DOCUMENT RESUME

ED 371 105 UD 029 958
AUTHOR , Swain—-Cade McCoullum, Valarie
TITLE Interim Recommendations To Promote Minority

Permanence at the University of Pennsylvania. Working
Draft for Discussion.

PUB DATE 1 Mar 94

NOTE 93p.

PUB TYPE Reports - Evaluative/Feasibility (142)

EDRS PRICE MFO1/PC04 Plus Postage.

DESCRIPTORS *Academic Persistence; Black Literature; Black

Students; *Black Studies; College Students;
Educational Finance; Financial Support; Graduate
Students; Higher Education; Incentives; *Minority
Groups; Program Development; *School Holding Power;
*feacher Recruitment; Teacher Salaries

IDENTIFIERS *University of Pennsylvania

ABSTRACT

A review of the programs and policies to support the
retention and nurturing of minority faculty members and students at
the University of Pennsylvania leads to a number of recommendations
to expand minority group representation in student and faculty ranks.
These include (1) establishing departmental incent 'ves for minority
faculty recruitment, including making minority - , . intments beyond
the regular allocations; (2) retaining the Faculty Investment Fund
that helps finance new faculty salaries; (3) funding new faculty
positions for Afro—American studies, Black Literature and Culture,
and courses on other minority culture groups; (4) establishing a
minority graduate center and an office for minority graduate and
professional student recruitment; (5) establishing a network of
support for minority undergraduates; (6) establishing a financial aid
fund for gifted underrepresented minority undergraduates; (7)
establishing a continuous review process for issues regarding
minority permanence; (8) meeting fund-raising objectives for the
Minority Permanence Development campaign; and (9) implementing
programs for staff development in racial awareness. Action plan
activities are discussed in detail. Twelve graphs and nine tables
present some data about minority representation at the university.
(5LD)

¢ 3¢ v 3% ve 9% v e e o v I ok oo e o2 e e v v e e ake vle oot e v ale e vle vl ot v o vl o Y ve ok e st ot e o sl o ok o D gl S e e e ok et e e e e ok e dedle e e o

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

* from the original document. *
¢ T e e v'e 92 vk v e o' 3¢ o e 3k e ok v e v v e de ok ol oot v e ve v e e v o' o' ok 3 7t e e e e sk ate e o sl ol e oo ot o o e ok e v e ot e o e evle ek de e ve o




{p)
(o]
-
-
N~
M
]
w

WORKING DRAFT FOR DISCUSSION

Interim Recommendations to Promote Minority
Permanence

at the University of Pennsylvania

March 1, 1994

Proposed by: Dr. Valarie Swain-Cade McCoullum

Associate Vice President

US DEPARTMENT OF EDUCATION T N
OMce of Ean 8l R and ir Mo SRR

EDUCATIONAL RESQURCES INFORMATION ( - ﬂ i
CENTER (ERIC) V&{ Qe el (@u Gfter
This document has been reproduced ss - Al
Jrecewed from the parson ¢f orgamization 4 o,
onginsting l/:l v - f e(/’) » )
C Minar changes have been msde to improve -t o
reproduction qusity

® Points of view Of ODINIONS 318100 10 TN dOLU- T twr 0 AT s
ment JO nol "ecessanly reprasent othcisl CVMISA AT L L
OER! position ot poiicy PHEEEMAT

1 2 'BEST COPY AVAILABLE




O

ERIC

Aruitoxt provided by Eic:

Item

I.

IT.

III.

IV.

TABLE OF CONTENTS

Prreface

Interim Recommendations

a. Faculty

b. Graduate and Professional Students
Cc. Undergraduate Students

d. Development

e. Racial Awareness Programs/

Exit/Interviews

£. Other Recommendations
1. Undergraduates
2, Data-gathering

3. Staff

4. Policies and Procedures

5. curriculum

6. Alumni Support
conclusion
Initial Data Report
(Prepared 2/94 by the Office of

Research)

Institutional

Page

Number

23

29

33

42

44

44

46

47

49

50

52

52

53




I. PREFACE

Over the past two decades, University of Pennsylvania faculty
members, students, executive officers, staff, and administrators
have engaged in a important diaiogue regarding the stated mission
of the University to increase minority presence and to ensure
minority permanence at the institution. This dialogue has been
enriched by the retrieval and analysis of a documentary history
unparalleled, perhaps, in U.S. higher education, and it has
vielded a shared understanding that the University's commitment is
to achieve and maintain a critical mass of faculty members,
administrators, students, and staff from population groups of
color which have historically been under-represented on the
campus, including African American/Black, Asian American,
Hispanic/Latino, and Native American/American Indiaﬂ.

Some progress towards this goal has been achieved through the
establishment of programs, policies, and practices which have

effected an 1increased presence of some under-represented racial

minority cohort groups. A current 1listing of these extant
University programs may be found in the document: Summary of
Programs to Support Plural Permanence at Penn, which

provides information, through my office, about current University
programs which support the retention and nurturing of minority
faculty members, undergraduate students, graduate and professional
students, and staff; gives details concerning the current Minority
Permanence fundraising campaign; and provides an overview of Penn

community outreach efforts.




However, as dccumented in the careful review of the Summary,
progress to-date towards the establishment of a critical mass of
under-represented, minority undergraduate, graduate, professional,
and faculty scholars at Penn has not been uniform across ail
categories of cohort groups. In addition, some initiatives which
have been previously established have not yielded an optimal set
of institutional results.

It is clear that Penn will maintain institutional distinction
in the 21lst century only with a permanent, plural group of
scholars from cohort groups which represent all populations,
including those presently under-represented racial minority
demographic cohort groups which are in the process of redefining
the notion of "majority" in our nation. I believe that we must
redefine our challenges in this area, must discard institutional
practices that have been ineffective, must augment programs and
practices which have been successful 1in increasing the
representation of minorities on our campus, and that we must
embrace new, innovative, and creative institutional strategies
which will permanently effect change.

In 1991, former Penn President Sheldon Hackney commented:

"Progress has been made, in the United States and at the

University of Pennsylvania, in increasing diversity and

equality of opportunity...Much has been achieved in

establishing and securing minority permanence at Penn.

Many formal mechanisms and resources are in place to

sustain and support that presence. However, the Civil

Rights movement of the 1960's never completed its task.

To have torn down many of the visible bharriers to equal

participation in our society is not the same as having

created a path along which everyone has secure footing.
We have agreed to do more to smooth that path to
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prove...that a University can successfully push itself

to examine closely 1ts successes and failures, to
reconsider the perceived 1limits of .institutional
commitment and resources, and above all, to Dbe

courageous and creative in finding resources,

particularly in stringent fiscal times, to meet urgent

and unlinited needs. This is the time for such

immediate re-examination."

