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STATE OF CONNECTICUT
COMMISSION FOR HIGHER EDUCATION

P.O. BOX 1320 - HARTFORD. CONNECTICUT 06101
AREA CODE 203 566-3913

February, 1973

To the Reader:

The .1972 General Assembly passed Public Act 194 which directed the
Commission for Higher Education to develop a Master Plan for Higher Educa-
tion in Connecticut by January 1974. In response, the Commission determined
a structure designed to insure broadly based participation in the development.
of the plan. An overview of that structure is contained in the following
document.

One of the most important elements of the Master Plan structure is,the
Resource Groups. Since September 1972, these groups, made up of over two
hundred persons, have addressed themselves to major topics for the Master
Plan. The reports of these groups have been made available to public boards
of higher education with the request that the reports be disseminated to
the chief executives and to the chief librarians of each institution and that
the broadest discussion possible of the resource groups' topics be encouraged
among faculty, students and interested groups. In addition, copies are being
made available through public libraries and to organizations and governmental
agencies which might be in+erested. Because the supply of the reports is
limited, any interested individuals are permitted to Teproduce any or all
reports.

This report is one of eight Resource Group Reports. It should be
recognized that the topics assigned to the Resource Groups are not mutually
exclusive.. Therefore, the reader, is encouraged to read all eight reports.

The Commission for Higher Education is most grateful to the many
individuals who gave freely of their time and energies serving on Resource
Groups. The excellent groundwork they have pro\dided in their reports will
facilitate the deliberations of 'additional -groups and individuals as the
process of the Master Plan development continues.
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Henry F. Fagan, Stratford
Miss Anne M. Hogan, Putnam
Miss Helen M. Hogan, Cheshire
Robert J. Jeffries, Westport
Mrs. Norma A. Jorgensen, Newington
Miss Margaret Kiely, Bridge2ort
Mrs. Bernice Niejadlik, Danielson
Mrs. Irene Novak, 'Westport
John R. Reitemeyer, Barkhamsted
William J. Sanders, ex officio, West. Hartford
The Reverend Herbert Smith, Hartford
Orville J. Sweating, New Haven
Sister Mary Theodore, West Hartford

BOARD OF TRUSTEES FOR THE UNIVERSITY OF CONNECTICUT

Gordon W. Tasker, Chairman, Hartford
Merlin D. Bishop, West Hartford
Mrs. Eugene D. Jones, Wilton
Mrs. Albert N. Jorgensen, Jr., Newington
Walter B. Kozloski, Farmington
A5,s. Conrad J. Kronholm, Jr., Hartford
John M. Lupton, Wallingford
John T. Macdonald, Hartford
Joseph R. McCormick, Wethersfield
The Honorable Thomas J. Meskili, Hartford
Carl W. Nielsen, Hartford
William J. Sanders, Hartford
Charles Stroh, Hartford
Robert F. Taylor, Hartford
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BOARD OF TRUSTEES FOR STATE COLLEGES
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William Horowitz, Chairman, New Haven
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Henry E. Fagan, Chaiiwian
Board of Trustees RegionaZ Community Colleges
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REVIEW AND EVALUATION GROUP

Samuel M. Brownell
Consultant on Urban Education, YaZe University

John J. Driscoll, President
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INTRODUCTION

The following report has been prepared by the Resource Group for con-

sideration by the Commission for Higher Education as it develops a Master

Plan for higher education in Connecticut. To insure clear understanding

of this report a number of points should be emphasized:

The findings and recommendations are the considered judgment

of the individual Resource Group. They do not necessarily

represent an opinion or position of the Commission -for Higher

Education or any other group such as the Management/Policy or

Review and Evaluation Group.

This report is one of eight reports. The Resource Group reports,

as a whole, are position papers for consideration in the develop-

ment of the Master Plan. They should not be construed as con-

stituting a first draf-, of the Master Plan. Subsequent to further

discussion and comment, the recommendations made in reports may

be retained, revised, or deleted in the Master Plan.

The recommendations of the group may conflict with recommendations

made by other groups. The reconciliation of conflicting recommen-

dations will be considered in the process of developing a draft

Master Plan.

The development of a Master Plan is a dynamic process requiring

continuing input from many sources. Although the Resource Group

reports provide an important source of judgments about the elements

of the plan, additional reaction, comment, and thought is required

before an initial draft of the Master Plan can be completed.

f



All questions and comments concerning this report should be

addressed to.Master Plan Staff Associates, c/o The Commission for

Higher Education, P. 0. Box 1320, Hartford, Connecticut 05101.

(g)



PROCESS OF THE MASTER PLAN

Groups Involved in the Master Plan

I. Commission for Higher education: The State's coordinating agency for

higher education was requested by the General Assembly (P.A. 194, 1972)

to develop, in cooperation with the boards of trustees of the constit-

uent units of-the public system, a Master Plan for Higher Education in

Connecticut. The plan is to be completed and submitted to the General

Assembly by January, 1974.

II. Management/Policy Groups: A steering committee for the Master Plan pro-

cess; membership consists of the chairmen of the boards of trustees for

the constituent units, and the president of the Connecticut Conference

of r-idependent Colleges. ONaison.repr.sentation from the Governor's

office and from the General Assembly are also represented.

III Resource Groups: These groups are charged with developing position pa-

pers on specific topics for utilization in the development of a Master

Plan. Membership is proportionately balanced between the higher educa-

tion community and non-academics to insure that a broad spectrum of view-

points be represented in group deliberations. Each group was assigned

specific questions by the Management/Policy Group. In addition, each

group was encouraged to address any other questions as it saw fit.

IV. Review and Evaluation Group: A group invited to review, evaluate, and

make comments on the Resource Group reports and successive drafts of

the Master Plan. Ten members represent a wide spectrum of the state's

business and public interest activity and three ex-officio members are

from state government.

h )



V. Master Plan Staff Associates: Each of the constituent units of the

public system and the Connecticut Conference of Independent Colleges

have provided staff support for the Master Plan project. The staff

associates serve a dual function: (I) each staff associate provided

staff assistance to a Resource Group and subsequently, (2) the staff

associates will, in collaboration with the Commission staff, prepare

the draft of the Meter Plan.

VI. Constituent Unit Boards of Trustees, including_ Faculty, Students and

Administration: All boards of trustees of the higher education system

are asked to review carefully the Resource Group reports and the Master

Plan drafts to follow. It is expected that each institution will en-

courage the fullest possible discussion among faculty, students, and

administrators.

VII. The Public: In addition to the higher education constituencies noted

above, a vital input to the Master Plan is the participation of all

who are interested, including: individuals in industry, labor, minori-

ties, professionals -- in short, all organizations and individuals in-

terested in higher education. Comments are invited at any stage of the

development of the Master Plan. However, for consideration for the

initial draft of the Master Plan, comments must be received by April

1973 and in the final draft of the Master Plan by September 1973.

( i )



AN OUTLINE OF ACTIVITIES FOR THE DEVELOPMENT OF THE MASTER PLAN

Activity

I. CHE requests staff assistance from constituent units

2. CHE appoints Management/Policy Group

3. Management/Policy Group:

a. Identifies elements of Master Plan

b. Develops queries to be addressed

c. Appoints Resource Groups

4. CHE holds Colloquium Orientation meeting

5. CHE appoint Review and Evaluation Group

6. CHE approves interim report for transmittal to Governor

7. Resource Groups complete and transmit papers to Management/
Policy Group

8. Management/Policy Group distributes Resource Group reports to
Constituent units, Review and Evaluation Group, and other in-
terested groups and individuals

9. Comments on Resource Group reports are submitted by Review and
Evaluation Group, constituent units, and other interested in-
dividuals and groups

10. Initial Draft of Master Plan is prepared and distributed to
constituent units and Review and Evaluation Group

II. Initial reactions are received and Draft of Master Plan is
amended

12. CHE sponsors pubic presentation of amended Draft of Master Plan
and solicits comments from all groups and individuals who are
interested

6/72

12/72

13. Comments reviewed and evaluated and final draft prepared

14. Management/Policy Group receives final comments on final Draft
of Master Plan from constituent units and Review and Evaluation
Group, reports to CHE

15. CHE approves fTnal draft of Master Plan and transmits it to 12/73
the Governor and General Assembly



EQUAL OPPORT-
SPECIAL NEEDS OF MINORIT

AND METHODS OF
EDUCATION

A REPORT TO THE
CONNECTICUT COMMISSION FOR HIGHER EDUCATION

BY THE
EQUAL OPPORTUNITY RESOURCE GROUP

MR. JOSEPH DOWNEY
DIRECTOR, PROGRAM OPERATIONS, COMMUNITY FROGRE5S, INC.

CHAIRMAN

COMMISSION FOR HIGHER EDUCATION
P. O. BOX 1320

HARTFORD, CONNFOTICUT 06101

FEBRUARY, 1973



February , , 1973

Mr. Donald H. McGannon, Chairman
Commission for Higher Education.
P.O. Box 1320.
Hartford, Connecticut 06101

Dear Mr. McGannon:

Enclosed please mind a copy of the report, "Equal Opportunity: The
Special Needs of Minorities in Higher Education and Methods of Meeting Needs".

One of eight (8) resource groups working with the Commission for Higher
Education in its development of a Master Plan, the Equal Opportunity Resource
Group, having focused its inquiry on those minorities who are most acutely af-
fected in higher education, has directed its attention specifically to Blacks,
Puerto Ricans, and other Spanish-speaking peoples,Indians and women.

Numbering thirty-two members, the Equal Opportunity Resource Group, while
reflecting a healthy cross-section of individuals and ideas, has had a common
denominator: a genuine commitment to the creation of an open society in higher
education, a society based on pluralism and_respect for group identity.

Institutional changes to improve opportunities for minorities have not gone
unrecognized; however, the present results, are more noteworthy for their direction
than for their progress. Notable increases of minorities in higher education
will not result from "good faith" or "good will". While these are decidedly
necessary, by themselves they are insufficient. Without institutional directives
and enforcement, minority representation without discrimination and in proper pro-
portion in higher education will remain entangled in little more than the rhetoric,
rather than the reality, of "affirmative action programs," "contract compliance",
"minimum standards" "enlightened personnl programs" and "sponsored mobility".

The recommendations contained herein purport to be neither alt-inclusive
nor greatly startling. Rather, our intent here, rising out of our major premises
throughout our research and investigation, is to indicate some realistic and
essential directions related to minority involvement in higher education in
Connecticut.

Some of the recommendations will require additional funds; however, our
suggested approach is first to examine all the ways in which minority participa-
tion can be improved without additional money. Then we can look at areas in
which additional money is needed particularly in supportive services. It

has been our experience that in instances in which additional money is needed for
all students, the temptation is to use the excuse of minority needs to secure



funds. On other occasions, the plight of minorities has been used to "black-

mail" the system: that is, withOut. additional monies, minorities cannot be

served.

