing any more to see students who are different from the “white male” when one walks across the campus today.

Student Concerns:  The CEO met with a diverse group of UK students and was impressed with both the level and intensity of the conversations.  The students made the following observations:

· The new director of residence halls tries to create more innovative programming for the students in the residence halls.  Success will come with time and financial resources. 

· The university should offer diversity training at times that are convenient to encourage more university staff to participate.  There are issues related to people not wanting to use their personal time to participate in the training. 

· Would like to see more African American faculty.  A number of students indicated that they have not had an opportunity to take a course from an African American faculty member. 

· Some non-African American students indicated that many times the African American faculty has gone the extra mile to help them with difficulties and provide counseling when the white faculty has been indifferent.  

· Some students feel isolated in the classroom because they are the only African American students in the class.  The university should increase the outreach programs for high schools and scholarships to bring more students in.

· Students would like to have more classes that focus on the African American culture, history, and heritage.  More effort should be made to integrate more diversity into the core curriculum of the university. 

· The Summer Freshman Program was very beneficial.  It gives a student an opportunity to get a head start, get to know the older students, and to get involved in campus organizations.

· Many African American and Hispanic students find respite in the Office of Minority Affairs.  It is also a place where students can find help with problems.  However, information about available programs is not widely known among students who are not invited to participate in the Summer Freshman Program.

· If asked, most students would tell their friends to come to UK but when they arrive on campus they should get involved in organizations. 

· The university should be a place where students are introduced to diversity.  This goal should be a high priority.  Faculty and staff should be required to have sensitivity training.   Sometimes the older faculty does not really know how to relate to persons of different cultures so they either say nothing at all to them, or they single them out. 

In general, African American, Hispanic, and white students agreed on the general campus environment and recommendations for change.  The students praised the university’s commitment.  They were very complimentary of the cultural diversity workshops and suggested that the workshops be expanded.  In comparison to the comments and concerns made by students at the time of the campus visit in 1994, the CEO was surprised that white and Hispanic students, rather that African American students, raised a number of concerns about the UK campus climate.

The CEO concluded its visit with an exit discussion and acknowledged the institution’s progress.