Accordingly, President Hackney and senior minority faculty
agreed to 1initiate a review process to identify and highlight,
from the University's documentary history on minority permanence,
specific outstanding and/or unresolved commitments, issues, and
recommendations to increase minority presence and to ensure
minority permanence on the campus. Commitments analyzed were in
four key areas: faculty; undergraduate, dgraduate and professional
students; general academic programs; and support services. While
numerous documents were collected, this "Retrospective Review
Committee" limited 1its formal review to only those written
recommendations as contained in documents (reports, summaries,
correspondence) which were "institutional in nature,” e.g., a
product of, or generated Dby, task forces, committees,
subcommittees and working groups sponsored by, initiated by, or
authorized by the University.

The Retrospective Review Committee reported their findings,
to former President Hackney, in June of 1993, and I have just
completed my review of their findings and associated
documentation. In addition, 1 have completed an analysis of
materials and recommendations generated from a series of meetings
I have participated in, over the past year, for faculty, students,

and staff members from African American, South Asian and East
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Asian, Latino/Hispanic, Native American, and other minority groups
as part of an ongoing, campus community minority permanence
information-dissemination and planning process. I felt that this
additional process, with the support and participation of
Retrospective Review Committee members, would help to elicit and
periodically update those specific institutional issues of current
concern to minority community members, and to develop a shared
understanding of community recommendations for expanding under-
represented minority group ‘presence on the Penn campus.

I have also sought, through the Affirmative Action Council,
detailed recommendations from other minority student and staff
groups, including all undergraduate student groups which are
members of the United Minorities Council, the Black Graduate and
Professional Student Association, the Asian Pacific American
Faculty and Staff group and the Latino Association of Faculty and
Staff.

Initially, my analysis of the Retrospective Review
Committee’s work, and of information derived from community
discussions as detailed above with important internal constituent
groups and individuals, focused on those m"academic constituent
groups" that the University has previously acknowledged commitment
to expand including under-répresented minority faculty,
undergraduate students, graduate students, professional students,
and academic programs. However, there quickly emerged a range of
additional concerns regarding the presence of and support for Penn
staff members, and the lack of data to support minority permanence

program decisions and development, and recommendations were




offered to advance these important community considerations as

well.

I have also spent a considerable amount of time reviewing all
recent (over the past two decades) issues and recommendations
raised by an additional number of other institutional committees
and groups devoted to access and equity 1ssues relevant to the
Penn community, including the African American Association, the
Minority Permanence - Development Oversight Committee, the
Affirmative Action Council, the Black Student League, United
Minorities Council representatives, the UA, GAPSA, BGAPSA, and the
Black Presence Steering Committee. During the course of my
review, I also have shared, with community members, all of these
groups’ findings relevant to institutional minority permanence
progress and prospects, and I have elicited their advice.

After consideration of all information received to-date as
detailed above, I have developed a set of recommendations, which I
propose that the University implement in FY 1995, for interim
steps the University of Pennsylvania might take, including both
extant and potential new initiatives, to expand minority group
representation in our student and faculty ranks. I believe that we
must adhere to that administrative philosophy espoused by Interim
President Claire Fagin and Interim Provost Marvin Lazerscn, which

assumes that:

“Decisions and solutions to problems should be made as
close to the source as possible...accountability and
power must go with responsibility. Our focus needs to
remain on the fundamental educational mission of the
University. When that focus 1is c¢clear...we can make
Penn the exemplar for American higher education.”




I also believe there is a considerable amount of work to be
done to expand the representation, retention, and progress of
minority staff members, and--although I also have included some
recommendations for those areas of critical concern regarding
staff which have been identified to me as I have moved through the
process of formulating these recommendations-- this population of
our community is under the purview of the Executive Vice President
and the Vice President for Human Resources, and so I recommend
that these two officers be charged, by the President and Provost,
to develop specific recommendations for this additional, important
group of community members.

Following are those proposals which I believe will expand the
represer.tation of minority academic cohort groups on ou; campus,
and cost estimates for implementation, where available, noted. I
believe these findings should be viewed through an operant
perspective detailed in a recent report, "Meeting the, National
Need for Minority Scholars and Scholarship: Policies and Actions"

(Adams et.al., SUNY at Stonybrook):

"No institution can be excellent without being
truly plural...for the years ahead, the major
challenge is for universities to create the
environment for institutional changes <ssential to
bringing more [under-represented racial minorities]
into scholarly training and careers...University
administrators--presidents, deans, department

chairs--must exercise responsibility for




II. Interim

Proposal 1:

conceptual leadership for an explicit academic
plan with the goals of excellence and pluralism,
for enhanced recognition of mentoring, and for the
use of incentive and reward systems to reinforce

desirable changes in [community] behavior."

Recommendations to Expand Minority Permanence

on the University of Pennsylvania Campus

Establish additional departmental incentives
for recruiting minority faculty and for
promoting minority s3cholars; making minority
faculty appointments beyond the normal,

regular faculty allocation.

Making minority faculty appointments beyond
the normal regular faculty allocation.

I suggest that, effective for this recruitment
season, Provost’s Office Reinvestment Funds, and
those funds currently available in the Minority
Permanence Development UPS Faculty Salary Fund, be
used to support both the use of available “regular”
slots and an institution-wide “target of
opportunity” (TOP) faculty initiative. Schools
should be encouraged to work with department chairs

to identify extraordinarily talented minority

9
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faculty who can be admitted to tenured, or tenure-

track, positions fully-supported by departmental
faculty. In addition to “regular” vacant slots,
*target of opportunity” positions can be created as
a competitive, institution-wide initiative, and
cen‘ral funds which are currently being used to
support salary in full, or to provide “last dollar”
support to augment School resources, should bhe
reallocated to this programs Scholars identified
to fill *“regular” tenured or tenure-track slots
éhould be supported in full by the School. TOP
scholars would be supported in full centrally, if
Schools did not have the resources to pay the
salary, for the first year; would receive centrail
support for no more than half-salary for the second
vear, and would be picked up, in full, by their
School in the third and following vyears. Effective
immediately, scholars curzrently centrally supported
through previou. agreements regarding salary offset
by the Office of the Provost would be, with the
avproval of the Dean, transferred, for FY1995 and

beyond, to the Schools’ budgets. Estimated cost:

There 1s, through the Provost'’'s Office Reinvestment
Fund and the UPS Minority Permanence Faculty
Endowment, a pool of over $380,000 which 1is
currently used annually to support the salaries of

a number of recently-hired minority faculty. These

10
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funds could be freed to support this proposed
initiative ©providing that Deans agree to
immediately shift the salaries of minority
faculty, currently supported through these funds--
some on a multi-year basis--to School bhudgets. The
costs would be School costs associated with the
salary transfer, and these could be calculated by
Manny Doxer 1if this program were approved (they
would Dbe the sum of all extant central fund
minority faculty agreements). The increased costs
to the Schools would have been absorbed by the
Schools at some point anyway as faculty being
supported are already on institutional salary. The
creative solution would be to have the Schools
agree to pick up the costs earlier so that this
innovative competition could be initiated using
funds already designated, and in-hand, to advance

minority faculty permanence.