The creation of the eight (8) resource groups has stimulated and encouraged

a new dimension of involvement in higher education. The members of our resource

group representatives of constituent units and community groups alike

have agreed to remain available for further consultation and discussion. We

stand ready to assist in th iplementation of these or other similar recommen-

dations.

We take this opportt, ,y u express our appreciation for your enlightened

leadership and for that of the staff of the Commission for Higher Education.

Very truly yours,

itilte6)

Joseph Downey, Chairman
Equal Oppbrtuntiy Resource Group

JO:jc



VII. EQUAL OPPORTUNITY: Special Needs of Minorities in Higher Education
Methods of Meeting Needs

Chairman: Joseph Downey, Director of Program Operations,
Community Progress, Inc., New Haven

Staff Associate: Linwood Robinson, Special Consultant,
Commission for Higher Education

Dr. Floyd Flt r Mr. Francis COLEMAN

Director, L i K Studies Special Assistant

University of Connecticut Department of Children & Youth Services

SiDrrs Hartford

Dr. Arthur BANKS, President
Greater Hartford Community College
Hartford

Mr. Norman:DAVIS
Professor, BiofOgical Sciences Group
University of Connecticut
Storrs

Mr. Bradley BIGGS
Administrative Dean Ms. Barbara DeBAPTISTE

Middlesex Community College Assistant to the President for

Middletown Minority Affairs
Mattatuck Community College

Mr. Raymond BLANKS Waterbury

Shanti School
Hartford Ms. Linda EDGERTON

Coordinator of Learning Resources

Mr. Carlton BOYD Mohegan Community College

Executive Director Norwich

Connecticut Talent Faculty Search
New Haven Mr. Michael FRANCOEUR

R. M. Francoeur and Associates, Inc.

Mr. Roy L. BROOKS Hartford

Student
Yale Law School Mr. Lewis A. FYLES

New Haven Hartford

Mr. Enrique BROWN Dr. George HARRIS

Student, Assistant Superintendent of Schools

Yale Divinity School New Haven

New Haven

Ms. Ernestine BROWN
Director, Upward Bound
Connecticut College
New London

Mr. Theodore HOGAN
Chairman, State Commission on Human

Rights and Opportunities
New. Haven

Mr. Myles HUBBARD

Mr. Herbert COHEN Bloomfield High School

Attorney Bloomfield

Bridgeport
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Mrs. Trudy JOHNSON
Department of Community Affairs
Hartford

Mr. Raymond LOF S
Deputy CommissHner
Department of ( -ection
Hartford

Mr. Albert MARTIN,
Assistant Professor of Art
Central Connecticut State College
New Britain

Mr. Pedro MELENDEZ
Student
South Central Commut y College

New Haven

Dr. Phillip POWELL
Assistant Professor of Psychology

Yale University
New Haven

Mr. Alfredo RIBOT
Board of Education
Bridgeport

Admissions

Ms. Maria RIVERA
Assistant Professor
University of Hartford
West Hartford

Mrs. Jacqueline SCHAEFFER
Hartford

Ms. Mitzi SILVER
New Haven

Dr. John STINSON, Jr.
Newington

Mr. Francisco VELEZ
President, Latin American Society
Meriden
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"Our goal must be to move beyond .7),Zi and create an Open Society --

a society in which each human being can flourish and develop to the max-

imum of his God-given potential: a society in which ethnic and cultural

differences are not stifled for monotonous conformity; a pluralistic

society, alive, creative, open to the marvel of self-discovery."

- Whitney M. Young, Jr.

Mr. Young, quoted here from his book entitled Beyond Racism, has

captured both the global scope and essential position of the EquaZ Oppor-

tunity Resource Group, one of eight resource groups working with the

Connecticut Commission for Higher Education in developing a Master Plan.

While the Equal Opportunity Resource Group has been charged specifi-

cally with "the special needs of minorities in higher education and with

methods of meeting needs," the members of this group have not been unmind-

ful of the needs of the general student and faculty populations of higher

education. Consequently, sericus questions were raised regarding the ex-

tent to which various needs of the entire constituency are being met.

Addressing its central responsibility, the Equal Opportunity Resource

Group accepted the following definition of "minorities":

"Having in mind that the nature of our inquiry relates specifi-
cally to education and that in this area there are several minori-
ties, we shall direct our attention specifically to those minori-
ties which are most acutely affected -- Blacks, Puerto Ricans and
other Spanish speaking peoples, Indians and Women -- for if these
groups are served aZZ others will benefit."
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Equality of 4-, 2arrying with it mol,: 7:4.,zu the leveling

of external bar,,':ers, has Zong consumed the thinking and e .rg-t.es of

apostles of reform. One of the awful realities which apostles have had

to face is that the system, whether societal or institutional, has been

guilty of either "commission" or "omission". That is, the system either

has worked to deny or has failed to promote equal access for aZZ. The

former has been accomplished largely through the admission and hiring

practices of educational institutions. The latter, much more stealthy,

i8 captured in Daniel Moynihan's phrase of "benign negZect."

Caught in the vortex of institutional and behavorial racism, minori-

ties might well ask, "If people of the institutions manifest personal

prejudice, why are we trying to answer this problem through institutions?"

Gunnar Myrdal (An American Dilemma, Volume I), speaking of people in in-

stitutions who manifest personal prejudice, offers a possible hope:

...they obey different moral valuations on different planes
of life. In their institutions they have invested more than
their everyday ideas which parallel their actual behavior.
They have placed in them.their ideals of how the world right-
Zy ought to be. The ideals thereby gain fortifications of
power and influence in society. This is a theory of social
self- healing that applies to the type of society we caZZ demo-
cracy."

The society alluded to by Mr. MyrdaZ is similar to what Mr. Young

envisions in "building an open society," one based on pluralism and re-

spect for group identity.

Admittedly, an "open society" does not necessarily produce equality.

Moynihan has observed, "...To the extent that winners imply Losers, equal-

ity of opportunity almost insures inequality of results." The implication,

that of inequality of individual results, is undeniable. On the other hand,

viewing equality in terms of group results, Bayard Rustin notes, "It is
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concerned not merely with removing the barriers to full opportunity but

with achieving the fact of equality."

Former President Lyndon B. Johnson, in a commencement address at

Howard University in June 1965, echoes Mr. Rustin:

"It is not enough just to open the gates of opportunity. An
our citizens must have the ability to b.-41k through those gates

...We seek not just legal equity but human ability -- not just

equality, as a right and a theory, but equality as a fact and
as a result."

Mr. Johnson added, strangely foreshadowing the position of the Equal

Opportunity Resource Group:

"The time for failure gone."
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PRINCIPAL FINDINGS AND RECOMMENDATIONS



PRINCIPAL FINDINGS AND RECOMMENDATIONS

The following are the principal findings and recommendations of the re-

source group. As such, they reflect neither the range of deliberations

nor the scope'of the report. The "Body and Commentary" section presents

a broader perspective cf the issues addressed by this group.

1. Finding: (see pp 33-35)

Discernible percentage increases in minority enrollments occurred be-

tween 1970-1972 within independent institutions, community colleges

and technical colleges. On the other hand, the percentage of minor-

ity enrollments in the University of Connecticut and in the four-.year

state colleges remained virtually,constant.

The over-all percentage of full-time minority group students rose only

1% between 1970-1972.

Recommendation:

That institutions of higher education in Connecticut, with particular

emphasis upon public colleges and the University of Connecticut, move

resolutely to increase in significant numbers those students of minor-

ity groups.

2. Finding: (see pp 37-42)

While institutions of higher educatibn within Connecticut have wit-

nessed an increase in the number of minority faculty and administra-

tors, the percentage of these groups within the institutions remains

disproportionate to their composition within the general population.

Recommendation:

That (1) each' constituent unit, through its Board of Trustees working



in conjunction with the CHE, establish goals and timetables, imple-

menting an Affirmative Action Program to accelerate the recruitment,

retention and promotion of minority faculty and staff; and (2) the

CHE be charged with responsibility for receiving yearly reports from

each constituent unit and for publicly announcing the efforts to in-

crease minority faculty and staff in higher education in Connecticut.

3. Finding: (see pp 43-44)

The credibility of the Commission for Higher Education is in question

because there are no minorities on the regular professional staff of

this central state agency for higher education.

Recommendation:

That (1) the CHE move deliberately on hiring, in a full-time and regu-

lar position, a minority person as an Associate in Higher Education to

represent the concern of the Commission for minorities in higher educa

tion in Connecticut; and (2) as vacancies occur, minorities be given

equal consideration for all available positions.

4. Finding: (see pp 45-46)*

The Commission for Higher Education and the Board of Trustees of con-

stituent units, in legitimate positions to make critically influential

decisions and/or policies affecting the state and direction of higher

education in Connecticut, are composed of insufficient numbers of mi-

nority representatives to be adequately responsive to minority group

concerns.

Recommendation:

That CHE and the Board of Trustees of each constituent unit not only

increase their minority representation but also establish on each



governing body a Minority Affairs Committee (or Sub-Committee) to act on

behalf of minorities and to publish a yearly report on the progress of each

committee.

5. Finding: (see pp 47-52)

The admissions policies and practices of a number of institutions of

higher education continue to deny unduly or to restrict severely the

educational opportunities of many minority students who encounter un-

necessary barriers and unrealistic measures of their potential.

Recommendation:

That (1) the State Legislature and the Commission for Higher Educa-

tion view all institutions of hirer education in the state as a

single resource committed to the common goal of meeting the post -sec-

ondary educational needs of the citizenry of Connecticut; and (2) the

State of Connecticut guarantee some form of post-secondary education

to each high school graduate of this state; and (3) admissions prac-

tices include measures of attitudinal and motivational considerations

as well as grape point averages.

6. Finding: (see pp 53-57)

With sufficient financial and academic undergirding, supportive ser-

vices can be effective not only for students who have educational or

economic disadvantages but also for institutions which seek alterna-

tives to traditional modes of higher education.

Recommendation:

That (1) the Commission for Higher Education and the State Legisla-

ture develop and implement a system which awards to institutions a

tuition differential (reimbursement) for each student requiring sup-



portive services for the first two years of his post-secondary educa-

tional career; and (2) the State Legislature, the Commission for

Higher Education and the institutions themselves make full utilization

of appropriate state and federal funds to develop cooperative arrange-

ments which will enhance the supportive services already underway and

provide for the creation of additional supportive service programs.
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Questions and Answers

The Equal Opportunity Resource Group (Group VII), *like every other re-

source group, was given a set of questions; designed to provide a frame

of reference for the deliberatioTs of the group.

Group \ I has given serious co,!s;Jeration to the assigned questions, as

well as to one question generatu by the members themselves.

Question A: What are enrollments,of minorities, including Blacks and

Spanish-speaking In state's institutions of post-secondary

education?

