ED 333 857

AUTHOR
TITLE

INSTITUTION

SPONS AGENCY
REPORT NO
PUB DATE
CONTRACT

NOTE
AVAILABLE FROM

PUB TYPE

EDRS PRYCE
DESCRIPTORS

IDENTIFIERS

ABSTRACT

populations of the United States,
postsecondary education are shrinking.

DOCUMENT RESUME

HE 024 746

Astone, Barbara; Nunez-Wormack, Elsa

Pursuing Diversity: Recruiting College Minority
Students. ASHE-ERIC Report No. 7.

Association for the Study of Higher Education.; ERIC
Clearinghouse on Higher Education, washington, D.C.:;
George Washington Univ., Washington, DC. School of
Education and Human Development.

Office of Educational Research and Improvement (ED),

Washington, DC.
ISBN-1-878380-04-4; ISSN-0884-0040
390

RIBB062014

143p.

ASHE-ERIC Higher Education Reports, The George
Washington University, One Dupont Circle, Suite 630,
Washington, DC 20036-1183 (Single copy price $17.00
regular, $12.75 for members of AERA, AAHE, AIR, and
ASHE).

Information Analyses - ERIC Clearinghouse Products
(071) -- Reports - General (140)

MF01/PC0O6 Plus Postage.

College Admission; College Environment: Demography;
*Enrollment; =Enrollment Trends; =Ethnic Groups;
Higher Education; =sMinority Groups; Population
Trends; Postsecondary Educa‘ion; Program Nevelopment;
School Holding Power; School Role; Student Financial
Aid; =Student Recruitment

«Diversity (Student)

Projections show steady growth in the minority
but entry rates of minorities into
Institutions of higher

education are now being called upon to exercise leadership in
addressing the problem of minority education before it reaches
critical proportions. This report examines the recruitment of
minority students into postsecondary education. The report discusses
(1) what the institution's role is in pursuing diversity through

recruitment;

and from the majority;

(2) how minority students are distinct from each other

(3) how the recruitment of minority students

is related to other institutional concerns; and (4) whose
responsiblity it is to recruit minority students, when it should be
done, where it should be done, and how. Also provided are: a
historical background of minority recruitment practice; a discussion
of what information colleges should be aware of concerning the
demographics and diversity of minority populations; a review of a

recruitment plan;
turther research.

and recommendations f.r
(GLR)

and summaries, conclusions,
Contain 193 references and an indexX.

AARARKRRARRARRARRRARARKARARRKRRRRRRRARRRARRRRRRRERRARRRRRRRR R RS TRRRARARRARAXRRRARRR

* Reproductions supplied by EDRS are the best that can be made *

trom the original document. ®

t*tﬁtttltl‘lﬂtttﬂﬂtﬂttﬂtttttttttttttttttﬂtttﬂtﬂlttﬁttttttﬂttttﬂttttttttt



U.8. DEPARTMENT OF EDLICATION
Otfice of Edurational Hesearch and Improvement

EDUCATIONAL RESOURCES INFORMATION
L.~  CENTER(ERIC)

{7 This dorument has been reproduced as
receved liom the person of orgamzation
nl-qmahng it

{* Minor changes have heen made 10 improve
teproduchion Quanty

o Puints of view o opinians staled in s doC u-
menl do nol necesaray rppresent ofliciat
OF RI posihion ot gxilic y

Pursuing Diversity
Recruiting College Minority Students

Barbara Astone and Elsa Nuiez-Wormack

1990 ASHE-ERIC Higher Education Reports

~ BEST COPY AVAILABLE



Pursuing Diversity:
Recruiting College Minorily Students

by Barbara Astohe and Elsa Nuhez Wormack

ASHE-ERIC Higher Education Report 7. 1990

Prepared by
’ Clearinghouse on Higher Edication

Enlc The George Washington University

In cooperation with

Association for the Study
mlﬁ of Higher Education
Published by

\&?r € school of Fducation and Himman Development
SN1 ton The Georste Washington Unicersiy
niversity

WASHINGICN D

Jonathan 1) Fife. Series Editor




Cite as

Astone, Burbara, and Elsa Nufiez- Wormack. 1990, Pursuing
Diversity: Recrudting College Minority Students. ASHE-ERIC
Higher Education Report No. 7. Washington, D.C.: The George
Washington University, School of Education and Human
Development.

Library of Congress Catalog Card Number 91-60268
ISSN 0884-0040
ISBN 1-878380-04-4

Managing Fditor: Bryan Hollister
Manuscript Editor: Barbara Fishely Editoch
cover design by Michacl David Brown, Rockrille, Slaryiand

The ERIC Clearinghouse on Higher Education invites indi

viduals to submit proposals for writing monographs for the

ANE ERIC Hher Education Keport series. Proposals must

mnclude:

E-A detailed manuseript proposal of not maore than tive pages.

2 A chapter by chapter outline.

3. A TS word summury to be used by several review commit
tees tor the initial screening and rating of cach proposal.

oA Vi and aowriting sample.

'ERIC] Clearinghouse on Higher Education
school of Education and Human Development
The George Washington University

One Dupont Circle, Suite 630

Washington, DC 20036 1183

This publication wis prepared pactially with tunding trom

the Oftice of Educational Rescarch and improvement, U
Department of Education, under conteact no. ED RESS 062014
The opinions expressed in this report do not necessartly
retlect the positions or policies of OERI or the Department.



EXECUTIVE SUMMARY

Why Is the Recruitment of Minority Students

An Important National Concern?

Present and future trends in population growth and in par-
ticipation in higher education reveal that people of color in
the United States are a dramatically increasing but seriously
undereducated segment of society. By 2000, minorities will
account for roughly 30 percent of the population (UL.S. Bureau
of the Census 1990¢). Even now, 27 percent of all public
school students in the 24 largest city school systems are
minorities (Hodgkinson 1986). Yet for nearly all minority
groups, high school graduation rates are significantly lower
than for the majority, and entry rates of college-age minorities
into higher education are actually shrinking. For example,
almost half of all 18- and 19-year-old Hispanics and one in
three African-Americans that age have not completed high
school. The proportion of 18- and 19-year-olds from these
groups enrolling in college, despite big increases in that pop
ulation, are lower now than before, In fact, the gap between
minority and majority students entering college was wider

in 1988 than it was in 1976 (American Council on Educa
tion 1989).

With greater and greater numbers .2 minority youth coming
of age, the problem is no longer one purely of social justice.
Government and industry alike have noted the potential eco
nomic effect of these alarming trends in education (American
Council on Education 1990). With the projected incredses
in the minority population, the situation threatens to affect
the national economy: Given the present level of minority
education, the potential shortage of qualified workers
cquipped to meet the needs of the market is o serious con
cern (Fconomist 1990b; Hodgkinson 1983). Institutions of
higher education are being called upon to exercise leadership
in helping to address these problems before they tike on
even more eritical proportions. The recruitment of minority
students must therefore not ealy focus on more aggressive
strategies to recruit those studants who are already well pre
pared but also encompass long term initiatives to improve
existing educational conditions.

What Is the Institution’s Role in Pursuing

Diversity through Recruitment?

Higher education institations are the traditional centers for
scholarly debate, rescarch, innovation, and change in social
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matters. Increasing the presence of minorities and of minority
perspectives in all aspects of the college and university is,

in its broadest sense, a question of social change. Universities
can provide vision, energy, leadership, and direction to other
institutions, from school systems to government to business
and industry, first to establish firmly the goal of excellence

in minority education and then to pursue and achieve it
(American Council on Education 1988). Through investigation
into the subject of minority education and the effectiveness

of responses at various levels, higher education institutions
can bring the issue into focus. But beyond the social role,
colleges and universities need to determine the ways in which
diversity will be incorporated locally by idemtifying what the
problems are with regard to their own institution, Are minority
enrolments and graduation rates low and, if so, why? Do
minority students feel welcome and are they part of the col:
lege community? Colleges need to evaluate their mission,
institutional objectives and policies, and the allocation of
resources with minority education in mind. An initistive to
recruit minority students will affect, and be aftecied by, insti
tutional concerns from curriculum to campus lite. To be of
fective ancd make a real difterence, therefore, the goal of in.
creasing the presence of minorities on campus should be
conceived as an institutional priority and an institution

wide goal.

How Are Minority Students Distinct—From

Each Other and from the Majority?

Because they share many common concerns people ot color
are frequently referred to as acsingle group. In fact, however,
this population of African Americans, Hispanics, Asian
Americans, and American Indians consisis of an enormous
variety of people trom different racial, ethnic, language. and
cultural backgrounds. As a group, clear distinctions social,
ceonomic, and educational  can be made between minorities
and the majority. A much greater proportion of almaost all
minority communities have lower income, higher unemploy
ment, and poorer education, both in terms of quantity and
quality (Richardson 1988: U8, Bureau of the Census 1990¢).
Additionally. the obstacles they encounter include some ihat
are not part of the experience of most maiority students, even
those who are disadvantaged. Limited proficiency in English
and racial and cthnic prejudice are two examples.

ts



With regard to higher education, however, the nature of
the problems in each minority community is somewhat dif
terent, and each situation calls for solutions that sre informed
and responsive to the needs of each community. Preparation
for college, language preficiency, immigrant or nonimmigrant
(or refugee) status, time in the United States, gender, cultural
influences, and financiai condition are only some of the fac-
tors that vary from group to group and could have more or
less significance in a particular minority group's educational
protile. Further, important distinetions exist within minority
groups. For example, low rates of graduation from high school
are a serious problem in all Hispanic communities and sig
niticantly affect the number of Hispanic students who enter
college. In the Puerto Rican community, however. school
dropout begins in junior high school, reaching levels esti-
mated to be as high as 80 percent in some school districts
(Fernandez 1989). Consequently, it is considered the single
most alarming educational concern in the Puerto Rican com
munity. Recognizing and understanding the differences within
and among the various minority populations are essential
clements in a suceesstul strateggy for recruitment, and they
are an important preface to the larger goal ot achieving cul
tural diversity in higher education.

How Is the Recruitment of Minority Students

Related to Other Institutional Concerns?

Because the ultimate goal in recruiting minority students must
be graduation, recruitment is ot an objective that can be
pursucd in isolation. The better integrated it is with the col
fege's educational programs and services, the more oppor
tunity it will have for success. Admissions and financial aid
policies, strategies for retention, and opportunities for transfer
are some of the areas intricately ted to recruitment that there
fore can share commaon objectives (Carnegic Foundation
1989; Lennimg, Beal, and Siauer 1980). Organizing strategics
for recruitment that combine the human and financial resour
ces of all these arcas can be cost etfective Above all, however,
it will disseovmiate numonty recraitment throughout the
mnstitution.

Eftective recruitment of minority students should not ondy
be coordimated with many difterent areas of the institution
but also enhist the participation of people trom ditterent
departments and a vanous levels of responsibility o work
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in concert as part of a comprehensive plan. Nontraditional
maoxdels of recruitment teams can have significant success.
Administrators, faculty, and staff from academic departments,
including ethnic studies programs and centers, student ser-
vices, and special program oftices, such as economic oppor-
tunity programs, can be organized to participate in the insti-
tution's strategy for recruitment,

Who Should Recruit, When, Where, and How?
Even when a formal structure for recruiting minority students
exists, the function is commonly located in one of several
different areas within a college's organizational structure. The
recruitment of minorities can be administered through the
regular operations of the admissions office, by a specially
appointed officer, or through a variety of other possibilities.
Rather than the location of the office, however, it is the insti-
ttion’s commitment to improving the education of minorities
that will ultimately endow recruitment with its potential to
be effective (Christoftel 1986). In this sense, the leadership
and involvement of top administrators are fundamental.
Ideally an institutionwide effort coneeived as a process
rather than a program, recruitment of minority students would
optimally engage all constituencies of the college - faculty,
administrators, stafl, and students - in @ well developed und
deliberate plan designed to achieve specific, reasonable gouls.
The plan should be based on a comprehensive institutional
audit reflecting the profile and present educational situation
of minorities at the institution. It should be cooperatively
designed, including the perspectives of those who will imple
ment it, and should delineate the methods and resources
designed to achieve its objectives within a stated time. Finally,
it should be monitored, evaluated, and periodically modified
to retlect changing conditions and to capitatize on aspects
that emerge as being particularly successtul.,
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FOREWORD

Over the past few years, the ASHE-ERIC Higher Education
Report seres has published several reports dealing with the
issues of diversity, including:

Affirmative Rhetoric, Negative Action: African-dmerican
and Hispanitc Faculty at Predominantly White institutions,

Valora Washington and William Harvey. Report No. 2, 1989.

The Challenge of Diversity: iolvement or Alienation in
the Academy?, Daryl G. Smith. Report No, §, 1989,

“High-Risk" Stucents in Higher Education: Future Trends,
Dionne ). Jones and Bewty Collier Watson. Report No. 3,
1990.

From these reports, several general conclusions are casily
drawn:

e The concern over diversity is increasing.

¢ ‘The issue of diversity not only concerns the strength of our
society's social fabric, but also is becomiing increasingly
central to our economic well-being.

¢ Higher education institutions can and should play @ major
role in educating a diverse citizenry that will produce lead
ers capable of developing solutions for the issues of diver
sity in our society.

Much of the Hiterature on minority students develops con
clusions bised on aggregate dati. These publications clarity
the general need by comparing the number of minorities
graduating from college with the population as a whole,
revealing that a major problem exists.

While that assessment is accurate, it is not very useful. A
more fruitful examination would study the process from
beginning to end and identity each important step along the
wity. A process similar to guality manzgement, this method
helps correat problems fong before a failure occurs,

Following this logic one step farther, ensuring graduation
of adequate numbers of minorities requires effective recruit
ment, appropriste aciademic advising, constant nurturing, ind
atention to both the academic and nonacademic student life
throughout the process. In other words, for recruitment to
be successtul, an institutionwide value must be present, con
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stantly reinforced by leadership at all levels, that develops
an atmosphere conducive to the graduation of minorities,

Inthis repont, Barbara K. Astone, director of retention pro-
gram, and Elsa Nufiez-Wormack, assoclate dean of faculty
and associate professor of English, hoth of The College of
Staten Island, City University of New York, review the available
current research and literature on the recruitment of minor-
ities. They examine demographics, the institutional structure,
and topics on recruitment, offer general recommendations
for institutions, make suggestions for further rescarch, and
discuss the basic elements and implementation of a recruit-
ment plan,

The recruitment and retention of minorities is an issue that
higher education will continue to face throughout the decade,
This situation will not go away, for the percentage of college-
bound minorities will continue to increase for the foresecable
future. As an institutionwide problem, it requires institution
wide attention, leadership, and solutions. Academic leaders
must get all faculty involved in the process. Institutions must
provide sufficient student support services. The entire college
community must become intellectually as well as morally
sensitive to the importance of ensuring the diversity of the
institution,

Jonathan D. Fife

Series Editor

Professor and Director

ERIC Clearinghouse on Higher Education
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* INTRODUCTION

Minority students in increasingly smaller numbers arvive
at colleges and universitics from backgrounds as diverse

as those represented by white students. They come from
Republican, Democratic, Independent, apatbetic, poor, rich,
and middle-class bomes. They are dropped off at airports,
train [depots,] and bus stations, or emerge at college gates
Srom station wagons, convertibles, and coupes driven by
single parents, two parents, no parents, uncles and aunts,
Lrandparents, themselves, and strangers. Some arvive in
taxts, They come from homes where English és shoken impec-
cably, where it is spoken fwith an accent], where it is bro-
ken, where it is not spoken at all,

Often they have been recrutted as vigorously as finst-
round draft choices . . .; sometimes they find themselves at
the gates of the only college they ever wanted to attend |, but/
SJrequently they arvive at colleges whose names and locations
were unfamiliar to them only weeks before freshman ors.
entation. . .. In spite of their diversity, they are limped into
d group tdentity called “minority student” (Pemberton
1988, p. 9).

After more than 20 years, the percentage of minorities gradu-
ating from institutions of higher education, relative to their
representation in society in general, has actually decreased.
This result can be atributed to several factors. A major study
published by the Commission on the Higher Education of
Minorities reports that, corapared to whites, significant
numbers of minorities are lost at each juncture along the
“educational pipeline” (Astin et al. 1982). First, minorities
drop out of high school at a debilitating rate. Recent studies
have found the Hispanic dropout rate to be well over 60 per-
cent in some cities and, among Puerto Ricans, closer to 70
percent (Fernandez 1989). Second, significantly fewer stu-
dents who graduate from high school enter institutions of
higher education; those who do for the most part do not
directly enter senior colleges. Third, most minority students
in two-year colleges do not complete that degree, and among
those who do, many fewer go on to receive a baccalaureate
degree. Finally, minorities in tour-year colleges who either
transter from two-year schools or enter directly leave betore
graduation at a rate that is two to three times greater than for
whites (Astin et al. 1982). In the meantime, the urgency of

Recruiting College Minorin: Students
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graduating minority students in significant numbers has taken
on a completely new dimension,

The 1980s signaled increasingly important changes in
demography. While the overall US, population growth rate
Is as low as it has ever been, about one-half that of the late
1950s, minorities account for a steadily increasing percentage
of the population, reflecting the comparable youthfulness of
these groups to nonminorities and growth rates two to 14
times greater (Estrada 1988). Immigration is a primary factor
in minority growth rates, and presently 6 million of the 14
million immigrants in the United States are of school age
(Hodgkinson 1985). Together with the higher number of
births occurring in minority populations, it means that an
ever-greater proportion of secondary and pustsecondary stu-
dents will be minorities,

As we enter the 1990s, the socal, economic, and educa-
tional condition of most racial and ethnic minorities in the
United States continues to lag behind that of the majority
white population: Unemployment is higher, income is lower,
and years of education are fewer, The poverty rate for racial
and ethnic minorities in the United States is two to four times
greater than that for Americans in general, according to 1980
and 1986 figures. In education, severe dispurities persist for
almost all minority groups, compared to nonminorities.

Today, the goals of access and academic success for minor-
ity students are no longer matters of concemn only, or even
principally, to the minority community. The demographic and
cconomic realities becoming increasingly evident to govern.
ment, industry, and the media are studied and reported so
frequently now that issues involving minority education have
moved into the national arena (American Council on Edu-
cation 1988; Economist 1990a).

Projections of changing demographic profiles nationwide
indicate that nearly 12 percent of the country’s labor force
between the ages of 25 and 54 will, by 2000, be African-
American, 10 percent will be Hispunic, and another 4 percent
will include Asians and American Indians. Combined, 26 per-
cent of the nation’s workers in their peak productive years
will be people from ethnic and racial minorities (US. Dept.
of Labor 1990b). The continuing neglect in minority educa-
tion has a potential economic effect in light of differential fer-
tility by class, ethnicity, and region. If this ievel of education
and professional preparation continues, a shortage of qualified




workers who can satisfy the demands of the market will soon
oceur (Hodgkinson 1983).

In addition, enrollment at institutions of higher education
has slowed in recent years, and in most states, the number
of high school graduates is declining (Hodgkinson 1986; U.S.
Dept. of Education 1989). These facts, coupled with the eco-
nomic realities of our times, have created a financlal squeeze
that has brought fargely untapped resources to the attention
of college and university administrators. For all these rea-
sons~-soctal, moral, and economic~—the issue of recruiting
more minority students into higher education remains an
urgent priority.

Of ceurse, no single measure can solve the problem of
minority undereducation, and higher education institutions
cannot and should not have to do it alone. Much, however,
is within their purview. Bringing more minority students to
college campuses is clearly one important step, and therefore
recruitment is an essential part of any successful institutional
plan for increasing minorities’ participation. It is only the
beginning, however. Ensuring academic success and graduat
ing are the necessary complements to achieving equity in
education,

Colleges and universities have developed strategies for
recruiting students to offset their low enroliment, but these
programs often do not include responses to the specific
requirements of the minority community (Christoffel 1986).
Even institutions with the best intentions begin recruitment
by arranging appointments at high schools with little or no
preparation and then proceed to speak to large groups of stu-
dents about the standard academic and social advantages of
pursuing a degree at their institution. With this approach, how-
ever, a whole range of questions remains unanswered, and
consequently results are achieved largely by chance. To he
meaningful, recruitment of minority students should be part
of a more holistic and systemic approach that also embraces
the goals of access and retention.

Recruiting minority students is naturally complex because
it is related so intricately to these other educational concerns.
It is also complex, however, because of a more fundamental
matter: the identity of the population in question. Although
we use the term “minorities,” no such single group of people
fits the term, certainly not in the sense of common origin or
cultural unity or shared fanguage. Each group should be rec
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ugnized and respected for the individuality of jts history, cul.
ture, and language, The problems that confront different
minority groups sometimes vary, and the practices employed
to address them should naturally correspond when puossible,
The circumstances thyt limit the access and Success of people
of color in higher education are similar, however. In discuss
ing these common issues, we have used the term “minorities,”
aware of the limitations jt imposes, This report discusses four
principal ethnic and racig| minority groups: African-American,
Hispanic, Asian-American, and American Ingian,

While most of the factorg that limit pan,. ipatica in higher
education affect all groups, they do so 1o 4 grvater or lesser
extent, and the measures required to overcome the various
obstacles may differ from one group to anather. The case of
dropping out of high school is an example. The smaller pool
of high school graduates is d critical factor for hoth Hispanics
and African-Americans, but for Hispanics, the problem begins
in the transition from eighth grade to high school, g phenon.
enon that does no apply to the same extent with regard 1o
ather minority groups. This particular phenomenon is more
evident for Puerto Ricans than it is for Cubans. When discuss.
ing the recruitment of minority students, therefore, it is impor-
tant not only to analyze the different circumstances that exist
for minorities in relation to the majority population, but also
to consider carefully the differences that exist within the var-
ious minority sroups (Monsivais and Bustillos 1990).

Examining the subgroups within each ethnic group also
helps define the population of racial ang cthnic "minorities,
Because the proportion of students in higher education fron
the Asian/Pacific Istander population more than represents
the proportion of that population in generl society, most of
the literature on “underrepresented minorities™ no longer
includes Asians. The literature indicates, however, that Pacific
Islanders (Filipinos, for example) and Southeast Asians do
not have the same SOCIoeCONOmic or educational profile as
other Asian groups and are indeed underrepresented on col.
lege campuses,

Throughout this repon, the recruitment of minority students
is discussed with reference to the most homogeneous groups
of people feasible. Because studies are reported in the it
Crature 1o a large extent hased On aggregate data, however,
the degree 10 which thig application has been possible is
limited. In discussions tonceming recruitment in the larger
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-context, minorities have been referred to in general as a pop-
ulation distinct from nonminorities. 121 chapters that discuss
educational factors or cultural chargcteristics that may differ
for various groups, distinctions are made wherever possible.

In addition to reading the literaure, the authors, in the
interest of producing a complete and aceurate report, have
conducted personal interviews, visited community organi-
zations, and explored minority networks at various educa-
tional institutions,

Recruiting: Collesie Minority Students
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HISTORICAL BACKGROUND

The practice of recruiting minority students in higher edu-
cation is largely a response to the landmark Supreme Court
decistons and the federal legislation and education policy of
the civil rights era (Arvizu and Arciniega 1985; Galligani
1984). Since its inception, however, the purpose of minority
recruitment and its terms, methods, and effects have evolved
substantially.

nidal s I

In 1950, over 90 pereent of African-American students were
educated in traditionally black colleges. By 1954, with the M"'
supreme Court decision in Brown v, Board of Education, American
such racial segregation in public education was declared ille- students were
gal (Fleming 1984). Subsequently, substantial numbers of M “0
African-American students enrolled at previously all-white blend into the
institutions (Turmer 1980). In fact, by 1964, 114,000 African- oclocultural
American students were attending predominantly white insti- S
wtions, most of which were located out of the south (Gurin -~ Hfe of the
and Epps 1975). The sweeping legislation of 1964, 1965, and  campus. . . .”
1968 further articulated and accentuated the new goal of racial
integration in higher educition (Green 1982; N.Y. Times
1988¢; Van Alstyne 1978),
The Civil Rights Act of 1964 “toughened means of federal
enforcement against discriminatory use” of the increased fed
cral funding to higher education institutions (Preer 1981, p.
3: see also Dunston et al. 1983). At the same time, the finan-
cial assistance provided by the Economic Opportunity Act
of 1964 and the Higher Education Amendments of 1968
helped to tum access into a reality for many African-American
students. Few colleges were responding to their needs and
expectations, however (Ascher 1983; Fleming 1984). While
administrators recognized that some change would follow,
that change was expected to oceur with little or no conflict
(Peterson et al. 1979). African American students were
expected “to blend into the sociocultural life of the campus™
and to compete academically, without any significant changes
in the academic structure or in programs (Fleming 1084, p.
12). A survey sample of 1,168 institutions studied in the Latter
part of the 1960s reveals that 82 percent of colleges, in admit
ting African-American students, had either adopted open
admissions policies or used special admissions criteria, but
that only 50 percent provided special academic support pro

Recruiting College Minority Studerits 7
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grams and most of them made no effort to updite their cur-
ricula (McDaniel and McKee 1971),

During this period, the main task of admissions offices was
to sift through and evaluate college applications; students
wete still in large supply. According to some, the function
of admissions was to make sure that the wrong people did
not get into the school (Ingersoll 1988). The main purpose
of the recruitment stff was college public relations. Recruiters
provided information about admissions standards, described
new programs and services, and attempted to attract qualified
students to apply.