Establigshment of new departmental incentives
for recruiting minority faculty and promoting
minority scholars.

If the “target of opportunity” format were to be
initiated, as a trial for one year to supplement
“regular” departmental faculty recruitment activity
as detailed above, the primary incentive for a

department would be, 1if it were to submit a

11
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competitive TOP recruitment proposal, that it
would gain a new faculty colleague and expand the
number of “slots” in the department. Additionally,
I believe that each Dean might work with her/his
faculty to 1identify additional School-specific
incentives for faculty who make contributions to
the recruitment, retention, and promotion of
faculty scholars. I suggest, for the interim, that
each School Dean could present the following
suggestions to their department and graduate group
chairs, and then choose those suggestions to
implement, as part of a specific annual plan
submitted to the Provost and reviewed over the
course of the year, which they believe will improve
the representation of the faculty of color and
which they will agree to implement either through
their current operating budgets or through School

fundraising. Estimated cost: would vary according

to the School’'s plan. Following are some
recommendations which could be incorporated into

School plans.,

Schools with no under-represented minority faculty
member s nead to immediately develop realistic goals
for1 increasing the presence and permanence of
toenut ed and tenure-track minority scholars in their
depattment s with an immediate goal to hire at least
12 1,3
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one minority faculty member by FY1995.

Deans, directors, and department chairs should be
held responsible for assuring that pluralism is one
of the key tenets of their School/department's
academic plan and for their direct contributions,
via the hiring and promotion processes, to the

presence of minority faculty scholars at Penn;

Faculty affirmative action practices should be
reviewed annually to gauge their effectiveness in
promoting minority facﬁlty hiring, and the Provost
should designate a senior academic officer to

monitor School affirmative action activities;

To- underscore the responsibility of department
chairs to fulfill institutional commitments to a
plural community of scholars, Schools should
institute appropriate structures that support
excellence through the increased representation of
minority faculty including orientations ftor new
cnairs, annual review of institution-wide and
School/department affirmative action goals, research

funds, and awards;

School-based programs of faculty and sastaff

development, incorporating ongoing School and




departmental assessments of issues impacting on

pluralism, must be designed, funded, and

implemented so as to ensure the fullest
participation of all segments of the community. As
previously noted, Schools and departments should
provide resources, including research
assistantships, clerical support, and equipment as
appropriate, to support faculty who -are active in
activities which support pluralism 1in the
commun-ty. Additional incentives for faculty might
include:

. - felliowships and grants as recognition for
outstanding work with minority scholars;

- leave time for faculty to develop curricula,
to work on minority recruitment, and to mentor
minority students;

- individual awards in the form of peer
recognition; and

- credit for programs that advance pluralism
should be given to junior, tenure-track
faculty that contributes to their tenure

appointments;

6. Senior faculty members should be actively
encouraged to involve minority Junior taculty

members in their departments in mentor and sponsor




relationships. Department chairs should expedite
the process through which entering junior faculty
members are matched with senior faculty members and

should closely monitor their progress;

All members of the Penn faculty, but particularly
senior faculty members, must consciously work to
expand their concept of the larger community of
scholars of which they are members. Specifically,
they should:

¢ build cross-institutional interdisciplinary
and departmental affiliations with faculty
researchers who teach at historically-Black
colleges and universities, predominately
Hispanic institutions, American Indian
tribal colleges, centers for Asian American
Studies, and other institutions with a
significant cohort of under-represented
undergraduate students;

consciously work tov include minority
graduate students and faculty in the variety
of collaborative enterprises fostered by
academia--including conferences, symposia,
professional meetings, and major regearch
projects;

seek out minority scholars, within their

department and/or graduate group, with whom to
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collaborate on research publications; and
work t- ensure that minority and women
candidates become fully informed about
possible research support opportunities and
assist where possible, in the preparation of

applications for grant support;

8. Faculty chairs of searches should use innovative

recruiting measures to ensure the broadest and most

diverse pool of candidates possible, including the

following:

]

more broadly defined specialties listed in job
descriptions;

recruitment outside a standard set of
“equivalent research universities" to
institutions, including HBCUs, American
Indian, Hispanic majority, South and East
Asian, and other institutions which are
graduating the largest number of talented
minority graduate and professional students;
where applicable. faculty applications should
be encouraged from minority professional
practitioners who have achieved excellence
outside the academy including those active

researchers who have earned Ph.D.*s5 but who

16
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10.

11.

have not considered positions inside the
academy;

fuller consideration for transfer to tenure
and tenure-track positions should be afforded
to thuse minority scholars currently occupying
ancillary positions in the University,
including part-time, temporary, or non-tenure

track instructional staff;

Departments can foster scholarly excellence, and
concomitant faculty productivity, in several ways.
One of the most important mechanisms is to provide
security through clear expressions of departmental
and institutional expectations for the 1level and

quality of work needed for promotion and tenure;

A minority Jjunior faculty leave and research
support program should be established. The program
should be open to all junior faculty and offer a
one semester leave-of-absence at full salary for
assistant professors (and perhaps, for associate
professors) with matching funds for sabbaticaf

leave; and

Department chairs should take the 1lead in

increasing minority faculty members' -- especially
junior faculty members' -- chances for academic
17
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Proposal 2:

success at Penn. They should partner minority
faculty extramural responsibilities by both
offering advice and selectively distributing
departmental duties. Chairs should clearly state
professional -~2Xpectations and should meet with
minority faculty members at least once per academic
semester for progress reports prior to tenure
review. In addition, as previously mentioned, they
should ensure that junior minority .faculty members
have at least one mentor to serve as a “bridge” to
the rest of the department. Such mentors can also
help young faculty members in establishing cross-
institutinnal and extramural connections and

recognition within their academic discipline.

Retention of the ¥Faculty Investment Fund for
new African-American faculty with sufficient
resources to provide one-half of the cost of
each new faculty salary for 8ix years.

