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APPROVAL OF
MINUTES

2004-06 BUDGET
UPDATE

MINUTES
Council on Postsecondary Education
February 11, 2004

The Council on Postsecondary Education met February 11, 2004, at 2 p.m. at the
Council offices in Frankfort. Chair Barger presided.

Mr. Barger introduced two new Council members appointed January 2, 2004.

John S. Turner is the executive vice president and chief operating officer of
Angell Manufacturing in Lebanon, Kentucky. He serves on the Kentucky
Chamber of Commerce and is a board member and past chair of Saint Catherine
College. He is a member of the Kentucky Advocates for Higher Education and
currently serves as chair. Mr. Turner holds a B.S. degree from Seton Hall
University.

Kenneth W. Winters lives in Murray. He served 11 years as president of
Campbellsville University before retiring in 1999. Prior to that, he worked 23
years at Murray State University, the last 11 as dean of the College of Industry
and Technology. Dr. Winters holds a bachelor’s degree from Murray State
University, a master’s degree from Indiana University, and a doctorate from the
University of Northern Colorado.

Mr. Barger explained that the two new members are awaiting confirmation from
the Kentucky General Assembly. They will be sworn in as Council members
after their confirmation hearings. Until then, they can participate in the meeting
discussion but cannot vote on matters requiring action.

The following Council members were present: Steve Barger, J. P. Davis, Richard
Freed, Ron Greenberg, Susan Guess, Esther Jansing, Charlie Owen, and Joan
Taylor. John Hall participated by phone. Walter Baker, Peggy Bertelsman, Lois
Combs Weinberg, Charles Whitehead, and Gene Wilhoit did not attend.

The minutes of the November 2003 Council meeting were approved as
distributed.

The minutes of the November 17, 2003, Executive Committee meeting were
included in the agenda book for information and will be approved at the next
Executive Committee meeting.

Sandy Woodley, CPE Vice President for Finance, gave an update on the 2004-06
budget recommendations and the fiscal year 2004 budget reductions. As a result
of a current year budget shortfall as well as major structural budget problems in
FY 2005, the Governor implemented a budget reduction order for 2004 and
additional budget cuts for postsecondary education to be included in his FY 2004-
06 budget recommendation that was presented to the General Assembly January
27. $6.4 million ($1.6 million recurring General Funds and $4.8 million
nonrecurring non-General Funds) was cut from the Council’s budget including
agency operations and trust fund programs and $64 million ($23 million recurring
General Funds and $41 million nonrecurring funds) was cut from the institutional
budgets.
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A side-by-side comparison of the Council budget recommendation and the
Executive recommendation was provided. A table showing the specific cuts to
the institutions was in the agenda book. Ms. Woodley said that the funding
distribution methodology approved by the Council in November 2003 was used to
distribute the reductions to the institutions. She explained that part of the reason
the percentages are different for the institutions is that in the funding distribution
methodology the first thing considered was the prior year increases. In addition
to the recurring cuts, the institutions also had a one-time reduction of $41 million.
The institutions were given the flexibility by the Governor to determine how to
take this one-time cut within their own budgets. Most of the institutions took the
cuts from their restricted funds, UK and LCC took all of their reductions from
their General Fund, and UofL divided the cuts between restricted and General
Funds. Details of the cuts to the Council agency operations (including the
Kentucky Virtual University and Kentucky Adult Education) were included in the
agenda book.

Dr. Layzell asked that the item pertaining to the funding distribution principles be
removed from the agenda. Since this agreement was reached in December prior
to the Governor’s budget recommendations, continued discussions need to take
place with the presidents.

Dr. Layzell said that in December 2003 the Council submitted its annual
accountability report to the Office of the Governor, the Legislative Research
Commission, the Strategic Committee on Postsecondary Education, and the
General Assembly. The purpose of the report is to inform policymakers and the
public of systemwide and institutional progress toward achieving the goals of the
Postsecondary Education Improvement Act of 1997. The format of the report
was revised substantially to respond to the recommendations of the Program
Review and Investigations Committee adopted July 10, 2003. Sue Hodges
Moore, Council Executive Vice President, pointed out that the report is for 2002-
03. Since the staff now has fall 2003 enrollment information,

much of the information is obsolete and should not be used as a reference if it
involves current enrollment.

RECOMMENDATION: The staff recommends that the Council approve goals
for five indicators under questions 3 and 4, and revised goals for two indicators
under questions 2 and 5.

Christina Whitfield of the Council staff said that the Council approved at its
November meeting a list of 19 key indicators and goals for 14 of those indicators.
Consideration of goals for five productivity measures (retention, transfer,
graduation rates, degree production, and degree production in priority areas) was
postponed to allow the Council staff and the institutions to analyze the fall 2003
results and national comparisons for these measurements. Detailed information
by institution about these goals for 2004, 2005, and 2006 was included in the
agenda book.

MOTION: Mr. Freed moved that the recommendation be approved. Ms. Guess
seconded the motion.
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VOTE: The motion passed.

Dr. Layzell asked that the item pertaining to the Enrollment Growth and
Productivity Program be removed from the agenda. He said that further
discussions with the campuses are needed.

A list of legislative bills pertaining to postsecondary education was distributed for
information.

Mr. Davis gave a report on activities of the Council’s Affordability Policy Group.
The policy group has met three times. Even though the November meeting in
Louisville included all three policy groups, the focus was on affordability. Dr.
Layzell provided background information and summarized handouts that the
intended speakers — Dennis Jones (President of the National Center for Higher
Education Management Systems) and David Longanecker (Executive Director of
the Western Interstate Commission for Higher Education) — planned to discuss
but could not attend due to flight delays. KHEAA Executive Director Joe
McCormick provided comments and answered questions regarding student
financial aid. The meeting in January included discussion regarding financial aid
again with Dr. McCormick. He summarized Kentucky’s financial aid programs
and discussed demographics related to issues that are in turn related to the work
of the policy group. In the meeting earlier in the day presentations and
information were given on regional and national issues concerning affordability,
integrating financial aid and finance policies,

performance measurements, college costs, and sticker prices versus net prices that
students have to pay this year.

RECOMMENDATION: The staff recommends that the Council approve the
revised Kentucky Adult Education Strategic Agenda for 2004-05.

Cheryl King, Vice President for Kentucky Adult Education, said that this is a
continuation of the plan approved in 2000 with an increased enrollment goal for
2004-05 to 115,000 students statewide, up from this past year’s attained goal of
109,880 students. The revised plan contains enrollment and performance goals
for only one year, 2004-05, because the federal Workforce Investment Act has not
yet been reauthorized by Congress, and the U.S. Department of Education is
negotiating performance goals for only 2004-05, which is being considered a
continuation year.

Dr. King reported that Kentucky Adult Education this year has exceeded the
2004-05 goal of GED completers advancing on to postsecondary education. She
said that 21.7 percent of the individuals in Kentucky who completed the GED
have enrolled in postsecondary education over a two-year period, an increase
from four years ago of only 12 percent advancing. About 80 percent of these
completers enrolled in two-year institutions, 14.6 percent in four-year institutions,
and 4.5 percent in independent institutions.

MOTION: Ms. Jansing moved that the recommendation be approved. Mr. Davis
seconded the motion.
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VOTE: The motion passed.

An update on activities of the P-16 Council was included in the agenda book.
Dianne Bazell with the Council staff said that on February 10 the American
Diploma Project released its benchmarks of college and workplace readiness in
English language arts and mathematics with accompanying college and workplace
applications.

A progress report was included in the agenda book on the GEAR UP Kentucky
program, a partnership of schools, postsecondary education institutions,
businesses, and non-profit organizations focused on increasing college
participation by low-income students. Dr. Layzell called attention to a report on
the GEAR UP program in the Lane Report magazine.

Mr. Freed reported on activities of the Seamlessness Policy Group. The group
met in November and established four areas of interest — transferability, dual
credit enrollment, the American Diploma Project, and student advising. The
group met earlier in the day and talked primarily about transferability. In March
the group plans to meet with people who are engaged in transfers from two-year
institutions to four-year institutions to learn about the problems and begin to think
about how to work on the resolution of the problems. The group also will look at
ways to improve the Course Applicability System.

Sherri Noxel with the Council staff reported that enrollment in Kentucky’s
colleges and universities climbed for the fifth straight year last fall to a historic
high of 229,061 students, up almost 8,000 students from the previous year. Since
postsecondary education reform began in 1998, enrollment has grown by 44,215
students, representing a 23.9 percent gain. The enrollment growth has been
consistent among both public and independent sectors and across all levels,
including two-year, four-year, and graduate-level programs.

Highlights of the Council’s enrollment report include:

e Of the total enrollment, 200,604 were undergraduate students, 23,546
were graduate students, 3,491 were enrolled in professional studies, and
1,420 were pursuing post-graduate work.

o Four regional universities — Western Kentucky University, Northern
Kentucky University, Murray State University, and Eastern Kentucky
University — reported the largest first-time freshman classes ever.

e Among the undergraduate students, 174,081 (87 percent) were Kentucky
residents, 113,211 (56 percent) were female, 61,814 (31 percent) were 25
years of age or older, 15,461 (8 percent) were African-American, and
70,204 (35 percent) were enrolled part-time.

e Public two-year colleges enrolled 80,695 students; public four-year
institutions enrolled 117,926 students; and independent institutions
enrolled 30,440 students.
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e Over 14,000 Kentucky high school students were dually enrolled at
postsecondary institutions.

Christina Whitfield gave an update for five key indicators of progress under
guestions 2 and 3. Results from fall 2003 show the strong systemwide
performance in enrollment and college going continues but more progress is
needed in retention and transfer.

Detailed results for each indicator by institution were included in the agenda
book.

Dr. Layzell reported that the Distance Learning Advisory Committee has begun
work on the statewide eLearning strategic plan to describe goals of all
Kentucky’s agencies involved in distance learning, their initiatives, and how
these match with state needs.

Cheryl King said that the Workforce/Economic Development Policy Group met
for the first time earlier in the day. The group discussed the skill gaps and labor
shortages and how to align postsecondary adult education to those labor statistics.
A report was given on a survey soon to be released by the Workforce Investment
Board about resources available in Kentucky for workforce development. This
resource mapping should provide information about what is available in
Kentucky and what is the role of the policy group with postsecondary and adult
education in leveraging those resources and using them in the most effective and
efficient way possible. The group also discussed how to coordinate the
workforce/economic development piece with the work of the Council policy
group and other agencies within the state. Representatives of the Council policy
group will work directly with the Workforce Investment Board group to ensure
ongoing coordination and communication. The policy group hopes to focus on
the new economy piece at the March meeting.

Sherron Jackson of the Council staff presented the report of the Committee on
Equal Opportunities. Included in the report was information on the status of the
implementation of the Baker & Hostetler report recommendations, the status of
the partnership agreement with the Office for Civil Rights, the biennial report on
institutional implementation of The Kentucky Plan, the annual evaluation of
statewide equal opportunity programs, and the 2004-06 funding recommendation
for EEO programs.

The report on eligibility of institutions to offer new degree programs in calendar
year 2004 was included in the agenda book.

Christina Whitfield said that the Council uses results from the National Survey of
Student Engagement to gauge progress on two key indicators: undergraduate
student experience and civic engagement. Results from the 2003 survey show
Kentucky’s public universities have made progress since 2001 in undergraduate
student experience; survey results suggest more Kentucky students are
participating in activities that foster student learning. More progress is needed in
undergraduate civic engagement. The Council staff will work with the
institutions to address areas of concern identified by the 2003 NSSE results.
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The Council has an ongoing responsibility to ensure effective institutional use of
the investment and incentive trust funds established by House Bill 1. For the
second year, the trust fund reports were presented collectively, integrating
program outcomes and finances. The trust fund programs included in the report
are:

=

Research Challenge and Regional University Excellence Trust Fund —
Endowment Match Programs

Research Challenge Trust Fund

Regional University Excellence Trust Fund — Programs of Distinction
Regional University Excellence Trust Fund — Action Agenda Programs
Technology Trust Fund — Faculty Development Programs

Workforce Development Trust Fund — Workforce Development/Training
Program

SRRl S A

Dr. Layzell asked the Council members to study the information. The Council
staff will have a presentation on the reports at the March meeting.

At the November 2003 meeting, the Council approved Western Kentucky
University’s proposed Associate of Science in Hospitality Management. Due to a
miscommunication with WKU, the Council approved the degree as an Associate
of Applied Science degree.