Not all the impetus for greater participation by minorities
originated with the legislative bady. The new political activism
that characterized the late 19608 “generated a proliferation
of black student organizations that expressed a need for black
political and cultural identity. These organizations were instru-
mental in mobilizing the recruitment efforts that dramatically
increased both the numbers and diversity of black students
on all-white campuses in that decade” (Smith 1980, p. 29; see
also Flemirg 1984, pp. 11-12).

While talented students who met the merit criteria of high
school grades and aptitude test scores benefited from the
efforts initiated by both legislators and activists, a much larger
number of academically and economically disadvantaged stu:
dents remained shut out of the system (Rossmann et al. 1975).
Even after the 1954 Supreme Court ruling to desegregate,
some states continued to operate dual systems of higher edu
cation, and, as a consequence, the NAACP filed a lawsuiit,
referred 1o as the Adams case, against the Department of
Health, Education, and Weltire, charging that the department’s
Oftice of Civil Rights had failed o take action against the edu-
cation systems in those states. US. District Judge John M. Prat
ordered the Office of Civil Rights in 1973 to develop plans
with the states to desegregate their systems of higher edu
cation (Jaschik 1987; Melendez and Wilson 1985).

Peak Years

Erupting social conflict and student unrest added to the pres
sures for broader and more flexible admissions. At institutions
like ‘The City University of New York (CUNY) and Virginia
State University, the policy of open admissions, referred 1o

by Clark Kerr as “the most important single development in
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higher education,” was a result that revolutionized the mission
of increasing minoriy participation (Rossnann et al. 1975),

In the case of CUNY, hefore 1970, both the two-year and
four-year colleges had entrance requirements based on high
school average or a combination of high school average and
dchievement test scores. Although the cutoff points varied
somewhat from one college o another, in general students
with averages of 80 or above were eligible to enroll in four-
year programs. “The two-year colleges required a high school
average of 75 for entry to i transfer program, while students
with high school averages below 75 but not lower than 70
were admitted only to two-year career programs. Students with
averages below 70 or who had not taken an academic program
in high school were nat eligible to enroll in any college of
CUNY. The special programs for disadvantaged students
(through which most of the minorities at the university were
enrolled) were an exception to this rule. With open adimis.
stons, the guidelines for entry to the four year institutions
were madified to include students who were in the wp half
of their graduating class or who had an average of 80 or above,
All (xher students were then eligible to enroll at the two-year
institutions (Rossmann et al. 1975),

The new policy opened the university's doors to @ great
number of people. While white students were the prime
heneticiaries of the new policy, the proportion of African
American and Puerto Rican students ateading the university
increased substantially (Livin 1974).

With recruitment not necessiry in open-admissions insti
tutions, the focus shifted o wsting in the basic skills, place
ment, and counseling, and the new objectives of institutional
reform became the implementation of compensatory pro
grams for underprepired students, a new and controversial
role for higher education.

In many instances, the spectal programs for economicilly
and academically disadvantiged students were stafted by their
own minority reeruiters, ind admissions offices often worked
independently of the economic opportunity programs. Insti
tutions of higher education were criticized for creating this
dichotomy, as equal opportunity programs frequently became
the sole source of recruiting minority students, resulting in
the exclusion of minority students not cconomically or aca
demically disadvantaged Chiddiken 1981),

Recrinnng College Minoruy Stwdents
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In other states, the response was manifested in other ways,
The expansion of community colleges was seen as a way of
addressing the needs of nontraditional students without com-
promising the standards of four-year institutions (Richardson
1988). Critics have argued that this two-tier system allowed
the tour.year colleges 10 evade the responsibility of recruiting
minorities, relegating it to the two-year colleges (Cohen 1981,
Olivas and Alimba 1979; Richardson 1988). ‘The objective
of recruiting minorities from two-year to four-year colleges
was, t0 a large extent, never realized (Donovan and Schiies
Peleg 1988).

As social pressures from other groups began to be felt, the
coneept of "minority” in the public consciousness expanded
to include Hispanics, Native Americans, and Asans, and the
word “minority” was replaced with the term “racial and ethnic
minorities.” Changing atitudes were reflected in the literature,
as agencies and individuals began to report on the various
minority groups s separate populations: African-Americans,
Hispanics, American Indians/Alaska Matives, and Asians/Pacific
Islanders. Colleges and universities included these racial and
cthivic subgroups in special programs and as part of their
focus on minority recruitment, frequently with a special
emphasis on women.

In the independent sector and in the selective public insti-
tutions, the approach o minority recruitment focused on the
adoption of alternative criteria for admissions. In these cases,
the weighting of admissions criterii, such as class rank, high
school grades, SAT scores, and letters of recommendation,
wis maoditied to reflect more equitable considertion of
minority students. Other institutions permitted admission only
through special stitus, In such cases, committees reviewed
4 student’s application and, based on strong letters of recon
mendation and a clearly demonstrated special talent, the com
mittee would recommend aceeptance of the minority student
in question. Still aothers oftered probationary or conditional
admission to students not meeting the regular requirements
for admission in which students hid to complete prerequisite
reguirements, such as prefreshmian summer residency pro
grams, i basic skills sequence, and counseling (Halcon 1988;
Trevino and Wise 1980). As with the public sedtor, active
recruitment of minority students was still minimal; students
sought admission to private colleges and universities, and
corollments were stable
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With the implementation of affirmative action through the
admissions offices, many institutions sought to use a setaside
approach and to institute guotas. Reaction to the policy of
using quotas for African-Americans and other minorities, how-
ever, resulted in the landmark Supreme Court rulings in De
Funisv. Odegaard [416 118, 312 (1974)] and Regents of the
University of Californiav. Bakke [438 US. 265 (1978)]. In
De Funis, where Marco De Funis sought admission to law
school, the Supreme Court ruled the case moot, but Justice
Douglas, in the dissenting opinion, expressed concem about
the cultural biases of a standardized test like the 18AT, biases
that, he suggested, might severely limit the tests” utility in
accurately predicting minority students' potential. He also
expressed concern about the practice of reserving places in
a law school class for select minorities (Astin, Fuller, and
Green 1978: Cox 1979; Dunston et al. 1983; Hamilton 1979;
Lincoln 1979; Preer 1981).

In Bakke, where Allan Bakke sought admisston to the Uni-
versity of California at Berkeley Medical School, the Court was
again divided. This time, Justices Brennan, White, Marshall,
and Blackmun ruled that the use of race was admissible in
university admissions, while Justices Stevens, Burger, Stewart,
and Rehnguist decided that race was not an {ssue and ruled
in favor of respondent Bakke. The compromise position of
Justice Powell combined hoth views, concurring with the
admission of Bakke to the medical school while supporting
the use of race as a factor in university admissions (Preer
1981). ‘This compromise position created ambivalence in

higher education institutions in establishing alternative admis-

slons criteria for minorities (Preer 1981) and resulted ina
retreat from the momentum that was taking hold on college
campuses in the recruitment of minority students (Atelsek
and Gomberg 1978; Spratten 1979).

The students heing admitted represented the two ends of
the educational spectrum. At one end, the best and the bright-
est minority students who met all of the regular requirements
for admission had uchieved greater access and were being
admitied where previously they would have been excluded.
Others who were especially talented or who were able to
secure special recommendations were also being accepted

under altemative policies for admission. Atthe other end. eco:

nomically and academically disadvantaged minority students
were heing aceepted into special programs that had prolif

Recruiting College Minority Studuents
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erated on college campuses, such as the state-sponsored edu-
cational oppoitunity programs. The students who still had
limited access were the large number of students with dverage
high school backgrounds. Depending on geographic reglon,
the options for these students were two-year colleges or open-
admissions institutions.

Declining Concern

As political pressure eased and new regulations governing
the allocation of federal dollars were implemented, less atten
tion was devoted to higher education for minorities, A stucdy
conducted at the University of Maryland during 1969 and
1976 documented an increase in median freshman African-
American enrollments during the earlier years, immediately
followed by a decline to initial 1969 levels in the North Cen-
tral, Middle States, and Northwest regions, and decreases of
Fand 2 percentage points in the New England and Western
regions after the peak year, 1973, Results also indicated a
steady decline in the mean number of eriteria for admission
employed by institutions (Sedlacek and Webster 1978), The
attitude that much had been accomplished in changing the
complexion of our college campuses was perhaps what led
to diminishing emphasis on the goal. Although overall college
enroliments were stable in the 1970s, minority enrollments
began to drop after 1974. By the end of the decade, focus on
recruiting minorities had faded 10 near complacency.

Renewed Interest
As the college-going pool of students began to diminish in
various regions of the country, concem focused not only on
more aggressive public relations and recruiting but also on
mitintaining existing enroliments. Frequently, minority recruit-
ment was accomplished only through special programs or
*hrough the efforts of a special recruiter for minoritics. As fong
is cooperation and coordination existed among the various
oftices of an institution, recruitment could be effective. Many
institutions, however, chose to bring together the previously
disparate functions of recruitment, admissions, and retention,
and presidents and chief executive officers began o realize
the long range planning importance of enroliment nuinage:
ment for their instintions (Ingersoll 1988).

In the early 1980s, demographers began to wam of the
impact that the decline in birthrates in the white populaion




would have on college enroliments. At the same time, after
the 1980 Census, demographers signaled the growing pro-
portion of minorities in the general population and the
shrinking proportion on college campuses. In response, re:
cruitment took on a new fiace. A surplus of students no fonger
existed, und the viacuum was fitled with the recruitment of
nontraditional populations, such as part-time students and
returning adults, and with the establishment of satellite cam-
puses (Kelly 1989),

The renewed special emphasis on all of minority educa
tion—-from recruitment to retention, graduation, and entry
to graduate and professional schools:--is now being fueled
by a national concern for economic well-being. At individual
institutions of higher education, the concem is also very real,
As tuition costs soar, institutions are becoming more and more
aggressive in their recruitment of minorities to fill otherwise
Cmply seits.

Special Issues

Among the demaographic literaure, miny researchers focus
on the critical shortages apparent in science and technology
(e, Dix 1987; Hodgkinson 1986; National Action Council
1988, 'Task Force 1988). Industry and government have
expressed such serfous concern over the projected short
ages of college graduaes prepared o eiter scientific fields
that it has been recognized as @ national crisis (Fcono-

mist 1990x; Naisbitt and Aburdene 1989), drawing attention
to the severe underpreparedness of school students in
nathematics and science, especially among minorities and
women (National Research Council 1989). In higher educa
tion, institutions have begun o respond with incentives like
partial or complete schoiarships and special programs de
signed o attract students to these curncada. Recraiters are
especiatly interested in students who are atready prepared
and who plan to enter these fields. One popalation that has
been targeted to il the void is Asian-Americans (Hodgkinson
1980). Indeed, a stereotype has emerged porraying Asian
American students as gifted, especially in math and science,
viluing education, and having strong support from their fam
ilies (Hsiaand Hirano Nakanishi 1988). Given the shortages
in science and technology, and as 4 result of this positive
image, some institutions have aggressively sought this
population.

Recratng College Mimonity Mudenis
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In recent years, two significant issues conceming the Asian
community have surfaced. One is the distinction that has
emerged between the application of the termy_“racial minor-
ity," which includes Asian-Americans, and “underrepresented
minority,” which does not. In higher education, the propor-
tion of Asian-American students actually exceeds the propor-
tion of Asiun-Americans in the general society, and, as a result,
some writers have questioned the need to include that group,
even though it is a racizl minority (Pemberton 1988; Ross
1986), It is clear, however, that certain subgroups of Asian-
Americans, such as Southeast Asfans and Filipinos, in fact
are not represented in higher education equal to their num-
bers in the population as a whole and are frequently eco-
nomically and academically disadvantaged (Hsia and Hirano-
Nakanishi 1988).

The second issue, also stemming from a high degree of
participation in higher education, is the question of restricted
enroliments, or quotas (Reynolds 1988; Suzuki 1989). In the
interest of achieving a more “substantively, culturally, racially,
and ethnically diverse™ student body (Hoachlander and Brown
1989, p. 11), colleges and universities have moved away from
using strict meritocratic admissions criteria based on high
school grades and test scores to including subjective and non:
academic criteria. Authors argue that these policies are dis-
criminatory in that they limit Asian-Americans' access to high.
quality education and that they result from a manifestation
of an anti-Asian bias (Reynolds 1988; Wang 1988). Asian-
American high school students commonly maintain above:
average grades and rank in class and score among the highest
on standardized achievement tests (Hsia and Hirano-Nakanishi
1988). 1t is argued they shoutd be admitted before others who
have exhibited less academic achievement, without consid-
cration of more subjective measures (Farrelt 1989; Hsia and
Hirano Nakanishi 1988; Reynolds 1988; Wang 1988).
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- DEMOGRAPHICS AND DIVERSITY: What Colleges Should Know

Concern over the faltering pace of minorities” advancement

in society in general and in education in particular has been
expressed in recent years with conviction and eloquence.
According to practically every meusure of participation and
well-being in our society, in education as well as in general
prosperity, disparities persist between minority and non:
minority people (Frank H. Rhodes, cited in American Council
on Education 1988, p. vii). Individual institutions of higher
education have a responsibility, to themselves as members

of the academy and ultimately to the society it serves, to know
and understund the realities that obstruct a growing segment
of our population from full participation. The statistics in this
section provide the foundation for examining the soclal, eco:
nomic, and educational conditions conceming people of color
in the United States as we enter the 1990s,

Population Trends, Socioeconomic Status, —
And Geographlc Distribution

During the past 20 years, the proportion of minorities in the By 2000,

general population has increased so sharply as to “ensure racial and

future changes in the population balance between Anglo- ethnic

Americans and minorities” (Oxford Anatytica 1986, p. 35). minorities will
This change is largely the result of two factors: immigration make up
and higher birthrates. Immigration is higher than at any time

nearly

since before 1920 (Robey 1985).
30 percent

American immlgn‘amn cmm'rm'c.'.s' 0 j{uw c_a u_mte un- 0 f the U.S.
knoun elsewhere in the world. The US., with 5 percent of

the world's population, takes about SO percent of its inter- pop"lauo"'
national migrants, not counting refugees (Oxford Analytica

1986, p. 20).

Because most immigrants who have arrived in the United
States since 1970 (77 percent by the end of the 1970s) have
been people of color (Oxford Analytica 1986, p. 21), immi-
gration is a significant factor in the discussion of minorities
in higher education. Immigration is changing the racial tabric
of the United States. In the 1950s, about 50 percent of ULS.
immigrants came from Europe. During the 1970s, only 18 per
cent came trom Europe, while more than 33 percent came
trom Asia and 30 percent from Litin American countries
(Robey 1985). Immigration phenomena vary for the two
groups relevant to this review, Asians/Pacific Islanders and
Hispanics.
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Birthrates within the African-American and Hispanic pop-
ulations are higher than in the white community. A summary
of the size of population groups by race and ethnicity in 1980
and projected into 1990 and 2000 appears in table 1, indicat-
ing the growth expected in the minority populations. By 2000,
racial and ethnic minorities will make up nearly 30 percent
of the US. population.

TABLE 1
U.S. POPULATION BY RACE AND ETHNICITY
(Percent)

1980 1990 2000

Projected
‘Total Population (Millions) 226.5 250.4 20683

Hispanics 6.4% 7.9% 11.7%

African-Americans 11.7 125 134
Asians/Pacific Islanders 1.5 20 37
American Indians/Native Alaskans 0.6 * ‘
Whites 80.1 76.2 73.2

Figures for 1950 for whites arrived at by subtracting “otber races”; projections
Jor 1990 and 2000 for uhites arvived at by subtracting “Spanish or@in."
Columns of profected figures include estimates from different sources and

du not total 100,

* = Not arailahle.

Sonrces: Hsia and Hirano Nakanishi 1989; Mingle 1987; 1LS. Bureau of the
census 19804, 1980h, 1980,

The general decline in the number of school-age children
that is expected to continue through the middle of this decade
is not evenly retlected in all parts of the country. Because
regional demographics vary, national figures can often mask
major ditferences in states. From 1970 to 1980, public school
enrollments decredsed 13 percent nationwide. But in 12 Sun.
belt states, enrollments increased, while many Frostbelt states
decreased up to 25 percent (Hodgkinson 1983, 1986).

The high-growth states are also those with the lowest levels
of high school retention: To a significant extent, students in
these states are poor, handicapped, and of minority buck-
grounds, and speak limited English (Hodgkinson 1986). In
other words, those states with the higher rates of high school
retention will continue to experience diminishing numbers
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of students, while the states with the poorest records—those
with high numbers of minorities, including students whose
English is limited—will see bigger and bigger cluss sizes (see
table 2).

TABLE 2
PROJECTED POPULATION OF 18- TO 24-YEAR-OLDS
(000s)
Region 1990 2000
New England 1,369 1,185
Mideast 4391 3,829
Southeust 0.344 0,238
Gieatt Lakes 4,362 34852
Phiins 1,748 1.681
Soutfiwest 2672 2R14
Rocky Mountains 781 B5R
Far West 4,080 4,325

Sowrce. Amenican Couneil on Eduction 1989,

Regardless of student population, however, differential fer
tility ensures that the proportion of minority students in LS.
clementary schools will continue to grow. By the mid-1980s,
“each of our 24 largest city school systems [had] a ‘minority
majority,” [and about} 27 percent of all public school students
in the US. {came from racial and ethnic] minorities™ (Hodg
kinson 1980, p. 9).

‘The socioeconomic status of minorities in the United States
is substantially lower than thit of whites, as measured by sev
entl different factors. Median family income (discussed in
" detail for each ethnic group later in the section) is signifi
cantly lower for African Americans and Hispanics, and the per
centage of families living in poverty is several times higher.
Families headed by a single female are three times more likely
to live in poverty than are all tamilies, and many more African
American and Hispanic families are headed by women alone.
The most powerful statistic of all, however  and the one that
perhaps has the gr o estimport for educators - is that the sin
&le largest group c§ poor people in the United States is children.
Nearly 20 percent of all American children live below the pov
erty level (see figure 1): 14 percent of white children, 36 per
cent of Hispanic children, und 43 percent of African American
children (LS, Bureau of the Census 19900). Yet poverty rates

Reornating College Muoioraty Stiddenls
Q PER
ERIC 9.

IToxt Provided by ERI

1?

Sy o s



decrease dramatically as years of school completed increase,
The poverty rate in 1989 wug nearly 20 percent for house-
holders who had not completed high school, less than 9 per-
cent for high school graduates without college, and under

4 percent for those with one or more years of college (US.
Bureau of the Census 1990¢),

FIGURE 1
PERCENT OF CHILDREN IN POVERTY IN 1989,
BY RACIAL AND ETHNIC GROUP
100
80
60
40
20
ol

Hispanic African-American
RACIAL/ETHNIC GROUP

Sorce US. Bureay ofthe Census 199k

Reporting on data from the cirly part of the 1980s, analysts
have indicated o major trends affecting the geographic dis
tribution of (18, populition in the 1990s: (1) the move away
from the Northeust and North Central stues to the South and
the West; and (2) the move dway from city centers 1o outer
suburban and rural areas, In 1980, “for the first time in the
history of the republic, the ge graphical center of the pop-
ulation crossed the Mississippi™ ¢ Oxford Andlytice 1986, p,
+2). This new migration notwithstanding, the East remains
our most densely populated arey: 80 percent of the US. pop.
ulation resides in the castern half of the ¢ untry (Hodgkin
son 1986).




The African-American community

e African-Americans represent an increasing proportion of the
population, bit unemployment is higher for this group,
especially among youth, than for any other group.

o Well over half of African-American children live with their
mothers only, and 54 percent of families headed by Affican-
American women with children under 18 years old live
helow the poverty level.

e Over half of all African-Americans lived in the South in 1980,
and 81 percent lived in metrapolitan areas.

Population trends. Although the fertility rate for African-
Americans has fallen since the 1950s (Oxford Analytica 1980),
it remains higher than that of the white community, and, as

a group, African-Americans represent an increasing proportion
of the population. In 1980, the total fentility rate CTFR) for
African-Americans was 2.3, compared to 1.7 for whites. (A
sustained TER of about 2.1 is necessary to replace popukit
tion. US. TER has been below this level since 1971.) Though
the number of African-Americans is increasing, circumstances
deleterious to their greater social mobility continue to

plague them.

Socioeconomic status. In 1989, median income was lower
and unemployment was higher among African Americans than
for whites, Asians, or Hispanics (see figure 2). Median family
income for African Americans was $20,200, compired to
$34,200 overall (US. Bureau of the Census 1990a), and unem
ployment was 1.4 percent, more than twice that of the total
population (ULS. Dept. of Labor 1990a). Despite the gains
made by some, Alrican Americans as @ group dare more likely
to e unemployed today than @ generation ago (Robey 1985),
The unemployment gap between African American youths
and white youths was more than 20 percentage points in 1983,
when nearly S0 percent of African Americans between 16:and
19 years of age were unemployed. Considering that this age
group accounts for a karger portion of the total African
American population than white youths do of the white pop
ulation, the evident effect is that much more sobering (Robey
1985 ). Thirty percent of African American families lived in
poverty in 1989 (1S, Bureau of the Census 1990¢)
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FIGURE 2
MEDIAN FAMILY INCOME IN 1989,
BY RACIAL AND ETHNIC GROUP
50
40

Hispank  American Aslan.
Anterican Indlan American

RACIAL/ETHNIC GROUP
Sterce: VS Huresi of the Census 19904,

Interms of its relation to socioeconomic status and uiti-
mately to educational opportunity, one of the maost compel-
ling realities atfecting African-Americans is the fact that so
many families—more than three tines as many African-
American (44 percent) as white (13 percent)—are headed
solely by women (US. Bureau of the Census 1990¢). (The
majority of African- American children—S8 percent in 1984
live with their mother only [Robey 1985).) Because women
continue to earn less than men do and single-parent families
are more likely to live in poverty, the prevalence of this cir
cumstance has devast:aing implications. In 1989, 54 pereent
of families headed by African American women with children
under 18 years ol had incomes below the poverty level (US.
Bureau of the Census 1990¢) (see also figure 3).

Geographic distribution. For African Americans, migration
stems from the South, and their movement out of the South
continued in increasing numbers until the 1970s. By the end
of that decade. African Americans started to move back to the
South again, perhaps because of changing attitudes there after
the Civil Rights movement and perhaps because of the general
popukation shift to the South and West (Robey 1985). OF the
nearly 20.5 million African Americans counted in the 1950
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FIGURE 3

PERCENTAGE LIVING IN POVERTY IN 1989,
BY RACIAL AND ETHNIC GROUP

100

African-American Hispanic
RACIAL/ETHNIC GROUP

Suteree: VS Burean of the Censtis 1A

Census, 83 percent lived in the South, 20 pereent lived in the
North Central states, 18.2 pereent lived in che Northeast, and
8.7 percent ived in the West.

Alrican Americins have traditionally lived cither in the rural
south or in kirge city centers. Along with the trend for the gen
ertl population, the number of African-Americins living in
the inner cities declined somewhat (from 60 pereent to S8
pereent) heeween 1970 and 1980, and those fiving in city sub
urbs increased 43 pereent. African Americans are not moving
as far away as whites, whoare going to the outer suburbs and
sl towns, but they are sentling in the “low income inner
suburbs” (Robey 1983, p. 149). Conscquently. Afnican
Americans are becoming @ larger portion not only of central
city residents but also of metre politen residents. Eighty one
percent of African Americans muke their home in the metrop
olis, In many najor cities, such as Washington, D.C., Athint,
Detroir, Baltimore, Memphis, and St Louis, they are or soon
will be a majority.