Please note my comments for Proposal 1, Sections A
and B. I believe, if the Deans concur, that
Schools should take earlier responsibility for the
full support of all of their faculty members.
Available funds, I suggest, should now be focused
on a competitive, “last-dollar,” basis for
extraordinary appointments of the most severely

under -represent ed minority faculty, including




African American/Black, Hispanic/Latino, and Native
American/American Indian scholars, Asian American,
and other minority cohort faculty groups where they
are under-represented across the University. The
primary incentive for participating,

successful Schools/departments, would be {(an)
additional faculty slot(s). Aiso, I believe that
Schools and departments should assume full
responsibility for scholar support as rapidly as
possible, but no later than two years after the
faculty member has been hi.:d. This “salary roll”
would free Provost’s Office resources so that other
Schools and departments would be able to use
central ventures funds which have historically

been “tied-up,” for as many as three or four years,
to support the same small number of scholars from

only a few Schools and departments.

Proposal 3: Funding of three to five full-time faculty
and five to ten part-time faculty, £for Afro-
Arr vican Studies; fund two full-time faculty
for the Center for the Study of Black
Literature and Culture, and establish a
distinguished chair in Afro-American Studies.
Also, expand funding for £faculty scholars
from other minority cohort groups in areas

where they are under-represented. The Afro-

20




American Studies Program and Center for the Study
of Black Literature and Culture have an
institutional tradition of superb, senior faculty
leadership whose appointments have been based
within their disciplinary focus. I believe that
care must continue to be taken to assure that

those scholars who have the privilege of being
appointed to one of these important centers will
continue to enjoy the disciplinary affiliations
which have been a part of the nurtured development
of these important Penn programs. With that
suggestion, I have several, additional
recommendations for the support of AFAMS,

CSBLAC, and other such interdisciplinary centers.
Augment funding for full and part-time

faculty in the Afro-American Studies Program
and the Center for the Study of Black
Literatura and Culture.

The importance of both of these programs, to the
University, and to extra mural scholars, cannot be
underscored sufficiently. AFAMS is a Provost’'s
Center operating budget, so that decisions about
the provision of augmented resources for faculty
support could be made as part of the Provost's
decisions regarding annual subvention. The Center
for the Study of Black Literature and Culture,

however, i1g largely grant-funded, and endowment

20
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must be sought to assure its permanence. I suggest
that conversations between the Provost, the Dean of
Arts and Sciences, Dr. Houston Baker, and Dr. John
Roberts be held to develop strategies for joint
Arts and Sciences and Provost’s Office fundraising
for both of these centers. Not only do faculty,
but undergraduates and graduate students and all
other community members benefit from this work:

these are two University treasures. Estimated
cost: at least $2 million to support Program

priorities for each center ($4 million total).

Establishment of a distinguished chair in
Afro-American Studies.

President Fagin and the Dean of Arts and Sciences
have linked their active search for endowed chairs
to the University's Minority Permanence Development
initiatives as part of the Campaign for Penn.

Dr. Houston Baker, Dr. Mary Frances Berry, Dr.
Robert Engs, Dr. Benjamin Shen, and Dr. John
Roberts are among the Arts and Sciences’ faculty
who could assist in the fundraising for faculty
development funds, including endowed chairs, which
would be marvelous complemefits to the important
interdisciplinary work programs like the Center for
the Study cf Black Literature and Culture, the

Afro-American Studies Program. The faculty can give

3
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the best advice to the Dean on the location of
the Chair, but, perhaps, the most exciting way to
do thigs might be to garner the funding and then
open the competition to all departments similar
my proposals for “target of opportunity” funding
Proposal 2. Estimated cost: a minimum cf $1.25

million to endow the Chair.

Create Additional Centers

to

in

An additional number of under-represented minority

faculty, from demographic groups not currently
referenced in this section, should be actively
sought to ensure the continued, international
distinction of our faculties. Also, Schcols

and departments should be encouraged to create
additional academic. interdisciplinary centers
which can further advance institutional study of
other under-represented racial minority groups
(including Asian American, Caribbean American,

etc.).

Asian Faculty Representation in the School
Arts and Sciences

Many respondents, particularly undergraduate
students, are concerned with the lack of
representation of Asian faculty in the School of

Arts and Sciences. The Dean and key departments

of




Proposal 4:

should reassess the use of lecturers and determine
the feasibility of appointing standing, tenured,
and tenure-track Asian faculty.

Establishment of a minority graduate center
and an office for the recruitment of minority
graduate and professional students.
Establishment of a minority graduate center.
The Office of che Vice Provost for Graduate
Education has now been established to work with the
Graduate Deans, graduate groups, and departments on
academic aspects of Ph.D. education. The Office
assumes no responsibility for professional

Master'’s degrees, professional degrees, and/or
professional doctoral programs. Therefore, I
believe that there is a need for a structural
change to enhance institutional recruitment and
cross-disciplinary retention and mentoring efforts
for those students whose academic programs are
outside the purview of this academic officer.

Following are my recommendations in this area.

Each School, with department and graduate

group chairs, should develop strategies regarding
mechanisms for the support of minority graduate and
professional students. Some Schools, like the
School of Medicine and the School of Engineering

and Applied Science, have long-standing Offices of




Minority Affairs which are national models for
support. Others have not established what students
perceive as visible mechanisms for support, and I
believe this is one of the reasons why
matriculation and graduation rates for under-
represented minority graduate students are

disparate to our institutional mean for majority

students.

The Provost should convene the Council of Deans to
hear presentations from Schools which have
established specific, successful minority
recruitment and retention initiatives, including
the School of Medicine (Dr., Karen Hamilton), and
the School of Engineering and Applied Science

{Cora Ingrum) about successful strategies for the
retention of minority graduate and professional
students that work at Penn, and then, each School
should determine how its students will be

supported.

Deans and department/graduate droup chairs must
also be substantially involved in the recruitment
and support of under-represented minority graduate
and professional students, and they should
routinely include matriculated under-represented

minority graduate and professional students in

24
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their Schools as partners in an ongoing
conversation to jointly assess current levels of
School support and student pevreptions of the
effectiveness of these initiatives. Graduate
students specifically cite the need for formal,
School-based support systems to assist them as

they move through their programs.

4, Exit interviews need also to be conducted by the
Schools, with departing graduate and professional
students, to determine their reasons for departure
so that efforts can be made both to retain these
students, and so that information might be

systematically gathered to assist all students.

Estimated cost: FY1994, none, as Schools should use the
vear to develop plans. Thereafter, costs would be borne
by Schools as appropriate (if larger Schools established
full-service offices, the minimum salary/program cost,

per annum, would probably be around $100,000 for salary
and program costs). However, the creative assignment of
a tenured faculty person, or half-time administrator, to

oversee the program, could cost significantly less.