Answer: As reported by the Commission for Higher Education (see Ex-

hibit "A" in the Appendix), the minority enrollments of full-

time undergraduates in higher education for 1970 and 1972 are

as follows:

1970

PUBLIC COLLEGES

1972

BLACK 1,488 3.9% 1,784 4.2%

SPANISH SURNAME 336 0.9% 406 1.0%

OTHER MINORITY 189 0.5% 190 0.4%

TOTAL MINORITY 2,u1.5 5.3% 2,380 5.6%

TOTAL ENROLLMENT--- 38,491 42,781

INDEPENDENT COLLEGES

BLACK 1,059 3.7% 1,355 4.7%

SPANISH SURNAME 247 0.9% 340 1.2%

OTHER MINORITY 137 0.5% 226 0.8%

TOTAL MINORITY 1,443 5.1% x1,921 6-7%

TOTAL ENROLLMENT-7- 28,904 28,605
9



ETHNIC BREAKDOWN

19 72

((PUELLiC COLLEGES

,L197

AND INDEPENDENT-.COLLEGES)

TOTALS. BLACKS -- - -- 2,54;7 3.8% 3,-39 4.4%

TOTAL SPANISH SURVI1E- 0.9% 746 1.1%

TOTAL OTHER - - 3 0.5% 416 0.6%

GRAND TOTALS

1970 1972

TOTAL MINORITIES-7 3,456 5.2% 4,301 6.1%

TOTAL ENROLLMENTS - -- 67,395 71,386

Additional Tables

For more indepth information on Fall, 1972 Minority student enroll-

ment, see Exhibit "B" in the Appendix reflecting both full-time and

part-time undergraduates.

Question B; What number of minorities are employed in Higher Education?

Answer; The number of minorities employed in Higher Education has been

divided into two parts: (I) faculty and administrators and

(2) non-professionals.

MINORITY TEACHERS AND ADMINISTRATORS IN HIGHER EDUCATION
IN CONNECTICUT, 1972

ADMINISTRATION
TOTAL

FACULTY
(#) % TOTAL (#) %

INSTITUTIONS- FACULTY MINORITY ADMIN. MINORITY

University of
Connecticut 1:311 (39) 3.0 223 (20) 9.0

State Four
Year Colleges 1;207 C59) 4.9 132* (10) 7.6



Regional Community
Colleges 511 (28)

Technical Colleges 158 ( 2)

TOTAL PUBLIC STATE
INSTITUTIONS 3;187 (128)

Supported by
Federal Government

U.S. Coast Guard 124 ( 2)

TOTAL PUBLICLY
SUPPORTED 3.311 (130)

TOTAL INDEPENDENT
INSTITUTIONS 3 /10 (159)

TOTAL PARTICIPATION 6,414 (289)

5.5

1.3

4.0

1.6

3.9

5.1

4.5

208 (21)10.1

26 ( 0) 0.0

589 (51) 8.7

32 ( I) 3.1

621 (52) 8.4

532** (46) 8.6

1.153 (98) 8.5

*Excludes Southern Connecticut State College
**Excludes University of Bridgeport, Wesleyan and Yale

Figure 1.

Figure 1 above indicates that in 1972 Minority Faculty constitutes

4.5% of the total faculty, numbering 6,414; and the Minority Administra-

tors are at the 8.5% level.

Aduitional Tables

For more in-depth information on Minority faculty and administrators,

see Exhibit "C" in the Appendix.

NON-PROFESSIONAL EMPLOYEES IN HIGHER EDUCATION
in CONNECTICUT, 1972

Total (#) %
INSTITUTIONS Non-Professionals Minority

University of Connecticut 2,876 (222) 7.7

State Four-Year
Colleges* 602 ( 18) 3.0



Regional Community
Colleges

Technical Colleges

Total Public State

327

91

C 24)

( 8)

7.3

8.8

Institutions 3,_896 (272) 7.0

Supported by Federal
Government

U.S. Coast Guard 440 ( 27) 6.1

Total Publicly Supported 4,336 (299) 6.9

Total Independent
Institutions 5,218' (968) 18.5

Total Participation 9.554 (1,267) 13.5

*Excludes Southern Connecticut State College
*Excludes University of Bridgeport and Wesleyan University

Figure 2 above indicates that in 1972 the Minority non-professionals

constitute 13.3% of the total non-professional staff, numbering 9,554.

Additional Tables

For more in-depth information on Minority non - professional employees,

see Exhibit "D" in the Appendix.

Question C: Should quota be established for admission of minority

students and employment of minority personnel?

Answer: While we hesitate to use the term quota, the minority member-

ship of each institution should reflect the percentage '7,f

minorities within the state. Furthermore, each institution

should be aware of and concerned with the percentage of minori-

ties in its immediate communities. The number of minorities

12 -



within an institution is one tangible evidence of the

concern of that institution.

Educational institutions, enjoying financial advantages of

tax exemption, should recognize and honor their responsi-

bility to the state: to provide educational and employment

opportunities to ALL of its people.

When a college accepts this educational responsibility, it

Is then the responsibility of the State of Connecticut to

provide for each student a financial program which will en-

able him to accept the opportubities of higher education.

Goals might be one way of addressing an Affirmative Action

Frogram relating to the employment of minorities in higher

education. The objectives would include the following:

1. To assure minority groups meaningful participation

in the formulation of educational policy.

2. To establish a time table for occomplishment and a

mechanism for the evaluation of progress in elimina-

ting barriers to minority groups in higher education.

Minorities, exactly like other persons, dislike being judged by their

minority identification, preferring to be evaluated by their individual

qualities. Qualified minorities do exist. Nevertheless, higher education

in Connecticut has made little progress in Implementing an affirmative

action program, a failure which is related, in large measure, to the

customary ways in which applicants are sought for academic positions.

SeLection or replacement of personnel is often an tn-group process, tend-

ing to exclude minorities. This simple yet complex procedure perpetuates

racial, sexual and ethnic homogenity of professional staffs. The process

- 13



may not be one of conscious exclusion, but the effects are the same as

it were.

Question D; Are minority groups adequately served by higher education in

Connecticut?

Answer: No, minorities are not adequately served by higher education

in Connecticut. Generally, the minority student must struggle

with tremendous academic and financial pressures, as well as

psychological and social problems of adjustment, merely to

survive and to succeed from day to day.

If higher education in Connecticut is to be progressive, we

must take steps to assure that there is accessibility and

delivery of quality programs that will eliminate a growing

sense of helplessness and futility among young people. It

should be noted that academic ennui does not pertain only

to minorities. If the quest for innovation in higher 'educa-

tion is really an effort to give new directions to a society

in which all people should be given an equal opportunity, then

all students must be able to realize the end of their efforts.

The Commission for Higher Education and the various institution

of higher education seem not to have conceived of minority

concerns as being a permanent part of the function of the

institutions. Consequently, when the demands of minorities

are "accepted" by the institutions, they are thrown, without

apparent care, Into the scheme of the design. Such neglect

results in.confusion and frustration. .What is needed is full,

not supplementary, participation of minorities in higher educa-

tion. Only then will the minority perspectives become a per-

- 14 -



manent part of the fundamental structure of the institutions.

Question E: Should admission practices make adequate provision for the

admission of minority students viewed as marginal by tradi-

tional standards?

Answer: Yes, admission practices should make adequate provisions for

such students. Some suggestions include the following:

I. Enlarge the scope of admission testing so as to

recognize able students whose cultural backgrounds al

ter their performance on standardized tests in ways

which may appear negative.

2. Establish admissions criteria related to the life

goals of candidates. Eschewing dual admission criteria,

encourage expanded and flexible criteria with individual

students (that is, students as individuals) in mind.

3. Use talent- search programs and other community groups

in identifying qualified students, and share institutional,

human and physical resources with community groups to

facilitate information dissemination.

4. Use current students to aid in the recruitment/coun-

seling effort, recognizing and accepting the possibility

of employing students under college work-study programs.

Of particular value would be the use of minority group

students to assist in helping potential students and

their families in interpreting procedures and filling

out forms. Directly related is the recommendation that

key information and forms be translated and published



in appropriate languages, recognizing that families, not

just potential students, will need to review such documents.

5. Involve Financial Atd Officers in the entire process

of minority/low-income group recruitment,

6. Broaden "recruitment" procedures to embrace general

"college counseling" and begin to contact students, particu-

larly minority group students, at the 7th grade level:

a) Maintain contact, and follow through, with individual

students during their subsequent school years

practice "sustained admissions" methods Instead

of "creaming" the top few students annually.

b) Encourage earlier commitment of non-institutional

scholarship aid so that sophomores and Juniors

can plan their college career with confidence.

.7, Work toward cooperation rather than competition In

sharing admissions, financial aid and minority Information

among post-secondary institutions in the state.

Question F: What supportive services should be provided for students

admitted?

Answer; We cannot genuinely address ourselves to higher education

supportive programs without carefully looking at the impact

of elementary and secondary education on minority students.

The determination of any supportive program should then be

based on. the needs of students entering higher education and

their previous educational experiences. It is these past

16 -



educational experiences which have created the need for

special admissions and supportive programs at the college

level. Therefore, supportive programs should take into

account the experiences which students have had in identify-

ing the problem areas and dealing with them effectively.

More specifically, supportive supportive Fervices for dis-

advantaged students may provide, among other services:

I. Counseling, tutoring, and other educational services,

including special summer programs to remedy the

students' academic defficiencies.

2. Career guidance, placement or other student services

to encourage or facilitate the students' continuance

or re-entrance in higher education programs.

3. Counseling and encouraging students in identifying

their educational objectives in undertaking programs

of undergraduate, graduate or other professional

education.

4. Financial support whenever,needed.

Question G: Should institutions be responsible for providing day care

facilities to enable more women to pursue studies or to

Join staffs of institutions?

Answer: Day care facilities should be provided for those women who

wish to join staffs of institutions or attend class in order

to update their skills for better employment. A secondary



benefit is that children of different races will have an

opportunity to learn to play together, an experience which

would have an impact upon their lives. Well-supervised

day care facilities can provide the safety and care of young-

sters which benefit the parents as well as the youngsters

themselves. These services could be provided free for those

who cannot pay; and for those who can pay, arrangements

could be made to help defray-the day care costs.

Institutions of higher education, -with foundation or federal

grants for support, must make day care a priority measure in

their affirmative -.1ction programs. Yale has a model day care

program which is said to demonstrate the kind of role a univer-

sitNi can play in caring for a cross-section of children from

the entire university population - students, staff, faculty.

It is clear that institutions of higher education can play a

significant role in bringing about more and better day care

programs by initiating model centers, developing standards of

excellence in health, education and safety, as well as experi-

menting with innovative ways of delivering services. In this

connection, college university centers can be models of teach-

ing and learning, training and investigation. In addition,

college or university day care centers provide counseling and

guidance for community groups.