MOTION: Mr. Davis moved that the program be approved as an Associate of
Science degree. Mr. Freed seconded the motion.

VOTE: The motion passed.

Information was provided on the Kentucky Campus Compact. The national
Campus Compact is a coalition of more than 900 colleges and universities that
promotes community service that develops students’ citizenship skills and values,
encourages partnerships between campuses and communities, and assists faculty
who seek to integrate public and community engagement into their teaching and
research. Representatives of the public universities, the Kentucky Community
and Technical College System, and the Association of Independent Kentucky
Colleges and Universities have formed a committee to plan the structure of the
Kentucky Campus Compact.

Dr. Layzell said that Murray State University and the MuSU Foundation are
developing an alternative financing method for the construction of a new
residence hall. The foundation will contract with a private entity, the MuSU
Campus Improvement Corporation, to develop financing and to construct the
facility on the MuSU campus, to be managed by the university. This method
differs from the traditional method used by the state for developing student
housing but several institutions have used this method in recent years. The
Council will be kept up-to-date about the details of this project.



CAPITAL
CONSTRUCTION

BUDGET
REDUCTIONS

NOMINATING
COMMITTEE

PRESIDENT
EVALUATION
COMMITTEE

RESOLUTIONS

CEO
APPOINTMENTS

ADJOURNMENT

Mr. Jackson said that House Bill 622 enacted by the 1982 General Assembly gave
the institutions management flexibility to perform some or all of the financial
management functions that were being performed by the Finance and
Administration Cabinet, including purchasing, acquisitions, or disposal of real
property and the implementation of capital projects. At that time a special section
in the capital construction statutes was created to allow institutions to elect to
perform all activities surrounding implementation of capital construction projects.
The WKU board of regents has now elected to perform all financial management
functions, including the implementation of capital projects. The university has
completed the necessary steps to assume this responsibility effective October 31,
2003. Since enactment of House Bill 622, three other institutions have chosen
this process — UK, UofL, and MuSU.

Mr. Barger recognized Secretary of the Education Cabinet Ginni Fox who was in
the audience.

Mr. Barger said that the Council held a study session earlier in the day and heard
from several of the presidents about how the institutions are addressing the
budget cuts. The presidents discussed cutbacks in personnel, programs, and
services. The funding cuts will affect not only the institutions and the students
but will impact the local communities for years to come.

Mr. Barger appointed a nominating committee to bring a recommendation for
Council vice chair at the March meeting. This group also will bring
recommendations to the May meeting for Council chair and vice chair for the
coming year. The committee members are Mr. Hall (chair), Ms. Bertelsman, Mr.
Freed, Ms. Jansing, and Ms. Taylor.

Mr. Barger appointed a president evaluation committee composed of Mr.
Greenberg (chair), Mr. Owen, Ms. Bertelsman, Ms. Taylor, and Ms. Weinberg.
A report will be given at the May Council meeting.

Resolutions were presented honoring and commending Norma Adams and Bart
Darrell for their service to the Council.

MOTION: Mr. Freed moved that the resolutions be adopted. Mr. Owen
seconded the motion.

VOTE: The motion passed.

Mr. Barger made appointments to the Committee on Equal Opportunities. Raoul
Cunningham, Hilma Prather, Wendell Thomas, Beverly Watts, and David Welch
were reappointed. The new appointments are Jerome Bowles, Jesse Harris, and
Louise Cooper. Their terms will be staggered with four-year and two-year terms.
These members serve in addition to the representatives of the Council — Mr.
Baker, Ms. Jansing, Ms. Taylor, and Mr. Whitehead.

The meeting adjourned at 3:30 p.m.



Thomas D. Layzell
President

Phyllis L. Bailey
Associate, Executive Relations
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The Council on Postsecondary Education and the Kentucky Board of Education
met in a special joint meeting February 11, 2004, at 7:45 p.m. at the Holiday Inn
Capital Plaza in Frankfort, Kentucky.

Steve Barger, chair of the Council on Postsecondary Education, welcomed
everyone to the meeting. He said that the regular meeting agenda will be
discussed after remarks by Governor Ernie Fletcher and Secretary of the
Education Cabinet Ginni Fox.

Governor Fletcher thanked the members of the Council and the KBE for their
commitment to serve and for their dedication to ensure that every child in
Kentucky has the opportunity for an outstanding education.

Governor Fletcher discussed the budget situation and his commitment to
education. He said that, despite the challenges, education is a priority because it
is a critical component of the vision to expand economic opportunity and to make
Kentucky more competitive. He said that a sound education system will supply
Kentucky with the human capital it needs to attract and retain people in high-tech,
high-paying jobs that are the hallmark of the new knowledge economy.

The Governor said that this is a time to make government and education run more
efficiently and to increase productivity. He said that some schools are doing
more with less and these schools need to be a model for the rest of the state.

The Governor is hopeful that budget cuts to the postsecondary education
institutions will not result in tuition hikes. He asked the institutions to find ways
to eliminate inefficiency and waste before resorting to tuition increases.

Governor Fletcher said that the goal of the Read to Achieve program is to ensure
that all children read at or above grade level by the end of the third grade. This is
necessary for students to achieve the academic goals established by KERA and to
be successful in postsecondary education.

Secretary Fox said that she is truly honored to serve as secretary of a cabinet in
which all of education comes together for the first time in the history of
Kentucky. She is confident that the education leadership of this state will be able
to take the limited resources available and return tenfold in money and services to
the people of Kentucky. She said that the universities are vital to the success of
the Read to Achieve program. She asked support for the work of the American
Diploma Project to create high school diploma standards to be used by colleges,
universities, and employers in their admissions, placement, and hiring decisions.
She said that education is tied to the health of Kentucky’s population and that the
schools and the universities have the intellectual capacity to provide the
leadership to improve the health of its people. She thanked Governor Fletcher for
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giving her the opportunity to work with the Council and the KBE.

Mr. Barger thanked Governor Fletcher and Secretary Fox for attending and for
their remarks.

The following Kentucky Board of Education members were present: Janice
Allen, Alcie Ann Combs, Dorie Combs, Gail Henson, Jeffrey Mando, Helen
Mountjoy, Hilma Prather, Sam Robinson, David Tachau, Keith Travis, Paul
Whalen, and Tom Layzell. No members were absent.

The following members of the Council on Postsecondary Education were present:
Steve Barger, J. P. Davis, Richard Freed, Esther Jansing, Joan Taylor, John
Turner, Ken Winters, and Gene Wilhoit. Walter Baker, Peggy Bertelsman, Ron
Greenberg, Susan Guess, John Hall, Charlie Owen, Lois Combs Weinberg, and
Charles Whitehead did not attend.

Ms. Mountjoy said that the Council and the State Board created the P-16 Council
in 1999 to help the two bodies work together on issues of mutual interest. The
leadership of that body alternates each year between the two groups.

Gail Henson, chair of the P-16 Council, gave a brief report on the group’s
activities. Initiatives include reducing the need for postsecondary remediation in
English and mathematics and improving preparation and professional
development of teachers. To focus the work of its partner agencies, the P-16
Council has approved a statement of vision, mission, goals, and objectives, and
the staffs of the partner agencies are establishing indicators and measures of
progress for attaining these goals. The P-16 Council is considering the addition
of members such as representatives from the business area.

Ms. Henson said that for the past two years, the staffs of the KBE and the
Council, faculty from Kentucky’s public and independent postsecondary
institutions, teachers from local school districts, and members of several of
Kentucky’s local P-16 councils jointly contributed research that led to the
development of the American Diploma Project benchmarks in English language
arts and mathematics. By aligning high school graduation standards in these
areas with the entrance level expectations of postsecondary education and the
skilled workplace, students will be assured that the standards they are required to
meet in high school are directly linked to the entry-level expectations of colleges
and employers.

The P-16 Council will next focus on teacher issues — getting a supply of teachers,
and encouraging people to want to become teachers, especially minorities.

The meeting adjourned at 8:45 p.m.

Thomas D. Layzell
President



Phyllis L. Bailey
Associate, Executive Relations



REVISED March 15, 2004

Council on Postsecondary Education
March 15, 2004

Budget Update

The information included with this agenda item describes the budget for FY 2004-06 as passed
by the House of Representatives on March 9, 2004.

The major elements of the House budget are:

College and university base budgets:

Base budgets for colleges and universities are included as proposed by the Governor,
including the technical amendments proposed by the Executive Branch.

General Fund debt service for E&G and Research projects is delayed one year until FY 07.
The projects are authorized in FY 06 at the level recommended by the Governor but the debt
service is delayed. The budget also added KCTCS Henderson Community College
Technical Building (this project was not in the Governor’s recommendation).

Earmarked $200,000 each fiscal year for maintenance and operation support of the university
farms at EKU, MoSU, MuSU, and WKU.

Agency funded capital projects:

The House budget creates a degree of flexibility by authorizing institutions to issue agency
bonds for auxiliary enterprise, hospital, and intercollegiate athletics projects. Representative
Bob Damron introduced HB 489, which if passed will generate an additional $377 million of
agency bond debt authority for postsecondary education institutions. The Office of the State
Budget Director estimates that the additional amount may be as low as $375 million.

If HB 489 is not enacted, the House has included language in the budget to provide line item
authority to complete the $377 million of capital projects identified by HB 489 and provides
that the state not include the debt authority in its statewide calculation of debt authority (the
state’s 6 percent cap). If HB 489 does not pass, these projects will be eligible for the
Council’s agency bond pool.

Council on Postsecondary Education budget:

Reduce the Council’s personnel budget $500,000 in FY 05 and FY 06.

Restore the optometry spaces $119,900 in FY 05 and $232,700 in FY 06.

Restore the veterinary spaces $101,400 in FY 05 and $316,200 in FY 06.

Increase pass-through programs $1,830,000 in FY 05 and $6,330,000 in FY 06.

New language provides that General Fund (tobacco) dollars in the amount of $775,000 each
fiscal year be allotted from the Research Challenge Trust Fund Lung Cancer Research
Program to the Ovarian Cancer Screening Outreach Program at the University of Kentucky.

Other points of interest:




o All state employees, K-12 teachers, and school personnel will receive a 3 percent salary
increase in FY 05 and 4.5 percent in FY 06 (only 1.5 percent of this increase in each year
was funded in the bill).

o Kentucky Affordable Prepaid Tuition (tuition saving program) will be open for enrollment
again beginning FY 05.

e Tuition and reciprocity language was added stating “the CPE shall implement a tuition-
setting process that includes an on-campus hearing and review all existing and future
reciprocity agreements among the states to ensure that appropriations to Kentucky
postsecondary education institutions are not used to subsidize out-of-state residents.”

The attached provides a comparison of the Council, the Executive, and the House budget
recommendations for FY 2004-06.