' he Hispanic community

¢ 1 the past decade, the number of Hispanics has increased
dramatically in the United States: by 2000, they are expected
to constitute neardy 12 percent of the populiation.
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* The socioeconomic characteristics of Chicanos, Puento
Ricans, Cubans, and Central and South Americans vary sub.
stantially, and these differences are reflected in the degree
of social integration and participation of each group in
Amerlcan society, Among Hispanics, Puerto Ricans have the
lowest and Cuban-Americans the highest median incomes.

* Because of migration patterns, more Puerto Rican families
are headed by women in the United States than dre other
Hispanic families, and the median income for these families
is considerably lower than for familics headed by women
generally.

* Of Hispanic women heading households with children
under 18 years old, 58 percent live below the poverty level,

* Hispanics reside mainly in cities and cluster regionally
iccording to nationality: Most Mexican-Americans live in
California and Texas, the majority of Cubans live in Florida,
and Puerto Ricans live mainly in New York,

Population trends. Although the 1990 Census provides a
breakdown of Hispanic subgroups, previous dita collections
do not. Until this time, the prevailing form of reference has
therefore been to the Hispanic population in the aggregate,
Between 1980 and 1988, the Hispanic population increased
34 percent, compared to 7 percent for non-Hispanics. About
half of this growth resulted from natural increase (Oxford
Analytica 1986). According to US. data, a 38 percent differ.
ence in births per 1,000 women exists between Hispanic (94
per 1,000) and non-Hispanic (68 per 1,000) women (LS.
Bureau of the Census 1989). “The age of the average Hispanic
female is almost 4 decade younger than her white counterpart,
With no increase in the fertility rate, Hispanics will increase
their numbers of young Hispanic females™ (Hodgkinson

1986, p. 9).

The reraining increase in the Hispanic population is the
result of immigration. It is projected that “immigradon and
high Hispanic fertility will change America’s racial and cultural
compasition, putting white non Hispanics in a minurity in
some states early in the next century™ ( Oxford Analvtica 19806,
pp- T 12). Population projections indicate a vearly growth
rate of 4.7 percent. declining to 3.5 percent, resulting primarily
at tirst from immigration and then from natural increase.
Based on these rates, it is projected that the Hispanic pop
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ulation will exceed the African-American population in the
early part of the net century (Oxford Analytica 1986, p. 37).
The major Hispanic subgroups include Chicanos (67 per-
cent), Puerto Ricans (12,7 percent, not including the 1.5 mil-
lion Puerto Ricans living in Plierto Rico), Central and South
Americans (11.5 percent), and Cubans (5.3 percent). The
remainder of the Hispanic population was counted in the
1980 Census as “other Hispanic.” In terms of factors as sig:
nificant as cconomic status, ability to speak English, family
lifee, and demographic characteristics, the people of these four
groups differ substantially. Akhough not much disaggregated
data exist regarding Hispanics, some facts are available. The
median age, for example, varies according to subgroup: For
Mexican-Americans it is 21,9 years, compared to 30 years for
Americans in general. More than one-third of both Mexican-
Americans and Puerto Ricans are under age 15, compared to
one-fourth of all Americans. This fact is significant because
Mexican-Americans have a higher fertility rate than Hispanics
in general. Cuban-Americans, on the other hand, have @
median age of 38, and only 16 percent are under age 15, while
12 percent are 65 or older (ULS. Bureau of the Census 1980a).

socioeconomic status. Because of different migration pat-
terns, the family structure of Puerto Ricans varies from that

of ather Hispanics. More Puerto Rican women find work and
reside in the United States than do men: 35 percent of all
Puerto Rican families in the United States are maintained
solely by women, compared to 15 percent of Cuban and 16
percent of Chicano families (Robey 1985). In 1989, 23 pereent
of all Hispanic families were headed solely by women. Oof
those with children under 18 years old, 58 percent lived
below the poverty level,

The median family income for Hispanics in 1989 was much
fower than for all US, familics -- $23,400, compired to $34.200
(LS. Bureau of the Census 19904). Income varied signifi
cantly. howeve |, depending on Hispanic subgroup. Figures
for one year earlier, 1988, indicate that median income for
Cubans was $26.900, for Central and South Americans $23,700,
for Mexican Americans $21,000, and for Puerto Ricans $19,000
(LS, Burcau of the Census 1990a). Unemployment rites cor
responded, in that Puerto Ricans and Chicanos were unem
ployed at the highest rates (9.1 and 8.5, respectively, in 1989),
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while the Cuban and Central and South American rates were
closer to 6 percent. These figures compare to 5.3 percent for
the total US. population (U8, Dept. of Labor 1990a). The per-
centages of families living below the poverty level also varied,
although all were higher than for the general population: 31
pereent of Puerto Ricans, 24 percent of Mexican-Americans,
and 16 percent of Cubans and Central and South Americans
lived in poverty in 1989, compared to 12.8 percent of all
Americans (U.S. Bureau of the Census 1990b).

Geographic distribution. Even more than African:
Americans, Hispanics live in cities, but the number of cities
in which they are concentrated is fewer hecause they also con-
gregate according to ethnic origin, California, Texas, and New
York alone are home to 60 percant of the nation’s Hispanic
population. Three out of four ivexican-Americans live in Cal.
ifornia or Texas, S0 percent of Puerto Ricans live in New York
(43 percent in New York City), and two out of three Cubans
live in Florida (over 50 percent in the Miami metropolitan
ared). On the other hand, in much of the country Hispanics
dre rare: In 34 states, Hispanics make up less than 2 percent
of the population. In major cities like Miami, Los Angeles, San
Antonio, and New York, Hispanics make up, if not 4 majority,
then a significant portion of the population. Metropolitan
areas like Chicago, Houston, and San Francisco-Oakland
count 350,000 to 600,000 Hispanics. In seven other metro-
politan areas, Hispanics number at least 250,000 (Robey
1989).

The Asian and Pacific Islander communities

* By 1990, the Largest Asian and Pacific Iskand subgroups were
expected to be, in order, Filipinos, Chinese, and Southeast
ASins.

* Although Asian Americans are considered middle cluss in
general, the socioeconomic status of the nany Asian sub
populations actually varies cnormously: Southeast Asians,
the third largest group, averaged S0 percent living at poverty
level in 1980, and 35 percent of all those in poverty were
Vietnumese.

* The majority of Asian Americans reside in the st, but large
portions of some subpopulations are concentrated in other
regions of the country, such as the Northeast and the South.
cast. Almaost all Asian Americans live in metr politan arcus.
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Population trends. From 1971 to 1980, Asiun immigration
wtaled about 1.6 million, and from 1981 to 1988, 1.75 million
(Hsia and Hirano-Nakanishi 1989). During the 1980s, Asians
were the largest group of immigrants: A greater number of
Astan immigrants came to the United States during the 1980s
than were counted in the 1970 Census. These tigures do nat
include over 500,000 refugees from Southeast Asia but do
include Asian Indian immigrants, who previously had not
been included in the Asian category. In the 1980 Census, 62
percent of US. Asians reported they were born elsewhere;
their differing countries of origin are changing the fuce of the
Asian-American community. Within the Asian population, the
Chinese constituted 23.4 percent in 1980, followed by Filipi:
nos (22.6 percent) and Japanese (20.7 percent). Koreans
made up 10.3 percent of all Asians (US. Bureau of the Census
1980b). By 1990, however, Filipinos were projected to be the
largzest Asian-American group, folfowed by Chinese and South-
east Aslans, who were expected to number more than | mil
lion (Hsia and Hirano-Nakanishi 1989). The Pacific Istander
population is about 7 percent of the Asian and Pacific Islander
group, and over two-thirds come from Hawaii. The median
agge for hoth Asian-Americans (28.8) and Pacific Islanders
(23.1) is younger than for all Americans (30).

socioeconomic status, The median family income of Asians
el Pacific Islanders was $i0,400, compared with the national
median of $34,200 (US. Bureau of the Census 1990). More
detailed data are not available for 1989, but factors reportedd
in 1982 basedd on the 1980 Census reveal that while income
was higher among Asian Americans than for the general pop
ulation ($22,700 compared to $19,900), the proportion of fim:
ilies with three or more workers was also higher, 17 percent
compared to 13 percent (LS, Bureau of the Gensus 1980h).
i 1980, vast differences also existed in socioeconomic stitus
in the Asian ‘Pacific Island community. More than one third
of those in poverty (35 pereent) were Vietnamese; in fact,
southeast Asians as a group averaged over S0 percent living

at poverty level. For Ssamoans, the rate was also high, 29.5 per
cent. These figures compare to 7 percent for the Japanese and
Filipinos (LLS, Bureau of the Census 1980D).

Geographic distribution. Similar to the other minoritics
described thus far, Asian Americans cluster in urban areas and
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are about equally divided between central cities and their subs.
urbs (US. Bureau of the Census 1980b). And, like Hispanics,
Asians and Pacific Islanders congregate according to their eth-
nicity. Data from the 1980 Census indicate that over 80 per-
cent of Japanese, 69 percent of Filipinos, and 53 percent of
Chinese lived in the West and that proportionately more Asian
Indians (34 percent) and Chinese (27 percent) lived in the
Northeast than Asian-Americans in general (17 percent),
Southeast Asians are found mostly in Texas, Louisiana,
Northern Virginia, and California, where two-thirds live
(Robey 1985),

For Asian-Americans as a group, 56 percent live in the West.
California (35 percent), Hawaii (19 percent), and New York
(9 percent) contain 60 percent of Asian-Americans. inois,
New Jersey, Texas, and Washington have Astan-American pop:
ulations of 100,000 or more.

The American Indian community

* The American Indian community is comparatively young
and has more children than Americans in general,

* The large majority of American Indians do not live on reser-
vations; in fact, most live in urban areas.

* While about half of all American Indians live in the West,
every state contains American Indian communities. Many
American Indians also live i the South and Midwest,

* Median income of American Indians is comparable to that
of African-Americans and most Hispanics, which is about
40 percent less than the median income for whites,

* Compared to Americans in general, more thar twice as many
American Indians lived below the poverty level in 1980,

Population trends. The 1980 Census counted 1.4 million
American Indians, about 0.5 percent of the overall population,
The American Indian population is young, with 44 percent
under 20 years of age, compared o 32 percent of Americans
as a whole. Only 8 percent were 60 years or older, which is
half the proportion for all Americans. The median age of
American Indians was 22.9 years in 1980, considerably
younger than the ULS. median age (30). At the same time,
American indians have higher fertility rates than the mationad
nhorm. n 1980, ak.out two-thirds of alt American Indian fam
ilies had children under 18, compared to one half of U8, fam
ilies in general (U8, Bureau of the Census 1980).
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About 500 American Indian tribes and bands were identified
in the 1980 Census; about 90 percent of them, however, had
populations of less than 10,000. The tribes with the largest
populations (from about 160,000 to 235,000) were the Cher-
okee and Navajo, which together accounted for 27 percent
of the entire Indian population. Other larger tribes included
the Sioux (5 pereent), Chippewa (5 percent), and Choctaw
(4 percent) (US. Bureau of the Census 1980¢ ).

Socloeconomic status, Median family income in 1989 for
American Indians was much lower than for the nation as 4
whole, $20,000 compared to the U.S. median of $34,200 (US.
Burcau of the Census 1990a). Like the case of Asian-
Americans, the most recent detailed information available
regarding American Indians is based on the 1980 Census.
About one-fourth of all Indian families were maintained by
women alone, and their median income in 1980 was $7,200,
about 72 percent of the median for all American families
headed by women ($9,960). The proportion of American Indi
ans living below the official poverty level in 1980 was more
than twice as high as that of the general population, about
28 percent of wll American Indians compired to 12 percent
of Americans in general (LS. Bureau of the Census 1980¢).

Geographic distribution, One third of the American Indian
population live on reservations (25 percent) and in the his
toric areas of Oklahoma (former reservations without estab-
lished boundaries) (9 percent). While American Indians live
in every state in the country, they are largely concentrated

in the West, where almost S0 percent live in California, Okla
homa, Arizona, and New Mexico. The North Central region

of the country is home to another neariy 20 percent. Of the
75 percent of Indians who live oft the reservations, over 50
percent live in urban areas. Of the 10 states with the kugest
indian popukation, only Michigan, North Carolina, and New
York are east of the Mississippi River. About 27 percent of the
American Indian population is in the South, 18 percent in the
Midwest, and 0 pereent in the Northeast (ULS. Bureau of the
Census 19800).

The Educational Profile of Ethnic and Racial Minorities
At victually all transition points along the education contin
uum, disproportionately kirge numbers of minorities are
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lost—at completion of high school, entry to college, com-
pletion of college, entry to graduate or professional school,
and completion of graduate or professional school (Astin et
al. 1982). This reality, within the context of the changing
demagraphics of the country, poses a singular challenge to
education,

The size of the cohort of high school graduates will con-
tinue to decline until 1998 (Hodgkinson 1983) as a result of  »
the decline in birthrates after 1964 in the white middle class,
Higher birthrates among minorities, however, have meant
that minority populations will continue to make up an increas
ing proportion of college-age, 'S not college-ready, stucdents,
Further, the shrinking size of the college-age population is
not uniform across the country: As a result of immigration
and migration, the birthrate is rising in the Sunbelt states
while declining in the North, indicating that higher education
enrolliments will continue to expand in one part of the coun-
try as they constrict in the other,

Most of the disparities ' education affect all the ethnic and
racial minority groups in general. Because disparities could
be more or less severe for each group at different levels of
education, however, it is useful to consider the participation
and completion statistics for each group, organized by level
of education rather than by raclal and ethnic group. The fol-
lowing sections theretore discuss the rate of participation and
completion for African-Americans, Hispanics, Asian-Americans,
and American Indians (where available) relative to the rate
for nonminorities for each educational level from high school
through graduation from four-year college. Where available,
trends in the rate at which each group obtains baccalaureate
and advanced degrees and educational statistics ce mparing
the public and private sectors are discussed.

High school completion

Eich minority group exhibits important variations in high
school completion rates compared to the white population.
Hundreds of tables have been compited on topics ranging
from demaographics to economic and enrollment trends to
institutional finance and student aid (see, e, American
Council on Education 1989), US. Gensus diati on high school
completion rates from 1974 1o 1986 tell a discouraging story.
After 12 yvears, and with almost us many sethacks as gains, high
school completion rates for Hispanics and African Americans




are still much lower than the rate for the majority, especially
when they are measured for students 18 and 19 years old. In
this category, the difference in high school completion
between African-Americans and whites is more than 11 per-
centige points (76.6 percent for whites and 65 percent for
African-Americans) and between Hispanics and whites is
almost 22 points (only 54.7 percent of Hispanics). By age 24,
when 85.4 percent of whites have completed high school,
the gap nirrows to about 4 points ditference between whites
and Atrican Americans, but between Hispanics and whites it
increases to almost 24 points, for only 61.6 percent of His-
panics in this age group have completed school (American
Council on Education 1989).

111 the two veirs after 19806, high school completion de
creased for both groups (Canter and Wilson 1989). In 1988,
Atrican-Americans aged 18 1o 24 completed high school at
arate ol 75,0 pereent (82.3 percent for whites), compared
to 764 percent two yairs carlier. Despite the continuing dis
parity, however, untit 1987 the high school completion rate
for African Americans was improving stowly but steadily. For
Hispanics, the number of high school dropouts is disconcert
ing. In 198K, only 53.2 percent of 1810 24 year olds had fin
ished high school, 4.7 percent fewer than in 1986 (see tigure
4). Although rates hive fluctuated, reaching i high of 62.8 in
1985, the-most recent (1988) high school dropout rate for
Hispanics is ¢even lower than it was in 19706. The real schoot
dropout rate for Hispanics is much higher than has been cal
culated, however, s a kirge number of Hispanic children
never reach ninth grade and are theretore not counted in the
high school attrition statistics (Fernandez 1989).

For American Indians, dropping out of high school is also
a serious problem. The dropout rate for American Indians
35.5 percent s simikar to thi for African Americans. While
Americn Indians represent 3.1 percent of all dropouts, they
account for only 0.9 percent of all elementary and secondhiry
students. Most American Indian students (82 percent) atend
state run public schools, while T percent are in schools
funded by the Bureau of Indian Affairs and 7 pereent atend
privite (many of them missionary’ ) schools near reservations
(OBrien 1990).

Contrary to the situation for American Indians. Hispanics,
and African Americans, when viewed as a single group. Asian
Amcricans sty in school: 1o the 1980 High school and
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FIGURE 4
HIGH SCHOOL COMPLETION RATE FOR

18- TO 24-YEAR-OLDS,
1976 VERSUS 1988

1007 157

e D 1988

8¢

7T

60 ¢

S0+

409

Joy

2094

104

0«

African-American Hispanic White

RACIAL/ETHNIC GROUP
Sowrce: American Council on Education 1989.

Beyond (HS&B) survey, the Asian-American group had the
lowest high school dropout rate, the highest grade point aver.
ages (GPAs), the largest percentage of high school graduates
who went directly to college, and the highest persistence rate
at two-year colleges of any group, including whites (Hsia and
Hirano-Nakanishi 1989). These achievements have been attrib-
uted to, among other things, a shared value among Asian.
Americans in general of education, which is associated with
status and respect and has long been considered a vehicle
for social mobility (Hsia and Hirano-Nakanishi 1989). The
sample used in the HS&B survey, however, did not allow for
analysis by subgroups. Any differences among the various pop-
ulations, therefore, would not be evident. While Pacific Island:
ers are frequently grouped together with Asians, some re-
searchers naintain that their (Pacific Islander) situation in
higher education is closer 1o that of other minorities (Baga.
sS40 1989).

Other literature refers to state reports that Asian immigrants,
and refugees, especially those in the lower socioeconomic

40




strata, are burdened by culture shock, limited English, and,

in some cases, “a high incidence of violence and prejudice
directed against [them]” (Tokuyama 1989, p. 69). Southeast
Aslans are reported to be falling into the at-risk category, with
many not completing high school (Tokuyama 1989).!

Undergraduate participation
In ahsolute numbers, data from the National Center tor Edu-
cation Statistics indicate increases in 1988 college enrollment
over 1976 for every ethnic and ractal category. Nationally, col-
lege enrollment increased 13 percent for whites, 9 percent
for African-Americans, 77 percent for Hispanics, 151 percent
for Asian-Americans, and 22 percent for American Indians.
More minoritics are going to college, especially Asian-
Americans and Hispanics. But given the variation in factors
like population growth, the size of different age groups, and
high school completion rates from one group to another,
interpreting the significance of these numbers is complex.
For example, over the same 12-year period, the number
of 18- 10 24-year-old whites decreased 8 percent while high
school completion rates remained the same. Yet, despite the
smaller population, college participation increased $ percent
age points (see tigure 5). Among African-Americans, however,
the population in this age group increased 7.6 percent, high
school graduation almost 8 percent. But out of this higger
population, a greater percentage of whom were high school
graduates, a snualler proportion (5 percentage points fewer)
enrolled in college. Among Hispanics, the same phenomenon
is even more pronounced. The 18- to 24-year-old population
increased fully 70 percent while high school completion
stayed the same. Yet the percentage enrolling in college of
this much bigger population, consisting of the same propor
tion of high school graduates, also decreised S percentage
puints (Carter and Wilson 1989). While the overall increases

I Not all of the 20 or more ethnicities that comprise the Asian and Pacitic
tskand community have had the same experiences in the tnited States, nor
do they share the same degree of educational attinment. For example, the
pereent of 28 yoar olds with a high school o college education was higher
for five of the six Asian groups counted m the 1980 Census than for the aver
age US population, with the exception of the Vietnamese Conseguently.
although aggregate figures provide an importint overview of trends tor Asians
and Pacific tslanders as s whole, the fiross numbers cin abscure @ less opli
mistic reality for certam subgroups, especiatly Eillpmos, Southeist Asins,

and uther refugee groups
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in the number of minorities enrolled in college reflect impor-
tant advances, they must be considered in light of the changes
in demographics. These data concerning the same 12-year
period seem to indicate that the number of 18- to 24-yeur-

old African-Americans and Hispanics enrolling in college has
increased. The number who do ot enroll has increased even
more, however,

FIGURE §
COLLEGE ENROLIMENT FOR 18- TO 24-YEAR-OLDS,
1976 VERSUS 1988
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Sorerce American Councd on Education 1989,

The college going rute of young minority men in particufir
has dropped signiticantly in recent years., College enrollments
among 18 to 24 year old white men have increased + per
centage points since 1976, to u little over 39 percent, but
among African American men in the same age group, they
decreased more than 10 percentige points, 1o 25 percent.
Among Hispanic men, almost 31 percent of 18 10 24 year
olds were enrolled in college in 1988, down more than R pur
centage points from 12 vears carlier (Carter and Wilson 1989),

The difference in college participation between men and
women varies tor different popalations. Historically, more
Hispanic women graduate from high school than men. A




smaller percentage, however, enroll in college. The gap
hetween men and women within the 18- to 24-year-old group
in the 12 years from 1976 to 1988 has closed from a difference
of almost 7 percentage points to about 1 point, but not
because a greater proportion of women in this age group
enrolled in college; it is the result instead of the relative
decrease for men in the same age group (Carter and Wilson
1989). In absolute numbers of Hispanics enrolled in college,
however, including all age groups, the number of Hispanic
women grew 112 percent, compared to 48 percent for His:
panic men over the 12-year period (US. Dept. of Education
1989, upclated 1990).

In the African-American community, the situation is a litle
difterent, but the general cutcome in terms of gains for young
women is the same. In the 18- to 24 year-old group, although
it karger percentage of African American women traditionally
graduate from high school, 12 vears ago a larger percentige
of male high school graduates went to college than female
high school graduates. This situation is now reversed: More
African-American 18- to 2--year old women enrolled in col
fege in 1988 than men. The reversal, however, is the result
of the precipitous drop in male enrollments rather than of
any increase in the proportion of female enrollments. In fict,
a smaller proportion of women in this age group enrolled
in 1988 than in 1976 (Carter and Wilson 1989).

Two-year institutions. For all the minority groups and for
whites, the proportion of two year enrollments has increased
in the past 10 years (1S, Dept. of Education 1989, updated
1990). In the 10 years between 1976 and 1986, participation
of African Americans in two year institutions decreased from
L1 percent to 10 percent. For American Indians and Native
Aluskans, enrollments remained virtielly unchanged, ac 1 per
cent. Hispanic participation increased somewliat, from S-+4
percent to 7.2 percent, and markedly for Asian Americins.
from 2 pereent to 4 pereent (WS, Dept. of Education 1984,
1989, updated 1990).

In terms of proportional representation, it is clear thit
minorities are heavily concentrated in twao year schools. OF
all Hispanic and American Indian students in college. the
absolute majority are enrolled in community colleges. Amer
ican Indians have the kirgest coneentration of all minority
groups. 56.0 pereent, and Hispanics are similarly represented.

Keortanng College Minoray Studeaiis 33

ERIC -

IToxt Provided by ERI

g ~a
(.




BA

: r$
eSH

at 54.8 percent (Taylor 1983). Compured to the enrollment
at two-year schools for white students (36 percent), African-
Americans (43.1 percent) and Asian-Americans (42 percent)
are also disproportionately represented (US. Dept. of Edu-
cation 1984),

Data from 1984 providing a breakdown of minority par-
ticipation by full-time versus part-time attendance indicate
that two-year institutions have a larger part-time pupulation
than full-time population: For Hispanics, Asian-Americans,
and American Indians, about two students attend part time
for every one who attends full time, which is also the case
for whites. For African-Americans, the difterence is somewhat
smaller, 58 percent part time and 42 percent full time (US.
Dept. of Education 1984).

Four-year institutions. In four-year colleges, where par-
ticipation of African-Americans has always been dispropor-
tionately low relative to the size of that population overall,
participation also decreased over the same 10-year period.
from 8.5 percent to 7.9 percent. Hispanic participation in
creased trom 2.4 percent to 3.6 percent but remains siguif-
icantly underrepresentative, as does partic:pation of American
Indians and Native Alaskans in tour-year institutions, wich
renitined unchanged at 0.5 percent (ULS. Dept. of Education
1989, uplisted 1990).

