WESTERN KENTUCKY UNIVERSITY

As part of the monitoring commitments of the Partnership Agreement, representatives from the Office for Civil Rights (OCR) and the Committee on Equal Opportunities (CEO) visited Western Kentucky University (WKU) on April 18, 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 similarly 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

· A full-time admissions counselor and a part-time associate are assigned to improving minority student recruitment.

· The University is committed to increasing African American enrollment to 10% by 2003.

· The University uses recruitment activities that target high school students and at-risk students.

· The University operates mentoring programs that target retaining African American students. 

· The University uses a “Master Plan” to orient incoming freshman to life at WKU.  The Plan is a program that provides incoming students the opportunity to meet with the President, faculty, administrators and staff of the University; schedules panel discussions that focus on aspects of college life; and provides social activities for the students.

· WKU maintains outreach programs with several components of the local community that are designed to attract all students to the University.  

· The President recently committed each unit within the University to meet the equity goals and objectives of the Kentucky Plan. 

· During our visit, students of all races spoke highly of the Office of Minority Student Support Services.

· An addition was made recently to the course evaluations forms so students can indicate if they believe they were treated fairly on the basis of race, sex, religion, and age. 

· Some departments, such as the Journalism, Physics and Astronomy, and Business, have implemented strategies to increase the recruitment of African American students.  Additionally, each of these departments has programs during the summer for minority students, with many of these students eventually matriculating at WKU.

Concerns

· The students were unanimous in their opinion that the advising services provided by the University are inefficient and force most students to use upperclassmen as their main advising resource.

· Recruitment strategies and efforts are not consistent throughout all departments at the University.

Recruitment and Retention of African American faculty and staff

Strengths
· In the past year, the University appointed a staff member to assist the departments in conducting faculty searches for minority candidates.  According to the department heads, the staff member has proven an invaluable resource in broadening the pool of minority applicants.  

· The Junior Black Faculty Program (a “grow your own” program that identifies promising African American candidates in the University and provides them assistance to earn the terminal degree in their field) was cited by faculty and administrators as a highly successful method for employing African American faculty.  It was noted by some that there are four individuals who graduated with assistance from the program and are currently in tenure-track positions at the University.

· The University offers numerous programs, including mentoring programs and seminars and workshops, to assist new faculty members in getting acclimated to the University.

· Recently, the University approved a policy change whereby deans and department heads will be evaluated on the performance of their departments and schools in meeting the equity goals and objectives of the Kentucky Plan. 

· The University’s Diversity Advisory Committee reported that $50,000 has been allocated for minority faculty recruitment purposes.

Concerns

· There is a manifest lack of communication between the Affirmative Action Office and the departments as to how they can improve the recruitment and retention of African American faculty members.

· The staff member who has assisted in faculty searches this past year was recently appointed to the position of department chair.  Faculty members expressed a continuing need for the services of this person and expressed concern that another individual has not been appointed to assume those duties.

· Many faculty members expressed a lack of communication between the administration and the faculty members as to how to achieve the equity goals of the University.  The faculty believes that the University has excellent plans for achieving these goals but the departments are not equipped with the necessary tools to achieve them.

· Most of the participants were convinced that the Junior Black Faculty Program was discontinued.  On the other hand, senior administrators and the President assured OCR and CEO that the program was very much in place, although it was added that the program has not recently identified any students. 

Campus Climate
Strengths
· Students commented that the campus police are very friendly.  In addition, the University recently hired a new police chief who is African American.

· Diversity is promoted throughout the year with many social events and programs. 

· The University offers many programs to incoming students to acclimate them to life at WKU, including the “Master Plan” and a freshman seminar.

· Although there is a lack of social activities in the town of Bowling Green, students reported that the people in the town are quite friendly.

· The Diversity Advisory Committee reported that diversity training will be provided in the fall though the Defense Race Relations Institute.

· The Diversity Advisory Committee continually works with community groups to maintain and improve the community/campus relations.

Concerns

· Students reported that the Bowling Green police target African American students.

Conclusion
Overall, the University’s efforts to address the three areas of focus in the Partnership Agreement - the recruitment and retention of African American students, the recruitment and retention of African American faculty and staff, and campus climate - are achieving their goal.  Not only does the University have a full compliment of strategies in place to address the issues in the Partnership Agreement, there are discussions to expand these strategies and design quantifiable goals.  More important, the staff, faculty, administration and the students all had very positive comments about the University’s efforts and commitment to provide equal educational opportunity.  

The main area of concern identified during the visit was the recruitment and retention of African American faculty members.  As noted earlier, there is a lack of sustained communication between administrators and faculty members about how to effectively recruit qualified African American faculty.  Moreover, the comments of administrators made it clear that there is an obvious confusion concerning the ultimate responsibility for ensuring a diverse pool of applicants.  Finally, the assistance that was provided this past year by a faculty member for faculty searches was consistently cited as an invaluable resource.  However, it was not clear how this person will be able to continue these duties while fulfilling her new position.  More important, it was not clear how the components of a faculty search, particularly the Affirmative Action Office, work together to achieve a diverse applicant pool.

Another concern emanating from the visit is the status of the Junior Black Faculty Program.  The Program was cited as a successful strategy that was terminated because most of the professors who earned their degrees through this program left the University for other schools.  The President emphatically denied that the program was discontinued – he stated that no new candidates had been found – but agreed that professors who benefited from the program generally left the University.  It was clear that a good deal of confusion surrounded the program.  Other sentiments shared by respondents focused on the lack of resources and direction provided by the administration to achieve faculty recruitment and retention goals. 

Based on these observations, we make the following recommendations to WKU:

1.
The administration must work to foster communication between the administration and the individual units of the University;

2.
Re-examine and re-deploy the Junior Black Faculty Program and clarify the guidelines, principles, and operation of the program; and

3.
Facilitate forums for faculty, staff, and department heads and chairpersons to share successful recruitment and retention strategies.
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