B. Establishment of an office for the
recruitment of minority graduate and
pvrofessional students.

Following are my suggestions regarding this
proposal.

1. An individual should be hired centrally, in the
Office of the Provost, to develop and promote more
intensive institutional efforts to recruit and
retain under-represented racial minority graduate
and professiocnal studenté, including additional
recruitment ocoutreach efforts developed and
initiated by individual graduate groups,
departments and Schools. This individual should be
responsible to the Provost tor serving as liaison
to the Deans, and the Vice Provost for Graduate

Studies, 1n this area. Istimated cost: minimum of

5120,000 per annum for statft salaries, program

operat ions, and national recruitment travel.

A substantial increase should be made in fellowship

[\®]

funding for under-represented minority students.

Estimated _cogst: Funds sufficient to guarantee

support to admitted students. Penn currently
provides an average of $850,000 annually from
central sourcesn., The Offices of Resource Planning

and Rudget and Institutional Research and Policy

O 26
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Studies can provide data re: Schools' current
student financial aid budgets so that a final
estimate of ongoing costs can be developed for
review.

Multi-year funding awards should be guaranteed for
the most promising prospective under-represented
minority graduate and professional students. Some
progress has been made towards this in the Schools,
although there is a need to have Deans and the Vice
Provost for Graduate Education provide annual
updates about the status of this goal, and with
estimated costs of any long-term initiatives in

this area. Estimated cost: $100,000/student per

four-year term.

Each department and School should be required to
annually submit a Minority Recruitment and
Retention Plan which outlines specific plans for
the recruitment and retention of under-represented
minority araduate and professional students. FEach
department  and schoel should be required to make an
aniital progress report on itg efforts in this area,
The 1oports should be merqged, by the office of the
Provaont, into an institutional plan  for t he
recruittment  and retention of  under repiesenteoed

minority graduate and protessional studenus,
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Factors such as grades, class rank, letters of

recommendation and an interview should be given due
weight in the admissions and financial aid process,
and academic departments should review the extent
of their reliance on standardized tests (Graduate
Record Exam, LSAT, MCAT, GMAT) as a measure of
preparation, predictor of performance and criterion
of "excellence.” This is an ongoing conversation,
which can be held with the MPDF faculty and Deans
as a central conversation, and inaugurated and
sustained by the Provost and Deans with department

and graduate group chairs.

Recent under-represented minority Ph.D.’'s and other
terminal professional degree recipients should be
identified and recruited by departments and
graduate dgroups for post-doctoral fellowships in
their respective disciplines. Fellows should be
appointed as post-docs for one to two years, should
be engaged in research while teaching one or two
courses per year, and should be mentored by a
senior colleague. This mentorship and other
interaction with colleagues in the host department
are important if fellows are to be considered for

possible faculty appointments. Estimated cost:

this proposal might be a part of the faculty




Proposal

5

initiative suggested in Proposals 1 and 2. Again,
the pool centrally could be at least $350,000, but
this must be augmented by Schools, departments,
graduate groups, and centers which participate so
that a "“last dollar” central approach can be used.
Need a minimum of §50,000/year for each fellow

supported.

Schools, departments, and graduate groups should
evaluate the capacity to actively promote Master's
level programs, for all students, but particularly
to promote the access of under-represented minority
and other baccalaureate graduates, including those
who may be first-generation college students, into
graduate and professional programs. To these
talented students, Master’'s level study might prove
to be the catalyst for a sustained interest in
doctoral study, and might assure the important
disciplinary “grounding” for successiul completion

of doctoral programs.

Establishment of a supportive service network
within each undergraduate school to meonitor
academic progress and enhance the academic
success of minority students.

This is a long-standing item which has been

implemented tormally by several undergraduate




divisions. The School of Engineering and Applied
Science has the longest track record in this area,
with Cora Ingrum’s office having been established
many years ago. This model was replicated, in
part, in the College of Arts and Sciences with the
revision of Janice Curington’'s role in that School
two years ago. In any event, the Provost should
ask the Council of Undergraduate Deans to discuss
the present status of this item, to hear from Cora
Ingrum regarding her successes so that the SEAS
model might be usgd, as appropriately modified, by
other Schools without current programs, and to best
support the students. The active engagement cof
department chairs and faculty, in overseeing the
progress of their own undergraduate majors, also
must be actively sought. There is an additional
need for administrative oversight in each School,
clerical support, and program costs. The advice of
students, and a sense of their current and changing
concerns, must also be s=ought so that ongoing
partnerships, between students and faculty, and the
School’s administration, may be developed, and
there may be costs attendant to such work including
monies for student/faculty receptions, dinners, and

other support program activities. Estimated cost:

depends on the Schools’ individual program
decisions; however, an office with a professional
30 "
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Proposal

staff member, a support staff member, and some
program operating funds ccould cost $120,000 per
annum. NOTE: Schools should also develop closer
working partnerships with central student service
units, such as Academic Support Services, the
University Counseling Center, the Greenfield
Intercultural Center, the Women’'s Center, and the
African American Resource Center, which can serve

as student support, resource ,and referral centers

6: Establishment of a Provost's financial
aid fund for gifted under-represented
minority undergraduates.

I believe that the Board of Trustees must
continue Policies of Need-Blind Admissions and
Need-Based Aid. These pelicies contribute to

the strength and diversity of the University and
provide otherwise unavailable opportuni&ies for

low income students. In addition, the practice of
assigning under-represented minority
students to the top f.unancial aid package 1s
essential to assure that we are able to attract
and retain exemplary young scholars. Also, the
University should continue present policies, begun
in 1988-89, to reduce the loan and self-help
portion of financial aid packages, continue

budgeting funds to offset the c¢hanges in federal
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regulations for financial aid, and in light of
these federal changes, consider even further
reductions in self-help. We should provide

ongoing programs on student budgeting, where
students are given advice on how to budget their
finances. Finally, successful undergraduate summer
and academic year research initiatives, such as

the Mellon Minority Undergraduate Fellows Program
in the Humanities and Sccial Sciences, and the
University of Pennsylvania Summer Research Program
for Historically-Black College and University
Undergraduates, need to be sustained, broadened to
include other under-represented minority

cohort groups, and expanded--with School,
departmental, and graduate group support--across
all of the University's graduate and professional

Schools. Estimated cost: Bill Schilling provides

annual estimates of the costs for these programs
which I have not had access to in the past. The
Office of Student Financial Services and/or the
Budget Office should give us this information. If
these items are maintained, and, if summer tuition
and research support is provided as noted in some
of the other proposals below, we should be able to
increase minority undergraduate presence--

through graduation---at Penn.
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Proposal 7:

Establishment of a continuous review process
to implement the earlier recommendations of
task forces and committees which have

examined issues regarding minority permanence
on the Penn campus.