Staff preparation by Sandra Woodley



COMMONWEALTH OF KENTUCKY POSTSECONDARY EDUCATION

2004-06 HOUSE BUDGET RECOMMENDATION - STATE GENERAL FUND APPROPRIATIONS

FY 2004-05

FY 2005-06

3/15/2004

PRIORITIES *Revised Council **Executive House Difference Council **Executive House Difference
EY 2003-04 Recommendation Recommendation =~ Recommendation Exec. And House Recommendation = Recommendation Recommendation Exec. And House
Postsecondary Education Institutions
EKU $ 71,448,100 $ 77,804,600 $ 71,047,200 $ 71,047,200 $ - $ 82,498,400 $ 72,888,300 $ 72,888,300 $ -
KCTCS 184,747,600 199,404,200 181,289,900 181,289,900 - 209,048,200 181,315,700 181,315,700 -
KSU 22,286,600 24,701,300 23,414,900 23,414,900 - 23,590,700 23,296,000 23,296,000 -
MOSU 41,599,300 45,882,200 41,550,300 41,550,300 - 48,625,300 41,806,700 41,806,700 -
MUSU 50,179,100 54,887,000 50,203,000 50,203,000 - 57,891,600 51,434,200 51,434,200 -
NKU 45,127,300 52,237,700 45,068,500 45,068,500 - 56,200,900 45,823,600 45,823,600 -
UK 293,541,000 311,564,100 294,835,600 294,835,600 - 320,536,700 297,803,600 297,803,600 -
LCC 9,054,500 10,322,000 9,060,600 9,060,600 - 11,196,900 9,060,600 9,060,600 -
UofL 171,859,400 186,128,700 172,263,200 172,263,200 - 195,544,400 174,188,800 174,188,800 -
WKU 68,811,500 80,095,500 68,878,400 68,878,400 - 87,362,600 70,348,900 70,348,900 -
Special Initiatives Funding Program - 213,300 - - 2,926,600 - - -
1 Total Postsecondary Education Institutions $ 958,654,400 $ 1,043,240,600 $ 957,611,600 $ 957,611,600 $ = $ 1,095,422,300 $ 967,966,400 $ 967,966,400 $ =
Council on Postsecondary Education
5 Total CPE Operations $ 10,471,300 $ 11,782,000 $ 10,471,300 9,971,300 $ (500,000) $ 12,406,800 $ 10,540,700 $ 10,040,700 $ (500,000)
Pass-Through Programs $ 4,679,400 $ 5,085,300 $ 4,689,000 $ 6,740,300 $ 2,051,300 $ 5,906,800 $ 9,789,000 $ 16,667,900 $ 6,878,900
Total Pass-Through $ 4,679,400 $ 5,085,300 $ 4,689,000 $ 6,740,300 $ 2,051,300 $ 5,906,800 $ 9,789,000 $ 16,667,900 $ 6,878,900
Regional University Excellence Trust Fund--Regional Stewardship Initiative 6,000,000 -
Research Challenge Trust Fund---Programs of National Prominence 6,000,000 -
Technology Initiative Trust Fund $ 2,050,500 $ 2,115,000 $ 2,050,500 $ 2,050,500 $ - $ 3,515,000 $ 2,050,500 $ 2,050,500 $ -
Network Infrastructure (Includes KPEN) $ - $ - $ = $ 3,415,000 $ -
Faculty Development - - - 100,000 -
2 Technology Initiative Trust Fund $ 2,050,500 $ 2,115,000 $ 2,050,500 $ 2,050,500 $ = $ 3,515,000 $ 2,050,500 $ 2,050,500 $ -
***%  Adult Ed. and Literacy Funding Program $ 19,026,000 $ 20,552,300 $ 19,026,000 $ 19,026,000 $ - $ 20,552,300 $ 19,526,000 $ 19,526,000 $ -
Science and Tech. Funding Program $ 8,490,900 $ 10,771,600 $ 8,679,800 $ 8,679,800 $ - $ 10,771,600 $ 9,005,900 $ 9,005,900 $ -
Enroll. Growth and Prod. Funding Program $ - $ - 3 - 3 - $ = $ 10,000,000 $ - $ =
3 **** physical Facilities Trust Fund $ = $ 569,100 $ o $ o $ - $ 36,654,100 $ 22,389,000 $ 23,635,000 $ 1,246,000
Total Strtgc Invst. & Incnt. Trst. Fnds. (recur. funds) $ 29,567,400 $ 34,008,000 $ 29,756,300 $ 29,756,300 $ - $ 93,493,000 $ 52,971,400 $ 54,217,400 $ 1,246,000
Total Postsecondary Ed. (Recurring GF) $ 1,003,372,500 $ 1,094,115900 $ 1,002,528,200 $ 1,004,079,500 $ 1,551,300 $ 1,207,228,900 $ 1,041,267,500 $ 1,048,892,400 $ 7,624,900

* Revised FY 2004 General Fund appropriation figures are adjusted to reflect only recurring General Fund reductions.

Executive Budget figures have been revised to reflect technical amendments to the Executive Budget.

***  Purple Card figures for the Council Recommendation in FY 05 and FY 06 contained continuing appropriations which are excluded in this display.
**** Appropriations to the Physical Facilities Trust Fund in the House Recommendation are required to lapse to the General Fund at the close of FY 06 and are not available for expenditure.
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FY 2004-05 FY 2005-06

PRIORITIES Revised Council Executive House Difference Council Executive House Difference
EY 2003-04 Recommendation Recommendation =~ Recommendation Exec. And House Recommendation = Recommendation =~ Recommendation Exec. And House

Programs Funded Through Non-recurring Funds

Strategic Investment and Incentive Funding Program

Programs Funded Through Other Fund Sources
Lung Cancer/Ovarian Cancer Research [Tobacco Settlement Funds] 5,455,000 $ 5,681,200 $ 5,431,300 $ 5,431,300 5,736,200 $ 5,421,300 $ 5,421,300

Student Fin. Aid and Advan. Trst Fnd-KEES [Lottery Proceeds] $ 68,320,000 $ 66,600,000 $ 66,600,000 $ 66,600,000 $ - $ 65,385,000 $ 65,385,000 $ 65,385,000 $ -

Off Camp. Teach. Ctr-Trovr Clin. Found. [Coal Severance Tax] $ 1,000,000 $ 1,050,000 $ 1,000,000 $ 1,000,000 $ - $ 1,102,500 $ 1,000,000 $ 1,000,000 -

1 This is debt service to fund total project scope ($100 million for Research Challenge and $20 million for Regional University Excellence)--2005-06 request is General Fund non-recurring increase instead of debt service request for bonds.

> The Council considers student financial aid to be a high priority; especially KHEAA-need based aid and even though KHEAA's funding request is not part of CPE's budget recommendation responsibilitit
funding for need based aid is a priority for the Council.



Council on Postsecondary Education
March 15, 2004

Transfer of LCC to KCTCS

The University of Kentucky proposes to transfer the Lexington Community College to the
Kentucky Community and Technical College System. Action on the proposed transfer is required
by the Council on Postsecondary Education.

Action: The staff recommends that the Council endorse the
recommendation of the University of Kentucky board of trustees to

transfer the Lexington Community College to the Kentucky Community
and Technical College System and recommends that the General
Assembly approve the transfer.

The Southern Association of Colleges and Schools (SACS) determined that LCC was not
sufficiently autonomous for the purpose of securing accreditation as an independent community
college. SACS therefore placed LCC on probation pending a resolution of the issues raised in
the accreditation report. UK President Lee Todd established a task force to review all issues
related to accreditation and governance and to make a recommendation to him on the future of
LCC.

The task force recommended the transfer of LCC to the KCTCS. The KCTCS board of regents,
in anticipation of action by the UK board of trustees, adopted a resolution at its December 2003
meeting setting out the parameters of a transfer of LCC. The UK board of trustees accepted the
task force report February 10, 2004, and approved a resolution transferring LCC to the KCTCS.
At its February 20, 2004, meeting, the KCTCS board of regents affirmed its support of the
decision of the UK board.

KRS 164.591 says in part: “New community colleges shall require approval of the General
Assembly.” KRS 164.020(18) says that the Council shall: “Review proposals and make
recommendations to the Governor regarding the establishment of new community colleges,
technical institutions, and new four (4) year colleges.” The action requested above is to
recommend to the General Assembly to approve the transfer of LCC to the KCTCS.

At this writing, two bills and two resolutions have been introduced in the General Assembly.




The resolution adopted by the UK board of trustees is attached. It provides details on the issues
and the terms of the transfer. Additional materials will be provided to the Council members
prior to the March 15 Council meeting.

Staff preparation by Dennis L. Taulbee



AACR 1

Office of the President
February 10, 2004

Members, Board of Trustees:

LEXINGTON COMMUNITY COLLEGE MANAGEMENT RESPONSIBILITIES

Recommendation: that the Board of Trustees approve the following resolution that would effect,
pending Legislative approval, the delegation of management responsibilities for the Lexington
Community College from the Board of Trustees of the University of Kentucky to the Board of
Regents of the Kentucky Community and Technical College System.

DELEGATION OF MANAGEMENT RESPONSIBILITIES FOR
THE UNIVERSITY OF KENTUCKY
LEXINGTON COMMUNITY COLLEGE
TO THE BOARD OF REGENTS
OF THE KENTUCKY COMMUNITY AND TECHNICAL COLLEGE SYSTEM

WHEREAS the Lexington Community College and the University of Kentucky have been closely
associated institutions for four decades; and

WHEREAS both institutions have as major goals the quality education of Kentucky's citizens;
and

WHEREAS the Southern Association of Colleges and Schools has declared recently that
Lexington Community College is on probationary accreditation solely because of its lack of
autonomy from the University of Kentucky; and

WHEREAS the Board of Trustees of the University of Kentucky has reluctantly concluded that
the Southern Association of Colleges and Schools position on the matter of autonomy and
accreditation has made it impossible to adjust the existing, long-term relationship or develop a
new connection between the two institutions such that “Lexington Community College is part of
the University of Kentucky" in any meaningful way, and

WHEREAS the Lexington Community College could unquestionably be considered an
autonomous institution within the Kentucky Community and Technical College System, thereby
having Southern Association of Colleges and Schools accreditation: and



WHEREAS it appears that Lexington Community College would be at an advantage financially
by being an institution under the auspices of the Kentucky Community and Technical College
System, and

WHEREAS many of the strong ties between the Lexington Community College and the Uni versity
of Kentucky can be maintained, and even enhanced, through the development of additional
agreements and contracts, befitting two independent, autonomous, accredited institutions:

BE IT THEREFORE RESOLVED that the University of Kentucky Board of Trustees request that
the President and the administration make concerted, long-term efforts to maintain and enhance
those aspects of the University of Kentucky - Lexington Community College relationship that
benefit the students, staff, and faculty of Lexington Community College and, as importantly,
augment the learning experience for citizens of the Commonwealth of Kentucky; and

BE IT THEREFORE FURTHER RESOLVED that the University of Kentucky Board of Trustees
recommend to the Governor, the Kentucky General Assembly, and the Council on Postsecondary
Education that the governance and management responsibilities for the University of Kentucky
Lexington Community College be delegated to the Kentucky Community and Technical College
System, upon the effective date of the enabling legislation, with the following provisos:

(1) These responsibilities include, but are not limited to, assets, liabilities, revenues,
personnel, programs, financial and accounting services, and support services.

2)  That all funds appropriated by the General Assembly of the Commonwealth of
Kentucky and received by the University of Kentucky to support the operations of the
Lexington Community College shall be transferred and allotted to the Board of Regents
Jor the benefit of the Lexington Community College.

(3) That all personal property, including instructional and other moveable equipment of
the Lexington Community College and the University of Kentucky designated for the
use of Lexington Community College shall be transferred and allotted to the Board of
Regents for the benefit of Lexington Community College.

(4)  That all real property of the Lexington Community College and University of Kentucky
designated for use by the Lexington Community College shall remain the real property
of the University of Kentucky. The University of Kentucky shall extend the use of the
Jacilities occupied by the Lexington Community College to the Lexington Community
College for a minimum of five (5) years. The University of Kentucky shall not direct the
Lexington Community College to vacate those facilities until such time that a mutually
agreed upon alternative site or sites has been reached between the University of
Kentucky and the Kentucky Community and Technical College System.

(5)  That restricted gifts, endowments, and sponsored projects designated for the use and
benefit of Lexington Community College shall be transferred and allotted to the Board



(6)

(7)

of Regents for the benefit of the Lexington Community College. These Sfunds will be
managed consistent with any applicable donor and/or sponsor agreements.

That the Kentucky Community and Technical College System shall reimburse the
University of Kentucky at a reasonable cost for any benefits, services and facilities,
including debt service applicable to Lexington Community C ollege facilities, provided
to the system. Services to be provided by the University of Kentucky to the Lexington
Community College facilities located on the Lexington campus shall include but not be
limited to: building maintenance, grounds maintenance, utility services, security
services, parking, key systems, alarm systems and such other facility and campus
services as are consistent with the University goal and need to maintain, oversee and
manage its real property. Further, the Kentucky Community and Technical College
System shall reimburse the University for the actual cost of expenditures of the health
care plans and the long-term disability plan for Lexington Community College
employees and retirees who are enrolled in such plans or who are beneficiaries of such
plans as of July 1, 2004 and thereafier.

That the employees in the Lexington Community College as of July 1, 2004 shall be
governed by the University of Kentucky regulations and any subsequent changes made
by the University, except that appeals shall be to the Board of Regents or to the boards’
designee. The following provisions shall apply: '

(a) Temporary disability leave (sick leave) and annual vacation leave accruals as of the

effective date of the transfer shall be retained by each employee.

(b) Employees with tenure, as of the effective date, shall retain their tenure. Employees

without tenure, as of the effective date, shall earn tenure based on personnel policies
in effect at the time of their employment. New employees without tenure, as of the
effective date, shall earn tenure based on the policies established by the Board of
Regents of the Kentucky Community and Technical College System.