Question H: What increased activities should be used to recruit and retain

minority faculty and administrators for institutions of higher



education?

Answer: That black scholars and those with other minority group

backgrounds be employed in Increasing numbers as faculty

members in Connecticut institutions of higher education is

imperative. At this time, both central and academic adminis-

trative positions, as well as middle-level management or

staff assignments in colleges and universities in the State,

afford the mose immediate and essential targets for an

appropriate involvement of minority personnel.

Given the innocence, apathy or reluctance of academic depart-

ments currently to attract scholars with minority-group back-

grounds as faculty members, these instructional agencies of

the colleges and universities of the State must adopt an ac-

tive commitment to secure increasing numbers of minority-

group graduate students in all of the disciplines in which

graduate degrees are awarded. Financial and other forms of

supportive assistance must be available for many of these

prospective graduate students with minority-group backgrounds,

and emergency measures must be adopted to insure that these

types of assistance are adequate. At the same time, strategies

must be developed by graduate departments to attract those

students with minority-group backgrounds who are not present-

ly inclined toward Connecticut institutions for higher educa-

tion because of their insensitive institutional images or

their inability to become competitive. Current teaching

assistantships and graduate scholarship awards in most of the



Connecticut institutions have limited appeal for minority-

group students with outstanding credentials.

To some extent, the lack of significant progress could be

remedied by a state law requiring public notice of all pro-

fessional vacancies to be filled. These notices should appear

in publications with national circulation, such as the Bulle-

tin of the AAUP or the journals of various disciplines.

There should also be a requirement that the positions be

advertised as equal opportunity employment. There should

be regular reviews of the recruitment process by an approp-

riate state agency to insure that recruitment is open, and

there should be provision for strong penalties for failure

of compliance.

Question I: What curricular development3 could be made to enhance the

educational experience of minority students?

Answer: Frequently, minorities are better served by a program which

recognizes, respects and takes into consideration the fre-

quent academic deficiencies which a number of minorities

exhibit as they move into higher education. Therefore,

courses especially related to minorities and to their cul-

tures should be offered, complementing the rather traditional

curriculum. Such curricular developments would prove bene-

ficial not only to minorities but also to the total student

population.

Speaking specifically to the question of ethnic studies with



their curricular implications for higher education, M!HE

(Minorities in Higher Education) urges the following:

"that all institutions of higher education in Connecticut
involve minority students, faculty and administrators in
planning and implementing programs of black-studies or com-
ponents of such programs within various department. Institu-
tions must be tolerant enough to allow minorities to play
a special role in determining the nature and appropriateness
of these programs, recognizing the desire on the part of
minority peoples -- and specifically Blacks and Puerto Ricans
in this case to learn aspects of their history and culture
in which this opportunity has not been provided them, and to
gain the knowledge and skills requisite to a honest, and con-
tinuing commitment to meaningful education in the State of
Connecticut."

Question J: What actions can be taken by colleges to improve relation-

Answer:

ships with minorities in surrounding communities?

There is an apparent need for all institutions of higher

education to relate to the community which they serve if they

truly are going to reflect some of the concern of that

community. In many ways, institutions tend to stand aloof

from the community in which they reside. Far too frequently,

even when an institution is located in the midst of community

life, there is a distinct absence of any influence which that

community makes on 'the institution.

There should be a pronounced structure within the institution

to relate the institution to the community. Too often, the

existing structures tend to rely on traditional mechanisms,

frequently relating more to school guidance than to under-

standing and utilizing all (or at least most) of the avail-

able community resources. Some examples of traditional



mechanisms seeking to effect Institutional-community re-

lationships, Include the following:

Urban League

Concentrated Employment Program (CEP)

Cc:immunity Action Program (CAP)

SEEK-OUT

Connecticut Faculty Talent Search (CONNFACTS)

Higher Education Center for Urban Studies (HECUS)

Model Cities

National Association for the Advancement of
Colored People (NAACP)

Soroities and Fraternities

Church and Community Centers

Opportunity-industrial Center (01C)

National Organization of Women (NOW)

On the Job Training (OJT)

Neighborhood Yo' h Corps(NYC)

Upward Bound

TRIO

While these groups have made and are making notable contri-

butions to the improvement of institutional-community rela-

tions, additional steps can be and should be taken to move

even closer, to the diverse community which is served by the

institution and of which the institution is a part.

Within the institution itself, there should be persons who

are sensitive to and have been trained in drawing upon the

dynamics of an urban minority community.

- 22



Specific actions which can and should be taken by institu-

tions of higher education include -the following:

(a) That a position of community liaison and depart-

ment of community affairs be established in each

instirution.

(b) That more minority persons hold decision-making

positions at the policy-making level at institu-

tions of higher learning. This need is pertinent

for community involvement in relation to the

following: (I) career ltraining, (2) curricular

development, (3) job training programs, (4)

decisions affecting community affairs.

(c) That institutions of higher education extend fur-

ther the use of existing physical resources regard-

ing community needs and services.

Question K: What special provisions should be made for education and

employment of women?

Answer: While female teachers make up 21% c-= the total faculty in

State Public Higher Education, women .:ire frequently at lower

salary levels than men. Using the annual median salary, men

received $13,810, while women averaged $12,404..

.The top one-fourth of the men faculty members receive sala-

ries:in-excess of $17,239, and the bottom one-fourth receive

salaries in the range of $12,189. For women, the top quarter

receive less than $11,204.
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ir the area of academic rank, women fact Ity members are

777 promoted to high rank as quickly as their male counter-

-par-Fs, even if they hold doctorates from prestigious institu-

tlons and have published widely. Inasmuch as women far out-

-number other minorities in academic, a determined effort is

underway by leading women's organizations to gain greater

recognition in higher education.

Looking at the question from a broader perspective, two

additional groups of women, each with different needs, must

be considered in response to this question. First, there

is the group of "returnees", with some previous higher educa-

tion, who wish to re-enter and complete the career course

they entered and later abandoned. The second group comprises

women with no previous higher education, to a degree inartic-

ulate about their needs, perhaps unemployed housewives with

aspirations or workers in ill-paid, entry-level jobs. Oppor-

tuntries for both these groups have to-be provided. For

employment or for improving employment opportunities,

ski liif and vocational training have to be provided_

.iponsibilities for arranging the sp :ectrum o services

and appartunities wil I be spread over many agencies higher

educ.sitIon institutions, public agencies, voluntary organiza-

tions. Cooperative efforts must be developed for identifica-

tion, recruitment, counseling and guidance, financial aid and

advice, curriculum development and program flexibility.



In order for this to be accomplished, a primary considera-

tion is that WOMAN'S LIFE STYLE AS WORKER AND MOTHER MUST

BE RECOGNIZED AND PROGRAMS GEARED TO THESE SPECIAL NEEDS.

So long as woman is compelled to adjust to the Procrustean

demands of educational and vocational opportunities tailored

to men's tastes exclusively, improvement of educational jcb

opportunities for women will be limited and unsatisfactory.

A variety of measures will need to be taken:

I. Brush-up courses for some professional groups

2. Catch-up programs for the re-entry people

3. Training and skill programs

4. Increase in decentralized activities

5. Multiplication of day care centers

A maternity leave policy that includes paid time

off before, during and after the birth of a child;

reinstatement to position at level of leaving, and

no loss of seniority.

6. More women faculty as role models

7. Outreach recruitment through community groups

8. Women members of selection, admissions and policy

committees in institutions of higher education

9. Women recruiters and employmeot office managers

10. Non - discriminatory advertising

II. Blind application forms in suitable circumstances to

assure women interYtews and equal- consideration in

job opportunities and school admiSsion

12. Liberal credit transfer arrangements among institutions



of higher education

13. Part .-time employment and study opportunities

.14. Flexibility in job design ,:nd operations to allow

women opportunities excluded by present design

15. Experiments withAlew forms of work detail and de-

sign to implement above

16. Effective compliance mechanisms and.law enforcement

in assuring equal opportuniles for women

,,Granted, there are more minority personnel involved in

higher education today than ever before. The central ques-

tion is, "Is the participation of minorities at a level

which exemplifies equal access for minority groups to high-

er eduzation in Connecticut?"

The as.5-1 stant director of the Office of Plans, Policy and

Programs (U.S. Dept. of Labor, OffUce of Federal Contract

Compliance), Miss Doris Wooten states without. equivocation -:

"Wizen a company or organizationpays women less than
men- who are doing the same jots, or denies qualified
women, advancement or access iC certain jobs, not only
is enthusiasm dampened, prskl.fuLfillment denied, a
vauable resource lost, but hat company or organization,
is: just plain breaking the Lam..."

There Is a disparity between the composition of the profess-

ional staff and the general population with regard to the

inclusion of women and other minority groups. This fact

is a manifestation of a lack of equal opportunity in the

pursuit of academic careers. With but one or two exceptions,

the plight of minorities results from the fOrmal structure

of higher education. While the structure does not disallow
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the involvement of minorities, neither does it encourage

their involvement on every level. Whether through goals

and timetables, internal reporting systems, revised poll--

dies and employment and promotion, etc., higher education

must take action to correct the present discriminatory

practices as well as those which perpetuate the present

effects of past discrimination. The practice of "benign

neutrality" is neither defensible nor tolerable.

Question What input exists from minorities for program development

or evaluation?

Answer: Very little input presently exists. The entire structure--

including the Governor's office, State Legislature, the

Commission for Higher Education, and the Boards of Trustees,

and the institutions themselves -- reflects marginal input

from minorities. The inclusion of one minority person, who

woufd not have the mechanism to communicate with the broader

minority community, is inadequate for reasonable represen-

tation of the community and its needs. A broader representa-

tion on the advisory groups is recommended for each of these

structures.

Question M: What special training might be undertaken,to promote improved

understanding and human relations?

Answer: There is presently an urgent need to provide for better under-

standing and communication of the various minority groups

with other members of the academic community, and this need
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will become more acute: during the next five years. it

is clearly imperative that the presence of these minorities

on the campuses must increase, thus bringing into contact

individuals and groups who previousy had little interac-

tion, This interacflon involves considerable risk of

developing into e-DcplosIve situations, yet-the interaction

will provide a greay_potential for the promotion of a con-

structive and enriching interaction of the persons. The

lack of sensitivity and awareness between social groups

which fail to interact effectively engerars suspicion and

hositility, leadima to an in-group mdidlity by which those

not ih the group are:viewed in dehumanized terms. Nothing

could be more alien to the great humanisflc values iMplicit

in higher education.

Those barriers are q...-pecially serious in their effect on

relationships between students and teaci-rers-_ Effective

teaching and learnimg require a high deTrae of mutual trust

and respect. *The students must sense in-the teacher or ad-

ministrator a wholesome degree of human concern and sensiti-

vity, and the students themselves should be able to avert

unfounded mistrust and hypersensitivity.