Of stucdents attending college, a karger proportion of Asian-
Americans (58.5 percent) and African Americans (569 per-
cent) attended four-year colleges in 1986. These percentages,
however, are down 1.6 percent for both groups from 10 years
carlier. A smaller proportion of Hispanic (45.2 percent) and
American Indian and Native Alaskans (43.3 percent) attended
four year colleges. Among whites, attendance at four-year insti-
tutions was 63.9 percent of the college-going population (UL,
Dept. of Education 1989, updated 1990).

College completion in four-year institutions. The col-
fege completion rire at the bachelor's level varies enormously,
depending on race and ethnicity. According to a 1986 study

of 12,000 students, after six years of college, Hispanic students
graduated ata rate of 20.4 pereent and African-Americans at
23.9 percent, compared 10 Asian-Americans at 41.5 pereent
and whites at 43,9 percent. That s, African Americans and His-
panics in four year colleges and universities carned degrees
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after six years at about half the rate of white and Asian-
American students (Porter 1989).2

Baccalaureate and advanced degrees obtained
Minarities as a group obtained more degrees at all levels in
1987 than they did in 1976, but when the data are examined
according to subgroup, certain distinctions emerge. Hispanics,
Astun-Americans, and American Indians made gains at all lev-
els, and women made considerably more gains than men.
But African-Americans, most particularly the men, lost ground:
Fewer African-American men obtained degrees at any level
in 1987 than in 1976 (Carter and Wilson 1989), From 1976
to 1987, the number of African-Americans caming biachelor's
degrees fell 4.3 percent overall but 12.2 percent for men; the
number of master’s degrees decreased by 318 percent b
by 34 percent for men. ‘The number of Ph.Das also declined
22.1 pereent from 1978 to 1988, with i 40.7 percent drop
among the men. While African- American women did obtiin
maore degrees at the bachelor’s, doctorate, and first profes
stonal levels, the number of master’s degrees dropped 30 per
cent among African American women between 1976 and 1987
(Carter and Wilson 1989).

While Hispanics are still seriously underrepresented among,
those receiving degrees--the percentage of Hispanic under .
graduates (5.3 percent) is almost twice the percentage of
those obtaining degrees (2.7 percent)--the number of
degrees conferred to Hispanics over the period from 1976
to 1987 increased significantly (50.3 percent at the bachelors
level and 32.9 percent at the master's level); 52.8 percent
more women and 16.1 percent more men eamed a degree.
For all degrees in this group, the percentage increases
accurred largely among women; however, so tew women
arned advinced degrees in 1976 that even large increases
result in relatively low numbers. For example, from 1978 1o
1988, 25.0 percent more Hispanics camed doctorate degrees,
75 percent more women and 1.3 percent more men. In actual
numbers, however, 273 doctortes were awarded to women,
321 to men. First professional degrees increased by 90.1 per
cent for Hispanics, for a totud of 2,051 degrees; 748 were

2 1t is abso mterestimg o note that anly e smalt portion of all students Gy
hutle moge than 15 pereent) graduated safter four veas, although this tigure
wus Libout 12 posits bagher for students in the privsate seator EPoter 1959)
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awarded to women (a 356 percent increase over 11 yeurs ¢ir-
lier), 1,303 1o men (424 percent more than in 1976).

The sharpest increases were among Asian-Americans, and,
in keeping with the trend, women made the greatest advances.
Between 1976 and 1987, bachelor's degrees awarded to this
group increased 191.4 pereent (215.3 percent among women),
master's degrees 118.8 percent (121.1 percent for women);
doctorates increased 56.9 percent between 1978 and 1988
(93 percent among women), and first professional degrees
increased 24.9 pereent (306.2 pereent for women).

For American Inclians in the same 11-year period, the num-
ber of degrees granted to women also increased o 4 great
extent. Bachelor's degrees decreased § percent among men
bui increased 36.1 percent among women, master's degrees
increased 21.3 percent among men and 65.9 percent among
women, doctorates increased 51 percent for men and 42 per-
cent for women, and first professional degrees increased 12,9
percent for men but 365.4 percent for women. In this group,
however, the number of advanced degrees awarded is
extremely small. In 1988, 93 doctorates were awarded to
American Indians,

Public sector versus private sector

Private institutions continue to have more success in retining
and graduating students than do public institutions, but a
recent report from the National Institute of Independent Col-
leges and Universities (Porter 1989) indicates that for African.
American and Hispanic students, the advantage of the inde
pendent sector is not really much greater. In that study, the
completion rate after six vears private institutions for
African Americans and Hispanics was approxinuuely 30 per-
vent, about half the rate for whites and Asian Americans and
only i few pereentage points better than the mpletion rate
tor African Americans and Hispanics at public institutions after
the samie period of time.

The proportion of white students in private institutions is
greater than in public ones, although the figure has been
slowly decreasing in recent vears. In 1986, white students
accounted for 813 percent of students e private institutions,
compared to 788 percent at pubiie colleges and universities,
about 3 percentage points lower in each sedtor from 10 years
carlier. The difference has been made up by increased enroll
ments, especially in public institutions. of Asian Americans.
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Hispanics, and nonresident aliens. African-American partic-
ipation actually decreased in both privite and public colleges
since 1976, Proportionately, African-Americans make up the
same part of the student population, within 0.1 percent, in
both the public and private sectors. Their representation in
the public sector, however, decreased 09 percent from 1976
to 1988, Hispanic enrollment in privite institutions increased
from 2 to 3.2 percent between 1976 and 1988 and from 3.9
to 5.8 percent in public colleges. Asian-Americans miade up
L4 percent of private school students in 1976 and 3.2 pereent
i 1988 but increased from 1.9 10 4 pereent of students in
public institutions. American Indians and Native Alaskans ac:
counted 044 percent of privite and 0.8 pereent of public stu:
dents in each year, with no change in cither sedtor in 12 yeurs.

summary S

Disparities persist in high school completion rates between
whites on the one hand and African-Americans, Hispunics, Asa m:
and American Indians on the other. While the gap has been Asian-
narrowing for African-Americans, African-American high school Americans
completion rates have decreased in the past two years, The CO"M mgb
high school completion rate tor Hispanies fluctuates almost school ata
from year to year. In the 12 years from 1976 to 1988, Hispanics bigher
made only small gains and frequent losses. The 1988 rate wis & rate
slightly Tower than that for 1986, and in 1988, close 1o half than whites.
of Hispanic 18 to 24 yoeur olds did not have a high school
diploma. The high school attrition rate is as high for American
indians as for African Americans. The overwhelming majority
of American Indians attend state-run public schools. As
group, Asian Americans complete high school at higher rawe
than whites. Large subgroups of the Asian American commu
nity, however, especially Southeast Asians and Filipinos, do
not fit the educational profile of other Asian subgroups.
While a growing proportion of white high school graduates
goes on o college, the proportion of African American and
Hispanic high school graduates who go 1o college is shrink
ing. In 1988, the gap was even wider than it was 12 yoars ear
lier. Hispanic college enrollment has incressed 77 pereent
overall since 1976, 112 pereent among women. Neither His
pianic nor African American 18 10 24 year old women are mak
ing real gains in college pirticipation, however. Proportion
ally, fewer of these women attended college i 1988 than
in 1970
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The college-going segment of 18- to 24-year-old African-
American and Hispanic men has been declining seriously:
Only 25 percent of African-American men and 31 percent of
Hispanic men enrolled in college in 1988, compared to 39
percent of white men in that age group. This difference is 14
pereentage points greater for African-Americans and 8 per-
centage points greater for Hispanics than in 1976, Compared
to whites, a much greater number of all minority groups
attend community colleges as opposed to four-year colleges.

According to a recent study, only about half the number
of Hispanics and African-Americans earned bachelor's degrees
after six years than did whites or Asian-Americans, Contrary
to the gains made by Hispanies, Asians, and American Indians
in obtaining degrees at all levels, fewer African-Americans
obtained degrees in 1987 than they did in 1976, Hispanic,
Asian-American, and American Indian women have made grea
£ains since 1976 in obtining all levels of degrees, from
bachelor's through first professional, The actual numbers,
however, remain very low. African-American women have
made some gains in doctorates and first professional degrees
since 1976 but only a very modest gain (1.7 percent) in bac-
calaureate degrees; the number of master's degrees obtained
by African-American women dropped considerably.

Private colleges and universities retain and graduate more
students in general than public institutions. African-Americans
and Hispanics in private colleges and universities benefit only
slightly from the advantage of the private institutions in this
regard. The completion rate at private institutions for these
tWo groups is only a few percentage points higher than the
completion rate for the same groups at public colleges and
universities. The proportional representation of American
Indians and Native Akiskans did not increase in public or pri-
vate colleges in the 12 years from 1976 1o 1988,
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INSTITUTIONAL COMMITMENT

The Role of Leadership

Leadership from the top is the driving force behind institu-
tional change. Inspiring leaders are “dynamic, flexible, and
precise—able to work with people, anticipate and accommor
date change, and make decisions” (Fast 1977, p. 38); they
look to the future (Fantini 1981), but “what is expected of
them . . . is that they provide institutions with leadership
appropriate to the times” (Murphy 1984, p. 443). A more eth-
nically and racially diverse campus environment begins with
the commitment to this goal by the institution’s governing
hoard and the college president. In higher education, as in
government or industry, it is the institution’s leadership that
must provide the chatlenge as well as the energy and the
direction to meet it. Dedicated individuals among the faculty,
staff, and administration can have a profound effect on the
lives of individual students, but their influence is limited to
the sphere in which they work. Achieving cultural diversity
through the presence on campus of people from different
backgrounds deminds an institutionwide commitment
(Arvizu and Arciniega 1985; Kelly 1989; Navarro 1985). This
fundamental commitment must be expressed in the institu
tion'’s mission statement. The development of a mission state
ment, although often expressed in broad terms, should
include the concepts of diversity and cultural pluralism in

a way that does not relegate them to the periphery.

The goal of bringing people of color to the campus is com
municated to the trustees, taculty, staff, and students through
the president’s actions and words. It is the college president’s
demonstrated personal beliet in the goal of cultural pluralism
that will set the tone and send the message that minorities
are welcome (Cole 1990; Rivera 1986; Wilson 1986). Effective
leadership requires passion (Bennis 1990): On no issue will
passion be more necessary or effective than on the issue of
achieving a culturally diverse environment on camps.

A holistic approach to creating this environment includes
relating the functions of minority recruitment, admissions,
and retention with a diverse curricalum and an open, tolerant
campas ethos. The tendency to view recruitment is i separie,
isolated function at the institution is limiting, because the
institution’s policies regarding admissions and retention
directly affect the function of recruiting minority students
(Lenning, Beal, and Sauer 1980).
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Recruiting minority students to college campuses and pro-
viding the mechanisms to support thelr success involves no
mystery. ‘The basic ingredient is institutional commitment
(Christoffel 1986; Guichard and Cepeda 1986). If colleges
and universities wish to include people of color in the college
community, they need te set that goal as a priority and allo-
cite the resourees required to accomplish it (Halcon 1988).
Having said so, however, it renutins clear that the nmutter is
not so simple. In many cases, it calls for a reordering of prior-
ities and a redistribution of existing resources. In any com-
munity, change- -and especially social change—requires cour-
age and vision, “Effective leaders exude confidence in their
own abilities and engender confidence in others. . . . They
lead with their eyes focused on the future, working long hours
to improve higher education in general, and society in par-
ticular™ (Fisher, Tach, and Wheeler 1988, p. 19). Once the
vision has been transformed into a4 community goal, the insti-
tution is in a better position to develop the programs, services,
and people to achieve it

While no single measure can solve the problem of minority
undereducation, and higher educition institutions cannot and
should not have to do it alone, much remains within their
purview. Given the enormous complexity of the problem,

a college’s responses need to be diverse. An institution’s com-
mitment is expressed in its support of minorities from recruit-
ment througn graduation.

Recruitment in the Institutional Structure

The collegewide perception of the importance of recruiting
minority students depends on recruitment’s place in the insti
tution’s organizational structure. Because organizational strug
tures and perceptions of the location of power and authority
within those structures vary, it is difticult to generalize about
the optimum place for minority recruitment. One thing s true,
however: the more authority vested in the administration that
oversees minority recruitment, the more likely that the maner
will be perceived as a priority. Further, the more direct the
reporting line to a senior administrator, the greater the per
ception that leadership is committed to the issue.

Institwtions of higher education have adopted a variety of
approaches o recruiting minorities. The most common loca
tion for this function is in the admissions office, where two
conflicting philosophies have developed. One is the belief




that the responsibility for recruiting minority students should
he shared by all individuals in the admissions office, regard:
less of race or ethnleity. Supporters of this position argue that
if nonminority individuals are included in the effort, the issue
will move from being a minority-centered coneern to one

of interest to the whole college. The other point of view holds
that only minority role models should recruit minority stu-
dents, because it has been documented extensively that
minority students in fict respond more readily to people

with whom they can identify (Rodriguez 1982). Accommo:
itions to these conflicting positions have been made in vary:
ing degrees.

On some college campuses, minority students are recruited
through special minority recruitment offices, which some-
times are staffed by a single recruiter. The extent of the insti-
tution’s commitment to increasing the number of minority
students is expressed in the size and physical location of and
budget allocated to that office. On campuses where no other
minority centers exist, the minority recruitment office often
beecomes a magnet where minority students congregate and
where minority concerns are addressed.

special support programs established with state and federal
funding for cconomically and educationally disadvantaged
students have historicatly been involved in recruiting minority
students. Beaiuse large numbers of minority students enter
colleges through these programs, they frequently become the
sole avenue through which minority students are recruited
(Commission on California 1983). In these cases, although
minority students might also enter through regular admis
sions, no other special recruitment efforts are employed, and,
as o result, the farge number of minority students aceepted
to these colleges are educationally disadvantaged.

fn response to social and political pressures, many cam
puses established the equivalent of an office of minority affairs
to address such matters as cultural awareness and student
feadership and to serve as advocates for minority concemns,
Increasing the presence of minorities on cimpus in some
cases hecame a matural outgrowth of these oftices, formally
or informally.

Often no special minority recruitment exists on campuses:
rather, minority students enroll through programs and oftices
that were not designed specifically for this purpose. In these
cases, coordination and communication among the various

MU'mlmg College Minority Mudenis
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offices are critical to realizing the goal of increasing the num.
ber of minority students.

The Recruitment Team
Institutional commitment is also expressed in the moral sup-
portand financial resources given 1o those who will carry out
, the task of recruiting minority students to the college (Com-
i . mission on California 1983). By setting the activity on center

. stage and arming those responsible with sufficient financial
FRRININY backing, the president can demonstrate the priority of the
commitment invested in this goal. On the other hand, in insti-
tutions where the responsibility rests with a single individual
and that person has no authority to create policy, institute
initiatives, or commit resources, it will be clear that no real
institutional commitment has been made.

Among the various people participating in recruitment of
minorities, minority faculty have been central. Although most
campuses have i limited number of minority faculty, histor-
ically, because of their personal commitment to people of
color, many of these individuals have taken an interest and
been active in recruiting minority students to their colleges.,
While such dedication is commendable, it has become 2
double-edged sword: More minority students attend college,
but voluntary personal interest frequently is transformed into
an additional function they are expected 1o perform. Because
the activity receives little recognition or reward, the time and
energy it requires can jeopardize reappointment, tenure, and
promation. From the point of view of the goal, the outcome
is limited because of the amount of time and energy faculty
can spend on the activity.

Inaddition o isolated individuals in depariments through
out the college, dedicated faculty in academic departiments
and programs offering majors, minors, concentrations, and
courses n areas like American Indian, Asian, African American,
Chicano, and Puerto Rican studies are also direatly involved
in recruiting students for their programs. Through these
departments, faculty members can provide a direct line of
entry to the college for minority students.

Stattand faculty involved in special support programs that
serve disadvantaged students are also important advocates
for minority students” participation. In some cases, in addition
to teaching in and administering the progeams, these people
work closely with admissions and recruitment offices by par
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ticipating in activities such as visiting schools, addressing
minority students who visit the campus, and creating and
maintaining networks in the community, Naturally, the degree
to which they are involved in recruitment depends on the
communication and coordination between the offices.

some admissions and recruitment offices contain specific
individuals who are responsible for recruiting minority stu-
dents and who concentrate their efforts on focating and cul:
tivating potentiai 1 2crults. This function can be full time or
part time, and it might be performed by one or mere indi-
viduals in the office. Admissions and recruitment personnel
establish links with the minority communities (Ilinois Com:
munity College Board 1986), organize creative campus ac
tivities of interest to minority students, provide free trans:
portation for school students o visit the college, set up
information booths at schools and in public places, and write
brochures and other literature tailored to students of different
ethnic backgrounds (Bender and Blanco 1987; Warfield 1985).

All of the people discussed in this section can be effective
as individuals and as members of a team. Even at those insti
wtions where no fornxal office or specific individual has been
identified solely to recruit minority students to the college,
effective structures can be established to accomplish the goal.
From a single individual to o heavily staffed administrative
office. the types of mechanisms employed to recruit minority
students are less important than the need for everyone to
work s 4 team (Bender and Blanco 1987). Bringing individ-
uals together who are responsible for and concerned about
minority education in commissions, committees, or task forees
is uften the answer. Such groups allow all the ¢ nstituencies
of the college to participate, creating & collegewide eftort and
fostering a unity of purpose.

Respecting Diversity

One of the points most frequently raised in the literature on
minority students is the propensity of institutions to treat ev:
eryone wha is not white as i single group. The tendency to
classify all people of color in the same category is powerful,
encouraged perhaps by the nature of the bureaueraey in
higher education and even larger institutions. Pt collection,
analysis, and report writing. for example, are simpler when
fewer categories exist. The term “minority” does not represent
a homogeneous group, however. The number and variability
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of the people included in the category muke the definition,
at best, imprecise.

As the campus presence of students from the larger minor-
ity groups increases, their desire to be recognized separately
intensities. In turn, the cultural identity of different national-
ities within each group emerges to claim its place in the col-
lectivity. The desire of H ispanics to be acknowledged sepa-
rately from African-Americans or Asfan-Americans is the same
desire Chicanos feel in wanting to be acknowiedged sepa-
rately from Cubans, Dominicans, and Colombians,

In addition to differences stemming from cultural identity,
other important factors affect the quality of 4 student's expe.
rience at the institution and directly affect persistence and
graduation. One of these factors is social class (Astin et al,
1982). Regardless of the stereotypes that persist, all minority
groups include people from all social classes, The same
recruitment techniques and the same support services will
not be effective in recruiting a middle-class Puerto Rican who
wits born and nmised in Puerto Rico as in recruiting a Puerto
Rican student who was bom and raised in New York City.

Other important factors differentiate ‘ndividual members
within the group, such as cultural values affecting the role
of women. The closely knit family structure in Hispanic and
Astan cultures and the protective attitudes toward women
make it necessary for colleges and universities to work not
otzly with potential students, but also with their familics if
campus residency is a consideration.

Because of the differences between the Euro-American and
Native American cultures, American Indian students may not
be receptive to aggressive recruitment techniques; “hard-sell”
recruitment may in fact be counterproductive.® Theref, ne,
the participation of Native American recruiters is indicated
as being critical for this population.

Alrican-American students who come from rural arcas rather
than urban centers are sometimes as different in their expe-
riences as students of different nationalities, Their interaction
with people and their form of mmunication, for example,
could pose a social barrier in the opposing socil context.

An urban institution that recruits African Amiericans from rural

*David White 1990, Nalmon River High School New York, personal interview:
Mmena White 194K), Ste | niversity of New York, personal interview.

PR L France 1990, Gomel) Univenity. penonal mterview:
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arcas has an obligation to provide them with assistance in
adjusting to an environment that might be far removed from
their personal experience.

Immigration within the minority subgroups has been so
great in recent years that it must be considered a distinguish-

ing factor when recruiting Asinn-Americans, African-Americans,

and Hispanics. Newly arrived immigrants have difterent pro-
files from their American bom counterparts and others within
the group. The new Asian immigration includes a large nun
ber of Southeast Asians who have less education and financial
means than American born Japanese or Chinese (Hsia and
Hiruno-Nakanishi 1089).

While in some cises the issues relating to recruitment are
of concern to all minorities, in other cases, ditfering circum
stances, needs, and obstacles identify issues specific o one
or more groups that cannot be generalized o all. The reality,
of course, is that hoth inter and intragroup differences are
significant, and recruitment must therefore be sensitive to
individual circumstances.

A notable example of institutional leadership in the areni
of creating diversity on campus and responding to the demo
graphic changes in the state is the University of California a
Berkeley, where attaining a pluralistic student body was an
expressed gol. Between 1980 and 1989, the compasition of
the undergraduate population shifted from 66 1045 pereent
white. In the 1990 treshman chiss, 34 peseent of students are
white, 30 percent are Asian American, 22 pereent are Chicano
or Latino, and 7 pereent are African American (Magner 1990).
Referring to the goal of diversity at the university. the pres
ident of the system, DR, Gardner, expressed the university's
purpose of “assuring that an entering freshman class is pos
sessed of the kind of experience, potential, ethnie differences,
social differences, rurl and urban differences, and so fon]

t enrich the whole learning environment and experience
that these young people have .7 C1987),

Kecriating Colloge Minority Sy

El{lC ‘}.“

Aruitoxt provided by Eic:

s




et

RECRUITMENT: A Collegewide Perspective

Recruiting more minority students into college brings with

it the need to institute measures that address all of the reasons
that relatively few minorities are on college campuses in the
first place. Not only educational factors, but also social, eco-
nomic, and political factors contribute to the exclusion of
minorities from higher education. Because the problem of
minority undereducation is so pervasive, recruitment in higher
education is inextricably bound to the subjects of college
access, admissions, and retention. Inadequate academic prep-
aration affects all of these areas because so many minority
high school graduates leave school less prepared than non-
minorities (Smith 1980). Even if more aggressive recruitment
were to suceeed in enrolling all the minority students who
meet the standard admissions criteria of most four-year col:
leges, the problem of severe disparities in higher education
between minorities and nonminorities would persist: The
proportion of minority students who attain that level of prep-
aration is simply too small (Richardson 1988). Preparing stu-
dents at the precollege level is critical if they are to be suc-
vessful in college, and colleges have found that their direct
involvement in this area has proved to be effective as part of
hoth short-term and long-term strategies for recruitment (Wil
bur et al. 1988). Widely recognized, nationally replicated mod-
els of programs that strengthen the academic preparation of
students and prepare them for college include the University
of Southern California’'s MESA program (Mathematics. Engi-
neering, Science Achievement) and Middle College High
school at LaGuardia Community College in New York, where
a majority of graduating students go on to higher education,
with many choosing to attend the sponsoring institution.

At the same time, for minority students as 4 group, the edu
cational system breaks down regardless of academic ability
or achievement. For example, high-ability African American
men drop out of college at a rate that is second only to the
rate for the lowest ability group (Porter 1989). I institutions
want to provide access and it cultural diversity is @ serious
goal, then colleges must remove all of the barriers that con
tinue to obstruct the educational achievement of minorities.
For most institutions, it will require a comprehensive policy
involving admissions, recruitment, and retention (Christof
fel 1986).

Recruting College Minoriy Students 47
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Preparing for Minority Recruitment

Much has been written about the “revolving door,™ in which
minority students, once successfully recruited to college, tind
it impossible to succeed. Researchers emphasize the impor-
tance of relating policies and strategies for recruitment to initi-
atives for retention, as so maany minority students are recruited
into cofleges and universities, only to leave within a matter

of months, Factors aftecting retention of minorities are re-
ported abundantly in the literature, including academic prep:
aration, financial need, and feelings of isolation and alienation
as key examples. Itis to the institwtion's advantage to use as
much institutional data as possible to understand the reasons
for students preniature departure before developing a com-
prehensive plan for recruitment; it makes no sense to recruit
minority students if most of them will leave the college with-
out degrees (Magner 1989). Determining whether problem
araits exist in the institution with regard to minorities is the
essential starting point.