(¢) Employees shall maintain a salary not less than their previous salary as of July 1,

2004. The amounts paid to part-time and adjunct faculty per credit hour shall not be
less than previously paid.

(d) All employees hired before July 1, 2004 shall be provided the same benefit package

available for other University of Kentucky employees as the University of Kentucky
may modify, change, consolidate, or eliminate it for all employees.

(e) A person employed as of the effective date of the transfer in the Lexington Community

College may elect to become an employee in the Kentucky Community and Technical
College System and be subject to the human resources regulations (policies and
procedures) of the Kentucky Community and Technical College System. The
employee shall have the right to exercise this option at any future time after the
effective date. An employee who elects to accept this option and who remains an
employee of Kentucky Community and Technical College System may not reverse this
option.

() A regular full-time employee may, with prior administrative approval, take up to six

credit hours per semester or combination of summer sessions on the University of
Kentucky's campus or at a community college during the employee’s normal working



hours. The University of Kentucky shall defray the registration fee up to a maximum
of six (6) credit hours per semester or combination of summer sessions.

(g) New employees hired on or after July 1, 2004, in the Kentucky Community and

Technical College System for the Lexington Community College shall be governed by
the regulations established by the Board of Regents.

(h) The actual costs of all workers’ compensation claims of employees who, on or afier

the effective date, remain in the University's employee benefits plans shall be paid by
the Kentucky Community and Technical College System. The costs of workers’
compensation claims incurred prior to July 1, 2004 by Lexington Community College
employees shall be paid by the Kentucky Community and Technical College System.

(i) The Kentucky Community and Technical College System shall pay the cost of all

unemployment claims made on or after July 1, 2004 by persons who were Lexington
Community College employees as of the effective date.

(/) The costs of employee benefits for Lexington Community College employees who

(8)

(9)

(10)

(11)

retire on or before June 30, 2004 are the responsibility of the University of Kentucky.
The costs of employee benefits for Lexington Community College employees who
retire on or after July 1, 2004 are the responsibility of the Kentucky C ommunity and
Technical College System.

That students enrolled in the University of Kentucky Lexington Community College
through June 30, 2006 shall have all of the responsibilities, services, privileges, and
rights accorded to them as University of Kentucky students. The privileges shall
include, but not be limited to, tickets to athletic events, homecoming queen contests, the
Great Teacher Award, and the University of Kentucky scholarship programs. These
students shall pay the mandatory University of Kentucky student fees through June 30,
2006. On July 1, 2006 and thereafter, Lexington Community College students may
elect to participate in student services and activities provided by the University of
Kentucky and shall pay the appropriate fees for these services and activities to include
the following fees: Athletics, Student Government Association, WRFL Student Radio,
Student Activities, Student Center, Student Health Plan, T echnology Fee, Seaton Center
Fee and Student Affairs. Lexington Community College students shall continue to be
provided access to University of Kentucky residence halls.

Students enrolled at Lexington Community College on, or before, September 1, 2004,
shall have six (6) years to complete the degree program in which they are enrolled and
receive a diploma conveyed by the University of Kentucky Board of Trustees.

That the University administration be authorized to execute an agreement between the
Board of Trustees of the University of Kentucky and the Board of Regents of the
Kentucky Community and Technical College System relating to the Trust Indenture
covenants of the UK Consolidated Educational Buildings Revenue Bonds.

That the University administration be authorized to negotiate and enter into an
agreement with the Kentucky Community and Technical College System in connection
with services and facilities which the University will continue to provide to the



Lexington Community College and other administrative and legal issues related to the
delegation of managerial responsibility, and that the agreement be reported to the
Board.

(12) That if any conflict arises between the University of Kentucky Board of Trustees and
the Kentucky Community and Technical College Board of Regents relating to the
delegation of authority from the University to the Board of Regents or the management
of the University of Kentucky Lexington Community College within the Kentucky
Community and Technical College System, the Council on Postsecondary Education
shall resolve the conflict

Background: This delegation would enable Lexington Community College to be 1) a separately
accredited institution by the Southern Association of Colleges and Schools (SACS)and 2) a
member institution of the Kentucky Community and Technical College System.

In November 2000, the Reaffirmation Committee of the Commission on Colleges, Southern
Association of Colleges and Schools (SACS) reviewed the Self Study report of the Lexington
Community College and made a visit to campus. In July 2001, SACS reaffirmed LCC’s
accreditation and requested a follow-up report addressing several recommendations, including
the separation of functions between LCC and UK.

A second follow-up report was requested and LCC submitted it in July 2002. In June 2003,
SACS continued LCC’s accreditation for another year, but placed it on probation for 12 months
for failure to satisfy accreditation criteria concerning the issue of whether LCC had sufficient
autonomy from UK to justify separate accreditation. A third follow-up report was requested six
weeks prior to a visit in the spring of 2004.

In August 2003, Dr. Todd appointed a 14 member Special Task Force on Options for SACS
Accreditation of the Lexington Community College. The committee was charged with
considering three options: 1) LCC maintains its relationship with UK, but institutes changes that
would convince SACS that it has sufficient autonomy and independence to justify being
separately accredited; 2) LCC is not separately accredited, but is included as a component of the
accreditation of the University of Kentucky; and 3) LCC is accredited as a separate community
college, either as a freestanding institution or as part of the Kentucky Community and Technical
College System.

After carefully considering all options, the Task Force unanimously agreed to recommend to Dr.
Todd that LCC be transferred to the Kentucky Community and Technical College System and
maintain its separate accreditation as an institution of higher education. The Task Force also
recommended that the decision on LCC’s future be made as soon as possible, to allow LCC to
meet the SACS deadline for responding to the July 2003 letter and to allow the maximum time
for implementing whatever decision is made.

The Staff Senate and the University Senate reviewed and discussed the report of the Task Force,
acknowledging it as a complex issue, one without a perfect solution. If the Task Force



recommendation is accepted, the Staff Senate and University Senate strongly believes that LCC
students, staff and faculty must be afforded the same rights and privileges that were enjoyed by

the students, staff and faculty of the other community college when they became part of KCTCS
SIX years ago.

After careful consideration of the process, deliberations, and recommendations, the President and
the Provost recommend the delegation of the University of Kentucky’s management
responsibilities for Lexington Community College to the Kentucky Community and Technical
College System.

Action taken: M Approved U Disapproved U Other




Council on Postsecondary Education
March 15, 2004

Legislative Update

An up-to-date list of bills that relate to postsecondary education will be distributed at the March
15 meeting. Council staff will be available for discussion.

Staff preparation by Bill Swinford




Council on Postsecondary Education
March 15, 2004

American Diploma Project Update

The American Diploma Project benchmarks defining readiness for both college and the skilled
workplace in the areas of English and mathematics were formally released February 10 at a press
conference at the National Press Club in Washington, D.C. The report, Ready or Not: Creating a
High School Diploma That Counts, was distributed to the members of the Council and the
Kentucky Board of Education at their joint meeting February 11.

The benchmarks, work samples, and the policy recommendations of the ADP report have
implications for all of Kentucky’s education stakeholders. The benchmarks set a clear and
nationally researched standard of the knowledge and skills that an incoming college student must
demonstrate to be placed, without remediation, in credit-bearing college work. By endorsing
these benchmarks, the postsecondary institutions, whose faculty representatives helped to
establish these benchmarks and work samples, will be able to clearly define competencies for the
benefit of high school students, their teachers, parents, and guidance counselors. The
benchmarks also will help adult educators refine their curriculum to prepare adult learners not
only to pass the GED but also to be ready for college credit-bearing work. With the approval of
key Kentucky employers, many of whom assisted in establishing the ADP benchmarks,
Kentucky high school graduates will know that ability to demonstrate these competencies will
lead to preferred status in the job application process.

The Kentucky Board of Education indicated at its June 2003 meeting that it would review the
final version of the benchmarks and policy recommendations before agreeing to modify its
curriculum and assessment standards. Should the board agree to make the modifications to the
Program of Studies, the Core Content for Assessment, and its accountability system indicated by
the ADP research, Kentucky’s postsecondary institutions would be able to use individual student
accountability scores as a part of their admissions and placement decision-making process. Even
without changing the school and district accountability measures, refining the curriculum and
standards of assessment to reflect the ADP benchmark standards would ensure high school
students are studying and being tested on content that is tied to the expectations of colleges and
employers.

Creating a “default” high school curriculum in line with college preparatory requirements would
have even more dramatic, positive effects on college remediation, retention, and graduation rates.
If the state minimum high school graduation requirements were aligned with ADP standards, it
would ensure that all high school students are prepared to go to college, whether they choose to
do so immediately or later in life. A separate “pre-college curriculum” would be unnecessary.
Should the board not make these changes, the Council will need to reconsider its pre-college
curriculum and minimum admissions policy in light of the ADP benchmarks and policy
recommendations.

The ADP recommendations suggest logical next steps for the Council and Kentucky’s
postsecondary institutions. The Council may wish to:




e Direct Kentucky’s postsecondary institutions to review the ADP and develop consistent
statewide placement policy that guarantees any incoming student who demonstrates
competency in the ADP benchmarks a placement in credit-bearing coursework in English
and mathematics.

e Direct Kentucky Adult Education to begin refining the adult education curriculum based on
the ADP benchmarks.

e Work with business and labor organizations to encourage them to give job or apprenticeship
applicants who can demonstrate competency in the ADP benchmarks a preferential “edge” in
hiring or admissions decisions.

By formulating postsecondary policies that create visible rewards for these competencies, the

Council can set a clear target for college and workplace readiness at which all of Kentucky’s
high school students can aim.

Staff preparation by Dianne M. Bazell
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Kentucky Virtual Library
Public Service Announcements

The Kentucky Virtual Library recently held the ““Create a KYVL Public Service Announcement™
contest for students of Kentucky’s K-12 public schools. The winning entries will be shown at the
March CPE meeting.

In the fall of 2003, the Kentucky Virtual Library formed an Outreach Workgroup with the charge
to advise the Kentucky Virtual Library in the investigation and exploitation of avenues for
increased exposure of KYVL resources and databases. The membership of this workgroup
reflects many of the KYVL user communities: postsecondary institutions, K-12 schools, and
public libraries. Within a month of the first meeting, with approval from KYVU and CPE and in
coordination with the Kentucky Department of Education, KYVL and its Outreach Workgroup
formulated one of the ideas into a contest.

In October 2003, KYVL announced the “Create a KYVL Public Service Announcement” contest
for students of Kentucky's K-12 public schools. With assistance from their school library media
specialist and their program advisor, teams from Student Technology Leadership Programs
(STLM) around the state created 15-second public service announcements which were judged by
the KYVL Outreach Workgroup in February. Winning entries were selected from elementary,
middle, and high school divisions. They are Glendover Global Studies in Lexington, Phillip A.
Sharp Middle School in Butler, and Lincoln County High School in Stanford. All participating
students received letters of recognition, and the winning schools will be honored with plaques at
the Kentucky Teaching and Learning Conference in Louisville in March. The Kentucky Virtual
Library intends to make this contest an annual event to showcase the creative work of Kentucky's
students and to put a spotlight on STLP coordinators and students. Elaine Harrison, the STLP
coordinator for KDE, was immensely helpful in finalizing the contest details and is enthusiastic
for KYVL to sponsor this contest next year.

“What is the STLM program? The Student Technology Leadership Program (STLP™) is a
project-based learning program that empowers students in all grade levels to use technology in
and out of the classroom. It was established in 1994 by the STLP State Advisory Council which
is composed of teachers, students, and community leaders.

Student-designed projects fall into four categories — instructional, community, technical, and
entrepreneurial — and are created to help the school and community while also meeting the six
STLP goals. Some activities qualify as service-learning projects and provide assistance to
charities or other local agencies in need. Other activities can be described as entrepreneurial and
illustrate the beginning steps of forming a small business. The program is open to ALL students
in all grade levels in every school (P-16) in Kentucky.” *




*from the Kentucky Department of Education Web site, http://www.education.ky.gov

Staff preparation by Enid Wohlstein



Gene Wilhoit Report to the Council on Postsecondary Education
March 15, 2004

Wilhoit: I’d like to mention four areas where | see some considerable overlap and work in the
next year or two with higher education.

1) The first is — as you all may have been watching — we’ve had a major infusion in policy in the
state, probably the greatest infusion since enactment of KERA — and that is No Child Left
Behind legislation at the federal level. | think the positive aspect of this is it’s going to draw
greater attention to subpopulations of students as was mentioned earlier. It’s going to be an area
where we’re going to have to work together as a broad community to address.