Although these conditions are realized through much consci-

ous effort in education and leadership, one effective device

is a program such as the black-white sensitivity training

laboratories now being conducted on some campuses. While

participation in this training cannot be required or forced,

the availability of the opportunity, plus some positive in-



ducements, can be very effective. The five-year

should, therefore, promote and facilitate the devel.i,TnFnt

of such programs and should provide appropriate ly 7-7ed

couRalors to run them.
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the minority student who would not otherwise have an opportunity to suc-

ceed in higher education. This means that our institutions must conscious-

ly and sincerely seek to establish programs that will attract minority

students and, beyond that, encourage and support them in working through

the inevitable problems that confront them.

If higher education in Corr is to be progressive, we must take

steps to assure that there is accessibility and deliVery of:quality pro-

grams that will eliminate a growing sense of helplessness and futility

among young people; and this does not pertain only to minorities. If the

quest for innovation in higher education is really an effort to give new

directions to a society in which all people should be given an equal op-

portunity, then all students must be able to realize the end results of

their efforts.

Findings:

1. Discernible percentage increases in minority enrollments occurred be-

tween 1970-72 within independent institutions, community colleges and

technical colleges. On the other hand, the percentage of minority en-

rollments in the University of Connecticut and in the four-year state

colleges remained virtually constant.

The over-all percentage of full-time minority group students rose

only 1% between 1970-72.

Recommendations:

1. That institutions of higher education in Connecticut -- with particular

emphasis upon public colleges and the University of Connecticut move

resolutely to increase in significant numbers those students of minority

groups.
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Equal Opportunity and the Professional Staff

The professional staffs of the Connecticut institutions of higher edu-

cation fail to meet the needs of our disadvantaged groups in several im-

portant aspects. There is a great disparity between the_ composition of

the professional staff and the general population with regard to the in-

clusion of women and minority groups. This fact is a manifestation of a

lack of equal opportunity in the pursuit of academic careers. The lack of

women and minority groups in academic positions results in an educational

setting that is undesirable for all students but especially for those from

disadvantaged groups. A faculty and administrative staff composed pre-

dominantly Of white males presents to the student body one more indication

of the perpetuation of a social injustice. In view of its deep traditional

commitment to ideal!-:, and humane values, the academic community should find

this condition tntolerable. To fulfill its highest purposes, academia should

strive to be a model for its society rather than a mirror of its social ills.

To the extent that it does reflect these ills and fails to make prompt and

fundamental corrections, the institution of higher education is in a role of

hypocrisy, if not perfidy.

The lack of women and minority groups on the professional staff detracts

from the value of. education; especially for students from these groups since

they are deprived of models to emulate. Examples of success of persons from

disadvantaged groups is of great importance as a source of motivation for

young people from these groups. Moreover, such examples are important as

models for students inclined to seek careers in education. Furthermore, these

educators are in an ideal situation for directing talented students from dis-

advantaged groups into other appropriate professional careers and into roles of

leadership.

Academic departmental priorities may also be successfully rearranged in



relation to current allocations of their resources for colloquium presen-

tations and similar activities. Minority-group scholars and investigators

from other universities may be invited to share the results of their re-

search with both faculty members and graduate students during a single ses-

sion or for a short-term guest professorship in one or more of the Connec-

ticut institutions. Such contracts with scholars with minority-group back-

grounds can enhance peer perspectives of departmental faculty in Connec-

ticut institutions, while providing at least temporary role models for mi-

nority-group graduate students and others.

Other types of disciplinary as well as inter-institutional understand-

ing and cooperation can also follow from deliberate attempts on the part

of academic departments to invite minority-group scholars to make such

brief visits to the campuses of Connecticut institutions for higher edu-

cation. Wider use by academic departmental representatiVes of an existing

agency such as CONNFACTS (Connecticut Faculty Talent Search) can facilitate

the implementation of the forego-:g strategies and procedures.

Open Staff Recruitment

In recent years there has been an increased interest in recruiting women

and minorities for professional staff positions. However, considering the

magnitude of the problem, relatively little progress has been made. This

'failure may be due in large part to the..customary way in which applicants are

sought for academic positions. Very often this is an in-group process and,

therefore, tends to overlook, if not exclude, minorities. Recruitment pro-

ceeds mostly through acquaintances or through sister institutions. This limi-

tation is one factor which contributes to the perpetuation of racial and eth-

nic homogenityof professional staffs. The process may not be one of con-

scious exclusion, but the effects are the same as if it were.



To some extent this defect could be remedied by a state law requir-

ing public notice of all professional vacancies to be filled. These no-

tices should appear in publications with national circulation, such as

the Bulletin of the AAUP or the journals of various disciplines. There

should also be a requirement that the positions be advertised as equal op-

portunity employment. There should be regular reviews of the recruitment

process by an appropriate state agency to insure that recruitment is open,_

and there should be provision for strong penalties for failure of compli-

ance.

Minorities in Non-Decision-Making Positions

Staff or advisory roles in administration are appropriate for the in-

experienced applicants with minority-group backgrounds, as they are for

others seeking careers in educational leadership. Current experience in

this state as well as in others should have demonstrated that tradition-

ally short periods of tenure in administrative positions become even more

foreshortened when seasoned administrators with minority-group backgrounds

are invited to assume roles which become revealed as non-decision-making

situations.

Influence and persuasion are the "tools-of-the-trade" for administra-

tors in institutions for higher education. Although respect and the ele-

ments of progress which grow out of'such dimensions of leadership must be

earned, peer acceptance and consensus concerning desirable change are in-

timately related to institutional structure. Minority-group administrators

cannot succeed in Connecticut institutions if the positions to which they

will .be'attracted are not authentic and are not included in the pattern of

organization of the colleges or universities.



Graduate Training of Disadvantaged Students

In order to recruit members of disadvantaged groups, there is a need

to insure that there are well-trained and competent persons aC/ailable from

these groups. In addition to providing better opportunities for undergrad-

uate education, there must be special help and inducements for the more

talented of these individuals to receive graduate training. Since their

disadvantage is often an economic one, there should be special fellowships

and schoiarships specifically for students from disadvantaged groups. This

would amount to a deliberate investment in the education of these individu-

als as a means of correcting a wrong in, our society.

Quotas and Goals

In assessing the need for affirmative action relating to the employment

of minorities and women in higher education, two primary objec*ives, as set

forth by the Steering Committee for Increasing Higher Educational Opportuni-

ties for Minority Group :, are crucial:

1. To assure minority groups meaningful participation in the formula-
tion of educational policy in Connecticut colleges and universities.

2. To establish a timetable for accomplishment and a mechanism for the
evaluation of progress in eliminating barriers to minority groups in
higher education.

The first objective would have as one of its primary concerns the employ-

ment of minorities in our institutions of higher education. Such employment

should take place on a variety of levels, namely staff, faculty, and adminis-

trative. Each of these areas has its own individual significance as well as

an accumulative effect or the role of women and minorities in higher educa-

tion.

When we speak of implementation and immediate action, the topic of

quotas often comes up. It is objective (can be applied uniformally), points

towards a definite goal, and has a numerical base which can easily be
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checked and evaluated. Objectivity and clarity are highly desirable at-

tributes; however, there is one outstanding weakness of this device, which

is attested to by many, and that is its lack of flexibility. When consid-

ering diverse institutions with unique and changing needs, a more flexible

instrument is needed which can fulfill the general requirements and yet be

adaptable to specific situations.

The establishment of Goals cannot be considered a viable alternative

to Quotas, owing to their greater flexibility and adaptability to vary-

ing situations. The U. S. Department of Health, Education and Welfare's

definition of goals relating to the employment of women and minorities is

a good one:

"Goals are projected levels of achievement resulting from an anal-
ysis by the contractor of its deficiencies and what it can reason-
ably do to remedy them,given the availability of qualified minori-
ties and women and the expected turn-over in its work force. How-
ever, goals without meaningful and Affirmative Action are useless.
Affirmative Action implies and should demand that institutions take
positive and specific "efforts to recruit, employ, and promote
qualified members of groups formally excluded, even' if that exclu-
sion cannot be traced to particular discriminating action on the
part of the employer." (Higher Education Guidelines, Executive Or-
der 11246, U. S. Department of Health, Education, and Welfare, Of-
fice of Secretary, Office for Civil Rights)

Institutional Plans for Corrective Action

With a policy of open recruitment for staff positions and a program

providing for more training college teachers and administrators from dig-

advantaged groups, it should be possible to attain an appropriate compo-

sition of the professional staff within the span of this five-year plan.

In part, this will require conscious effort on the part of leaders and

various educational institutions. However, sole reliance on good will

will not be enough. Each state institution should be required to prepare

a comprehensive plan outlining the steps to be taken each year to bring



about the needed correction within five (5) years. Moreover, all other

institutions of higher education which receive any state financial assis-

tance should be required to submit such a plan to be eligible for aid. An

appropriate state agency, augmented with broad civic representation, should

oversee the implementation of these plans and, where necessary, take action

against institutions which fail to show reasonable progress.

Findings:

2. While institutions for higher education within Connecticut have wit-

nessed an Increase in the number of minority faculty and administra-

tors, the percentage of these groups within the institutions remains

disproportionate to their composition within the general population.

Recommendations:

2. That (1) each constituent unit, through its Board of Trustees working

in conjunction with the CHE, establish goals and timetables, imple-

menting an Affirmative Action Program to accelerate the recruitment,

retention and promotion of minority faculty and staff; and (2) that

the CHE be charged with responsibility for receiving yearly reports

from each constituent unit and for publicly announcing the efforts

to increase minority faculty and staff in higher education in Connec-

ticut.



The Commission for Higher Education: Credibility Gap

The Commission for Higher Education is one of the most influential

bodies in higher education in the state of Connecticut.

This body was established by Public Act 330 in 1965 by the General

Assembly and is responsible for the following:

(1) coordination of planning for higher educatior, throughout the

state,

(2) encouraging governing boards of the constituent units.(Regional

Community Colleges, State Colleges, University of Connecticut,

State Technical Colleges) to initiate necessary plans for devel-

opment and expansion and receiving such plans for approval,

(3) conducting research and studies concerning the state's provision

of higher education,

(4) making impartial assessments of legislative proposals and :Judget-

ary requests for higher education and reporting thereupon to the

Governor and Genera! Assembly,

(5) licensing and accrediting of programs and institutions of higher

learning, and

(6) predaring and publishing reports on the condition, progress and

needs of higher education in the state.

Finding:

The credibility of the Commission for Higher Education is in question

because there are no minorities on the regular professional staff of this

central state agency for higher education.