A discussion of Tinto's modet of student institution fit (Pas-
aarella 1986) emplhusizes that the dynamics of students® per-
sistence or withdrawal are unique to the particular institution.
Both the variables that influence retention and the interven-
tions designed to aftect it "may not be generally applied from
one institution to another™ (p. 105). A coordinated program
of research investigating minority students” enrollment and
suceess and the ways in which recruitment is presently per
formed is the recommended first step in any recruitment plan
(Pelletier and MeNamera 1985; Wilson 1986).

such an institutional audit (Green 1989) would include
a student profile that not only separates the principal minority
groups (African American, Hispanic, Asian American, American
Indian). but also provides information on the various sub-
groups they comprise. The profile should include factors such
as employment, part time or tull time enrollment. socioeco
nomic hackground. background and proficiency in the English
language. degree program, and academic preparation and per-
formance. These diata should be analyzed for the student body
as @ whole and for the entering freshman class in particular,
as it will include all students before aurition. Similarly, a pro
file of the faculty, st and administrators by race and eth
nicity is important to determine not only the number bt also
the rank and visibility of minority members.
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While many aspects of minority recruitment will apply in
all cases, any strategy undertaken should include a compre-
hensive understanding of the focal situation, taking into
account the institution’s mission, the financial and human
resources at its disposal for accomplishing the task, and an
undlerstanding of the complexities of the problem as it ex:
ists locally.

Recruitment and Admissions _

A system of higher education based solely on merit excludes
most people of color and has been charged as “the single . . . the extent

most serious obstacle to the educational progress of disad- of change in
vantaged minorities” (Astin et al. 1982, p. 154). Under such the
a system, the extent of change In the individual as a result as a result of

of education, or ts value-added henefit, is subverted in favor  odycation

of screening for the best performers at the time of entry. Fur- - 4g M :
ther, the widespread use of standardized testing in traditional
admissions practices is »cdetrimental to the progress of minor:
ities” (Astin t al. 1982, p. 157). Accordingto simulation sur- screening for
vey conducted at the Higher Education Research Institute: the best

When [college] application rates are S0 high that only one at the time o f
ont of ten applicants can be admitted . . . a school rebying
solely on test scores 1o determine selection would admit only eniry.
1 percent of the black applicants and 3 percent of the Chi-
. cano applicants, compared to 10 percent of the white copli-
cants. In other words, a white student is three times more
likely to be selected than a Chicano student, ... ten times
more likely than a black student. . .. Clearly, if these minor:
ity groups are ever 1o approximate educational parity, some
ather approach to admissions must be found (Astin, Fuller,
and Green 1978, pp. 162-63).

Most admissions policies are gr sunded in the position that
those students should be admitted who are most likely to suc
ceed (Ascher 1983). Following from that position, the pre:
dictive measures of high school performance, reflected in high
school grades and class rank and scores on standardized tests
like the ACT and SAT, are widely used as indicators of future
academic performance and persistence in ¢ Mlege. These cri
teria are consequently the principal determinants in most
institutions” decisions to aceept or reject students for admis
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sion. Much of the discussion involving the use of alternative
criteria for admissions disputes both the validity of these mex
sures and their use to the exelusion of all other measures s
predictors of success for minority “tudents,

High school grades have been shown to predict college
GPA for all groups, minorities and whites alike, but not to the
sume degree. High school grades as predictors of academic
performance in college are less consistent for African.
Americans, Chicanos, and Puerto Ricans than they are for
American Indians snd whites (Astin ¢t al, 1982), Furthermaore,
standardized test scores do not contribute to the prediction
of college grades for American Indians and Puerto Ricans,
although they are shown to be predictive of college GPA for
African-Americans and Chicanos (Astin et ql, 1982). “The mag
nitude of the refationship {of test scores to college GPA, how-
ever,| is quite small in comparison to the relationship
between high school grade and college grades” (p. 92). In
defense of the valigy y of the SAT, “jt consistently measures
for all groups of students what it is designed measure, with-
out inherent disadvantage 1o any single minority group™ (Han-
ford 1982, p, 3),

While the SAT is 4 reliable predictor of academic perfor.
mance regardless of race or ethnicity, all of these viriables—
test scores, class rank, and high school grades-—are related
to socioeconomic status and parents” educational background
(Ascher 1983). ¢ nsequently, minority students have less of
i chance o do well, *“The measurement of academic aptitucle
and achievement represents only one dimension of an incli-
vidual's capacity for growth and education in the broadest
understanding of that term™ (Hanford 1982, p.14).

Using alternative criteriq for admissions in the selection
of minority students for entry 1o college provides an oppor-
funity to weigh all admissions factors in relation 1o one
another. Where deficits surfice with the regard to the standard
criteria, other measures th signal potential for success can
in this way b equally considered (Fincher 1975; Martiney
Perez 1978),

Recrultment and Financial Aid
Althowgh the MIROLty participation Problem cannor by

solved with financial aid alone, it cannor be solyeed withowr
it csther (Hardesty 1990, Pt
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One of the most frequently repeated observations in the lit:
erature regarding the decrease in minority students' partic-
ipation in higher education is the unavailability of financial
aid (Fields 1988; Green 1982, Jackson 1988). Studies concern-
ing the inipact of inancial assistance on enrollment rates are
as yet inconclusive, but “evidence suggests that financial need
plays a part in admissions decistons and enrollments™ and
“denying financial aid to needy applicants does prevent those
students from enrolling in higher education institutions™
(Nora and Horvath 1989, p. 301). For minority students, the
effect of financial assistance not only on enrollment rates but
also on persistence is relevant if we are to understand the rela
tionship of financial aid to minority students’ attending col-
fege (Nota and Horvath 1989). Very little data are available
regarding the effect of financial assistance on minority stu-
dents’ persistence; however, some studies (Astin 1975; Astin
and Cross 1979: Nora 1987) saggest higher positive effects

on persistence rates for minority students who seceived grants
and campus based aid.

Allocations for tinancial assistance hive been severely
reduced in the past decade. In the 1960s and 1970s, increased
access and participation were expressed coneerns, and the
federal government responded by directing federal oatliys
to individual studene: through financial assistance. In 1975,
student aid totaled 72 percent of tfederal spending in higher
education. The imperance of the government's financiad aid
for minority participation in higher education can be scen
in the fact the: mach of the enrollment of minority stadents
in public colleges was the resalt of federal initiatives and
incentit o, particukirly financial aid programs (Green 1982).
Since hen, most of the government’s financial aid initiatives
that were instituted have been consistently and drastically
cut back.

The rapidly escalating cost to attend cotlege is i@ major factor
i a student's decision to go to college. Bat at the same time
Costs are soaring, sources through which financial assistance
is available are becoming more searce, ind those that are
avitilable live Lirgely changed from nonrepayable grants and
scholarships to loans (Hardesty 1990). A study of enrollment
patterns in five major metropolitan areas links declining
minority sieeess o increasing costs and limited financial aid
(Orfield and Paul 1988: see also Allen 1988 and Orfiekd 1988).
Further, finuncial assistance is more and more awarded based
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on academic achievement, leaving academically less prepared
students with few options. For minority families already in
difficult financial conditions, assuming the responsibility of
paying buck large college loans is simply not viable (Or-

ficld 1988).

Other rationales also support the case for avoiding reliance
solely, or even mastly, on loans for financing a college edu-
cation. The type of aid and the make-up of the financial aid
package students receive might also be important factors in
buth access and persistence. A study of the effects of financial
aid on access to higher education concludes that financial
aid packages that include a combination of grants, loans, and
work appear to be more effective in promoting access than
giving minority students loans as the only form of aid (St John
and Noell 1989). Studies have also indicated that students who
recelve diversified financial aid packages, including federal
and state grants (Porter 1989) and work:-study programs (Oli-
vas 1980), are more likely to persist in college. It is also in-
teresting to note that some minority groups hold cultural
biases against borrowing (Thomas Mortenson, cited in Har-
desty 1990).

While the principal barrier concering financial aid is the
lack of available funds, for many minority students, the first—
and tor some, insurmountable-—obstacle is the process of
applying for financial aid. The problem begins with access
to hasic information about what is available and how to apply
for it. Often at a disadvantage in obtaining aceurate and timely
intormation, minority students can casily miss filing deadlines
and therefore potential opportunities (Fields 1988; Olivas
1980). Advisers can help in compiling financial aid forms cor-
rectly and providing accurate information concerning the stu-
dent’s actual financial needs.

A financial aid adviser to American Indians in the New York
ared reports that many American Indians tend to shortchange
themselves when filling out financial aid applications. One
way is by reporting high hourly salaries for their parents with-
out reporting that work is seasonal or that high commuting
costs must be paid. Another common error is reporting own-
ership of one’s home when the house is on Indian fands.
Because such houses cannot be used to secure bank loans
Cindian kands are held in trust by the federal government),
they should not be counted among the family's assets, which
contribute to the amount of parental contribution (Wiley

tt,



1989). Besides compiling accurate aid applications, another
important consideration for American Indians concerns the
schedules of federal, state, and tribal payments, Because the
actual funds frequently arrive after tuition and other costs
are due, students are unible to begin classes on schedule
(Wiley 1989).

The rising costs of higher education have been cited as a
major concern tor most Americans, For people of color, three
times as many of whom live below the poverty level, they are
often the deciding factor in getting an education or not, $pe-
clal programs focusing on financial aid can facilitate recruit.
ment and are one way to bridge the gap. The Association for
Loan Free Education assists low-income minority students
with grants and counseling about financial aid in addition to
its other academic and personal services (Hardesty 1990).

At the University of Rochester in New York, undergraduate
minority students are recruited to the university with a view
to graduate school through an innovative program called
“Fifth Year Free"* The financial incentive of tuition-free grad-
wate study can be an alluring prospect for entering freshmen.

Recruitment and Retention

A study of student retention notes that the rekationship
between recruitment, admissions, and retention is a pertinent
but, until recently, neglected phenomenon (Lenning, Beal,
and Sauer 1980). Studdents are more likely to stay in college
if they make informed decisions based on a sense of their
persoml and academic needs, on the one hand, and a knowl
edge of the institution and its programs, on the other. Post.
secondary institutions need to provide students with ade
quate institutional and program infornation so that they can
make decisions that will best allow their educational needs
to be met.

Stuclies have shown that geographicil region, institutional
size, the setting Crural, urban, or suburbin), school selectivity,
and costs are some of the factors that count toward students’
satisfaction and ultimately aftect their chances of success
(Astin 1975). For minority students, who nity have special
financial and academic requirements and interests rekited to
diversity, elemens like the ethnic mix of the student body
and faculty, the availability of ethnic studies programs, the
location of the school in relation to home, the avaikibility of

*Dennis O'Brien JURK, persaal commimcation
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special support programs and services, and provisions for
financial assistance are especially important.

The objective of recruitment has been to enroll students
in colleges with little concern as to the match, or fit, between
the student and the institutional environment (Lenning, Beal,
and Sauer 1980). Without an understanding of students® needs
and the provision of programs and services that are responsive
to them, however, the likelihood of retention is less than it
could be.

Characteristics of students and the college environment
that influence minority students’ chances of staying or leaving
include:

¢ Academic preparation betore college (high school grades
are an important predictor of college retention, much more
so than standardized test scores);

¢ Goaod study habits and a college preparatory high school
curriculum;

* Socioeconomic factors, such as parents’ income and edu

cation, and the need to maintain a full-time job while in

school;

High self-ratings in academic ability;

Relative youthfulness at the time of entering college;

¢ Attendance at an integrated high school (for African:
Americans and Chicanos);

* tnitial enrollment in a four-year college as opposed to a twor
year college;

* A higher quality institution;

* Financial aid. especially grants and scholarships;

* Residence on campus;

¢ Choice of field of study (for both minority and white stu
dents, better grades are achieved in the arts and humanities,
social sciences, and education than in the natural sciences,
engineering, and premedical curricula) (Astin et al. 1982,
p. 178).

*

*

A survey of colleges and universities reports that different
types of institutions identified negative characteristics of the
campus in different ways (Beal and Noel 1979). In two year
public schools, conflict between classes and jobs wis most
inportant, but in four-year institutions, the most importint
factor was inadequate academic advising, Other studies sup
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port the contention that academic advising is an important
factor In retaining students in college, in part because of the
opportunity it provides for interaction with faculty and coun-
sclors (Astone, Nufiez, Wormack, and smudlaka 1989, Glennin
and Basley 1985 Mancini-Bilison and Brooks-Terry 1987). The
campus characterdstic considered most important by all four
campus types, however, Wit uy caring attitude of faculty and
aaff” (Beal and Noel 1979). For students prone to dropping
out, almost all institutions reported low academic achieve:
ment and limited educational aspirations us thelr two most
important characteristics (pp. 2,9).

Other research defines the university as an enclosed social
system with two subsystems, the academic and the social, into
which students integrate and suggests that alienation from
these subsystems contributes to dropping ou (langer 1987,
Mallinckroddt and Sedlecek 1987; Nora 1987; Tinto 1987). A
growing body of fiterture concemns retention as it is affected
.+ noncognitive varlables (Gosman et al. 1983; pascarella and
Coapman 1983; Pratt and Fedier 1982). While the quality of
academic preparation has been shown to have the most fre-
quent and significant relation to persistence, it is not the only
variable that has proved to be important (Astin et al. 1982).
For example, the incidence of academic dismissal represents
only 20 percent of all dropous nationally, and voluntary
departure, despite 4 sulficient GPA, results from other factors,
most importantly the “nature of individuai social and aca
demic experiences in college after entry” (Tinto 1989, p. 3).

‘The rebative importance of academic, social, and economic
factors i minorities’ participation and suceess in college can
nat yet be stated conclusively, but studies of attitude and per-
ception also indicue that, in addition o academic preparation,
several other faciors bear on these students” chances for suc
cess. Feelings of social estrangement (Suen 1983) and socio:
cultural aliention experienced in feelings of culural dom
ination and ethnic isokition (1oo and Rolison 1980) are
evident among minority st fents at prede yminantly white uni
versitios and atrition may be just as mueh a function of them
as of o ademic factors.

As i result, iMproving aecess and success in higher eae
cation requires i chiange not only in the students who are
entering but also in the policies and practices of the institu
tions themiselves (Astin et al. 1982).
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Recruitment and Transfer

Much of the effort in recruiting minorities into postsecondary
education has focused on increasing the number of students
who make the transition from high school to college. A large
pool of minority students already enrolled in community col-
leges, however, are an untapped resource for minority recruit-
ment into four-year institutions (Sanders 1987). Dispropor-
tionately large numbers of minority students who go to
college attend two-year schools (43 percent of all African-
American undergraduates, 55 percent of Hispanics, and 57
percent of American Indians). Together, these students make
up about 30 percent of community college enrollments (U.S.
Dept. of Education 1989, updated 1990) and are the least
likely to continue their education at four-year institutions
(Crook and Lavin 1989; Orfield 1988). In Florida and Cali-
fornia, where 76 and 85 percent, respectively, of all minority
students begin their educations in two-year cotleges, this real-
ity is sobering (Commission on California 1983, 1985; Com-
mission on Florida 1984).

Compounding the problem is the fact that minority students
are not randomly distributed among two-year colleges;
because most live in predominantly minority communities
and commutte to local colleges in their neighborhood, they
are concentrated in a relatively small number of schools,
where they make up more than half the enrollment. In fact,
it has been suggested that the problem of transfers exists
mainly at those institutions where most minority students
enroll, that transfer is a “qualitatively and quantitatively dif:
ferent experience™ in the two-year colleges attended by most
minority students (Richardson 1988, p. 2; see also Commis-
sion on Calitornia 1985). The California community colleges
with the highest population of African-American and Hispanic
students transferred few, if any, students to the University of
California (Orfield 1988). Furthermore, a study of community
colleges in eight cities found that, in most cases, “minority
students were less well represented among transfer cohorts
than among community college students, and within com-
munity colleges, minority students were not proportionately
represented in high-demand, selective programs ...
(Richardson 1988, p. 3, citing Richardson and Bender 1987).
In fact, according to the American Assoctation of Community
and Junior Colleges, about 35 percent of all two year college
students are enrolled in academic tinster curricula, while




the remainder are in vocational education programs.
Determining the actual number of students who transfer —
from two-year to four-year institutions poses i question that,
according to some, 18 presently impossible to answer (Cohen Be‘"g enrolled
1987). The issue involves tvo prineipal problems: (1) The inan
data referring to transfer are relatively scarce, and (2) the
parameters for measuring transfer have nat yet been firmly ”-ansfer track
established. No generally accepted description of just what increases
constitutes a transfer exists, and different institutions conse: Hkelik !
quently use different definitions, inevitably resulting in diverse Of
findings that iare not strictly comparable (Cohen 1987, 1990). M‘df‘mg a
A precise definition has been proposed (Cohen 1990) that, bachelor’s
if accepted, could prove to be an important step toward degree,
resolving the fundamental problem of inconsistent data. Mak-
ing more datia available, however, will depend on the willing:
ness of higher education systems and individual institutions
to recognize the importance of conducting such studies.
Given the complexity of the issues surfounding the matter
of transfer, this subject is one of the most important in the
literature regarding minority students (Bender and Blanco
1987; Cohen 1987, 1990; Cole 1986; Olivas 1986; Rendon and .
Nors 1988; Richardson 1988).
One of the missions of community and junior colleges 18
1o prepare students for the first two years of i baccalaureate
degree (Cohen 1990; velez and Javalgi 1987). The reasons
few minority students actually succeed in transferring to and
graduating from four-year institutions are varied. First, many
minority students are not placed in academic transfer pro-
grams when they enroll in two-year community colleges. Low
income students especially, because of financial and family
obligations, are freed with conditions that motivate them o
choose voctionil programs leading to more immediate job
opportunities. A lack of adequate counseling and advisement
preciudes them from exploring other options and from pos
sibly reordering their priorities (Olivas 1986). Being enrolled
in an academic transter wack increases the likelihood of
acquiring bachelor's degree. students at CL INY who were
enrolled in i liberal arts curriculum, for example, were “sub-
stantially more likely™ to obtain 2 baccalaureate degree than
students enrolled in ve wational programs (Crouk and Lavin
1989). Second, minority students in twe year colleges e
often academically unprepaeed for higher education as result
of inferior clementary and secondary school preparation,
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which can result in low Gpag and prevent them, in many
states, from entering four-year colleges, In other cases,
although students might enroll in four-year programs, they
encounter academic difficulty severe enough to cause them
to drop out. Third, four-year colleges typically reserve fow
spaces for transfer students, Consequently, competition for
these seats is strong, eliminating all but those with the highest
GPAs (Nufiez-Wormack 1989). Fourth, even when admitted
to a four-year college, many students discover that a significant
number of credits eamed gt the two-year college are not
dceepted toward the four-year degree, translating into extra
time, effort, and money beyond the expected two years 1o
complete the baccalayreate degree and frequently resulting
inattrition (Cole 1986).

Other researchers have investigated the problems surround-
ing transfer from different perspectives, Four principal obsta.
cles to transferring for minority students include:

L. The poor communication of transfer requirements;

2. The lack of computerized data base systems coordinated
with four-year institutions for the purposes of advising
students on transferring;

3. Complex procedures for admissions ang registration;

+ The lack of financial aid (Castillo 1984).

Hispanic anl African-American students have reported unavail-
ible financial aid as the most serious problem they face in
transterring (Alvarez et g, 1984). At Mesa Community College
in Arizona, over 94 percent of American Indian students
expressed concern about financing their education (McIntosh
ctal. 1987), :

A study using the data base fr m the National Longitudinal
Survey investigated the effect on transfer of four predictors:
personal background, academic processes, psychosocal pro-
cess, and institutiongl integration (Velez and Javalgi 1987),
Amaong the findings: Even for students with low socioeco-
nomic status, the likelihood of transfer is high when the stu-
dents also have high aspirations and good grades. Addition.
ally, facilitating wansfer to four-yeur colleges does not
necessarily facilitate graduation.

SC-state systems of higher education have instituted pol-
icica aut address the problems of transferring. The Commis.
sion on Florida State Postsec ndary Education, for example,
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created a policy in 1984 facilitating admission to four-year
public colleges for students holding degrees from community
colleges. Similar policies exist in other states, including New
Jersey, California, and Michigan. These policies address ques:
tions regarding admission to senior colleges or the number
of credits accepted. In Florida, Barry University and the Uni:
versity of Miami have consdered the issue of credits lost dur:
ing transfer. While admissions stanckards remain at these pri
vate four-year colleges, speclal agreements have been made
stipulating tha, for students who are admitted, all credits
accumulated at the twoyear college will be aceepted (Cole
1986).

One stumbling block in developing articulation agreements
between two-year and fouryear colleges is that of curriculum,
In many cases, the curriculum for the same major is different
at the community college from the curriculum required at
the senior college, resulting in students having to take sub-
stantial additional credits to complete the baccalaureate
degree. Even when courses coincide, fouryear colleges fre-
quently do not accept all of the two-year credits because of
factors related to standards and quality, also resulting in hav:
ing to repeat credits. In another case, the four-year college
might accept most of the two-year credits but assign them o
the categories of electives and general education only, requir:
ing the student to repet completed courses in the mitjor at
the baccalaureate institution. One of the important arcas in
recruiting minority students is the developnient of articulation
agreements that will overcome harriers related to curriculum,
which s0 often discourage students from pursuing 4 bacca
luureate degree.

interinstitutional collaboration to effea better opportunities
for wansfer is also one of the key recommendations of i spe
cial report describing the recent emergence of a new kind
of community college, the tribally controtted cotleges of
American Indians (Carnegie Foundation 1989). Twenty four
community colleges founded and contre lled by American
indians and operating mostly in the North Central and north
western states from Michigan to Washington offer 4 conven
tional colfege curriculum. At the same time, these institutions
view Indian culture as their “curricular center.” Reaftirming
tribal traditions, these cotleges also offer courses in native
language, story telling history, and arts.
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Beyond the clussroom, traditional values also are embedded
in the very spirit of these institutions, Cooperation is valued,
Jor example. Respect Jor elders is encourdged. Differing
ideas about bow time should be managed and how people
should interdct with cach other are understood and
accepred. In mainstream institutions, Indians Jind their own
values undermined: tribal colleges reinforce the vatues of
the Indian culture (Camegie Foundation 1989, p. 4).

In its recommendations, the report urges that connections
be strengthened between ribal colleges and non-Indiun
higher education, especially through the transfer of eredits

to four-year institutions and the development of cooperative
degree programs, Many successful collaborations between
tribal colleges and four-year colleges and universities have
been established, including Oglala Lakota College with the
University of Colorado, Black Hills State College with the Uni.
versity of South Dakota, and Litle Big Hom College with Mon.-
tana State University. Recruiting transfer students from tribyl
colleges may be a successtul strategy in itself. Evidence sug:
gests that students who complete their degree in a tribal col-
lege and transfer o a non-Indian college are better prepared
socially and academically. According to a study at the Center
for Native American Studies ut Montana State University, grad-
uates from tribal colleges “are at least twice as likely to suc-
ceed in i non-Indian college as Indian students who did not
first study at a tribally controlled institution™ (Carnegie Foun-
dation 1989, pp. 77-78).

Responding to some of the problems of wansterring for
minority stucents in general, other innovative recruitment
programs have heen developed, such as joint admissions and
proactive transfer. In joint admissions prograns, students are
dceepted to both the two-year and the four-year institutions
simultancously. Such is the case in a program between
LaGuardia Community College of CUNY and Vassar (Rodri.
guez 1988). In proactive transfer programs, a recruiter/coun-
selor from the four-year college, working with counselors
from the wo year college, identifies potential transfer students
in their fiest semester at the community college, These stu-
dents receive academic Support services, enrichment activities,
and counseling, all sponsored by the four-year institution,
Such a program exists between Glasshoro State College in
New Jersey and its feeder o mmunity colleges (Ryan 1986).

Pay



An interesting coneept presented in the literature and
responding to the finding that being enrolled in an academic
transfer program increases the likelihood of transfer is that

of a "transfer college™ within a community college. Students
participating in the transfer college would be exposed to close
contiact between students and faculty, peer support, network-
ing opportunities, and the staff's high expectations, in addition
to ather benefits (Renddn and Nora 1988).