There should be, in my opinion, a systematic,
periodic review, by the Council of Deans, of

the University’'s progress towards implementing
proposals from the recommendations set forth

in this document, and of those proposals adopted
from such important committees as the

Commission on Strengthening the University, Task
Force on Black Presence, Provost’s Working

Group on Advising and Retention, and other
committees, in light of current institutional
conditions. Also, additional attention

must be paid, I suggest, to partnering School
“connections” to students and to expanding services
to undergraduate, graduate, and professional
students. I support any recommendations which might
enhance services--not just to under-represented
minority students, but to all students. A number
of committees have been convened, at present, to
make institutional recommendations in this area.

We should expedite their reviews and take

action so services can be expanded.
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Proposal 8: Meating the central and school-based £fund-
raising objectives of the Minority Permanence
Developmernt campaign to assure ongoing,
prermanent £financial support to enhance
minority permanence.

I have been working with Dr. Gloria Chisum, Bill
Schawbel, Virginia Clark, and Bonnie Devlin to
suggest a new set of fundraising initiatives.
Many of the following proposed activities are
underway, although additional program monies are
needed to meet estimated program costs for the
entire package of proposals. As we move forward, I
believe that the highest priority for completing
this program is an “ask” which might be made by
the President and Provost, for a $5 million
contribution to endow the Provost's Office Minority
Central Ventures Fund. Following are the details

of my Development recommendations.

OVERVIEW: MINORITY PERMANENCE DEVELOPMENT RECOMMENDATIONS

The stated goal of the Minority Permanence Development
component of the University of Pennsylvania Capital Campaign is to
provide those resources essential to the attraction and retention
of superbly talented scholars from groups which are most under-

represented in institutional faculty, undergraduate, graduate, and




professional ranks. Trustees and executive officers of the
University have set a fund target of $35 million dollars to be
raised by the end of the Campaign in December, 1994. Thus far,
over $ 29 million has been donated with a residual goal balance to
be raised of $6 million through individual, corporate, and
fourndation gifts.

The remaining two years of the Minority Permanence
Development fundraising efforts are to conduct a "constituent
campaign" through which Penn family members and friends--who share
the University's commitment to foster institutional excellence in
a plural future--provide resources to extant programs and
activities which were among the first, and are assuredly the best,
of their kind in the United States and are actively encouraged to
partner creative new programs which have the potential for
innovative replication at other colleges and universities. The
support of University "targets of opportunity"--including central
and School-based initiatives--will enable the University of
Pennsylvania to surpass all others in the degree to which diverse,
promising young scholars and contribute to the prospects of all

citizens of the 2lst century.

PROPOSED PLAN OF ACTION
The following are those action steps which are being
suggested to support the stated goal of the Minority Permanence

Deve lopment Constituent Campaign during the course of FY1994 and

FY1995,
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1. Develop an information database and other materials to
describe existing minority permanence programs and to
assist 1n defining the specific purposes for which
resources will be expended. Also, develop a set of
specific recommendations for central and School-based
support of minority faculty development; undergraduate,
graduate, and professional student research and
financial aid; and the enhancement of academic programs.

Identify support prospects for central and School-based

activities.

a. Review existing institutional minority permanence
programs;

b. Review MPDF expenditure patterns (FY1987 - FY1994);

c. Determine optimal allocation levels for the central

Minority Permanence Development Central Fund for
FY1995 and FY1996 and set a central goal at this
level, and then provide escalating goals, as
appropriate, for outlying years;

d. Within the context of stated MPDF core funding
categories, identify and prioritize a discrete set
of programs for which funding will be sought

centrally and by Schools/centers; and

e. Create a new campaign brochure.
2. Periodically test and redefine minority permanence
36




program priorities with "sponsor groups" including the
following: Minority Permanence Development Oversight
Committee, Minority Permanence Campaign Advisory
Committee, the Development Task Force on Minority
Permanence Fund-Raising, the Council of Deans, the
President's Advisory Group, School-based minority
program directors, the Affirmative Action Council, and
other key groups and individuals including the African
American Association, Development Office directors and
senior staff, minority tenured faculty, School/center
academic and administrative officers, and student
leadership groups so that an inter-institutional shared
understanding of campaign challenges can be broadened,
draft priorities sharpened, and campaign sub-goals
identified to meet stated academic program priorities.
The University should also actively seek to identify and
encourage corporate and foundation partners' to
participate in this developmental review process who can
also give valued advice and support as the program
further develops.

Activities
a. Circulate documentation and derived data;
b. Hold ongoing series of briefing/exchange sessions

with institutional sponsors;

c. Sponsor alumni regional tocus groups
(Philadelphia, Washington, DC., Baltimore, Atlanta,
New York, Chicago, Puerto Rico, California,

Q 37 4
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Florida, Texas, and Boston) to discuss program
successes, to detail funding proposals, and to
engage interest in campaign participation;

d. Complete detailed alumni/friends prospect analysis;

e. Initiate contacts to build membership of the
Minority Permanence External Advisory Committee;
and

f. Prepare an updated listing of proposed corporate

and foundation partners

3. Initiate Constituency Campaign solicitations.
Activities
a. Implement a formal Minority Permanence Development

Fund annual giving alumni program request (with
new brochure and plural program summary details)
by May, 1594;

b. Identify key affiliation group, individual,
foundation, and corporate donor prospects and begin
solicitations in January, 1994 and thereon to
meet MPDF central fund objectives (and continue
ongoing School solicitations); and

c. Track gifts, and continue campus-based and regional
presentations/solicitations, through December,

1994.

4. Upgrade the quality and frequency of minority alumni,

external, and key constituency relations. The University
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of Pennsylvania should substantially increase the
quality and frequency of external/public/community close
constituency relations efforts so that Penn minority

programs and individuals can be celebrated.

a. Complete a comprehensive mailing, of current

University minority permanence programs and
activities, to all alumni of color and to that
additional cohort of key major donor prospects who
have evidenced interest, through previous gifts and
pledges, and through survey report, in minority
permanence initiatives;

b. Participate in major alumni regional and national
events, as a plenary speaker and panelist, so that
Penn's extensive plural programming becomes more
widely known;

c. Help the News Bureau, and all other internal and
external relations agents and media sources, to
ensure and expand the positive coverage of Penn
minority faculty, student, staff, and program
achievements;

d. Assist in institutional outreach efforts to the
Black Alumni Society, the Association of Latino
Alumni, Asian alumni, and Native American
alumni so that these important Penn community
members can increase their active participation in

the life of our University;
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. Develop, with those sponsor groups identified as
core leadership groups and appropriate
institutional oftticers, a central MPDF calendar
which will be used to guide central "triend-
raising and “fund raising" activities and serve as
a time frame {or School/center initiatives; and

f. Act ively encourage the participation of ftaculty,

core administrators, and students in campus-based

and regional gatherings; highlight key
accomplishments of the same via guest appearances

at alumni, School, and central functions.