Recommendations:

(1) That the Commission for Higher Education move deliberately on

hiring, in a full-time and regular position, a minority person
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as an Associate in Higher Education to represent the concern of the

Commission for minorities in higher education in Connecticut; and

(2) as vacancies occur, minorities be given equal consideration for

all available positions.
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Governing Boards: Their Peoresentafion

The following statistics reflect the over -all composi ion, as well as

the minority representation, of the Commission for Higher Education and the

Boards of Trustees of the constituent units:

GOVERNING BODIES COMPOSITION

TOTAL MINORITY

14Commission for Higher Education

Boards Trustees:

I

Regilnal Community Colleges 12 1

State Colleges 12

Technical .,colleges 9 1

University of Connecticut 15 2

Independent Colleges Not available

Because of the social pressures of the day which have been brought to

bear on these agencies, each has at least a token minority person. The

time for tokenism and windowdressing is past, and the composition of these

bodies must reflect the compositions of the populations they purport to

serve,

The Commission for Higher Education and the Boards of Trustees of con-

stituent units, in legitimate positions to make critically influential de-

cisions andlor policies affecting the state and direction of higher educa-

tion in Connecticut, are composed of insufficient numbers of minority
rep-

resentatives to be adequately responsive to minority group concerns,
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Recommendation:

That the Commission for Higher Education and the Boards of Trustees of

each constituent unit not only increase their minority representation but

also establish on each governing body a Minority Affairs Committee (or Sub-

Committee) to act on behalf of minorities and to publish a yearly report on

the progress of each committee.



Admissions Policies in Transition

Introduction

Higher education is both a service to recipient and a benefit to

the invutors, the people of Connecticut. The major function of higher

education is to preserve and to advance the intellectual, cultural and aci-

entific resources of our society; to contribute to their development and to

transmit such factors to succeeding generations.

The F nr';:irtb:jties kesourc flrou7, is oilvinced ihat the student

population in Connecticut's institutions of higher education fails to re-

flect an adequate representation of minority students.

The variety of admissions policies which would allow any adult.or high

school graduate to gain admission to regular undergraduate degree programs

varies widely among institutions in Connecticut. For example, a few of our

more prestigious institutions are attempting to make themselves more ac-

cessible by lowering the minimum rank or grade average in order for a stu-

dent to be ccw3idered for admission. While addressing themselves to ac-

cessibility, they must institute programs that will upgrade the skills of

the students whom they admit, thus assisting students to meet their objec-

tives and to compete successfully. Also, some four-year institutions are

admitting students to the colleges whereby late or junior-year entrance

into a specific program is dependent upon demonstrated skill in particular

areas. The question which this admission policy raises is whether these

institutions are preparing the students during the interim to be ready for

acceptance in specific programs. The use of a retention policy, whereby

there is no academic dismissal for a year or some extended period of time

is another way some institutions make efforts to assure continued accessi-

bility. However, if steps are not taken to develop continually the academic
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proficiency during thi :-robatft,rqr i,eriod, these students will. vitably

fail. The two-year institutions also have differing admission pc:ITzies

which must be examined in terms of their suitability and functiollatHlity.

In other words, admissions policies vary from a lowering

rank or grade to the admittance of any student with a schoo Loma

or the equlvafeJ-7. Ther,F: ,Ire also s ,ver-aq models for al.tornative *ays of

delivering higher education which must be examined. Two examples of such

programs are the University Without Walls experiment, funded by '")ffice

of Education, as well as the United 'Staes and British ,e-ersign gf con-

cept of Open Univer

Two Alternate Approaches

The University Without Walls is a consiortiumVf colleges 6111iver-

sities offering 5eynrol for graduate and undergraduate work

that can lead to degrees. This educational experiment emphasizes a flex-

ible curriculum, combinations of work and study, mobility of students among

cooperating, institutions, and the development of technological advances in

teaching.

The Open University centers on the external degree one conferred for

off7campus scholastic work -- and focuses on proficiency examinations in

lieu of course work. The concept stresses delivered by educational televi-

sion and supported by centers for testing, tutoring, and counseling.

People-Orientation

Admission personnel should utilize flexible criteria which relates

more substantially to the ambitions and life goals of candidates. Criteria

should reflect the individual as an individual rather than the old practice

of evaluating the student according to prescribed and inflexible standards.

It isiessential that our colleges and universities seriously devote them-
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selves to increasing opportunities for minorities in higher education, to

include a fairer and greater portion of minority students. Higher educa-

tion in our state must provide maximum access to all who can benefit and

ATilD desire it. Theref re, considerable efforts must be made to involve

minorities in higher education. A pool of admission personnel should be

devised in order to recruit more effectively and to encourage minority stu-

dents to seek admissions to institutions of higher education. This group,

!,1though represen'tinc different institutions, would facilitate efforts to

at-tract and secure minority students.

Focus on the Community College: Entree for Minorities

)n Connecticut there has been .a recent upspring of the community col-

Tege system which, in many ways, provides the opportunity for greater ac-

cessibility to higher education for the minority student. The community

college has a special function among institutions of higher education. It

must accept the challenge of offcHng comprehensive curricula, community

services, continoing education, academic resources and suitable programs

for transfer, career training and remedial education.

Some Considerations

Lest the concept of the "open door community college" become a "revolv-

ing door" principle, the following positions deserve the most serious con-

sideration by all institutions concerned:

1. There should be a cooperative arrangement between the community

college and four-year institutions in accepting transfer students

and giving them appropriate credit for the work they already com-

pleted. Top priority should be given qualified students trans-

ferring from community colleges within the state.
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2. Community colleges should be available within commuting distance

to all persons. Without geographical accessibility, many minority

students would be systematically excluded from 7ittendance.

3. There must be a greater representation of minorities in the com-

munity college system. Enrorlment of minorities must retlect their

percentage within the total population.

4. Wherever possible, every student accepted into a program requirirr

compensatory education should receive the necessary commitment

resources to allow his or her engagement in an appropriate I cve I

course work by the end of no more than two years.

5. Community colleges should remain two-year instilution5 Ind nui c

expected to become four-year institutions which move the .1w.Ay

the purpose they are expected to serve.

6. Career programs should be given full support and stJtus th

community colleges. These programs need to be flexibly geared

the changing job market.

7. All financial barriers to enrollment for low-income students mu ,

be removed. The community college should charge no tuition or low

tuition.

8. The community college must provide sufficient guidance and support-

ive services to assure that the open admissions concept will not be-

come a.'revolving door" practice, dashing the hopes of many students

who cannot favorably compete in an academic atmosphere of the tradi-

tional educational order. Retention of students is directly related

to the quality of the supportive services provided the marginal stu-

dent.

9. InstruCtional methods must be predicated on the needs of the com-

munity college student; at the same time, academic standards must
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be maintained. Otherwise, the program is designed for failure.

10. The open admissions policy has ramifications which relate directly

to the elementary and secondary school systems in the state. It

Will be necessary at the elementary and secondary Ic , r-n:th-

-ened programs-so that graduates from high schools or the equivalent

may enter post-secondary institutions with adequate preparation.

Even though the aforementioned proposals.refer specifically to the cnm-

munity college, it should be understood that a similar stance must be taken

regarding all institutions of higher education in an effort to deal more re-

alistically with all facets of the problem-of equal access io higher educa-

tion for everyone.

A Caveat

The community colleges must not become a "dumping ground for minoriliu,:,".

As Dr. Stephen Wright (Vice-President, College Entrance Examination LiQard)

states, "The open admissions policy must become a fact." In addition to

opening its docrs to all students, the community college muss provide each

student with the necessary resources .(financial and supportive) to maintain

himself throughout his college experience. It is also suggested that each

student be given the necessary guidance in choosing a career that will be

economically beneficial 'on the ever-changing job market.

In Counseling

Counseling' services at all levels vocational, educational, etc. -

are essential to help minority groups to see the need for EAucation and,

having achieved it, to-know how to use it uoperly. Counseling services

must have persons who understand and can solve minority group problems out-

side the educational sphere. Through such assistance, minorities would be

aided in becoming achievers in an academic situation.
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Not Only for Minorities

While many minority students do require and benefit from supportive

services, not all minority students'have need for remedial programs. The

academic, economic and cultural gaps among students which make supplemen-

tary programs critical are not synomous with minorities. Consequently,

many students not only minorities benefit from effective supportive

services.

Findings:

The admissions policies and practices of a number of institutions of

higher education continue to deny unduly or to restrict severly the edu-

cational opportunities of many minorities students who encounter unneces-

sary barriers and unrealistic measures of their potential.

Recommendations:

That (1) the State Legislature and the Commission for Higher Educa-

tion view all institutions of higher education in the state as a single

resource committed to the common goals of meeting the post-secondary edu-

cational needs of the citizenry of Connecticut; and (2) the State of Con-

necticut guarantee some form of post-secondary education to each high

school graduate of this state; and ('3) admissions practices include mea-

sures of attitudinal and motivational considerations as well as grade

point averages.



Supportive Services

A Perspective

Minorities are not adequately served in the Stare of Connecticut be-

cause institutionalized racism prevents wholehearted cooperation and ap-

preciation of problems inherent in being a minority person in the United

States. The excuse that there is not a large minority group in Connecti-

cut is not valid when looking at the size of minoriJ;es in the larger

cities in Connecticut and comparing this number with the percentage of the

school population. The fact fiat minority instructors, counselors, and

school advisors are at a minimum in Connecticut also contributes 1-e the

fact that minorities do no receive adequate services. Minority persons

tend to empathize and understand better than whites the many problems at-

tendant to a black or Spanish-speaking person attending school and con-

fronting proHlems that do not exist in his own environment. Often having

an adverse impact upon educational endeavors, this situation could be re-

lieved through widespread hiring of minority personnel whc, are better

equipped to cope with these problems and through understanding that these

problems do not go away with the addition of funds or the relocation in a

particular geographical area.

The above problem has not only academic overtones but also sociologi-

cal, social, and financial disadvantages, growing out of the inability of

Connecticut to handle properly education directed to minority groups. A

minority person often cannot move, nor should he be expected to move, from

a ghettc atmosphere into a completely integrated school system and easily

perform at the same level of competence as most whites. He can, however,

if provided with proper counseling and understanding. It is also difficult

to have minority persons adjust to certain social standards with which they



;re not familiar - particularly in the begir,Ding' of one's educational

program. Since in all walks of life they will encounter greater preju-

dice and discrimination than do other groups, it should be expected that

minority persons will have misgivings about accepting whites and whites

accepting them Socially. Natura!ly, the financial implications tend to

make this problem more severe. Connecticut has never allocated sufficient

funds to study this program in depth and to provide the means to cope with

the educational problems of inadequately served minority groups.

Some Designs

Contrary to popular belief, supportive programs do not ipso facto

water down the quality of educational programs. Properly designed pro-

grams of supportive services concern themselves with the student's indi-

vidual needs and assure that those needs will be met. Such programs

structurally remove the obStacles and'afford the student free access to

quality education.