The difficulty surrounding the subject of minority students'
transterring is couched in a complex set of circumstances
involving all of higher education. Matters of curriculum, fac-
ulty resistance, state and local bureaucracies, and financial
constraints pose real challenges to the higher education com-
munity. Some of these challenges are being addressed by state
and national programs, such as the Exploratory ‘Transfer Insti-
tute (ET1), a collaboration between the University of Arizona
and Pima Community College. ‘The mission of the institute
is to encourage students of color who are not considering
transter to attend summer institutes at the university, exposing
them to a world they might not otherwise have considered
(Elvin and Wood 1989). Another initiative, a project of the
United Negro College: Fund, involves 16 universities and 10
community colleges in the South. According to the Fund, the
institutions work together to increiase the number of African
American students, in particular men, who receive baccalau
reite degrees.
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INSTITUTIONAL CLIMATE AND CAMPUS PLURALISM

Pluralism is o euphbemism camonflaging the deep-seated
conflicts that rage throughout the corridors of onr economy,
beliefs, and values. And some of the conflicts that prevail

in the political drena originate on campus. The camnes,
dospite its frailtios and inadequacies, continues 1o be the
major seedbed for next-generation ideas. Higher education,
in the splendid chaos of its courses and the wild aray of

its activities, reflects the larger suciety and presages its Suture
(Enarson 1984, p. 24).

For many minority students, college life is their first indepen-
dent experience in a predominantly white environment, The
ethnic heterogeneity in society is not indicative of most
minority students’ individual lives, because many minority
youth grow up in ethnic neighborhoods, attend mainly minor-
ity schools, and socialize with people of their own ethnic
backgrounds. The circle of family, friends, and community
hetore college is therefore one of soctal and cultural conti-
nuity. For these students, going to college can be a kind of
culture shack. One brief glanee around the room at orien:
tation can quickly sum up i new reality. Without any struc:
tures for support and inclusion, their feelings of isokgion can
only intensity (Forni 1989; Smith 1980), as white students und
protessors predominate in classrooms, and the courtyards,
cafeterias, and dormitories fill with others who are so much
like cach other and so litle like themselves. The transition
required, suddenty and not really by choice, is a difficult and
lonely one to make.

From the minority student's perspective, the climate of the
campus is madde up ot all the subtle and not so subtle ways
in which attitudes are expressed: the response with which
one is received in the cafeteria, at the bursar's office, and in
the bookstore: the degree of attention extended i the tutor
ing center or in the classroom and library; whether or not
nonwhite culture is visibly reflected among the people. in
the curriculum, and in the social and cultural programs avail
able. The quality of the campus climate and the degree to
which it is welcoming, indifferent, or openly hostile toward
A4 minority presence iare not simple to measure.

Perceptions of whether or not i campus is hospitable to
minorities differ to an important extent between minority and
white students (Loo and Rolison 1980). Surveys at predom
inantly white campuses repeatedly indicate the disparity
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hetween whites' and nonwhites’ impressions of similar cir:
cumstances, which may lead to misconceptions of minority
students' behaviors. Even though no incidents of overt racism
are recorded on a campus, an inhospitable atmosphere could
exist, affecting minority students’ abisity to cope and their
determination to stay.

Curriculum ,

Colleges and universities are presently engaged in an intense
debate over curricular reform that is of immediate interest

to minority and Third World students. The subject is being

discussed in all sectors—large prestigious research universities

to local community colleges, conservative and liberal insti-
tutions, public and private institutions. Proponents of reform
contend that the present curriculum excludes to a large extent
the points of view of women and of minority cultures, while
opponents argue that matters of race, ethnicity, and pluralism
are inherent in classical inquiry, and reform is therefore
unncecessary (Himmelfarb 1988).

Response to the issue of curricular change has taken a vari-
ety of forms and covers a wide spectrum. In some institutions,
it has meant creating courses that focus on specific ethnie cul:
tures (Zita 1988). This approach aims to educate students
cross culturally, an objective that could be confounded when
students elect only courses that focus on their own social or
cthnic group (Olstad et al. 1983). Courses of this nature could
be more or less eftective, depending on whether or not they
are included in the college's core curricutum as a require-
ment. Curricular change has also been instituted through the
revision of the compaosition course, usually a college require:
ment. by using muhicultural subject material about which stu-
denis can read and write (Clark 1987),

At some institutions, such as the University of California
at Berkeley, changing the curriculum has been viewed as one
aspect of a broader initiative to infuse the principles of cul:
tural pluralism throughout the culture of the university. In
these instances, 4 major institutional effort has been made
to "heighten faculty awareness of the historical, social
political, and ethical bases of their disciplines with respect
to race, class, and gender” and 10 infuse these perspectives
in courses throughout the curriculum (Nicholson et. al 1989,
p. 1At Rider College in New Jersey, a project of this nature
included four main components: (1) a public symposium
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featuring recognized scholars that explored the various aspects
of curricular integration, followed by workshops for partic-
ipating faculty; (2) a collaboratively designed interdisciplinary
course directly addressing the issues of race, class, and
gender; (3) a faculty development program in which faculy
from various fickds each created annotated bibliogruphies and
revised a course in their discipline to incorporate the issues
in the stated areas; and (4) a focus group, in which cight
African-American female students and four faculty and staff
explored the issues of race and gender on the campus
(Nicholson et al. 1989).

Reform has also taken plice in teacher education. The
National Council for the Accreditation of Teacher Education
has recognized the need to prepare future teachers o under-
stand the cultural hackgrounds of the increasing number of
raciad and ethnie minority children they will be teaching,
requiring teacher education programs to include o multicul-
tral component as part of the teacher education curriculum
(Bermingham ct. al 1986). Again, the breadth and depth of
a particular institution’s response depends on the degree to
whih the underlying philosophy of multicultural education
has been accepted (Grant 1983).

As cotleges embrace the change and incorporate nonwest:
em perspectives in their curricula, a new dimension will be
added o the eriteria students consider when selecting an insti
ttion of higher leaming, It seems evident that institutions
that choose to include minority perspectives in the curriculum
will be perecived as bring more responsive, tolerait, and
committed.

Critical Mass

Responding to a question about why she chose to attend a
particular college, a young student put it succinetly: “There
are other minorities there, so 1 don’t bave to feel like a Mar
tian." . .. No matter bow owdstanding the academic insti-
tution, ethnic minority students can feel alienated if their
ethnic representation on campiis is small (L . Rolison
1980, pp. 6Y. 72).

in this context. the existence of w critical nuiss means having

enongh students around who are like onesclf so as notto feel
isolated, uncomtortable. and alone (Forni 1989; Smith 1980).
One element in the nebuious coneept of campus climate, crit
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ical mass is perhaps the most concrete, the simplest to under-
stand. The term is usually applied with regard to the “comfort
factor,” the degree to which students feel as though they are

part of the campus community as opposed to feeling like out-

siders—alien, marginal, unimportant.

Being “the other” means fecling different; is awareness of
being distinet; is consciousness of being dissimilar. It means
being outside the game, outside the circle, outside the set
(Madrid 1988, p. 56).

Itis casy to feel like an outsider to the community when the
community is made up mostly of “others."”

Feelings of discomfort stem from a variety of sources, ‘The
dcademic difficulty that many minority students experience
cin compound the feeling of not fitting in, making it doubly
diffieult to adjust (Green 1989). Knowing that others are
iwround with whom to identify can facilitate adjustment, and
seeing that other minority students have succeeded can affirm
the value in the effort. The academic benefits and the effect
on persistence of being among others of the same background
may be significant. While the practice is not necessarily typical
of or endemic to ethaic minorities, the strategy of forming
study groups was shown to be s common and effective tool
among one group for improving thelr academic suceess rate
ina very challenging course (Teisman 1985). The presence
in sufficient numbers of students from the same racial and
cthnic background is clearly a prerequisite to f rming ¢th
nic support groups, whether they are academic, social, or
personal.

As concrete as the coneept of critical mass may be, it rises
important questions with regard to the various ethnic suby
groups embaodied in the category of “minorities.” Who is
included in a critical mass for American Indians? Are they the
same students with whom Chicanos will feel an affinity? Doces
the presence of African American immigrants, from Nigeria
or the Caribbeun Islands, for example, increase the comfort
factor for African-Americians it o predominantly white college?
The group with which a person identifies is probably influ
enced by many factors besides ethnic origin. Only a few of
them muy be sociil cliss, duration of time in the United States,
native Language, and educational background. A Hawaiian stu-
dent studying a Hunter College in New York, for example,
in discussing her experience with other Asian students, noted:
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In Hawaii, we never tatked much to different Astun stu-
dents. Most of my friends were “locals.” At Hunter, you can
meet first-generation students from Hong Kong and main-
lanid China. Most of these students are from working class
Jamilies. At first, 1 was surprised that, even though our back:
grounds are different, we share a lot of common ground.

1 also understand better what these firstgeneration students
bave experienced (Bagasao 1989, p. 34).

Institutions with a genuine interest in understanding what
constitutes an identity group for the various ethnic minorities
on campus might consider investigating the question through
surveys of the minority student population, counseling ses-
sions, or informal small-group discussions.

Rol Models I

In general, minority students have not had much opportunity
to see people from their own ethnic backgrounds in pres- The
tigious and authoritative positions in society. Students who Of succassﬁd
are first in their fimilies to go to college are not prepared for people of
the demands and have nonspecitic educational objectives as— color can bave
well as an 'ln;ulcqualtc understanding of lh'L: relationship a motivating,
between higher education and career goals™ (Richardson
1988, p. 6). The mere existence of minority faculty and staft posme eff ect.
who make decisions, provide direction, and influence policy
within the college community can have a powerful effect on
a young and impressionable mind. While most students are
challenged and motivated enough when they arrive on cany
pus, the daily routine, the unfamiliar responsibility of inde
pendence, and the constant demands of college can ciuse
students to lose sight of the benefits o college education can
bring. The presence of successtul people of color can have
a motivating, positive effect.
Minority students frequently seek out minority faculty role
mudels for academic advice and counseling. Connecting with
someone who can identify with their personal situation is felt
to be important, and relationships are established either
through the formal procedures or informal networks. At many
colleges and universities, the benefit of creating links between
students and faculty from the same ethnic background has
heen recognized as being instrumental in students” devel
opment and persistence. Faculty mentors act as fricnds, advis
ers, and confidants, and students aceept them as people who
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can show them the ropes because they have had similar expe-
ricnees in similar circumstances.

Other important role models at the institution include
administrators and staff, whom students may not see as reg:
ularly but who often provide valuable assistance. For many
students, minority people in positions of leadership and influ-
ence are rare. More important, however, is the integration of
values from other cultures into the institutional structure that
minority administrators bring with them, A minority student
who, for example, needs special intervention because of cul-
tural obligations that ¢« sflict with a college responsibility may
find himself or herself better understood by an administrator
who understands and can communicate to others the values
of his or her culture.

Whether a student consciously selects a campus because
of the presence of people of color in the professional ranks
is uncertain, The benefit role models provide, however, while
perhaps not tangible, objective, or casily measured, is clear.

Programs Enhancing Diversity

If we have learned anything from our relationship with the
Native American, it is that people cannot be torn from their
cultural roots withvut barm (Nuss 1989-90, p. 3).

Etbnic studies programs

Clearly, the inclusion in the curriculum of ethnic studies pro-
grams is an indication to students that the institution supports
them and their experience. The existence of academic pro-
grams in ethnic studies demonstrtes the institution’s recog:
nition of their inherent vialue and affirms the experiences and
perspectives of minority culttires on the world scene. For most
minority students, the opportunity to leamn about the history
and culture of their ethnic heritage has been limited, as the
curricula of most secondary schools is just beginning to reflect
the diversity of cultures in America. Such a program in itself
could be a strong attraction and an inducement to participate
more actively in other areas of minority campus life and in
campus life in general.

As noted carlier, minority students gravitate to programs
and places where they can enjoy shared experience. The
attraction of ethnic studies is therefore also a matter of people.
An African American studies program, for example, is sure
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to provide an environment where shared African-American
experience will predominate. The professors and the students
are likely to be African-American, the program of study per-
sonal and “relevant.” For students whose native language is
other than English, the additional attraction of dialogue in
their native language will, at least in part, be possible.

Academic support programs
The literature is clear about the importance of academic sup-
port programs in developing students' basic skills and the
impact that such programs can have on retention. For many
students who enter the university underprepared, these pro-
grams provide the supplemental instruction needed to achieve
and the emotional and psychological support needed to sur-
vive. The staff of tutoring/leaming centers often become the
persons with whom they can connect. Such individuals assist
minority students in adjusting to college, meeting their aca-
demic responsibilities, and negotiating the system.

students look for programs where they will feel welcome,
and they gravitate to people who will listen and who care.
It is frequently in these programs where they find refuge
(West, Simpson, and Jones 1975). And minority students are
quick to share these positive experiences with others in the
college and in the community at large.

Soctal programs

Offering opportunities for minority students to join clubs and
organizations that can provide academic enrichment as well
as social rewards is important. For most students, belonging
to a group that fosters and promotes their cultural or ethnic
identity can be extremely gratifying. Such opportunities to
meet with others like themselves are limited on campuses
where few minorities are enrolled, and social activities cin
provide a stimulating way to meet new fricnds and establish
helping refationships. Many organizations for minority stu-
dents become involved in civic or community projects, which
establish a kind of bridge between the old neighborhood and
the new campus environment and allow them to return to
their communities as “educated” persons who still care. On
residential campuses where minority students are not able

to go home for holidiys because of tinancial constraints,
friends become their bridge to a new extended family.
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Social functions and artistic performances, including ethnic
celebrations, such as festivals, theater, and dance, also play
an impostant part in attracting minority students to campus.
Opportunities for self-expression and cultural development
are integral to personal fulfillment,




THE RECRUITMENT PLAN

Colleges and universities have developed a variety of inne
vitive strtegies for recruiting minority students. The key to
effective recruitment, however, is not only in the strategies
themselves, but also in the way they are incomporated into
a larger design. Recruitment should therefore hegin with the
design of a plan. The type of recruitment plan a college devel:
ops depends on many factors: The institution's mission, the
targeted minority groups, the abilities of the students to be
recruited, and the resources allocated o do the job are only
a few. And these factors are not mutually exclusive: The mis:
sion of the institution, for example, might delineate the range
of abilities of the minority studerts it will plan to recruit.
Given the wide array of characteristics of institutions across
the nation, the scope and methods of cach college's recruit:
ment plan will vary.

Despite these variations, however, research has shown that
a comprehensive pln will meet five basic conditions:

LIt will be culturally sensitive, demonstrting an awareness
of the cultures of the various minority populistions.

2. It will be based on arecent assessment of minority student
enrollment.

3. Ivwill be integrated with the institution's broader educa
tional objectives.

4. lts objedtives will be stated in terms that are sufficiently
specitic S0 as to permit a thorough and detailed
evithuition.

5. It will be holistic, incorporating all the principal consti
tuenwies of the institution,

Developing the recruitment of minority students s 31 com
prehensive institutional initiative requires a considenable
investment of time. Setting up committees, collecting data,
engaging participants in healthy debate, arviving at consensus
are phases of development that could require years instead
of months. In addition, the delicate work of encouraging key
people to participate, sustaining a productive level of involve
ment, and deafting preliminary versions of the plan are essen
tiah to the process betore a finad plan is rendered and the insti
tution is ready to move o implementaton

Kewriting College Minoraty students

ERIC

IToxt Provided by ERI

U'-
-



Basic Elements
Cultural awareness: The backbone
of minority recruitment
African-American, Chicano, Puerto Rican, Navajo, Mohawk,
Vietnamese, Colombian, Filipino—the languages and cultural
alues of all these students vary greatly from mainstream
America, and these differences must be understood and
reflected in the design ana implementation of the recruitment
plan, Educators may be aware that minority studer s’ language
and culture are different from each other and from the major-
ity, yet this reality has rarely been considered important
enough to influence recruitment. Understanding the cultural
values of the minority students the college wants to recruit
might require a special effort, but it really is essential ground-
work if these students are ever to become an integral part of
the university (Green 1989; Madrid 1988). Many more stu-
dents could be reached if the approach taken to recruit them
were understanding of or, at the very least, not in conflict with
their cultural values. The messages the institution conveys
cin present the college as a place students and their families
ain feel comfortable about or s a place where the environ-
ment seems alienating and unaccepting of their differences.
several categories of cultural characteristics are important to
kriow about when formulating strategies for recruitmennt.

Family. ‘ltaditional cultures depend heavily on the support
system provided by the family. Families are frequently
extended, and the value of respect for elders both inside and
outside the tamily is strong (Dupuis and Walker 1988). These
young people iare not accustomed to spending long periods
of time away from home, and they might be apprehensive
about being on their own. Away from the support of their fun
ilies. they can feel incomplete and lonely (Camnegie Foun-
dation 1989). They might question their ability to mike
proper decisions on their own. Beginning with the selection
of the school and continuing to the selection of a major, the
family’s influence can be decisive, and it will more likely than
not be respected. Depending on the distance from or prox
imity to traditional values, vienldly all of the ethie ad race!
minority groups and subgroups bve populations to whom
this cultural description of Eunily applies. 1 an institution
wants 1o recrait American ndian stadents, for example, an
awareness of the importance of Jhe family network to those
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students' well-being must be demonstrated in the recruitment
workshops and seminars they will attend. Parents and aiher
family members should be encouraged to participate, accom-
modated at the seminar, and addressed directly. 1 possible,
they should be greeted in their tribal language. Recruiters
should make personal appointments, perhaps at home, with
those families who may have concerns not addressed at the
seminar,

Normative social structure. In many minority cultures, the
social organization is more formal and less flexible than in
American society. Prescribed roles within the culture mean
that individuals work together to achieve common goals,
Unconventional behavior that does not conform to the norme
of the group is frowned upon, and social pressure is exerted
on those who exhibit behavior that serves individual rather
than community goals. Individuals are expected to put aside
interests that could conflict with the good of the group, and
cooperation is valued highly. These social conventions could
result in passive and unobtrusive behavior in group settings
(National Coalition 1988). Because this social organization
exists In Asian cultures, recruiting Cambaoddian or Laotian stu-
dents, for example, should involve individual or one to-one
contacs. Recruiters must be willing to supplement the larger
group format with private consultations so that students will
have an opportunity to express their own interests and appre-
hensions. Individual contacts could be conducted ina formal
manner, consistent with the student’s culture.

Group ! catity. Relationships with others in the community
are important in the enltures of minorities. Interpersonal rela
tionships weigh heavily in the individual's cultural experience
(Bowler, Rauch, and Schwarzer 1986). The opinions of athers
who are held in high tegard, whether family or friends, matter
a great deal, and the importance of belonging to a community
and identifying with a set or subset of that community is
strong, bringing with it a sense of group bonding. Conse
quently, loyalty to the group is valued highly, and actions that
signal a separation from the group can result in feelings of
alienation and misgiving. The group identity may be pe werful
enough to dissuade the individual from realizing personal
objectives that could even be in his or her best interest out

of fear of being rejected by the group. Such is the case anng
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many African-American youth who are potential college stu-
dents. In recruiting these students, the college must therefore
be prepared to go 4 step beyond the standard program and
provide services like counseling to help them work through
conflicts arising from this cultural dilemma.

Cultural concepts of time. American society is commonly
described as oriented toward the future, Intricate planning,
delayed rewards, present sacrifice for future gain are concepts
typical of American mainstream culture. But these ideas about
time do not necessarily exist in other cultures. On the con-
trary, many minority cultures are much more oriented toward
the present (Dupuis and Walker 1988). Concern is focused
on meeting immediate needs and solving immediate prob-
lems, on living fully in the present and extracting as much

as possible from the moment at hand. Because the future can-

not be governed, it is addressed when it becomes the present.

These ideas about time are manifested in 2 variety of ways,
such as by attending to domestic routines on a dail basts or
by organizing and participating in spontancous, rather than
plinned, activities. These coneepts are directly opposed to
many of the organizational and structural requirements at
American colleges and universities. For many Hispanic stu.
dents, whose culture embaodies the present time, this discord
can create what might he avoidable difficulties. With Hispanic
students, recruiters should convey the long-range benefits

of college mainly within a context that emphasizes short-term
gains. Placing emphasis on what will happen after graduation,
four or five years away, will not necessarily motivate Hispanic
students to apply to college. Additionally, recruiters should
understand that, in many cases, Hispanic students might he
interested in college without having planned for it financially,
calling for cluse financial aid and personal counseling during
recruitment.

Dependence versus independence. All cultures do not
share the mainstream ideal of a self sufticient, assertive, goal
directed individual. In many minority cirltures, an almost con-
tradictory sct of values prevails. In the Hispanic culture, for
example, relying on others for assistance and support is nor-
mal social behavior (Oakland and Ramos Cancel 1985), in
Asian cultures, being reflective or reserved is not considered
A sign of weakness but of appropriate conduct, and amaong




American Indians, promoting cooperative decision making
by groups rather than individuals is valued and fostered (Bad:
wound and Tierney 1988; Dupuis and walker 1988). Yet the
presence of one ora combination of these characteristics,
especially in minorities, can easily cause them to be categ;
orized as lacking the capacity to be independent. Colleges
and universities must recognize that minority students fre-
quently possess other cultural qualities and characteristics
that can support them in being successful, despite the fact
they might not exhibit the independence valued in American
mainstream culture, Their success will depend largely on the
university'’s accommaogdation of alternative cultural styles.

Facts and figures: A solid foundation _

Good planning is based on accurate information. It is impor-

tant not only to know the facts about minority education in oo BbiS

general, but also to understand the situation of minorities at essential that
the local institution (Green 1989; National Center 1989).'the  the statistical
first element in building a successful recruitment plan there- a be
fore is solid institutional research. A careful analysis of data per, ormed
collected by race and ethnicity will accomplish several things. relative to
First, it will form the basis for developing various profiles of

minority students, indicating who stays, who leaves, when, each mi”oruy
and under what conditions. These profiles will reveal specific subgroup
conditions the college needs to know to have a complete pic: ratber than
ture of minority education at the institution. A side benefit fO" the groups
of having this factual information is that it will dispel any pre- " g¢ g whole
vailing myths about the academic profile of minority students. ’
second, by providing the statistical foundation, an institutional

audit will influence the direction or tocus of recruitment. For

these data to be useful in terms of understanding the sub

deties that could affect specific ethnic minorities, it is essential

that the statistical analyses be performed relative to cich

minority subgroup rather than for the groups as a whole. The

disaggregated data will flag information that otherwise would

go vanaticed. Finally, performing an institutional audit at the

outset of planning for recruitment will serve as a benchimirk

for evaluating the progress and cftectiveness of the plan. Min

imally, the data collected acee rding to racial and ethnic sub

group should include the following information:

-
Overall enrollments. The most basic statistic to institutional
research, this information is rarely collected separately for the
Glm'rmlmg College Minority Strdents 75
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arious subgroups within the major minority categories. Dis:
aggregated data will indicate the proportion of minority stu.
dents at the institution within each subgroup and the trends
in their patterns of enrollment, Reviewed periodically, these
data will reveal low enrollments of a particular subgroup and
the fluctuations that might occur within each group as 4 result
of migration and demographic changes,

Retention rates by semester. It is fundamental to a good
recruitment plan to know whether or not minority students
exhibit a higher dropout rate than nonminorities and the
degree to which it might affect each subgroup. Analyzing per-
sistence by semester for each ethnic subgroup will reveal pat-
tems specific to the institution. Correlated with other factors,
this information will aid in developing timely interventions,

Graduation rates. ‘The complete picture of minority edu-
cation cannat be fully understood unless the rate of gradu-
ation is known, but it is also important to determine the
length of time needed to complete a degree. Consequently,
rates beyond the traditional two-year and four-year exit points
should be tracked.

Transfer rates. 'The objective of determining transfer rates

is to determine the effectiveness of articularion between two.
year and four-year programs. Senior colleges should therefore
look at the number of minority students who transter into

the college, the point in their academic careers at which they
do so. :ind the two-year schools from which they come. Two.
vear collepes need to establish the number of students who
transter to four-year programs, regardless of whether they have
completed the associate degree.