Post-Campaign Strategic Planning. It is essential that

the University community initiate a thoughtful analysis
of institutional post-campaign objectives to assure that
the momentum developed to support scholars of color,
through the Campaign for Penn, 1is given continued
prominence in the academic, development, and operational
strategic planning processes which are underway tor the
University's post-campaign period beginning in January,
fgah, Activities for this phase of developmont work
should be derived from important institutional visiting
committoes and internal working groups sudc! s the Penn
Commission, the Trustees' Minority Permanence Advisory
Committeo, the Minority Permanence Retrogpective Review

Committoeo, the President's Advisory Group, and the
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Minority Permanence Development Oversight Committee.

Among the most important priorities for the Minority

Permanence Development Campaign Fund 1is to seek
additional endowed and term support for the central fund
which has been established, in the first phases of the
Campaign for Penn, in the Office of the Provost. Thisg
fund, ags described in the following summary, has been
that fund which has served to create some of the most
innovative, interdlisciplinary, and creative prograls
which have ever been established at a U.S. institution
of higher education. The fund currently has only a
number of small term gifts, which will be depleted in
1999, to support the work of extraordinary minority
faculty, undergraduate students, graduate and
professional students, and programs at Penn. We must
seek resources to permanently endow the Fund and to
provide term support for scholars who are seeking pilot
funding for additional institutional initiatives, for
undergraduate, graduate, and professional student
research, scholarship, and fellowship support, and for
student research and interunship initiativeg, A fund

description follows.
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Central Innovations Fund Description

A central MPDF '"ventures fund" can provide pilot
support for innovative ingstitutional and academic
programs and initiatives designed to foster a
pluralistic society and institutionalize greater
diversity within the community of scholars. These
efforts serve as models for Penn Schools and centers,
and, additionally, for other colleges and universities
seeking to broaden societal representation among those
involved in the academic enterprise. Examples of central
"ventures" programs previously funded through the Office
of the Provost include the Center for the Study of Black
Literature and Culture, the Mellon Minority
Undergraduate Fellowship Program for the Humanities and
Social Sciences, the University of Pennsylvania
Historically-Black College and University Medical Summer
Resoearch  Program, the Afro-American Studies Summer
Tnstitute for Incoming First year Students, the Minority
Undergracduate Mentoring Program, the Latino Awareness
Day Program, the Fontaine Graduate Fellowship Program,
and the University of Pennsylvania/Lincoln University

High School "karly Alert" Program in Mathematics and
Physicos. Additional such programs need to be
established, by Schools and Centers, for other under-

represented racial minority students.

Donations must be sought to provide for competitive
funding initiatives in all four c¢entral MPDF fund
component categories: faculty support, undergraduate
program support, graduate and professional student
fellowship support, and program support (including
internal <c¢ross-School, central, operational, and
international program initiatives).

Estimated cost: § 550,000 per year.

Proposal 9: Implementation of proposals relating to the
current racial awareness programs for
faculty, teaching assistants, staff
supervisors and resident nsslstants.
conduct exit interviews with departing

faculty/students/staff.
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This first item is under review by the Commission.
However, I believe that it is essential that the
University proceed to conduct exit interviews with
faculty/students/staff. I suggest that Deans and
department /graduate group chairs should interview
departing faculty; Schools should designate
responsibility for which administrative or academic
of ficer should interview departing graduate and
professional students; undergraduate deans should
designate responsibility for exit interviews with
undergraduate students; and administrative
supervisors should conduct interviews with
departing staff. The results of these exit
interviews should be forwarded to the Director of
Affirmative Action so that an annual report, by
constituent group, can be made to assess reasons
for faculty/student/staff departures and to
ascertain whether resources can be put into place
to assist in the retention of these community
members or others who might be lost from various

Schools and administrative divisions.
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OTHER RECOMMENDATIONS

The following proposals should also be considered by
appropriate academic and administrative officers for

implementation.

1. UNDERGRADUATES
Pre-baccalaureate academic programs that provide
outreach to minority secondary school students should be
expanded to increase student interest in applying to
Penn (for example, we could expand the successful LEAD

program) .

- The University should continue the process of enhancing
minority recruitment strategies so that Penn gives more
attention to urpban c¢:chools and rural areas with large
populations of under-represented minority students.
Also, the importance of continued vigilance in the
recruitment and support of City of Philadelphia and
Commonwealth of Pennsylvania students 1is essential to
malntaining strong partnerships with these community

members.

The minority community {alumni, faculty, students and
staftf) should be engaged more actively to more
effectively and systematically recruit minority

applicants.  Students, alumni, and faculty can assist in




the post-admission recruiting process as well. For
example, alumni might host Peﬁu—sponsored events for
admitted students around the country, and special
cfforts should be made to ensure minority alumni
participation in urban areas or other regions with many
minority admittees. In areas with few minority
admittees, students, faculty, and alumni could make
telephone calls, invite prospective students to dinner,
or otherwise make some meaningful contact to encourage

them to attend Penn.

Additional financial aid counselors need to be hired by
the Office of Student Financial SérviceS. Penn might
also study, in the next two years, the feasibility of a
loan forgiveness program for minority undergraduates who
go on to complete a Ph.D. and professional degree
programs at Penn. I suggest that such a loan
forgiveness program commence when students begin
teaching and that a certain amount of the loan be
forgiven for each subsequent vyear they continue
teaching. A model tfor Lhis program already exists

through the Andrew W. Mellon Foundation.