Some institutions offer a "bridge" summer to students entering a spe-

cific institutions for the fall semester. Through these programS-,-StUdents--

receive academic strengthening tho summer prior to entering a full-time pro-

gram. Students who successfully complete the summer program are allowed to

continue; and, in some cases, students are provided with continued academic

support.

In other institutions, marginal students may be admitted for the regu-

lar academic year and provided services in the form of tutorial programs

during the year.

Another alternative is to allow the special student to carry less than

a full load during the first semester, making it possible for him to con-
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centrate on a reduced number of subjects with expectntion of Letter

forrnance.

There are many problems involved in the designing of supppnive pro-

grams. One primary problem is the fact that academic 7- np,.Jrt apparently

comes after the fact. We cannot genuinely address ourselves to supportive-

programs in higher education without carefully Looking at the impact of

elementary and secondary education on minority students. The specific na-

ture of a supportive program in higher education should be based on the

needs of ntudents as determined by their previous educational experiences;

for these experiences.h.ave created the need for special admissions and sup-

portive programs aT the college revel. Therefore, supportive programs should

take into account the experiences which students. have had in identifying

the problem areas and dealing with them effectively.

Supportive services need not,- however, be purply academically oriented.

Minority students .need to feel that they belong, that they are part of the

collegiate community and that theirpresence is positive contribution to

the over-all-pcafile of the institution. Programs and_centers which pro-

vide an opportunity for student cultural enrichment are supportive because.

they provide a positive clime for growth and interchange.

Considerations:

1. AIL institutions of higher education in Connecticut should develop sup-

portive programs in assuming their share of the responsibility for edu-

cating the disadvantaged.

2. The supportive program should be designed as an integral part of the

college offerings, not an ad-hoc peripheral program.

3. Institutional financial support given to the student should be realistic



in terms of that student's individual needs, if supportive drograMs

are to be successful in meeting the needs of the students.

4. Connecticut local business and industry, and professional organiza-

tions must begin to assume some portion of the responsibility for

supportive services by providing special programs and resources.

5. The Commission for Higher Education must plan and seek implementation

of financial support to graduate school level "intern" programs for

low-income students interested in faculty and administrative careers

in higher education in Connecticut.

6. Stipends for graduate students should be increased by 11500.00 to free

them for more effective concentration as developing scholars. Also,

the forgiveness provisions in the present Scholarship Loan Programs

should be increased. Arrangement should be made for graduate students,

including an additiona! ten percent for working low-income communities

while pursuing the graduate degree and for other means whereby low_in-

come graduate indebtedness may be absorbed.

7. To eliminate the financial barrier--perhaps the most important barrier

Of-all-Ior.minoritY'studenfs--a schOlarship program that supplements

federal programs should be established. This program, based upon as-

sessed need, would divide -1-e funds appropriately between community

college graduates and those who enter senior colleges and universities

directly from the high schools.

8. To prevent the admissions of minority students becoming a revolving

door, supportive services would be provided where the need is indi-

cated. Provided in both the community colleges and the senior col-

leges, these services would include but not necessarily be limited

to special counseling, remedial courses, tutpring and organized in-

struction to effective methods of study.



Finding:

With sufficient financial and academic undergirding, supportive ser-

vices can be effective not only for students who have educational or eco-

nomic disadvantages but also for institutions which seek alternatives-to

traditional modes of higher education.

Recommendation:

That (1), the Commission for Higher Education and the State Legisla-

ture develop and implement a system which awards to institutions a tuition

differential (reimbursement) for each student requiring supportive ser7

vices for the first two years of his post-secondary educational career;

and (2) the State Legis[ature, the Commission for Higher Education and

the institutions themselves make full utilization of appropriate state and

federal funds to develop cooperative arrangements which will enhance the

supportive services already underway and provide for the creation of addi-

tional service programs.
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VOTES ON COMPARISO OF MINORITY ENROLLMENT 1970 1972

A comparison of reports on minority student enrollment in

Fall 1970 and Fall 1972 shows:

The percentage of full-time undergraduate students

represented by all minority groups rose from to

6% over the two-year period.

- A total of 4,300 minority group students was reporte0.

as full-time undergraduates in all colleges, public

and independent, in the State.

The largest percentage increases were

a. In four-year independent from 5% to 6.8%.

b. In the Regional Community Colleges from
10.1% to 11.5%.

c. In the Technical Colleges from 5.6t to 6.8%.

Percentage of minority enrollMent remained virtually

Constant over the two-year period in the University

of Connecticut and in the State colleges.
. _

3,140 Black students were reported in all colleges.

Enrollment of black students increased from- 3.7%

to 4.4% in all colleges.

- Greater Hartford and South Central Community Colleges

reported 29.2% and 28.7% respectively, the highest

in the state.

- Among the independent colleges. Wesleyan, reported the

greatest percentage of bla-dk students 11.1%.

- The 1970 Census in Connecticut reported 181,200

Negro citizens out of a total of 3,032,000, or 6.0%
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EXHIBIT B



CONNECTICUT COMMISSION FOR HIGHER EDUCATION

TABLE lA

MINORITY ENROLLMENT - FALL 1972
FULL-TIME UNDERGRADUATES ONLY

INDEPENDENT COLLEGES

FOUR-YEAR COLLEGES
AND UNIVERSITIES Negro

Spanish
Surname

Other
Minority

Total
Minority

Total
Reported
Enrollment

Albertus Magnus 10 7, 3 20 407
Annhurst 2 2 281
Connecticut College 100 7 7 114 1,616
Fairfield Univ. 60 25 3 88 2,460
Holy Apostles College 2 1 3 54
Quinnipiac 94 8 9 111 2,096
Sacred Heart 35 27 2 64 1,266
St. Alphonsus 2 16 18 80
St. Basil's 17
St. Joseph 14 3 17 563
Trinity 88 12 10 110 1,625
Univ. of Bridgeport 125 29 11 165 4,213
Univ. of Hartford 153 42 10 205 3,877
Univ. of New Haven 119 5 10 134 2,473
Wesleyan 173 30 33 236 1,565
-Yale 323 122 126 571 4,896

Sub-Total 1,300 334 224 1,858 27,489

TWO-YEAR COLLEGES

Hartford College for
Women 13 2 1 16 183

MitChell: 8 3 11 422
Mt. Sacred Heart 21
Post. Junior 34 1 1 36 450
St. Thomas Sem. 40

Sub-Total 55 2 63 1,116

Total, Independent
Colleges 1,355 340 226 1,921 28,605

Total, Publicly
Supported
(Table 1B) 1,837 424 201 2,462 43,908

GRAND TOTAL 3,192 764 427 4,383 72,513

FJD:rbl
12/21/72



TABLE IB

MINORITY ENROLLMENT FALL 1972

Total

FULL-TIME UNDERGRADUATES ONLY

PUBLICLY SUPPORTED COLLEGES

CONNECTICUT PUBLIC Spanish Other Total Reported
SYSTEM Negro Surname Minority Minority Enrollment

Univ. of Connecticut
Storrs 330 56 70 456 9,091
Groton 6 - 4 10 368
Hartford 6 4 3 13 752
Stamford 1 1 222
Torrington - 115
Waterbury 1 1 293

Sub-Total 342 61 78 481 10,841
State Colleges
Central 129 32 17 178 7,067
Eastern 57 19 1 77 2,053
Southern 140 16 21 177 7,117.
Western 34 15 25 74 2,650

Sub-Total 360 82 64 506 18,887
Regional Community Colleges
Greater Hartford 256 48 1 305 876
Housatonic 132 23 10 165 1,283
Manchester 39 22 3 64 1,976
Mattatuck 83 18 1 102 1,378
Middlesex 40 14 - 54 728
Mohegan 27 5 4 36 599
North Central - 2 2 46
Northwestern 12 . 7 1 20 937
Norwalk 155 43 7 205 1,243
Quinebaug Valley 1 - 2 3 135
South Central 246 16 1 263 858
Tunxis - . 42 28 4 74 811

Sub-Total 1,033 224 36 1,293 10,870
State Technical Colleges
Hartford 20 7 - 27 555
Norwalk 48 18 1 67 685
Thames Valley 6 3 - 9 485
Waterbury 15 21 12 48 506

Sub-Total 89 49 13 151 .2,231
TOTAL PUBLIC 1,824 416 191 2,431 42,829

SUPPORTED BY FEDERAL GOVT.
U.S. Coast Guard 13 8 10 31 1,079

Total Pub.Supported 1,837 424 201 2,462 43,9_08

Total Ind. Colleges
(Table 1A) 1,355 340 226 1,921 28,605

GRAND TOTAL 3,192 764 427 4,383 72,513

l'L/21/72
, .



TABLE 2A

MINORITY ENROLLMENT FALL 1972
PART-TIME UNDERGRADUATES ONLY

FOUR-YEAR COLLEGES
AND UNIVERSITIES

INDEPENDENT COLLEGES

Total
Minority

Total
Reported
Part -Time

EnrollmentNegro
Spanish
Surname

Other
Minority

Albertus Magnus 6 - -6 64
Annhurst 39
Bridgeport Engineering 5 . 5 8 18 345
Connecticut College 3 _ 2 5 67
Fairfield 1 1 44
Holy Apostles College 24
Quinnipiac 24 4 2 30 831
Sacred Heart. 21 12 1 34 909
St. Joseph 1 1 58
Trinity 3 - 3 71
Univ. of Bridgeport 13 14 12 39 1,390
Univ. of Hartford 30 16 5 51 2,806
Univ. of New Haven 27 5 2 34 2,352
Wesleyan 6 - - 6 61
Yale 1 1 48

Sub-Total 140 59 30 229 9,109

TWO-YEAR COLLEGES

Hartford College for
Women 2 2 39

Mitchell 33 41 539
Mt, Sacred Heart NR

L_ 1 -- -183-
St, Thomas Sem. 3 3 35

Sub-Total 36 3 47 796

Total, Independent
Colleges 176 67 33 276 9,905

Total, Publicly
Supported (Table 2B) 1,088 336 89 1,513 16,723

GRAND TOTAL 1,264 40.3 122 1,789 26,628

NR: No Report
FJD: fer 71



TABLE 2B

MINORITY ENROLLMENT - FALL 1972

Total
Reported

PART-TIME UNDERGRADUATES ONLY

PUBLICLY SUPPORTED COLLEGES

CONNECTICUT PUBLIC Spanish Other Total Part-Time
SYSTEM Negro Surname Minority Minority Enrollment

Univ. of Connecticut
. 2- .- -2 - - "") -6. -157-

Groton - - 18
Hartford 11 6 2 19 117
Stamford 45
Torrington 21
Waterbury 1 1 2 28'

Sub-Total 14 9 4 27 386
State Colleges
Central 87 18 33 138 2,707
Eastern NR
Southern 40 7 15 62 1,194
Western 12 2 5 19 598