-- One of the areas that we’ve known about for a number of years and we’ve never really had an
opportunity to address is the lack of achievement of children with disabilities. There is now both
a state mandate under SB 168 and a federal mandate to become much more knowledgeable about
it and then to address the issue of underachievement of children with disabilities. The harsh
reality is that we have not developed the kinds of solutions that we need to develop to help these
children get to a high performance level and it’s going to take an effort in terms of research at the
higher education level and in terms of implementation. So we’re going to be aggressive about
this in the next couple of years and we’re going to be calling on the higher education community
to be a part of it.

-- | think the other areas that are going to be drawn to the public front that have not been — one is
students with limited English proficiency because it is an accountability area and, two, because
Kentucky has not been impacted by students with non-English speaking abilities as well as
English speaking abilities. We have students coming into the state now who are illiterate in their
own language as well as not being able to speak English or to accomplish work in any language.
So that number is, I think the first count we had was 4,200 students in the state. Last year it was
8,700. It’s growing at tremendous rates and we’re seeing pockets of these non-English speaking
students develop in the state and in fact dramatically in certain school districts. It is our
responsibility to meet these students and to develop very powerful programs to meet their needs.
So you may have noticed in the House proposal - Senator Stein has a proposal for a bill that
would fold limited English proficient students into our financial package. But we don’t have the
program delivery system in place using technology, training more teachers who have the
capacity to work with limited English proficient students. So we’re going to need your help
there.

-- And then the final one is high-quality teachers have been defined in federal law although 1
read over the weekend that there’s some adjustment in definition of high quality. It’s going to
put a lot more attention on credentializing of our teachers and probably some pressure on the
schools of education and arts and sciences to ratchet up very quickly support programs for some
of the areas of acute need in the state. You’ve done a wonderful job with the early childhood
certification that we had to put in place this last year but there are other content areas that are
going to come. So that whole issue of implementation of No Child Left Behind is critical.



2) The second major area that we’re going to move aggressive in the next few years —and I’'m
pleased to say that the University of Kentucky faculty have been working with us on the issue —
but we’re beginning to look at our accountability system and redefining it. There are some areas
for improvement as we move ahead. But this should not occur without a partnership with higher
education. 1I’m looking at this as more of a formal partnership than an ad hoc one. As we move
ahead in the next year, we’ll have to redesign that system to meet the current needs. It needs to
be more technology based. We need to address issues of writing, in-state scoring. There’s no
reason why teachers shouldn’t be engaged in that process of scoring. And in terms of turnaround
time, all of those are coming so again | would encourage higher education to become a full
partner with us in that enterprise.

3) Third, leadership development. We are the recipient of some national resources to help us
look at the instructional leadership — the role that teachers, principals, and central office
individuals must play to take us to the high levels of learning that we’ve set for ourselves. |
think this will have some real direct implications on the administrator training programs in the
state. It is incumbent on all of us that we produce individuals who are capable of walking into a
classroom and taking an institution through a change process — a process that’s focused on
instructional leadership, a process that builds the capacity of the faculty. That takes a different
sort of leadership capacity than a traditional one that we’ve asked of our people. We’ll be
looking for a wonderful conversation in the state about this. We have a large number of people
who are certified to be leaders in our schools. Many of them have no intention of ever being a
leader. | think it’s a matter of having those programs accessible to people, more accessible than
programs in their content areas. So we’ve got a mismatch between the numbers that we see on
paper and the people willing to take the positions. It is critical. All the research indicates that
without that leadership we’re not going to make the goals. So, again, a conversation that we
want to push.

4) And then, finally, the issue of high school redesign. It came up in the Seamlessness Policy
Group conversation this morning. But we are aggressively pursuing some rethinking about what
the high school years are currently and what they need to be in the future. That redesign is
leading us more and more to a conversation about merged systems, that is, at some point we
envision that youngsters who have the capacity, desire, and need will be moving from the K-12
system into the higher education system. We’re beginning to take some small steps in that
direction with the articulation agreements, dual credit, and advanced placement programs. But
that’s only a beginning. 1 think over the next few years we’ll see a much more aggressive
program that we will ask the higher education community to get involved in.

So those four areas are ones that are very much at the center of our conversation that will not
move ahead without some continued interaction with this Council and with the institutions.
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BS in Space Science
Morehead State University

Universities are required to submit all new degree programs offered by universities beyond their
specified program bands to the Council for approval. The bachelor of science in Space Science
offered by Morehead State University will prepare Kentuckians for careers in a variety of fields,
including engineering-support professions, technology, and telecommunications.

Action: The staff recommends that the Council approve the Bachelor of

Science in Space Science (CIP 40.0202) proposed by Morehead State
University.

The Council staff recommends approval of this program based on evidence of its contribution to
economic development in Kentucky. The B.S. in Space Science would be the first program of its
kind offered in the Commonwealth and one of very few offered nationally.

The proposed program is designed to prepare students for work in physics, astrophysics, satellite
telecommunications, electrical engineering, mathematics, computer science, and wireless
technology. The degree is highly interdisciplinary, drawing from the departments of physical
sciences, mathematics and computer science, and industrial education and technology. It will be
housed in MoSU’s Space Science Center.

The Space Science Center, founded in 2001 in an agreement between MoSU and the National
Aeronautics and Space Administration, established a space tracking antenna, radio telescope (M-
STAR), and research facility at MoSU. Funding and other support for the center was provided by
a number of federal and state agencies, including NASA, the National Science Foundation, the
Kentucky Science and Engineering Foundation, and Kentucky NSF EPSCoR (Experimental
Program to Stimulate Competitive Research).

The proposed program maximizes the academic use of this facility and enhances existing
curricula in physics, pre-engineering, satellite telecommunications, electronics, mathematics, and
computer science. Initially, four new courses and one faculty position will be required to
implement the proposed program. Over time, an electrophysicist will be hired and an education
outreach office established to support center research initiatives, contribute to the academic
program, and aid technology-related regional economic ventures. Funding for the program will
come from a major reallocation within the College of Science and Technology and the
university.




The program will be marketed in Kentucky, neighboring states, and nationally. Very few other
universities offer undergraduate degrees in space science. These include the Florida Institute of
Technology, Embry-Riddle, and City University of New York.

A transfer articulation agreement with KCTCS is complete and in place.

MoSU is eligible for automatic approval to submit new program proposals, according to the
criteria established by the Committee on Equal Opportunities.

The MoSU board of regents approved the program at its September 19, 2003, meeting.

Staff preparation by Bennett G. Boggs



Council on Postsecondary Education
March 15, 2004

BS in
Interdisciplinary Early Childhood Education
Murray State University

Universities are required to submit all new programs outside of their program bands to the
Council for approval. The bachelor of science in Interdisciplinary Early Childhood Education
proposed by Murray State University will prepare educators to work with young children, with
and without disabilities, birth to primary.

Action: The staff recommends that the Council approve the Bachelor of
Science in Interdisciplinary Early Childhood Education (CIP 13.1210)

proposed by Murray State University.

The Council staff recommends approval of this program based on evidence of its potential to
increase the number of highly qualified applicants for pre-school, Head Start, and kindergarten
positions, especially in the Purchase and Pennyrile areas of the state. The program will prepare
educators to work with young children birth to primary, with and without disabilities, and help
the Commonwealth meet the new certification requirements of Kentucky’s KIDS Now
legislation and the federal No Child Left Behind Act.

MuSU has 50 students enrolled in the IECE option of its elementary education program. It is
proposing to replace this option with a stand-alone bachelor’s level program in part because
adding new course requirements to the existing elementary education common core requirement
to meet new early childhood education standards would increase the number of credit hours
required for graduation to 145 hours (from 131-133) and possibly discourage potential
applicants. In addition, MuSU, along with Kentucky’s other public universities and several
independent institutions, signed a memorandum of agreement in October 2003 with the
Kentucky Community and Technical College System identifying at least 60 hours of transferable
credit from the KCTCS applied associate degree in education toward a bachelor’s degree in
elementary education. Streamlining its elementary education program and offering early
childhood education as a separate program will make it easier for MuSU to maintain this
articulation as well as to offer joint courses and to participate in other inter-institutional
initiatives.

MuSU’s proposal addresses the five questions, indicating ways this program will attract and
retain students who are unable to leave their communities to pursue a bachelor’s degree. MuSU
is working collaboratively through its regional campuses with Henderson, Hopkinsville,




Paducah, and Madisonville Community Colleges. It anticipates that IECE majors will be both
full-time and part-time students and that many students will be noncertified early childhood
teachers working in childcare or Head Start. These students will be able to continue to work
while completing the program. Students majoring in IECE can take general education courses as
well as some of their professional education courses at the community college campuses, through
the Kentucky Virtual University, by instructional television, as well as in classes scheduled for
evenings and weekends. Several courses in the IECE major are already offered at MuSU’s
regional campuses as part of the special education or elementary education major.

MusSU is eligible for automatic approval to submit new program proposals, according to the
criteria established by the Committee on Equal Opportunities.

The MuSU board of regents approved the program at its February 27, 2004, meeting.

Staff preparation by Dianne M. Bazell and Charles Wade
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Council on Postsecondary Education
March 15, 2004

Improving Educator Quality State Grant Program

Action: The staff recommends that the Council award federal
No Child Left Behind, Title II, Part A funds in the amount of $1,125,000
for April 1, 2004 - July 31, 2005 to support four projects:

e Inquiry and Formative Assessment as Methods to Improve
Conceptual Understanding (UK) - $265,500

e Integrating Content Literacy into Middle and High School
Classrooms (UK) - $288,750

e Watersheds to Science and Math Improvement (MuSU) - $295,000

e Systemic Improvement of Instruction in Middle School
Mathematics (WKU) - $275,750

The Improving Educator Quality (formerly Eisenhower) State Grant Program awards grants to
partnerships that deliver research-based professional development programs to K-12 teachers.
To be eligible, a partnership must include a postsecondary institution’s school of arts and
sciences and its teacher preparation program, as well as a high-need local school district. The
program enables states to fund training for teachers and administrators in any core academic
subject. The Council staff, with input from the Kentucky Department of Education, the
Education Professional Standards Board, and the state P-16 Council, established four priorities
for IEQ funds: mathematics and science, reading, instructional leadership, and foreign language.

Content-area specialists reviewed the 11 grant proposals received and made recommendations to
the Council staff. Four proposals were selected. Brief descriptions of these projects follow.




Appalachian Rural Systemic Initiative Resource Collaborative

University of Kentucky: $265,500

Inquiry and Formative Assessment as Methods to Improve Conceptual Understanding
Kim Zeidler, Principal Investigator

ARSI, in collaboration with the University of Kentucky, Morehead State University, and the
Appalachian Math and Science Partnership, will serve science teachers and their principals in
school districts primarily in southeastern and south central Kentucky. Through intensive
summer training and mentoring throughout the school year, participants will enhance their
content knowledge of physics, their understanding of inquiry as fundamental to teaching and
practice, and their ability to design and deliver standards-based instruction.

Collaborative Center for Literacy Development

University of Kentucky: $288,750

Integrating Content Literacy into Middle and High School Classrooms
Susan Larson, Principal Investigator

CCLD will work with the Collaborative for Teaching and Learning in Louisville and the
Kentucky Writing Projects at UK, Morehead State University, Western Kentucky University,
and Murray State University to improve teachers’ ability to practice content literacy — an
integrated literacy approach to improve student comprehension and communication across
academic disciplines. Every sixth- and ninth-grade teacher in a participating school will attend a
summer institute and receive job-embedded mentoring from writing faculty and CTL coaches
during the school year.

Murray State University: $295,000
Watersheds to Science and Math Improvement
Joe Baust, Principal Investigator

MuSU'’s Center for Environmental Education will participate with the eight public universities to
train 125 teachers to use the environment, specifically local watersheds, as an integrating context
for hands-on, real-world math and science instruction. In addition to a summer workshop,
teachers will receive ongoing resources and support to ensure successful implementation of
instructional strategies during the school year.

Western Kentucky University: $275,750
Systemic Improvement of Instruction in Middle School Mathematics
Ric Keaster, Principal Investigator

In collaboration with the Green River Educational Cooperative and seven high poverty school
districts, WKU will train teams of principals, district leaders, and teacher leaders to design and
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implement a curriculum to close achievement gaps in mathematics at their schools. Participants
will enhance their content knowledge and develop standards-based units of instruction in a
summer academy. The teacher leaders will receive training and release time the following
school year to deliver job-embedded coaching to every teacher at their middle school, including
special education teachers and paraprofessionals. University faculty will provide ongoing
resources and support.