Student achievements should be more actively and
consistently publicized in University, local, and
national publications as incentives for undergraduates

to achiceve their highest academic potential.
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- ?he Office of Admissions should expand partnership and
recruitment efforts with communit, colleges and other
two~year institutions so that transfer pools can be

may be admitted to Penn undergraduate programs

2. DATA GATHERING

The Office of 1Institutional Research and Policy Studies
should be charged with gathering the following data, by February
15, 1994, from divisions and departments for the use of all
committed to. increasing the presence of under-represented
minorities. Note: The Office of Institutional Research has given
me {2/94) an intitial set of faculty, student and staff tre—d
data. Thesge are a good starting point. However, the data are not
complete and must bhe further disaggregated as follows:

a. Faculty trend data, aqgregated and disaggregated by

School, racial cohort Jroups, gender, and by U.S.
citizenship status, for the years 1981 - 1993.

bh. Graduate and professional student trend data, aggregated
and disaggreqgated, by School, by racial cohort group,

gender, and by U.S. citizenship status for the years 1981 -

1993,
c¢. Undergraduate trend data, aggregated and disagygregated by

School, by racial cohort group, gender, and by U.S.

citizenship status) for the years 1981 - 1993.




d. Statf trend data aggregated and disaggregated by racial
cohort group, U.S. citizenship status, gender, and by
University PAF ranks, for the years 1981 - 1993.

e. Comparative recent history of current salary ranges,
salary increases, and distribution among all racial and
racial/gender cohort groups, gender, and by OFCCP cohort

guidelines, for the vears 1992 and 1991.

3. STAFF

Oversight for staff is the purview of the Executive Vice
President and the Vice President for Human Resources. I have
included these recommendations because they were suggested to me
by community members during my preparation of this document. I
herewith forward these to the University officers for their

consideration.

Staff recommendations follow.

a. Promotion, training, and pay equity of staff should he
routinely reviewed and tracked, i.e., per the MIT study
shatred by the former Director of Penn’'s Office of
Affirmative Action.

b, A program of support should be developed for
acdministrators which provides them with mentors and
promotes their active participation in the life and

governance of the University.
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d.

q.

The community should expand aggregate numbers of

people of color in key administrative positions at the
executive and middle levels.

The Victim Support position should be maintained and
occupied by an under-represented minority group

member .

There should be defined career ladders and counseling
for staff members.

Educational opportunities, both internal and external to
Penn, should be expanded for under-represented minority
staff.

There should bhe an expedited study of¢salary ranges

for unranked executive U.S. under-represented minority
administrators and managers, at PA level 5 and above,
both by racial cohort and racial/gender cohort group, to
review salary equity (this must be part of the

overall historical salary review, but we are losing so
many of the few persons at this rank that I believe this
must be expedited).

There should be expanded efforts to recruit Asian staff
members, particularly for administrative positions in
Schools and centers where possibilities for expanded

nurturing of students exists.
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POLICIES AND PROCEDURES
All community members I contacted, and all materials I
studied, support the review of the following policies and
procedures:
- Student Code of Conduct;
- Financial Hold Procedures (the General Counsel’s
Office should issue a formal opinion on these);
~ University judicial procedures; and

- The Racial Harassment Policy.

Note: I believe the current racial harassment policy
is unenforceable and, therefore, should be replaced as its
tenets are currently not supported by extant Federal,
Commonwealth, or local statutes. It is an institutional
imperative both that the right to protest, and the right to free
speech, both be firmly and fully upheld. Speech must be
answered, vigorously, with speech. However, in an educational
community, where people from diverse, and often homogeneous
learning populations come together, perhaps for the first time,
into one, increasingly plural, community of scholars, an
educational program must be established wherein actual and
perceived power differentials in the ability to speak, and the
capacity to be heard, must be mediated. I believe it is
essential for all of us to be, at the least, civil, to all Penn
community members and, at best, genuinely precocious in seeking
out and celebrating our ability to make ourselves heard. No

policy or statute can legislate attitudinal change or ameliorate
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5.

long-held beliefs, but I believe it is essential for us to reach

some basic agreement upon that set of behavicrs which should be
a —onstant amongst family members who live and work together,
and which will promote a climate and community in which all
voices can proclaim their own truths, which can--and must-- be
strongly challenged. Also, any behaviors which can be
interdicted by Federal, Commonwealth, and local statutes must be
aggressively terminated through the vigorous enforcement of
applicable statues, and thos? in positions of authority who have
the capacity to redress illegal behaviors, and who dc not choose

to act, should be held accountable.

CURRICULUM

a. The matriculation rate of Chicano undergraduate
students 1s low. Therefcre, I suggest the
implementation of undergraduate courses concerning
Chicano history and the possible establishment of a
major program. The University should recognize that a
greater percentage of minorities might choose to
matriculate to Penn if courses are offered concerning
their particular heritage and culture. When

entablishing these programs, departments and/or School

administrators should recognize the difference between
international ethnic groups and racial minorities. For
instance, there are cultural differences between the

Chicanos and Latilnos, Black Caribbeans and African

Q1
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Americans, and other racial minority populations, and
care must be taken not to assume that the needs of one
group necessarily apply to another.

b. I suggest the establishment of additional Caribbean
classes in both the History and Folklore/Folklife
departments. In conjunction with this, the faculty
should include indigenous faculty.

c. I suggest the establishment, in the School of Arts and
Sciences, of a separate Asian Studies Department,
separate from that area of institutional disciplinary
study currently defined as “Middle Eastern Study.” Such
an Asian American Studies Program might include the
following:

1. A permanent fund for a yearly Asian American
studies lecture series;

2. A permanent fund for a yearly visiting
distinguished professor of Asian American studies;

3. A permanent fund for undergraduates wishing to
pursue research opportunities related to Asian
American issues;

4. Departmental incentives for faculty candidates who
express an interest in teaching Asian American
studies; and

5. Annual distribution, to SAS and other uriversity
departments, of information which encourages Asian

American interdisciplinary studies.
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6. ALUMNI DEVELOPMENT

Many respondents indicated that the University must expand
outreach efforts to racial minority alumni to both engage them as
active partners in institutional alumni affairs and to expand the
programming of alumni affiliation groups. The model of the
Council of Penn Women might be used for the support of these
groups.

III. CONCLUSION

These are my initial recommendations after my review of
extant commitments, proposals, and recommendations that have been
developed over the past two decades regarding under-represented
minority cohort groups’ access, support, retention, and promotion
at Penn. I believe, after review and additional comment during
the Spring, 1994 semester, these recommendations and expanded
institutional data need to be reviewed by the Council of Deans and
their respective faculties and students and adopted, as refined
through the School review process. Further, I recommend that the
Provost charge thne Council of Deans with conducting this revigw
process during the Fall, 1994 semester so that School plans can be
forwarded to the Provost by the close of the Fall, 1994 semester,
and an institutional plan can be developed and set into place.

. As we succesgsfully reshape our efforts in all of the areas I
have referenced, 1 believe we can assure the continued distinction
of our University in the lat century and all of the years

beyond. ..




I look forward

these recommendations

Iv. Initial Data

to

in

The following are

speaking with all community members about

the

near ftuture.

student, faculty,

and staff data gathered

in 2/94 by the Office of Institutional Research.
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