Academic performance by semester, Because GPA has
been shown o aftect retention and graduation rates, this infor-
nution should be coltected carly and reviewed frequently.
Understanding the academic profile of cach minority sub-
group will help determine whether or not recruitment strate
gies combined with interventions such as academic support
programs are indicated. In addition, correlating academic per
formance and high school origin will indicate the relative aca:
demic preparation of students from various feeder schools,
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Enrollments by curriculum. Rescarch indicates that,
depending on their ethnicity, minority students cluster around
certain curricula and underenroll in others. For example, the
literature clearly shows that curricula in science and technol:
ogy auract very few African-Americans, Hispanics, und Amer-
ican Indisns, In fact, enrollments among these students in
the sciences, mathenatics, and engineering are so fow that
some researchers consider this fact to signal a national crisis,
given the changing demography of the country. For Asiun-
Americans the problem is the converse: High numbers of
Asfan students enroll in science and ¢chnology, while few
enroll in the social sciences, '

Identitying minority eprollment rates in each curricutum
will determine the degree to which this phenomenon oceurs
focally. An institution can design interventions and direct
recruitment efforts to help counterbalance these trends,
although it should be recognized that this issue cannot be
addressed through recruitment alone.

An integrated design: Linking objectives

Another principal characteristic of an effective recruitment
plan is that it be constructed from an institutionwide perspec:
tive (Pulliams 1988). Because recruitment is i starting point
and not an end objective in minority education, it should be
integrated with other institutional goals (Christoffel 1986).
Involvement in bath the academic and the social aspects of
college life are important determinants in the success of
minority students in higher education (Langer 1987; Mallinck
rodt and Sedlecek 1987; Nora 1987; Tinto 1987). Architects
of the recruitment plan must recognize that such factors as
socil integration, academic performance, retention, and cam
pus pluratism are closely relaed to recruitment, Research con
ducted in these areas will provide the basis from which to
establish these connections.

Factors that surface in the institutional audit, such as low
graduation rates, could indicate problem areas tor minority
students that cannot be resolved through recruitment as an
isokued function. This information is nonetheless valuable

to recruitment, because it will place the institution in a betier
position to integrate recruitment with other institutional ini
tiatives related to minority education. For example, if the tow
graduation rates of Vietnamese students were determined to
be a result of limited proficiency in English, a strategy could

<@
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be designed that simultancously addresses the academic prep-
aration of potential Vietnamese students, such as a high
schoaol/college collaborative program focusing on instruction
in language. Such an initiative would ensure that the students
the institution is recruiting are academically prepared to suc-
ceed and ultimately to graduate.

Relative to social integration, an institution might determine
through research that African-American students who are
actively involved in clubs or other organizations fare better
than those who are not. By using this information in recruit-
ment, the institution can accomplish two goals: to devise a
strategy for recruitment specifically related to these Andings
and to address the retention of newly enrolled African-
American students through better social integraticn, This goal
might be accomplished, for example, by reviewing the appli-
cation and general intake forms of African-American students
to identify their special inteests, perhaps playing a musical
instrument, working on the school paper, or participating in
student government. A system could then be devised to match
these students’ interests with existing clubs and organizations
on campus and to arrange personal contact through these
oftices with these potential students. With a holistic, multi-
faceted approach, this stritegy combines both the recruitment
and retention of African-American students through social
integration.

Ethnic studies centers, departments, or programs on ¢cam:
pus have been recognized in the literature as important ele-
ments in the education of minorities. A college might deter
mine from its own institutional research, for example, that
Americdn Indian students who regularly attend programs and
participate in activities at the Native American center on cam
pus are better able to negotiate the university system and to
establish stronger social networks with other American In
dians. To capitalize on one of the nstitution's identified
strengths, the Native American cenver should be fully inte:
grited inthe college’s recruitment plan, perhaps by engaging
the faculty and statt of the center in recruitment. Ideal role
madels, these individuals can relate to the American Indian
community the center's programs and activities by addressing
smiall groups at local schools, visiting potential students at
home, and telephoning prospective students. By combining
recruitment with the people and activities of an ethni - studices
center. this strategy addresses socul integration on campus
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and the “comfort factor,” two variables in the persistence of
minority students.

Specificity: The key to a measurable plan

When working toward an objective they believe in, most peo-
ple want to know whether or not their efforts are carrying
them toward their goal and, if not, why not. No one wants

to invest time, money, and energy in something that yiclds
no results. Strong evaluation is therefore an essential com-
ponent of the recruitment plan (Middleton and Mason 1987).
As an institutional investment, recruitment is accountable to
the college community, and it will be necessary to report on
fts effectiveness. Faculty, staff, administrators, students—all
those who participate in the process—have a stake in its suc
cess and are entitled to be kept informed about its pertor-
mance, whether positive or, on occasion, negative. It is even
more important if the project is controversial at the institution.
In that case, the frequent reporting of objective facts and fig-
ures will help counteract misconeeptions.

At the same time, those responsible for recruitment will
want to determine whether the human and financial resources
invested are being expended efficiently. In an era of shrinking
budgets and ditficult fiscal decisions, a project of this nature
could be vulnerable. In addition to assessing programmatic
initiatives, therefore, the financial aspect of the project should
be part of the evaluation, because clear and convincing evi
dence that resources are used resourcetully and responsibly
will strengthen the project.

Complete and accurate informition concerning the owt
comes of the plan for recruitment will requite continuous
monitoring. Especially fruitful methods should be identified
so they can be further developed, while ineffective ones must
be assessed and reconsidered. And it will be casier 1o siccom
plish if the goals and objectives of the plan are stated in spe
cific, measurable terms. A plan for recruitment whose goals
are too broad and undefined can resultin limiting rather than
promaoting recruitment, because outcomes will be ditticult
or impossible to measure. Vague and open ended objectives
will not indicie whether results are all they could bee

A general and vaguely stated objective, such as "o increise
the enroliment of Hispanic students,” leaves too much room
tor unanswered questions. The desired outcome renins
ambiguous, inviting subjective assessiments of suceess. For
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example, what would prevent a favorable evaluation of this
objective even if only three new Hispanic students were
enrolled? Or suppose all the new recruits were middle-class
Hispanic students from a for “Ign country or male; would the
objective have been met? No one of these outcomes per se
is unacceptable; the point is to ensure that the result achieved
is the one that was planned for, Stating objectives specifically
will force the plan's architects to think each objective through
and to articulate it in concrete terms. In this way, the desired
outcome will be clear and measurable.

For example, a more detailed plan might explicitly state
this objective as follows:

10 increase Hispanic enrollment by S percent ( approxi.
mately 50 students ). Of this § percent:

* At least 40 percent will be female;

* At least six students will be Puerto Ricans from U.S. urban
areas;

* At least six students will be Puerto Ricans residing in Puerto
Rico;

* At least 15 students will be Chicanos from the Chicago area.

The remaining number will be randomly recruited.

Depending on the institution's needs, it is important when
defining objectives for recruitment to be specific nor only
about who will be recruited but also about how it should be
approached. In another example, a generall state objuctive
like "t increase the number of American Indian transfer stu-
dents™ might be made more specifically:

1o increase Nurdjo transfer enrollmenys by 50 percent
(approximately 30 students ), OF this number:
* Five students will be from tribal colleges;
* Six students will be recruited through the Native American
studies center;
* Six students will be recruited through a new joint admis.
sions program with an arey community college;
* Thirteen students will be recruited through the existing
proactive transfer program with an arey community college.
At least 20 percent of all students will be recruited into sci.
enee curricula.
Of course, objectives at this level will not be complete until
dnaccompanyiog set of activities is developed. In the previous

o

- e S

R



objective to recruit Navajo students, each strategy defined
should specify how it will be accomplished and by whom,
The strategy using the Native American studies center, for
example, might be written as follows:

¢ Six students will be recruited through the Native American
studies center and:

o Counselors will make weekly home visits;

o Native American faculty will conduct small-group sessions
at targeted community colleges;

o The Dean of Science and Technology will host a group of
Navitjo community college students visiting the Native
American studies center;

o Brochures and open invitations to visit the Native American
studies center will be mailed;

o Native American upperclassmen will follow up with phone
calls after the mailing,

Defining specitic objectives of the recruitment plan will
nuike it necessary for those involved to think through pro
posed ideas and to express them precisely. The more conerete
and specific the terms of the plan, the better able tive insti
tution will be to evaluate it attributing success to the elements
that are etfective and identifying strategies that do not produce
results. Periodic eviluations will provide the data needed to
communicate the plan's progress to the college community,
an essential component of any instit dionwide initiative.

A bolistic approach: The team

A holistic approich to recruitment incorporates a variety of
constituencies, bringing together representatives of each

trom the initial development of the recruitment plan to the
impleinentation ‘of specific strategies for recruitment (Pulliams
1988; Tysinger and Whiteside 1987). Three principal consti
tuencies are administrators, faculty, and counselors and pro
fessional staff.

Administrators. Ideally, the initiative of collegewide recruit
ment should be organized at the presidential or near
presidential level (Rivera 1986; Wilson 1986). Leadership
these levels will signal to the college community that creating
diversity on campus is a priority and that the administration

is committed to accomplishing the goal. Moreover, individuals
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from the institution's various constituencies will generally be
more likely to participate and cooperate if the initiative comes
from the top. Even if organized at some other level, however,
it remains important to have the president’s or another top
administrator's endorsement, because doing so naturally lends
authority to the project.

Because a strong effort in recruiting minority students
necessitates evaluating present policies and possibly creating
new ones, the participation of top-level administrators is fun
damental. Many of the main responsibilities of high-level
administrators include developing, implementing, and mon-
itoring policy. Depending on the issue, policy might be devel-
oped elsewhere in the institution but implemented and
monitored by the administration, such as with the case of
curriculum.

Considered an academic concern, policy retated to the cur.
riculum falls within the purview of the faculty, but it is the
administration’s responsibility to implement it. On other mat.
ters and depending on the institution, consultation with other
constituencies could be necessary or well advised to formu-
late policy, but the final decisions rest with the administration.
An example might be procedures for student appeals. Regard:
less of whether administrators are directly or indirectly respon-
sible for the institution's policies regarding recruitment of
minority students, they are central to the discussion. Once
a plan for recruitment is operational, the administrators will
monitor whether the outcomes of the plan satisfy institutional
policies.

Because a collegewide, uninvested perspective is needed
to pull a team together to work on recruitment, o primary
responsibility of administrators is to recruit and appoint its
members. Much of the success of the entire effort will depend
on the individuals involved. Consequently, the people respon
sibie for the effort shoutd be respected and held in high
regard by their peers; faculty must be tenured, full time taculty
with senior rank. Providing broad representation from all sec-
tors of the institution, including student affairs, academic
affairs, and special programs, should also be considered. The
tearmn must include a full range of people. from those working
in front line positions to those in the upper administrative
ranks. Attention should also be paid to ensuring represen
tation from various races and ethnicities. With their bird's
eye view of the college and their ability to identify individuals
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with influence from each area, administrators are in the best
position to see that these criteria are met.

In an ideal world, instituting change on campus would be
simple to accomplish and would require no additional resour-
ces. Realistically, however, any significant effort, such as
improving the campus climate and increasing the number
of minority students, will almost certainly require resources.
Among other things, they nuy include additional secretarial
support, release time for faculty, or more professional staft.
Because allocating resources Is an administrative responsi-
bility, it requires the support of administrators in positions
of authority and influence regarding the institution's budget.
Indeed, without committing dollars to this initiative, it is
unlikely to yield significant results.

It is the administration's responsibility to communicate with
the college community about the purpose, g wls, progress,
and evaluation of minority recruitment, which will require
developing i sysiem of communication in coneert with the
other constituencies of the project and devising the methods
and techniques to disseminate the information to the college
as a whole. By reporting on the status of the project at meet
ings —cabinet, faculty senate, institutional planning, and stu
dent government -- administrators can ensure that all segments
of the college community remain informed and have the
opportunity to exchange views.

Faculty. Faculty are essential constituents in recruitment for
many reasons. First, in the design of the plan for recruitment,
policy issues like standards might need o be decided, and
faculty are critical in this discussion. And for recruitment to
be recognized as an academic as well as an administrative
matter, feulty must be involved, because they are the natural
advocates 19r such a position and they are the natural conduits
through which it can be enacted. While all faculty, of course,
will not be diretly involved in the design and implemen
wtion of the institution's plan for recruitment. they could be
kept informed through their representatives at governing
bodies like the fculty senate. Indeed, by placing the subiject
of recruiting minority students on the agenda of the faculty
senate, it will be recognized as a central rather than a mar
ginal matter.

Second. bediuse i greater minority presence on amplis
signifies change. the active and informed participation of such
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i principal constitueney as the faculty is essential for success,
especially when the change concerns the student body, with
which faculty are so intricately involved. Professors have the
most directand constant contact with students after they
enroll. They know students' academic needs, they design cur-
ricutum, and they evaluate performance. It is therefore natural
they should be in the forefront of the effort to bring new stu-
dents to campus. As the complexion of the student body
changes, faculty should be prepared through an awareness

of how the chunges were planned for, and they should under-
stand the cultural diversity of each subgroup,

Third, in addition to the important contributions they can
nuke in designing the institution's plan to recruit minority
students, faculty are speciatly qualified to implement certain
strategies for recruitment. Through their general knowledge
of the institution, its requirements and standards, and the
intricacies of the system, faculty are in an excellent position
to convey important information to students and parents.
More important than all of this, however, is the inteltectual
excitement nuny faculty possess for their field. Protessors who
have a love tor their discipline and can transmit that enthu
siism to young and impressionable minds can be the most
clfective recruiters,

Counselors and professional staff. In a traditional model,
itis acmissions counselors and recruiters who are mainly
responsible for identifying, locating, and recruiting students
to the campus. While in many colleges this approach has met
with some saceess inincreasing the enroltment of minority
stdents, it has a narrow range of participants and as a result
might not reatize the institation’s full potential for recruiting
minorities. Protessionals in other areas of the institution who
have experience working with minority students have niuch
to offer the initiative. Such individuals often have a special
commitment to minority students, aknowledge of minority
communities, and an understanding of their various cultures.
In this category, therefore, key personnel include admissions
counscelors, recruiters, and the professional staff of minority
oftfices and special programs,

Pecades of front line experience make this constituency's
contribution significant not only in implementing recruitment
but also daring design, when the scope and method of the
plan for recruitment are being developed. With their wealth
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of knowledge and expertise concemning recruitment and
minority communities, the perspective of experienced coun-
selors and professional staff can inform the discussion and
keep it within the practical realm. Armed with good intentions
but a Lack of experience specific to recruitment, administrators
and faculty might propose tirealistic objectives or initiatives
that are not feasible to implement. The participation of coun:
selors and professional statt in the design of the plan for
recruitment will balance the discussion.

Counselors and professional staff will execute much o the
iy to day implementation of strategies for recruitment. They
will therefore be in the best position to monitor the pulse
of the plan and determine its progress. This important work,
which might be accomplished through the systematic col
fection of objective and subjective data, detailed record keep
ing, and regular reporting, is critical to evaluating progress
and maoditying future plans. Counsiclors and professional statt
therefore play a vital role in developing systems and orga
nizing the operations relative to eviahuation.

This aspect of the role of counselors necessarily calls for
yetanother dimension of their participation — the timely and
thorough reporting to other members of the team regarding
the status of the plan. Inany collaborative effort. the regular
sharing of information among the parties greatly enhances
its eftfectiveness and is fundamental to maintaining cohesion
in the project. By communicating regularly, everyone involved
will he able to identify problem areas and will be ina better
position to offer modificatons or solutions,

Models of organization, Members of the recruitment team
or committee could be organized in several ditferent waws,
The conmittee coutd be an instititionwide body organized
at the top, reporting directly to the president or another top
admiinistrator and transmitting the committee’s decisions and
recommenditions downward through the various committee
members themselves and their constituents. I second
medel. the collegewide commitiee would be organized a
the midmanagement level, maost tikely in the recruitment or
admissions office. and would probably report to the director
of that ottice. The commuittee’s decisions and recommendiy
tions would be tnsmitted both horizontally and vertically
through the recruitment team: Although organized at this
fevel, this maodel canalso be eftective df it has strong and com
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mitted leadership, most often emanating from the chair. Both
maodels, however, need the endorsement of top administrators
to gain the authority necessary to create institutional change,

Implementation

An effective, holistic plan for recruitment implies the partic-
ipation of a broad spectrum of individuals at the college or
university. an approach that applies not only in designing the
plan but also in implementing it Individuals representing
different segments of the college community—including
administrators, faculty, and professional staff —have diverse
responsibilities and expertise that are essential if the plan is
to be well executed and suceesstul. By capitalizing on all the
talents of individuals at its disposal, the institution can create
an efticient and cost-effective program to recruit minorities.

A strategy will be more effective with a specific minority:
group or subgroup if the particular cultural characteristics of
that group are considered. The following strategies include
examples of the kinds of activities suituble to one or another
of the three constituencies described in the previous subsec
tion. To some extent, however, the assignment of i given strat-
ey to a particular category is flexible. Several of these activ
ities require the cooperation and participation of a cross
section of individuals trom different areas of the institution
or even from outside. Many factors can affect the way in which
the steategies might or might not apphy to different colleges
or universities. Institutional characteristios. such as sector, size,
traditions, and protocol, will affect potential adaptations of
any type of strategy and will determine the locus of respon
sibility for implementing .

Strategies for administrators

Alternative admissions. ‘Traditionally, colleges and uni
versities use high school grades, achievement test scores, cliss
rank. and recommendations as predictors of acidemic success
tor determining acceptance. With nontraditional measures,
suchous alternatiee admissions, the weighung of these criteria
is ditferent { Berger 19884, Fincher 1975: Martines Perez
1978). For example, because some minority groups have been
shown to perform fess successfully on stundardized achieve
ment tests CAscher 1983: Astin et al. 1982; Navarro 1985 Payan
ctal 1984), this criterion would not be considered as heavily,
while athers, such as letters of recommendation, would be
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given more weight (Wright 1978). For example, the University
of Massachusetts Boston has found that SAT scores are not
predictors of GPA and therefore admits students based on
nontraditional measures.

When an evaluation based on normal criteria would have
precluded admission, a portfolio, originally used more fre
quently in the creative and performing arts, woukld override
all other criteria, Special writing ability, for example, would
be recognized. Ramapo State College in New Jersey has pro-
vided this opportunity tor minority students for more than
15 yeurs.

Higher education institutions use contracts to motivate
minority studetits to aspire to college by guaranteeing admis
sion while they are still in high school, provided they meet
the criteria specified in the contract. it does not mean that

admission standards are lowered: rather, the student no longet

hits to compete tor the seat. Cornell University in New York,
for example, contracts with American Indian students in local
high schools for admission to the university.

Transfer programs, Because so many minority students
attend two year cotleges, these schools have become a
resource for recruiting minority students into four vear insti
tutions (JHinois Community College Board 1986; Samuels
198S). Although these programs dare not new, they did not
always address the difficulties inherent in caming a tour year
degree from two different institutions (Guichard and Cepeda
1980), and transfer students would sometimes find it neces
sary to study for i semester or more at the seniar college
hefore achieving third year status.

Through interinstitutional cooperation, the course ofterings
in two year and four year degree programs are articulited so
that students who have camed an associate degree inaspe
cific major can enter the senior college degree progran a
the third vear level. [o encourage and tacilitate the recruit
ment of minority students into senior colleges, joint admis
sions programs case the wansition for students who stceess
fully complete the associite degree by indicating aceeptance
to the tour vear college at the time the student enters the com
munity college program. La Guardia Community College and
Quueens College. tor example, both part of CUNY, have estab
fished an eftedtive joint adnnssions program through which

community college students transfer to baccalauree programs,
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The goal of 4 proactive transfer program is to identify
minority students who are potential transters to a four-year
program at an early stage in their college careers. Aceeptance
into such a program guarantees acceptance into the four-year
institution, In this model, the liaison from the community
college recruits students into the transfer program. Meeting
regularly with the liaison from the four-year institution, they
design workshops, seminars, and activities that bring the stu-
dents to the senior college campus. Students who complete
the program and transfer have the advantage of having had
sustained contact with the senior-college ligison, who be-
comes their counselor or adviser during the first semester.
Glassboro State College in New Jersey, tor example, conducts
Project PROMIST, a proactive transter prograni that fosters
close collaboration between Glassboro and its surrounding
community colleges to increase the number of minority stu
dent transfers.

Scholarships/financial assistance. One of the most essen:
tial ingredients in a plan to recruit minority students is com
prehensive financial aid (Hanford 1982; Samucls 1985).
Beaause so many minority students hive no other means of
financing a college education, providing financial aid is crit
ical. Most full scholarships and complete financial assistance
programs are based on merit and limited to the best and the
brightest. Just as using altermative admissions critern is nec
essary to break the barrier of aceess for large numbers of
minority students, altermative criteria for awarding schokar
ships, grants, and other financial aid are also important (Com
mittee on Education 1983: South Caroling Commission 1987),
For example, the University of Colorado provides reduced
twition for American Indians enrolling in the university's
PrOZrams.

Colleges and private industries have devised creative ways
to underwrite the costs of higher education. One company
provides full finuncial backing for a minority student the col
lege identities as having potential i the spedific discipline
of interest to the sponsor.

Athleties-related recruiting, Athictios has long beenan
avenue by which i tew talented minority students have had
access 1o larger, more competitive universities. Through spe
il scholarships, alternative admissions, and aggressive
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recruiting, such students reach campuses armed with a variety
of academic backgrounds. In the minority community, how
ever, athletics-related recruiting has become an item of con-
cern. The academic needs of students recruited for their ath-
letic prowess are often only minimally satisfied or neglected
(Lapchick 1989).

As a strategy for recruitment, athletics-related recruiting can
be effective for the institution and a valuable opportunity tor
the student. A kirge percentage of minority students with
above-average though not exceptionial abilities in sports do
not consider coflege because of academic or sacioeconomic
reasons. Conversely, institutions have not fully exploited the
motivating power that sports can engender. With the proper
guidance and support, this pool of minority youth can be
come another source of successful students.

Four plus One. The idea behind this strategy is to address
the underrepresentation of minorities at both the undergrad
wite and graduate levels simultancously. A university offering
both degrees would recruit a student into the graduate pro
gram at the beginning of his or her college career rather thun
at the end. In Four plus One programs, students receive dual
acceptances and are awarded the fifth year - the master’s
degree program - free. At first glanee, this creative idea
appears to focus on recruitment into graduate school. Guar
anteed acceptance into and financial support for graduate
school, however, are attractive ways to build undergraduate
enroliments, particularly in undersubscribed curricula,

The potential for this program is great. For the cost of one
year of graduate study, undergraduate enrollments are
increased. graduate eneoliments are increased. and the pool
of patential Ph.D. candickates is expanded. The University of
Rochester in New York offers i Fifth Year Free progeam to
attrzict minority undergraduate students to the university.

Strategles for faculty

Joint ventures. Collaboration between colleges and other
entities, such as schools, community based organizations. and
businesses, has become more populir in recent years. These
joint ventures share resources, wvoid duplication, stimulate
innovition, and increase the effectiveness of the cooperating
institttions with regard to the education of minonties Col
Faboration is ettective not only in terms of cost, however: it
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can also improve the efficiency and effectiveness of cach sep-
darate partner. New structures and streamlined procedures can
resalt, without compromising each individual partner's dis-
tinct identity (Lynton 1981). The best reflect an awareness
on the part of the higher education community of the inter-
-clatedness of the Hbjectives of recruitment, retention, and
graduation.

Higher education institutions have exerted their greatest
eftorts toward the participation of minorities by developing
and operating special schooi/college collaborative programs,
Of course, the availability of outside funding from the state
and federal governments, private foundations, and business
and industry has played a large part in fostering their devel
opment, but institutions have created an enormous variety
of approuaches and activities to carry out their goals (Galligani
1984 Kimmel, Murtino, and Tomkins 1988; Wilbur ct al,
1988). These programs encompass all facets of educating
minorities, fron: carly intervention in elementary school to
supporting gifted and talented high school students,

A frequently used maodel focuses on improviag academic
preparation by emphasizing the development of basic skills,
cognitive and study skills, and knowledge in specific content
areas (Jordan 1981 Mendoza 1988). Two important types of
madels are used. In one, the college has a presence in the
school through faculty members and statt who visit the school
to give seminars, teach, and participate in developing cur
ricula. The other type brings students to the college campus
for instruction or special activities (Halcon T988). In cases
where students Five some distance from the college, the pro
gram is conducted as a summer resideney program. The target
population as well as the goals and chjectives of programs
in this model vary. Some provide reaedial instruction, while
others concentrate on academic enrichment. Given the sear
ity of resouarces in many school districts, collaborative pro
grams provide school students an opportunity to use labxo
ritories and state of the wrt equipment that would otherwise
be unavailable to them: The College of Staten 1sland and sev
cral other units of CUNY. tor example, provide academic
mstruction and support for science. engineering, and com
puter science students inapartnership between schools and
colleges called the science anc Technology Entry Program
(NTEP) funded by the New York Departiment of Education.