Staff preparation by Melissa McGinley
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CEO Report

At its February 16 meeting, the Committee on Equal Opportunities reviewed the status of The
Kentucky Plan and Partnership Agreement with the Office for Civil Rights, reviewed the annual
evaluation of The Kentucky Plan program eligibility for calendar year 2004, discussed the April
meeting and campus visit, discussed the consolidation of community and technical colleges of the
Kentucky Community and Technical College System, and received a special report on the
University of Louisville’s Pathways to Success program.

Partnership Status: The Committee on Equal Opportunities met February 16. The Council staff
reported that the Commonwealth had not received formal notice of its status regarding the
partnership with the U.S. Department of Education’s Office for Civil Rights. The OCR
requested additional information, which was forwarded to the OCR offices immediately
following the February 16 meeting. The information requested was fall 2003 student enrollment
by race, status report on the UofL Pathways to Success program, specific duties of the UofL vice
provost for minority affairs and the specific partnership agreement activities completed by the
office since it has been operating, status of the KSU teacher education program, and the status of
the Council’s recommendations on renovation of KSU’s Hathaway Hall classroom building and
the Young Hall dormitory.

Kentucky Plan for Equal Opportunities 2004 Degree Program Eligibility: The Council staff
presented a report describing the performance of colleges and universities in implementing the
objectives of The Kentucky Plan. The report included the degree eligibility status of each
institution for calendar year 2004. This information was reported to the CPE at its February 11
meeting.

Campus Visits: The CEO will conduct a combined regular meeting and campus visit April 20-
21, 2004, at Western Kentucky University. Some members of the committee also indicated an
interest in participating in the Kentucky Association of Blacks in Higher Education Conference,
which will be held in Bowling Green April 18-20, 2004. Because of the FY 04 budget
reductions, future campus visits may be postponed.

Appointments to the Committee on Equal Opportunities: Chair Whitehead informed the
committee that CPE Chair Steve Barger made the required appointments of the public members
of the CEO at the February 11 CPE meeting. The terms are to commence March 1, 2004. Three
members have rotated off the committee: Dr. Marlene Helm, Dr. Samuel Robinson, and Mr.
William Wilson (vice chair). The committee requested that resolutions recognizing their
contributions be presented to the CPE at its March Meeting and that the CEO adopt similar
resolutions at its April meeting.




KCTCS - Consolidation of Community and Technical Colleges. The Kentucky Community and
Technical College System, where appropriate, is consolidating community and technical colleges
into districts. Future reports and information will be presented for each district rather than
individual community or technical colleges. The districts allow the KCTCS to consolidate the
operation of the community college and the technical college to obtain efficiencies in academic
programs and administrative services. The KCTCS is working with the Southern Association of
Colleges and Schools to receive accreditation.

As of February 2004, 13 of the proposed 16 colleges/districts either operated as consolidated
entities or had received approval for consolidation by SACS. Ten are fully accredited by SACS.
Two are on course to receive approval from SACS in June 2004, and the final district will seek
SACS approval in 2005. The CEO will be kept informed as the consolidations are completed.

University of Louisville Special Report: Pathways to Success Program. The CEO heard
presentations from Dr. David A. Howarth (UofL associate provost) and Dr. Tony Newberry
(Jefferson Community College president) regarding the status of student participation in the
Pathways program. The report provided a general description of the process of referring and
tracking students through the Pathways program including: 1) the rate of participation by African
American students; 2) the number of referrals, by race, of students to the program; 3) the number
of students referred to Pathways who enroll at JCC; 4) the rate of transfer of Pathways students
to UofL,; and 5) the number of students living in UofL housing facilities while enrolled in the
Pathways program.

Murray State University Campus Visit Report: The CEO discussed the final report of the
Murray State University campus visit October 26-27, 2003. The committee instructed staff to
forward the report to President Alexander and request that the university provide a plan, by the
June 2004 CEO meeting, to address the issues raised in the report.

The Committee on Equal Opportunities will meet Tuesday and Wednesday, April 20-21, 2004, at
Western Kentucky University in Bowling Green, Kentucky. The WKU campus visit also will be
conducted at this time.

Staff preparation by Sherron Jackson and Rana Johnson
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Endowment Match Program
Diversity Plans

House Bill 269 requires universities that participate in the Endowment Match Program to
develop and implement plans to achieve reasonable gender and ethnic diversity among faculty
and financial aid recipients funded through the program.

The Commonwealth of Kentucky's 2003 Budget Bill (HB 269) stipulates that “the universities
shall develop and implement specific strategies and plans calculated to achieve reasonable
diversity in the recruitment and retention of women, African Americans, and other
underrepresented minorities for positions funded by the Endowment Match Program, including
fellowship, scholarship, and graduate assistantship positions” (p. 282).

During 2003, a working committee comprised of university officials and Council staff developed
a diversity plan outline that established general guidelines for constructing diversity plans for
program positions and financial aid recipients (Attachment A). The outline was forwarded to
university chief budget officers with instructions that they develop and submit plans to the
Council no later than January 5, 2004.

A summary of diversity objectives for all institutions (Attachment B) and copies of each
institution’s diversity plan (Attachment C) are provided.

Staff preparation by Sandra Woodley and Bill Payne




Attachment A

Endowment Match Program
Diversity Plan Outline

The Commonwealth of Kentucky's 2003 Budget Bill (HB 269) stipulates that “the universities
shall develop and implement specific strategies and plans calculated to achieve reasonable
diversity in the recruitment and retention of women, African Americans, and other
underrepresented minorities for positions funded by the Endowment Match Program, including
fellowship, scholarship, and graduate assistantship positions” (p. 282). Listed below is an outline
that provides general guidelines for constructing such a plan.

I. Assessment — Assess the current level of program diversity at your institution by
comparing gender and race of match program faculty, staff, and financial aid recipients
with those occupying similar positions or receiving similar awards in the overall university
population. For the purposes of this document, “current level” is defined as program
diversity as of June 30, 2003. The assessment should contain demographic tables similar to
those found in the annual summary reports as well as a narrative description of what those
tables show. At a minimum the assessment should contain the following information:

A. Faculty and Staff

1. Gender of match program faculty and staff.

2. Gender of faculty and staff in overall university population.
3. Race of match program faculty and staff.

4. Race of faculty and staff in overall university population.

B. Financial Aid Recipients

1. Gender of match program financial aid recipients.

2. Gender of financial aid recipients in overall university population.
3. Race of match program financial aid recipients.

4. Race of financial aid recipients in overall university population.

Use of other specialized populations for comparative purposes is optional. For example, if
an institution has established chairs primarily in medical fields, the proportion of female or
minority Ph.D. graduates in medical fields may be an appropriate comparison group.



Definition — Campus officials should work with their affirmative action and equal
employment opportunity plan coordinators to define what is considered to be a reasonable
level of gender and racial diversity among match program faculty, staff, and financial aid
recipients at their university. This definition should be developed in light of the information
obtained in the diversity assessment and should reference key demographic statistics
contained in that assessment. This section should contain a total of four diversity
definitions:

A. Reasonable Level of Gender Diversity among Match Program Faculty

B. Reasonable Level of Racial Diversity among Match Program Faculty

C. Reasonable Level of Gender Diversity among Match Program Financial Aid
Recipients

D. Reasonable Level of Racial Diversity among Match Program Financial Aid
Recipients

An example of a gender diversity definition for match program faculty is listed below.

As of June 30, 2003, 41.4 percent of all full-time faculty employed by ABC University
were women. The proportion of women occupying endowed chairs or professorships
funded through the Endowment Match Program was 19.5 percent. Based on these
figures, ABC University considers a target of 30.0 percent female to be a reasonable
level of gender diversity among its match program faculty. This would bring the
proportion of women occupying match program chair and professorship positions more
in line with the proportion of female faculty in the overall university population.

Objectives — Identify objectives that are consistent with the university’s definition of
reasonable diversity and establish a time frame for achieving those objectives. For the sake
of consistency, each institution’s diversity plan should include five-year objectives for
enhancing gender and racial diversity of match program faculty, staff, and financial aid
recipients, even if a longer time horizon is anticipated to meet diversity definition targets.
Progress toward attaining these objectives will be monitored through the annual match
program reporting process. This section should contain four categories of objectives:

Objective for Gender Diversity among Match Program Faculty
Obijective for Racial Diversity among Match Program Faculty
Objective for Gender Diversity among Match Program Financial Aid Recipients
Obijective for Racial Diversity among Match Program Financial Aid Recipients

CoOow>

An example of a gender diversity objective for match program faculty is listed below.

ABC University actively seeks to increase the proportion of women occupying
endowed chair and endowed professorship positions funded through the Endowment
Match Program from 19.5 percent as of fiscal year end 2002-03 to 25.0 percent by
fiscal year end 2007-08.

Strategies — Identify specific strategies, plans, or programs that the university has
implemented, or will implement, that facilitate the attainment of diversity goals within the



specified time frame. Examples of diversity strategies include, but are not limited to: (a)
increasing the diversity of the applicant pool by publishing job announcements in media
which target women and minorities; (b) ensuring adequate representation of women and
minorities on faculty selection committees or on student aid award committees; and (c)
implementing junior faculty development programs that prepare faculty to occupy endowed
chair or professorship positions.

Cost — Identify the estimated annual cost to the institution of implementing the strategies, if
any, identified in Section 1V.



Attachment B

Commonwealth of Kentucky
Endowment Match Program Diversity Plans
Summary
March 15, 2004

The 2003 budget bill (HB 269) requires universities that participate in the Endowment Match
Program to develop and implement specific strategies and plans calculated to achieve reasonable
diversity in the recruitment and retention of women, African Americans, and other
underrepresented minorities for positions funded through the program, including fellowship,
scholarship, and graduate assistantship recipients.

During the latter half of 2003, a working committee comprised of university officials and
Council on Postsecondary Education staff developed a diversity plan outline that provides
general guidelines for constructing diversity plans for program positions and financial aid
recipients (Attachment A). The outline called for university officials to:

e Assess the current level of program diversity at their respective institutions by comparing
gender and race of match program faculty, staff, and financial aid recipients with those
occupying similar positions or receiving similar awards in the overall university population.

e Define what is considered to be a reasonable level of gender and racial diversity among
match program faculty, staff, and financial aid recipients at their university.

e |dentify objectives that are consistent with their university’s definition of reasonable
diversity and establish a time frame for achieving those objectives (i.e., five-year timeline).

e ldentify specific strategies, plans, or programs that their university has implemented, or will
implement, that facilitate the attainment of diversity goals within the specified time frame.

e |dentify the estimated annual cost to the institution of implementing the identified diversity
strategies.

The outline was forwarded to university chief budget officers with instructions that they develop
and submit diversity plans to the Council no later than January 5, 2004.



Attachment C contains diversity plans for each of Kentucky’s eight public universities. In the
paragraphs that follow, gender and ethnic diversity levels and objectives for match program
faculty and financial aid recipients are summarized in four tables.

Table 1 contains assessment information and objectives related to the gender diversity of match
program faculty. A review of the table yields several observations. First, a majority of program
faculty members are male. Of 177 faculty funded through the program, 143 are men (80.8
percent) and 34 are women (19.2 percent). Second, the proportion of women occupying match
program positions exhibits considerable variation across institutions, ranging from a low of 14.8
percent at UofL, to a high of 66.7 percent at EKU. This can be explained by relatively low
numbers of filled positions at some institutions (EKU, MoSU, and NKU). There is much less
variation among institutions that have a total of 10 or more faculty members (WKU, UofL, and
UK). Finally, university objectives for gender diversity range from a low of 23.0 percent at UofL
to a high of 54.1 percent at WKU.

Table 1: Faculty Gender Objectives

Current Diversity Level

Male Female Percent Five-Year
Institution Faculty Faculty Female Objective
EKU 1 2 66.7% 49.6%
KSU 0 0 - 40.0%
MoSU 3 1 25.0% 40.0%
MuSU 0 0 - 33.0%
NKU 1 1 50.0% 50.0%
UK 106 23 17.8% 24.4%
UofL 23 4 14.8% 23.0%
WKU 9 3 25.0% 54.1%

143 34

Information pertaining to the racial diversity of program faculty is presented in Table 2. It shows
that a majority of faculty members who receive funding through the program are white. Of 177
total faculty, 149 are white (84.2 percent) and 28 are non-white (15.8 percent). The proportion of
non-white faculty ranges from a low of zero percent at three institutions (EKU, MoSU, and
NKU) to a high of 17.1 percent at UK. The institutions reporting zero percentages of non-white
faculty have relatively low numbers of filled positions overall. University objectives for ethnic
diversity range from a low of 8.4 percent at EKU to a high of 50.0 percent at KSU.