Sub-Total 139 27 53 219 4,499
Regional Community
Greater Hartford 194 67 261 650
Housatonic 105 46 3 154 1,130
Manchester 12 13 25 1,405
Mattatuck 36 6 2 44 853
Middlesex 45 23 68 887
Mohegan 79 14 2 95 497
North Central 191
Northwestern Connecticut 2 2 4 693
Norwalk 176 54 9 239 1,626
Quinebaug Valley 1 1 234
SoUth Central 201 14 215 785
Tunxis 24 17 41 954

Sub-Total 872 257 18 1,147 9,905
State Technical Colleges
Hartford 18 27 218
Norwalk 29 26 61 699
Thames Valley 12 3 15 470
Waterbury 4 5 8 17 546

Sub-Total 63 43 14 120 1,933

Total, Pub. Supported 1,088 336 89 1,513 16,723

Total, Ind. Colleges
(Table 2A) 176 67 33 276 9,905

GRAND TOTAL 1,2.64 403 122 1,789 26,628

NR: No Report
FJD:fer
1/30/73
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EXHIBIT C



TABLE 3A

FULL-TIME FACULTY - FALL 1972

Total
Minority

Total
Reported
Full-Time
Faculty

SHOWING MINORITY REPRESENTATION

INDEPENDENT COLLEGES

FOUR-YEAR COLLEGES
AND UNIVERSITIES Negro

Spanish
Surname

Other
Minority

Albertus Magnus - - - - 32
Annhurst 1- - 1 27
Connecticut College 4 2 2 8 144
Fairfield 1 2 5 8 169
Hartford Seminary - - - 18
Holy Apostles - 1 - 1 10
New England Institute 1 3 4 12
Quinnipiac 2 5 4 11 143
Rensselaer Polytechnic Inst. - 1 1 15
Sacred Heart 1 2 - 3 58
St. Alphonsus - - - 11
St. Basil's

TI.
St. Joseph - - - -

.41..J

Trinity 4 - 4 123
Univ. of Bridgeport 7 1 9 17 304
Univ. of Hartford 8 5 1 14 265
Univ. of New Haven 2 1 1 4 121
Wesleyan 9 4 2 15 272
Yale 33 12 21 66 1,271

Sub-Total 71 37 49 157 3,041

TWO-YEAR COLLEGES

Hartford Coll. for Women 1 6
Mitchell 29
Mt. Sacred Heart NR
Post Junior 1 19
St. Thomas Seminary.

8

Sub -Total 1 2 62

Total, Independent
Colleges 71 38 50 159 3,103

Total, Publicly
Supported (Table 3B) 61 21 48 130 3,311

GRAND TOTAL 132 59 98 289 6,414

gR: No. Report
FJD:fer
1/30/73



TABLE 3B

FULL-TIME FACULTY - FALL 1972

Total
Reported

SHOWING MINORITY REPRESENTATION

PUBLICLY SUPPORTED COLLEGES

CONNECTICUT PUBLIC Spanish Other Total Full-Time
SYSTEM Negro Surname Minority Minority_ Faculty

Univ. of Connecticut
All exc. Health Center 16 it._. . 31 1,136
Health Center 1 7 8 175

Sub-Total
State Colleges

19 2 18 39
.,.-

1,311

Central 5 6 13 24 422
Eastern 5 2 2 9 103
Southern 9 5 4 18 484
WeStern 3 1 4 8 198

Sub-Total 22 14 23 59 1,207
Community

Greater Hartford 1 2 3 50
Housatonic 2 1 3 62
Manchester 1 1 79
Mattatuck

. 2 2 52
Middlesex 45
Mohegan - 26
North Central - 4

Northwestern Connecticut 1 1 3 50
Norwalk 3 1 1_ 5 76
Quinebaug Valley - 6
South Central 9 1 1 11 43
Tunxis 18

Sub-Total 18 3 7 28 511
State Technical Colleges
Hartford 1 - 1 37
Norwalk , - 1 - 1 50
Thames Valley. - - - - 33
Waterbury - _ - 38

Sub-Total - 2 - 2 158.

TOTAL PUBLIC 59 21 48 128 3,187
SUPPORTED BY FED. GOVT.
U.S. Coast Guard _2 - 2 124

Total, Pub. Supported 61 21 48 . 130 3,311

Total, Ind. Colleges 71 38 50._ 159 3,103
Table 3A)
GRAND TOTAL 132 59 98 289 6,414M



TABLE 4A

ADMINISTRATION - FALL 1972
SHOWING MINORITY REPRESENTATION

INDEPENDENT COLLEGES

Total
Minority

Total
Reported
Adminis.
Employees

FOUR-YEAR COLLEGES
AND UNIVERSITIES Negro

Spanish
Su 7--

Other
Minority

Albertus Magnus
Annhurst _. -

18
12

Connecticut College 4 - 4 34

Fairfield 3 - 1 4 63

Hartford Seminary - 7

Holy Apostles - - - 8

New England Institute - 1 1 2 9

Quinnipiac 1 - - 1 38

Rensselaer Polytechnic Inst. - - 1

Sacred Heart 1 - - 1 22

St. Alphonsus - 10

St. Basil's NR
St. Joseph 20

Trinity -. - - 2 57

Univ. W2 Bridgeport NR
Univ. of Hartford 19 7 2 28 15)

Univ. of New Haven 3 - - 3 44

Wesleyan NR

Yale NR

Sub-Total 33 8 4 45 493

TWO-YEAR COLLEGES

Hartford Coll. for Women - - - - 6

Mitchell - - - - 11

Mt. Sacred Heart NR
Post Junior 1 - 1 14

St. Thomas Seminary - - - 8

Sub-Total - 1 - 1 39

Total, Independent
Colleges 33 9 4 46 532

Total, Publicly
Supported (Table 4B) -47 52 621

GRAND TOTAL 30 98 1,153

NR: No Report

FJDfer
1/30/73



TABLE 4B

ADMINISTRATION - FALL 1972
SHOWING MINORITY REPRESENTATION

PUBLICLY SUPPORTED COLLEGES Total
Reported

CONNECTICUT PUBLIC Spanish Other Total Adminis.
SYSTEM Negro Surname Minority Minority Employees

Univ. of Connecticut
All exc. Health Center 16 1 - 17 112
Health Center 2 - 1- 3 111.

Sub-Total 18 1 20 223
State Colleges
Central 5 1 - 6 89
Eastern 1 - - 1 22
Southern NR
Western 2 1 - 3 21

Sub-Total 8 2 10 132
Regional Community Colleges
Greater Hartford 2 4 - .2 13
Housatonic - - 22
Manchester 2 - 2 30
Mattatuck 1 - 1 24
Middlesex 1 - - 1 19
Mohegan 1 1 2 12
North Central - - - 4
Northwestern Connecticut - - - 15
Norwalk 2 - 2 21
Quinebaug Valley - - - - 7
South Central 11 - - 11 28
Tunxis - - - - 13

Sub-Total 20 - 1 21 208
State Technical Colleges
Hartford - - - - 6'

Norwalk - 7
Thames Valley - 7
Waterbury - - - 6

SubTotal 26

TOTAL PUBLIC 46 3 2 51 589
SUPPORTED BY FED. GOVT.
U. S. Coast Guard 1 32

Total, Pub. Supported 47 3 2 52 621

Total, igisloikyges 33 4 46 i 532

GRAND TOTAL 80 12 6 98 . 1,153

NR:, No Report
FJD: fer
1/30/73



EXHIBIT D



FOUR-YEAR COLLEGES
AND UNIVERSITIES

TABLE 5A

04-pROFESSIONAL EMPLOYEES - FALL 1972
SHOWING MINORITY REPRZSENTATION

INDEPENDENT COLLEGES

-E---t5--r-S-).

Total
Reported

Spanish Other Total Non-Prof.
71.ERET Minority Minority Employees

Albertus Magnus

APPhust
Bridgeport Eng.
Connecticut College
Fairfield

7

-

26

25

2

-

3-
15

1

-

-

-

ip
.-

29

40

87
26

5

246
262

Hartford Seminary - - - 32
Holy Apostles - 4
New England Institute 22
Quinnipiac 4 - - 4 83
Rensselaer Polytechn Int. 1 - - 1 14
Sacred Heart 1 - 2 3 94
St. Alphonsus - - - - 7

St. Basil's NR
St. Joseph 7 2 - 9 56
Tr: nity 9 8 - 17 187
Univ. of Bridgepprt NR
Univ. of Hartford 65 7 1 73 321
Univ. of New Haven 2 1 - 3 147
Wesleyan NR
Yale 665 63 42 770 3,515

Sub-Total 812 101 46 959 5,108

TWO-YEAR COLLEGES

Hartford Coll. for.WOrtlen 2 - 2 19
Mitchell - - - - 45
Mt. Sacred Heart NR
Post Junior - - - 17
St. Thomas Seminary 2 5 - 7 29

Sub-Total 4 5 - 9 110

Total, Independent
Colleges 816 106 46 968 5,218

Total, Publicly
SupportedATable 50) 242 43 14 299 4,330

GRANb TOTAL 1,058 149 60 1,267 9,554

NR: No Report.
EVID:'fer
1/30/73/'



TABLE 5B

NON-PROFESSIONAL EMPLOYEES - FALL 1972
SHOWING MINORITY REPRESENTATION

PUBLICLY SUPPORTED COLLEGES Total
Reported

CONNECTICUT PUBLIC Spanish Other Total Non -Prof.
SYSTEM Negro Surname *inority Minority Employees

Univ. of Connecticut
All ec. Health Center

.
21 13 34 2,180

Health Center. . 170 la. ........ 188 -696-

Sub-Total 191 31 222 2,876
State Colleges
Central 5 5 361
Eastern 2 1 3 95
F3outhern NR
Western 7 3 10 14G

Sub-Total 14 4 18 602
Regional Community Colleges
Greater Hartford 6 - 6 26
Housatonic 3 - - 3 31
Manchester 1 - 1 57
Mattatuck 2 - 2 47
Middlesex 1 - 1 25
Mohegan 2 - .2 14
North Central 2 1 - 3 6

Northwestern Connecticut - - 25
Norwalk 4 - - 4 53
Quinebaug Valley - - 4
South Central 2 - 2 13
Tunxis - - - - 26

Sub-Total 23 1 24 327
State Technical Colleges
Hartford 1 2 - 3 22
Norwalk 4 - - 4. 23
Thames Valley - - - 22
Waterbury .

. 1 - - 1. 24

Sub -Total ,6 2 8 91

TOTAL PUBLIC 234 38 272 3,896

SUPPORTED BY FED. GOVT.
U.S. Coast Guard 8 -5 14 27 440

Total, Pub. Supported 242 43 14 299 4,336

Total, WieCcaleges 816 106 46 968 5,218

GRAND TOTAL 1,058 149 60 1,267 9,554
m.,;111?

NR: No Report
FJD:fer
1/30/73 - 82 7
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