Lo,



Besides academic-based activities, collaborative programs
also foster personal development. Through workshops with
teachers and other professionals like psychologists and coun
selors, students explore themselves as individuals and as
members of society by clarifying values, developing the ability
to lead, and engaging in interpersonal communication
(National Puerto Rican Coalition 1989). For example, ASPIRA,
1 national. Puerto Rican, community-based organization,
works with high schools and colleges to help develop the
potential for leadership among high school students.

Because the regular school curriculum is limited in offering
the history and culture of minority children, collaborative pro
grams have been developed to fill this void. Co sponsored
activities, perhaps focusing on Puerto Rican Heritage Month
and Black History Month and celebrating the culturul%@
grounds and traditions of people of color, teach the students
1o value and take pride in their heritage. Faculty and admin
istrators at Mount Saint Mary's College in Los Angeles, for
example, have developed strategies to use cultural differences
as o positive part of the educational process to teach students
more effectively.

in recognition that the education of minority children is
atfected by the social and cconomic circumstances of their
lives, a holistic model addressing all aspects simultancously
has been developed that provides academic support and per
sonal and cultural enrichment through the school the col
lege, and comminnity based organizations. These part
nerships help meet tamily needs, such as housing, food,
counseling, and health care. Professionals from cach of the
three components communicate with cach other, working
together as e o res ive the problems. New York state
has over 50 Liberty Partnership programs, which require the
inclusion of 4 community hased organizaton in collaboration
with schools and colleges to provide at risk junior high and
higgh school students with academic and family support
services.

Privite businesses and industries have become increasingly
involved with colleges in the education of minorities, pro
viding grants, in kind services, and training and internship
opportunities Natioml Action Council 1988) Activitios tocus
ing on career development. in which high school students
explore and expenence the world ofwe k. take phice cither
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at the college campus or on site. Studying in seminars and
workshops with minority role models as guest speakers, stu
dents learn about the kinds of career opportunities available
and the academic programs necessary to pursie them (Hal
con 1988).

Beause businesses are interested in developing the aca-
demic skills of their workers (Berger 1988a), collaboratives
have been developed in which employees, sponsored by their
emplovers, enroll in college to begin or complete a degree,
leading to an improved status or promotion. This type of col-
laborative program among colleges, business, and industry
is i potential resource for institutions of higher education
interested in recruiting adult minority students. AT&T, for
example, brings high school students to company sites, where
college taculty and company staft conduct workshops; it also
provides summer intetnships.

Addressing student groups. Whether ticulty go to the local
schools to address students or meet with them on campus,
the benefits of having direct ficulty student contact are niny.
When taculty members can tansmit the enthusiasm they teel
for their discipline, it cin be a powertul stimulus, especially
for minority students, who in fact might never have met a col
lege protessor betore. I niny instances, students might have
only @ vague notion of whit a given discipline encompuasses
or, in practical terms, what studving in that discipline entails.
These torums provide an opportunity for minority students
to explore various academic areas of study with an expert in
the field. 1o make students feel comfortable enough to ask
questions and participate openly, these groups should be
snall and infornal.

Classroom and laboratory audits. No substitute exists for
first hand experience. For students to begin to understand
whit college would be like, a personal visit to s college class
or seminar can be one of the most effective methods. Most
minority students are the fisst in their families o consider a
college education. Consequently, they have not had the ben
efit of Binmily discussions about college lite or trips 1o college
campuses. Permitting potential students o sitin on their
classes ind taking o few moments to discuss the student's
impressions attersward create an opportunity that only the fic
alty can ofter. fn doing so. thaey provide a specil occision
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for students to gain a personal perspective on the way cotlege
classes are cotiducted and on what might be expected of them
in such a situation,

Role models among minority faculty. 'loo often minority
faculty are asked to be personally involved in all minority-
refated issues at the college or university. Not only is this role
taxing on the individual, but numerous extracurricular
demands can also seriously detract from the time and effort
they would normatly need to devote to their own scholarly
and professional efforts. Other strategies mentioned in this
section apply to both majority and minority faculty, but in
this case, the involvement of minority faculty is key.

Because most minority students have had limited exposure
to minority adults in prestigious or otherwise successful posi-
tions of authority, personal interactions with minority faculty
members can make a lasting impression. Many minority fac-
ulty have had to overcome obstacles similar to those faced
by today's students. In sharing their personal experiences and
points of view about setting and reaching their own g wls in
life, these individuals can inspire minority students to focus
on their own aspirations. Because of their unigue vantage
point, minority faculty can provide valuable guidance and
advive that others cannot,

Strategies for counselors

Public relations and information. The classic strategy of
rectuitment by disseminating information about the institution
has been adupted to reach more minotity constituencices by
creating information centers in urban arcas and minority com
munities. They include providing advice and guidance regard
ing postsecondary alternatives by experienced counselors and
advisers. Often the information is provided in Linguages other
than English, and technical assistance in filling out college
applications, financtal aid forms, and other documents s
provided.

Because the cost of operaing these centers can be prohib
itive fora single institution, consortia are developed, with the
additional benetit of providing guidanee and direction regard
ing choices of postsecondary educational opportunitics.

Tor reach prospective students in communities where fan
guages other than English predominate, medid usimg natire
langrages (aewspaper ads, television and radio mimercials)
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are common and useful means of spreading information about
college programs and services. Hostos Community College,
part of CUNY in the Bronx, for example, advertises in the
Spanish media, targeting information in particular to women
returning to college.

Direct mail and follow-up phoning have been wilored
to provide a more personal focus in the recruitment of minor-
ity students. In this strategy, the literature that describes the
college reflects the ethnicity of students and highlights the
special programs and activities available for that particular
group. After the mailings are sent, special staff or student
recruiters of the student's same ethnic background call them
Lo answer questions and encourage them to visit the campus,
The University of Texas at Austin, for example, in its SHARE
program (Students Helping Admissions in the Recruitment
Etfort), employs student aides who phone minority students
who have applied to the university as well as students whose
names are located through the SAT search as o mpetitors
in the National Merit and National Achievement Sche larship
DEOZLAMS.

Campus visits. For cotleges to be more competitive in an
already competitive market, some selective institutions thit
recruit students nationally have expanded the o ncept of “eol
lege days™ to a full weekend orientation, atl expenses paid.
For many of the students, experiencing the atmosphere of
the coltege first hand would not have been possible
otherwise.

This modet can be adapted o target the farge portion of
minority students who are not pari of the top 10 pereent and
who are unable for financial reusons to visn e Hege campuses
they are considering. These students frequently choose an
institution based on limited knowledge gleaned from the lit
crature or information they receive from friends., Nuturally,

i positive experience is likely o result ina suceessful recruit
ment for the college. For example, Brown University in Rhode
Iskand. Dartmouth in New Hampshire, and Wi ssleyan in Con
hecticut pay air fare and other expenses for minority students
VISILS 1O camipus.

Parental involvement. Some strategies developed for gen
ceral recruitment and adapted for recruiting minority students
have met with less suceess than expected. Parents” involve



ment has always been an important and useful recruitment
tool, but if it is to function effectively in recruiting minorities,
it will have to be tailored to suit their needs. The involvement
of Hispanic parents should oceur, for example, when their
children are still in elementary school, because by high school
in some cities, more than 50 percent of the Hispanic student
population has already dropped out (Fernandez 1989). An-
other limitation of programs to involve parents is that too
often the tocus is on middle-class minority parents, ignoring
the large percentage of parents with limited education and
financial means (Wilson 1986).

Cultural factors and family values play a significant part in
the decisions minority students make regarding higher edu
cation. In cases where residency is involved, protective atti
tudes, especinlly toward women, can have a decisive influence
on the student's ultimate choice. Personal and sustained con-
tact, when necessary in the family's native language, is one
way to foster understanding, build trust, and allay the family’s
fears (Ramon 19835; Woodland and Goldstein 1984).

Successful recruiters of minority students have indicated
the importance of maintaining a presence in the community.
They can do so by attending local churches and cultural and
civie activities, and by working with community based orga
nizations. Creative initiatives have combined recruitment with
social functions that the college sponsors for the benefit of
the community.

it is equatly important for parents and family to experience
campus life. Strategies organized around this purpose may
focus on one time activities, such as testivals or celebrations
honoring minority cultures, or a talk given by an individual
recognized in the community. Other strategies of this type
include the development of ongoing programs (Commission
on California 1983) involving both the student and the family
in extended activities, such as instruction in a second fan
guage and basic skills. Programs of this type have a dual ben
efit: Besides the obvious contribution to the parents” personal
development, the experience of participating in college activ
ities increases parents” understanding of college lite and helps
them to better support their children at home. Arizona Stue
University, for example, targets young Hispanic female sia
dents and their mothers by providing them with edacational
experiences on the university campus,
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Liaisons as recruiters. In minority groups like American
Indians, students are more likely to respond to encourage-
hent to go to college when that encouragement is provided
by another American Indian (Kleinfeld, Cooper, and Kyle
1987). An interesting and innovative strategy for recruitment
wis developed in the Yukon:Koyukuk high school district in
Alaska. The postsecondary counselor program, based at the
high schools, recruits potential American Indian college stu-
dents for a variety of colleges in the arca. The key element
in this attractive program is the high school counselor, who
continues to counsel and advise the student and family, not
only to the point of enrolling in college, but also through his
or her entire undergraduate career. The long-term, personal
relationship established with a counselor from the student's
home town and high school offers significant support, affect
ing both college recruitment and persistence.

Colleges are now hiring “student ambassadors™ to help in
the recruitment of new minority students. This practice is
hased on the concept that prospective students will naturally
be more inclined to listen with care to students who share
the experiences they have had at a college.

Other individuals, such as high school teachers, are also
cmployed in recruitment. Their direct and sustained contact
with students whom the college is interested in enables
teachers to assist students in determining what college to
awend. Teacher liaisons can also play an important role in
influencing students who might not be considering college
as an option. Valencia Community College in Florida, tor
example, works with high school teachers in the surrounding
community to help identify students and facilitate their enroll.
ment in college.

Recruiting through social activities. A problem recruiters
often fice at many of their functions is o low turnout of minor-
ity students. One way to address this problem is by holding
activities in the local minority communities, rather than at

the college, and combining them with social activities. In this
way. people who would not ordinarily attend i college recruit:
ment session may do so because of the social attraction. For
example, a recruitment session might be scheduled between
700 and B00 paat afocal chureh and then followed by a
dunce featuring a faimiliar music group. While nuny young
people might be atiracted by the anticipation of socializing

LU



at the danee, those who attend will have the benefit of expo
sure they probably would not have received othenwise. To
ensure participation in the function, organizers could charge
admission to the dance and then waive it for people who
attend the recruitment session. Even for those who choose

to pay the admission, it is good public relations for the college
to host an activity in the minority community, and the invest
ment could pay oft ata later date.
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SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
FOR FURTHER RESEARCH

Summary and Conclusions

Clearly, improving edu cational opportunities for ethnic and
racial minorities must become more than an objective of the
admissions oftice. bt must become an institutional priority.

More and more elementary and high school students come
from minority backgrounds, and, according to demographers,
their numbers continue to increase deamatically. Yet the pro
portion of these students who graduate from college is dis
tressingly small.

Such trends cast a shadow over the future of higher edu
cation - indeed. over the future of the country. Solutions must
be found.

Recruiting more minority students to colleges and univer
sities is certuinly one solution. But because the issue involves
complicated social, cconomic, and educational factors, recruit
ment of minority students is most effective when it also ree
ognizes the other faetors tat affedt the educational suceess
and persistence of minority students,

Higher educition institutions have adopted various pre
SCriptive measures to recruit minority students and improve
their chinces for success, but these measures are infrequently
interwoven inan overall, collegewide plan. corporating
recraitment in other college initiatives, aside trom heing an
efficient use of college resources, ilso nuiximizes the college's
ahility to attract, retain, and graduate more minority students.

Broadening recraitment in this way, however, is more likely
to be achieved if the college community recognizes and
understands the goals of increasing the presence of people
of color and of fostering the vialues of pluralism and diversity
in campus lite, and adopts them as an institutional priority.
Change of this naure and scope, however, requires commit
ment, cooperation, and leadership. The literature clearly indi
cates that institutions wre transformed through presidential
leadership and expressed institutional commitment.

such feadership and commitment do not come easily. 1t
the process of recruiting minority students is to have integrity
and it institutions ware serious about their commitment to
minority vouth. then recriotment will be s retlective and con
sidered process: 1o he most effective, it should begin with
introspection. What is it abour the institation itself that has
contributed to the present situation of minorities” low enraoll
ment? Another equally mportant subject that is integral to
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the issue of enrollment is the question of success. It minor
ities are being enrolled in significant numbers only to drop
out after the first or second term, then all the recruitment pro-
grams in the world will not serve to achieve the real goals.--
acidemic success and graduation.

The problem of minorities™ low participation and gradu
ation rtes it cotlege is exphiined toa great extent by i break
down in the flow of minority students along the educational
continuum. While different minority communities can be
atfected to varying degrees, on the whole, people of color
experience much less suceess thun white studenis, Although
the problem of i Uleaky educational pipeline™ has been dis
cussed in the titerature for almost a decade, tor Hispanics,
African Amcericans, Americian Indians, and many Asian
Americans, the problen in many ways is worse now than
betore. Colleges and universities need to tike an adtive role
in preparing minority youth for the challenges of higher edu
aation. Higher education institutions, by cooperating with cle
mentarny and secondary schools, parents, business, industry,
and government, can provide essential direction and support.

Presidential feadership is needed to provide the inspiration
for change and mike the recruitment of people of color a cen
tral priority at the college. Whether it be to expand the cur
riculum, offer a broader program of social and cultural activ
wies on campus, or promaote racil diversity by enrolling more
minority students, the sapport and courage ofall a university's
constituencies wre necessary. o attain asignificant increase
in the number of minority students on ciimpus, o strong insti
tutional commitment must be nuade to forging the kinds of
chinges required. Without the vision and teadersaip of the
president and other top administiators, the issuc is likely to
reninin nuarginal.

Focusing on the chrrcteristios of stadents that aftect edu
citonal attainment, such as academic preparation and socio
cconomic status, Will not necessavily guarintee greiter suceess
tor minority students. Also important are changes in the cli
nutte of higher education institutions. College campuses
enriched by diversity and embracing i philosophy of caltaral
plurdism will do much to enhance the participation and suc
cess of students from ethnic and racial backgrounds. Colleges
and unversities that recognize and respond to the densind
tor greater cultuead diversity m the acdemy will broaden the
ranue ot experience for all students
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To be most effective, the plan for recruitment should
emergze from an justitutional plan. The objectives of the col
loge's plan, however, should be considered as only part of
the broader goal of educating and graduating more minority
students. Institutions should take i holistic approach to
recruitment, integrating recruitment with other educational
objectives, such as academic performance, social integration,
pluralism, and diversity. In developing and implementing the
pln for recruitment, the perspectives of various college con
stittiencies should be considered, as evervone at the college
faculty, sadministrators, counsetors, and professional statt
has an interest and an investient in the ultimate suceess of
all students.

AN awareness of culturd differences is an essential part of
designing a good plan for recruianent as well as of imple
menting it. While some strategies for recruitment can be used
to reeruit students from various ethnic and racial hackgrounds,
the nimner in which the strategies are put into practice and
the prople involved should depend on who the targeted sty
dents are, An awareness of differing cultural values and needs
is an essential fiest step toactruly culturally diverse college
cimpus.

Recommendations for ¥urther Research

The literature concerning the reeruitment of minority students
would benetit enormously trom additional rescireh and deved
opment in several important areas. The following ones e
the most pressing.

(. Cotlection. snalysis, and interpreation of higher education
Jdatat concerning minority subpopubitions, reported in dis
agpregated lorn:

2 Evaluation of model programs to improve the institutionad
climate and cultural pluradism on colege campuses: .

A Evaluation of the vartous state policies addressing transter
from two vear to four vear colleges;

4. Evatwtion of colege based programs designed to mereise
the rite of minority students” tansterring to four year
colleges:

5. Anahvsis of cultural difterences among minority groups
aned subgroups and therr efeet on minonties” aceess and
SUCCUNS,

0. Eftfects of financial ad on minorities” entering college
according to ethnic and racial subgroup,
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10.

- Evaluation of collegewide recruitment programs, espe

cially those relating to specitic minority groups;

. Evaluation of innovative strategies for recruitment that are

culturally specific:

Investigation of factors affecting minority students” success
that are other than academic:

Evaluation of precollege recruitment programs thit
cmphasize preparation for mathematics and science.
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ASHE-ERIC HIGHER EDUCATION REPORTS

$ince 1983, the Association for the Study of Higher Education (ASHE)
and the Educational Resources Information Center (ERIC) Clear
inghouse on Higher Education, a sponsored project of the School

of Education and Human Development at The George Washington
University, have cosponsored the ASHE-ERIC Higher Education
Report series. The 1990 serles is the nineteenth overall and the
second 1o be published by the School of Education and Human
Development at the George Washington University.

Each monograph s the definitive analysis of a tough higher edu
cation problem, based on thorough research of pertinent literature
and insitutional experiences. Topies are dentified by a national sur-
vey. Noted practitioners and schokirs are then commissioned to
write the reports, with experts providing critical reviews of each
manuscript before publication.

Eight monographs (10 before 1985) in the ASHE ERIC Higher
Education Report series are published each vear and are available
on individual and subscription basis. Subseription to eight issues
is $80.00 annuatly; $60 to members of AAHE, AIR, or AERA; and $50
t0 ASHE members. All foreign subscribers must include an additional
$10 per series year for postige.

Tor order single coples of existing reports, use the order form on
the fast page of this hook. Regular prices, and special rates available
to members of AAHE, AIR, AERA and ASHE, are as follows:

Serles Regular Members
199 $17.00 $12.75
1988-RY 15.00 11.25
194587 10.00 7.50
1983 i 750 6.00
before 1983 6.50 5.00

Price includes book rate postage within the ULS. For foreign orders,
please stdd $1.00 per book. Fast United Parcel Service available within
the contiguous U8 at $2.50 for each order under $50.00, and cal
culated it 5% of invoice totad for orders $50.00 or above.

All orders under $45.00 must be prepaid. Make check payable
10 ASHE ERIC. For Visa or MasterCard, include cared number. expi
ration dite and signature. A bulk discount of 10% is availible on
orders of 15 or more books (not applicable on subscriptions).

Address order o

ASHE ERIC Higher Educition Reports

The George Washingion University

1 Dupont Circle, Suite 630

Washington, DG 20036
Or phone (202) 296 2597

Write or call for a complete catalog of ASHE ERIC Higher Edu
cation Reports.

Recriating College Minority Students 125

ERIG 135

IToxt Provided by ERI

. ','ﬁ'sv‘\‘-ﬂ"::



1990 ASHE-ERIC Hicher Education Reports

1. The Campus Gie.r: Fund Raising in Higher Education
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Clifton F Conrad and Richard E Wilson

6. Students in Urban Settings: Achieving the Baccalaureate Degree
Richard C. Richardson, Jr. and Louts W. Bender

7. Serving More Than Students: A Critical Need for College Student
Personnel Services
Peter H. Garland

8. Faculty Participation in Decision Making: Necessity or Luxury?
Cardl E. Flyd

1954 ASHE-ERIC Higher Education Reports

1. Adult Learning;: State Policies and Institutional Practices
K. Patricia Cross and Anne-Marie McCartan

2. Student Stress: Effects and Solutions
Neal A Whitman, David €. Spendlove, and Claire H. Clark

3, Part-time Faulty: Higher Education at a Crossroads
Judith M. Gappa

4. Sex Discrimination Law in Higher Eaacation: ‘The Lessons of
the Past Decade. BD 252 169.*
. Ralph iindgren, ati T. Ota, Perry A Zivkel, and Nan Van
Gieson
S. Faculty Freedoms and Institutional Accountability: Interactions
and Conflicts
Steven 6. Olswang and Barbara A lee

6. The High Technology Connection: Acadentic/Industrial Coop
eration for Economic Growth
Lynn . Jobnson

7. Employee Educational Programs: Implications for Industry and
Higher Education. EID 258 501.°
Suzanne W. Morse

8. Academic Libraries: The Changing Knowledge Centers of Col
feges and Universities
Barbra B. Moran
9, Futures Research and the Strategic Planning Process: Impli
cations for Higher Education
James L. Morvison, William 1. Renfro, and Wayne | Boucber

10. Faculty Workload: Rescarch, Theory, and intespretation
Harold E. Yuker
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1983 ASHE-ERIC Higher Education Reports

1. The Path to Excellence: Quality Assurance in Higher Education
Lanrence K. Marcus, Anita O. Leone, and Edward D. Gldbery

2. Faculty Recruitment, Retention, ard Fair Employment: Oblj-
gations and Opportunities
Jobn S, Waggaman
3. Meeting the Challenges: Developing Faculty Careers. ED 232
516.°
Michael CT: Brooks and Katherine 1, German

4. Raising Academic Standards: A Guide to Leaming Improvement
Ruth Talbont Keimig

5. Serving Leamers - 1 Distance: A Guide to Program Practices
Charles E. Feasley

6. Competence, Admissions, and Articulation: Returning to the

Basics in Higher Education

Jean 1, Preer

7. Public Service in Higher Educition: Prictices and Priorities
Patricia H. Crosson

8. Academic Employment and Retrenchment: Judicial Review

and Administrative Action
Robert M. Hendrickson and Barbara A Loe

9. Bumout: The New Academic Discase. ED 242 255.¢
Winifred Albizu Mefendoz and Rafal M. de Guzmén

10. Academic Workplace: New Dennands, Heightened Tensions
AN E Austin and Zelda I: Gamson

*Out ol print: Avulable thre migh EDRS. Call 1 800 443 ERIC
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Higher Education Reports at $80.00, 33% off the cover
price.
Please begin my subscription to the 1990 ASHE-ERIC
Higher Education Reports a $80.00, 41% off the cover
price, starting with Report 1, 1990 —_—
Outside the US, add $10 per series for postage —_—

Individual reports are avilable at the following prices:
1990 and forward, $17.00

1988 and 1989, $15.00

1985 to 1987, $10.00

Book rate postage within the U.S. is included. Outside U.S., please add $1
per book for pustage. Fast URS. shipping is available within the contiguous
U.S. at $2.50 for cach order under $50.00, and calculated at 5% of invoice
total for orders $50.00 or above. All orders under $45 must be prepaid,

1983 and 1984, $7.50
1982 and back, $6.50

PLEASE SEND ME THE FOLLOWING REPORTS:

Quantity | Report No.| Year Title Amount
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Please check one of the following: Foreign or UPS:
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"I welcome the ASHE-ERIC monograph series. 1t is a service
to those who need brief but dependable analyses of key issues
in higher education,”

(Ker. ) Theodore M. Hesburgh, C.5.C.

President Emeritus, University of Notre Dame

"Running a successtul institution requires mastering details
quickly. The ASHE-ERIC Higher Education Reports are vialuable
because they give a national perspective that helps me meet
my own reponsibilities.”

Milton Greenbery, Provost, American University

“The first books off my shelf when P'im looking for answers.
Keep me aware of potential problems and ofter solutions
that really work,”

Kathryn M. Moore, Professor

Michigan State University

“The monographs make excellent textbooks, and their
hibliographies are exssential for graduate students.”
Eileen Kubns, Coordinator
Lducation Administration Program
Michigan State University

“Excellent publications, authoritative and well rescarched.
on timely topics.”

Ronald W Collins. Provost and Vice President for
Academic Affairs, Lastern Michigan University

"A godsend 1o ar administrator of i brand new doctoral
program with caps on resources for course development.”
Antonia 1’Onofrio, $director
Higher Fei.cation Program
Widener University

“Excellent  scholarly, informative, enlightening  superb
for administrative and faculty development.”
Robert Gleason. Director of Library Services
Kockland Community College

“An invaluable resource that gets me on top of a topic in a
very efficient manner.”

Donald Reichard, Director of Institutional Resedreh

[ niversity of North Carolina at Greenshoro
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