Table 2: Faculty Ethnicity Objectives

Current Diversity Level

White Non-White Percent Five-Year
Institution Faculty Faculty Non-White Objective
EKU 3 0 0.0% 8.4%
KSU 0 0 - 50.0%
MoSU 4 0 0.0% 20.0%
MuSU 0 0 - 17.0%
NKU 2 0 0.0% 14.4%
UK 107 22 17.1% 11.1%
UofL 23 4 14.8% 28.0%
WKU 10 2 16.7% 12.1%

149 28

Table 3 contains assessment information and objectives related to the gender diversity of match
program financial aid recipients. It shows that a majority of aid recipients are female. A total of
661 students received scholarships or fellowships through the program in 2002-03. Of that
number, 265 were male (40.1 percent) and 396 were female (59.9 percent). The proportion of
women receiving awards ranged from a low of 41.3 percent at UK to a high of 100.0 percent at
WKU. Objectives for aid recipient gender diversity ranged from a low of 50.0 percent at UofL to
a high of 60.8 percent at WKU.

Table 3: Aid Recipient Gender Objectives

Current Diversity Level

Male Female Percent Five-Year
Institution Recipients Recipients Female Objective
EKU 15 20 57.1% 59.1%
KSU 0 0 - 60.0%
MoSU 4 12 75.0% 60.0%
MuSU 106 241 69.5% 60.4%
NKU 24 31 56.4% 57.6%
UK 91 64 41.3% 50.3%
UofL 25 27 51.9% 50.0%
WKU 0 1 100.0% 60.8%

265 396




Minority participation in match program student aid activities is presented in Table 4. The table
shows that a majority of aid recipients are white students. Only 77 of a total 652 aid recipients
(some students did not report their race) are non-white (11.8 percent). The proportion of minority
students receiving aid through the program ranges from a low of zero percent at two institutions
(MoSU and WKU) to a high of 48.1 percent at UofL. University objectives for ethnic diversity
range from a low of 5.9 percent at EKU to a high of 75.0 percent at KSU.

Table 4: Aid Recipient Ethnicity Objectives

Current Diversity Level

White Non-White Percent Five-Year
Institution Recipients Recipients Non-White Objective
EKU 32 3 8.6% 5.9%
KSU 0 0 - 75.0%
MoSU 16 0 0.0% 16.7%
MuSU 340 7 2.0% 8.7%
NKU 45 1 2.2% 7.4%
UK 114 41 26.5% 25.7%
UofL 27 25 48.1% 50.0%
WKU 1 0 0.0% 13.9%

575 77
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Attachment C

Eastern Kentucky University
Endowment Match Program
Diversity Plan

In response to the Commonwealth of Kentucky's 2003 Budget Bili, HB 269, and the request of
the Kentucky Council on Postsecondary Education, this teport addresses the current race and
gender diversity of those positions and tecipients which have benefited from state matching funds
through the endowment match program and the intentions of Eastern Kentucky University to
continuc to promote diversity of said positions and scholarship recipients.

I. Assessment

Funds from the endowment match program, when matched with private donor support, have heen
used to create or expand a total of two endowed chair positions, two endowed professorships,
nine mission support projects, and forty-seven endowed scholarships since the beginning the
endowment match program. The following table reflects both the funds established in the
previous fiscal year and the total funds established or expanded since the program’s inception,

Anndal and Cumulative Match Program Activities

2002-2003 1998-2003
Positions Number Oceupied  Positions Number Occupicd
Activity Or Projects  Or Expenditures Or Projects Or Expenditures
. Chairs 0 0 2 2

Professorships 0 0 2 1
Fetlowships 0 0 0 0
Scholarships 35 11 47 iR
Mission Support Projects 7 0 LO 3

Totals 42 13 61 24

Faculty and Si:aff Information

The majority of faculty hired using Endowment Match Program funds are female. A female
holds the currently filled endowed professor, while a male and a female hold the endowed chair
positions. Since 1998 three faculty positions have been funded or partially funded under the

auspices of the Endowment Match Programy; two-thirds of them being female. (See the following
table.)
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Gender of Endowment Match Program Faculty and Staff
As of June 30, 2003

Mate Female
Chairs 1 1
Professorsg 1] 1
Staff 0 0
Taotal 1 2

By way of comparison, Eastern’s instructional faculty are nearly equally divided among males
and fernales with 50.44% being male and 49.56% being female. Eastern’s faculty chair positions
are currently 61.76% male and 38.24% female. (The above numbers are reflective of the
incumbent faculty of Eastern Kentucky University as of December 31, 2003.)

As to race, the majority of faculty hired through the Endowment Match Program are White, non-
Hispanics, as can be seen in the following table.

Race of Endowment Match Program Faculty
As of June 30, 2003

White  African  Amer. Indian  Asian  Hispanic Total
American
Chairs 2 0 O 0 0 2
Professors | 0 0 ] 0 l
Staff 0 0 0 0 0 0
Total A 0 0 0 0 3

By way of cornparison, Bastern’s instructional faculty are currently 3.73% African American,
0.18% American Indian, 3.55% Asian/Pacific islander, 0.89% Hispanic and 91.65% White/Non-
Hispanic. Eastern’s faculty chair positions are currently 0.0% African American, 2.94%
American Indian, 0.0% Asian/Pacific Islander, 2.94% Hispanic and 94.12% White/Non-Hispanic.

(The above numbets are reflective of the demographics of incumbent faculty at Eastern Kentucky
University as of December 31, 2003.)

Student Information

While Easten Kentucky University places a strong emphasis on the equitable awarding of
endowed scholarship funds, the majority of recipients of funds from endowed scholarships
created or expanded by the endowment match program are white, non-Hispanic with fairly even
distribution among males and females. The following table reflects the collective demographics

of the above-discussed recipients.

Gender and *Race of Undergraduate Endowed Scholarship Recipients

As of June 30, 2003
White  African  Amer. Indian Asian Hispanic Total

American
Male 13 1 0 1 0 15

Az
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Female 19 0 0 1 0 20

Total 32 1 0 2 0 35

*Pleasc note that a recipient’s race is self reported by each respective recipient, {f no race is reported.
the default category is white, non-Hispanic.

By way of comparison, Eastern’s full-time undergraduate student enroltment is 40.88% male and
59.12% female. (Enrollment numbers pertaining to gender are numbers reported by Eastern’s
Division of Institutional Research for 2002.) Likewise, the ethnicity of Eastern’s undergraduate
student enrollment reflects 4.0% African American, 0.3% American indian (or Alaskan Native),
1.0% Asian (or Pacific Islander), 0.6% Hispanic and 90.0% White/Non-Hispanic. (Enrollment
numbers pertaining to ethnicity are numbers reported as a part of Eastern’s Demographic Profile
as of August, 2003.)

IL. Definitions

Match Program Diversity: Faculty

As reflected above, two-thirds of our endowed faculty positions, which have been created or
expanded by endowment matching funds, are filled by females and one-third by males. As such,
the positions funded in part by endowment matching funds are more gender diverse than the
overall gender diversity for faculty chairs at Eastern Kentucky University, and the female faculty
percentage significantly higher than the overall gender diversity of instructional faculty.

In addition, as is also reflected above, all of the endowed positions which have been funded, in
part, by the endowment match program are currenily filled by White/Non-Hispanic faculty
members. By comparison, 5.88% of faculty chair positions are filled by minorities while §.35%
of instructional faculty positions are filled by minotities. As will be stated below, Eastetn’s target
objective is to strive to have the ethnic diversity of the endowment match program funded
positions meet or exceed the level of ethnic diversity in, first, Eastern’s faculty chair positions
and then, hopefully, that of Eastern’s instructional faculty positions, subject to the general
provisions regarding objectives stated below.

Admittedly the number of endowed faculty positions funded, in part, by the endowment maich
program is small in comparison to the total number of university faculty positions. As Eastern
strives to increase its number of endowed positions, Eastern must continue with the objective of
striving to meet or exceed the overall diversity of the univers ity’s faculty, subject to the general
provisions regarding objectives stated below.

atch Program Diversity: Students

- As reflected above, 57.14% of students receiving scholarships funded, in part, by endowment
match funds are female while 42.86% of said students are male. This is essentially the same ratio
as that of the overall full-time student population with 59.12% of full-time studests being female
while 40.88% are male. As will be stated below, Eastern’s target objective is to strive to maintain -
the same level of diversity in its endowment match funded scholarship recipients as is reflected in

that of Eastern’s full-time student population, subject to the general provisions regarding
objectives stated helow.

A3
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[n addition, as is reflected above, the ethnic diversity of students receiving scholarships funded, in
part, by endowment match funds is essentially the same ratio as that of the overall full-time

- student population. The percentage of White/Non-Hispanic students is 90.0% for the overall full-
time student population and 91.42% for those students benefiting from the endowment match
program. The same is true for the percentage of Hispanic and American Indian students with the
overall full-time student population being minimally higher than that of the students benefiting
from the endowment match program.

The percentage of African American 1s slightly lower for students benefiting from the endowment
match program than that of the overall full-time student population, with 4.0% overall as
compared to 2.86% endowment match funded scholarships. However, the percentage of Asian
students benefiting from the endowment matching fund program is slightly higher than that of the

overall full-time student population, with only 1.0% overall as compared to 5.71% for the
endowment match funded scholarships.

As is the case with gender diversity, Bastern’s target objective is to strive to maintain the same
level of ethnic diversity in its endowment match funded scholarship recipients as is reflected in

that of Eastern’s full-time student population, subject to the general provisions regarding
objectives stated below.

IIL. Objectives
General Provisions

The target objectives stated herein are merely goals and are not quotas, not are they intended to
be quotas. The objectives do not permit Eastern Kentucky University to give preference to any
person in any action, employment or otherwise, on the basis of tace, color, religion, gender,
national origin, veteran status, or disability status.

Objectives are not intended to produce proportional representation or equal representation among
groups of people. Rather, the objectives herein seek to establish representation percentages at
least equal to the availability percentages for females, minorities and African Americans in each
job group, as the objectives relate to faculty positions, and in the each group of qualified
applicants for each specific endowed scholarship fund.

Match Program Diversity Obiectives: Faculty

As is addressed above, and as is reflected in the above-discussed demographic percentages,
Eastern’s target objective is to strive to have the gender and ethnic divessity of the endowment
maich program funded positions meet or exceed the level of gender and ethnic diversity of, first,
Eastern’s faculty chair positions and then, hopefully, that of Eastern’s instructional faculty
positions, subject to the above general provisions regarding target objectives.

Admittedly the number of endowed faculty positions funded, in patt, by the endowment match
program is stuall in comparison to the total number of university faculty positions. As Eastern
strives to increase its nunber of endowed positions, Eastern must continue to strive to meet or

exceed the overall diversity of the university’s faculty, subject to the above general provisions
regarding target objectives.

Match Program Diversity Objectives: Students
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As 18 addressed above, and as is reflected in the above-discussed demographic percentages,
Eastern’s target objective is to strive to maintain the same level of diversity in its endowment
match funded scholarship recipients as is reflected in that of Eastern’s full-time student
population, subject to the above general provisions regarding target objectives.

IV. Strategies and Costs

Eastern’s Diversity Plan regarding the funds which have been received as a part of the
endowment match fund program is but a small componeat of the collective diversity planning for
the University. Eastern’s University Diversity Office has and continues to invest considerable
time, effort and resoutces to promote a climate at Eastern Kentucky University which respects
and celebrates diversity. Strategies, and any necessary costs, are considered to be a part of and
are entirely consistent with the initiatives and efforts of Eastemn’s University Diversity Office as it
strives to promote diversity not only in regards to faculty positions and scholarship recipients, but
throughout all aspects of the University’s programs and services.

Should you have any questions concerning the information herein, please contact Eastern
Kentucky University's Division of University Development at 324 Jones Building, CPO 19A,
221 Lancaster Avenue, Richmond, Kentucky 40475 or by phone at (859) 622-1583.

A5



A3/@8/2864 A9:56 BAZETI1E36 CPE P&GE  BE

Kentucky State University
Diversity Plan for the Use of Match Program Funds

I. Assessment
A. Faculty and Staff

1. Gender of match program faculty and staff.

Since the endowment programs established by the Matching Gift program
have not been fully vested, as of this date no expenditures have been made
from the endowment fund accounts.

2. Gender of faculty and staff in overall University population.

Female: 51.0%
Male: 49.0%

3. & of match program faculty and staff.

Since the endowment programs established by the Matching Gift program
have not been fully vested, as of this date no expenditures have been made
from the endowment fund accounts.

4. Race of faculty and staff in overall University population.

African American:  50.9%

Cancasian; 46.7%
Asian: 2.1%
Hispanic: 0.3%

B. Financial Aid Recipients

1. Gender of match program financial aid recipients.

Stnce scholarship accounts created by the Matching Gift program have
had insufficient time to accumulate meaningful interest earnings, as of this
date no expenditures have been made from the endowment scholarship
fund accounts.

2. Gender of financial aid recipients in overall University poputation,

Female: 55.5%
Male: 37.8%
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3. Race of match program financial aid recipients.

Since scholarship accounts created by the Matching Gift program have
had insufficient time to accumulate meaningful interest earnings, as of this
date no expenditures have been made from the endowment scholarship
fund accounts.

4. Race of financial aid recipients in overall University population,

African American:  74.3%
Caucasian: 24.5%

II. Definition

As of June 30, 2003, 41.5% of all full-time faculty employed by Kentucky State
University were women. Kentucky State considers a target of 40% of match
program faculty to be a reasonable farget among its match program faculty. This
will maintain the same gender diversity among match program faculty as exists
among all faculty members on the University’s campus.

As of June 30, 2003, 40.8% of all fuli-time faculty employed by Kentucky State
University were considered to be from racial minority groups (African
Americans, Hispanics, Asians, and Others). Kentucky State considers a target of
50% to be a reasonable target among its match program faculty. This will
maintain the University’s goal to continue to be one of the most racially diverse of
Kentucky’s public higher education institutions.

During the Fall 2003 Semester, 61.8% of the University’s student body was
female. Kentucky State considers a target of 60.0% for female recipients of
match program scholarship funds to be reasonable. This will mirror the
University’s student body as a whole.

During the Fall 2003 Semester, 68.0% of the University’s student body was
represented by minority students (African Americans, Hispanics, Asians, and
Others). Kentucky State considers a target of 75.0% for minority recipients of
match program scholarship funds to be reasonable. This will generally mirror the
University’s financial aid student profile.

III. Objectives

A. Objective for gender diversity among match program faculty:  40%
B. Objective for racial diversity among match program faculty:  50%
C. Objective for gender diversity among match program financial

aid recipients; 60%
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ID. Objective for racial diversity among match program financial
aid recipients: 75%

IV. Strategies

Kentucky State University is considered one of the most racially diverse of
Kentucky's eight public higher education institutions. In this regard, the
University has a long history of attracting minority faculty members and minority
students to its campus. The strategies and tools that the University has utilized for
many years will continue to be implemented, and strengthened if need be, in order

to maintain and/or to achieve its stated diversity objectives for its match program
fonds. '

V. Cost

No additional costs for implementing the University’s diversity strategies are
anticipated.

Aas
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Morehead State University
Endowment Match Program
Diversity Plan

ASSESSMENT:

The following two fables show the status of program diversity at Morehead State
University as of June 30, 2003. It should be noted that the data is as measured in the
fall semester of academic year 2002-2003 which represents the recognized, official data
as of June 30, 2003, for reporting purposes for CPE, IPEDS, and other annual report
requirements.

Faculty & Endowment Match Program

Falf 2002 % of Total NG, % No. %
Tatal Female Female Afr-Amer | Afr-Amer
| Ali Faculty | 356 100.0% 146 41.0% 7 2.0%
Endowrnent '
Match 4 1 25.0% 0 0.0%
Faculty

For the reporting period, only four proferssorship endowments had accumulated

sufficient principal to support an award. The four faculty position awards represent
1.1% of the University's faculty for 2002/2003.

There are no endowments for staff positions at the University.

Scholarships & Assistantships & Endowment Match Program

Fall 2002 | % of Total | No. % No, %
Total Female Female Afr-Amer | Afr-Amer
Undergraduate
Enroliment 7,705 100.0% 4,633 60.1% 285 37%
All Scholarships
3,949 51.3% 2,438 61.7% 129 3.3%
Endow Match
Scholarships 15 12 80.0% 0 0.0%
Graduate
Enrollment 1,685 | 100.0% 1,154 68.5% 14 0.8%
Full-Time 297 17.6% 170 57.2% 14 5.2%
All
Assistantships 77 4.6% 45 58.4% 4 5.2%
Endow. Match '
Assistantships 1 0 0.0% 0 0.0%

A total of 15 Endowment Match Program funded undergraduate student scholarships
.hav.e been aw_:an:lad by the University. Those 15 represent only 3.8% of the total 3,949
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institution-based scholarships that were awarded in 2002/2003. Of the 15 scholarships,
12 went to females who comprised 61.7% of the total undergraduate enrollment. While
there were no awards from the 15 Endowment Match Program scholarships made to
African-American students, for 2002/2003, 129 other scholarship awards were made to
the total 285 African-American undergraduate students at the University last year.

There was only one graduate assistantship awarded in 2002/2003 with funding from the
Endowment Match Program. The award was made to a white, male graduate student.

DEFINITIONS & OBJECTIVES:

This section of the plan examines the reascnable levels of gender and racial diversity
that should be attained by the University in the awarding of endowed scholarships,

assistantships, and chairs/professorships funded in part through the CPE Endowment
Match Program.

Reasonable Level of Gender Diversity Among Malch Program Faculty

The University has demonstrated its commitrment to increasing the number and
proportion of female faculty over the past several years. Qver the past four years, the
number and percent of female faculty has risen significantly from 114 up to 146 and
increasing in proportion from 35.6% to 41.4% of the total facuity. 1t would be

reasonable to strive to have at least 40% of any available endowed faculty positions to
be filed by females.

Reasonable level of Racial Diversity Among Match Program Faculty

The University has a never-ending challenge in its efforts to recruit and retain African-
American faculty members. For 2002/2003, the University has seven African-American
faculty members representing 2.0% of the total facuity. Consistent with the small
numbers involved, it would be reasonable to secure af least one minority faculty
member in an endowed faculty position.

Reasonable Level of Gender Diversity Among Match Program Scholarships and
Assistaniships

Considering that the total undergraduate student enroliment has been approximately
60% female over the past several years, it would be reasonable to expect that 60% of

{he Endowment Match ngrarn scholarships be awarded fo female undergraduate
students

Assistantships are only awarded to full-fime graduate students. An examination of full-
time graduate enroflment shows that almost 60% have been female students over the
past several years. Therefore, it would be reasonable that 60% of the Endowment
Match Program assistantships be awarded to female graduate students.

Reasonable Level of Racial Diversity Among match Program Scholarships and
Asslstantsh:ps
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For the past several years, three to four percent of our undergraduate enrcliment has
been African-American and approximately 4% of full-time graduate students are African--
American. In order to maximize the impact of being able to offer endowed scholarships
or assistantships when recruiting raciai-minority students, it would be reasonable and
most productive to esfablish the number of endowed scholarships and assistantships at
a level exceeding the current enroliment levels of African-American students.

OBJECTIVES:

Based on the examination of current data and the descriptions presented in the
previous section. The following table presents the objectives for the University. It must
be noted that the objectives for all endowments are based on assumption that the state
will continue to fully fund the Endowment Match Program.

Obiectives For Endowment Match Program — Diversity

Current* Objective
2007/2008
Faculty Endowments 4 10 |
Gender Diversity 1 4
Racial Diversity - 0 T 2
Endowed Scholarships 15 25
Gender Diversity 12 15
Racial Diversity 0 4
Endowed Assistantships 1 5
Gender Diversity 3
Racial Diversity 0 1

*As of June 30, 2003.

STRATEGIES:

There are a varisty of initiatives and strategies that the University has already

implemented or will be implementing to enable the University to meet the objectives
identified above:

« Through the annual programs and events sponsored by the Southern Region
Education Board and other higher education organizations, the University is very

actively engaged in recruiting African-American faculty members and graduate
students.
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+ Funds have been placed in the current budget to fully fund five graduate
assistantships that are reserved for African-American graduate students.

« The objectives identified in this plan will be included in the University's strategic
~ plan goals and objectives and annual EEQ objectives.

+» Establishment of the Minority Recruitment and Marketing Task Force has
resulted in:

o Development of marketing materials and strategies targeting African-
American potential students

o Focusing stronger efforts on college fairs

o Providing scholarships dedicated to attracting students involved in the
Black Achievers Programs in Lexington and Louisville.

* Maintaining the appreciable progress made in the past four years in attracting
greater numbers of female faculty members.

12
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ENDOWMENT MATCH PROGRAM

DIVERSITY PLAN ~ MURRAY STATE UNIVERSITY

FACULTY

Assessment

As of June 30, 2003, Murray State University had two endowed chaits and four
professorships that were created as a result of the Regional Umversity Endowrnent Trust
Fund (RUETF). None of the Chairs or Frofessorships had been filled at that date, but the
Arthur J. Bauernfeind Chair in Business was filled on August 15, 2003, by a white male.
Table 1, which follows, shows the current ethnic/gender demographic profile of full-time
faculty at Murray State University.

Table 1
Profile of Faculty by Gender and Race
Az of June 30, 2003

Percent
Na. of of
Full-Time Total

Race
Male 270 62.79%
Female 160 37.21%
Total 430 100.00%
Ethnicity
White:, Non-Hispanic 07 92.33%
Black ‘ 14 3.26%
Hispanic {(Non-White) 5 1.16%
Asian/Pacific Islander 14 3.26%
American Indian/Alaskan Native v} 0.00%
Total 430 100.00%
Definition

Based on the University’s gender/ethnicity profile and the number of endowed chairs and
professorships established through the RUETF program, a reasonable level of gender
ethnicity would be a total of two female faculty occupying an endowed chair and/or a
professorship. A reasonable level of racial diversity would be one African American or

- other underrepresented minority faculty member oceupying an endowed chair or a
professorship. As the diversity plan matures over time, the gender/ethnicity profile may
be refined by assessing the available pools of qualified female/minority candidates in
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each of the academic disciplines represented by the endowments. It is the feeling of the
Committee developing Murray State’s Diversity Plan that this would be a more valid
measure of reasonable levels of diversity.

Ohjectives

With Murray State’s remaining unfilled endowed chair only having had funding available
for investment for less than half a year and the professorships having average
accumulated earnings of $14,632 as of June 30, 2003, filling these positions has been
delayed pending the accumulation of sufficient funding levels to attract suitable
candidates and satisfy the requirements of the endowments. The overall objective for the
program is to have all these positions filled by fiscal year end 2007-08.

Based on the definition of reasonable diversity articulated in the preceding section,
Murray State actively seeks to increase the proportion of women occupying endowed
chair and endowed professorship positions to 33% by fiscal year 2007-08 and the

propostion of African American and/or other underrepresented minonities to 17% by
fiscal year 2007-08.

Strategies

Murray State has and will implement a number of strategies to accomplish the above
objectives.

Advertising Strategies
* The University will place advertisements for faculty openings in the Chronicle of
Higher Education (a minimum of six block advertisements per academic year
which predominantly identifies Murray State University).

* The University will place selective advertisements in Black issues in Higher
Education.

* The University will continue to post to the Chronicle s Job-Web Listings which
provides an in-depth university profile with multiple university linkages along
with a 30-day listing of every open position.

The University will post all position openings to HigherEdJobs.com listings.

» The University will place advertisements on America’s Job Bank as well as on the
University Human Resources page.

*+ Professional contacts will be made to identify candidates with the requisite skills
from a particular discipline that might not ordinarity consider higher education.

Additional Communication Strategies

¢ All university procedures to hire including affirmative action and equal
opportunity directives must be followed to fill these vacancies. For each endowed
chair or professorship opening, an evaluation will be conducted to determine the
level of diversity present in the qualified pool of candidates. This evaluation wiil
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be completed to determine if re-advertising and/or other recruitment activities
must occur before the position is filled. .

The University will continue to purchase the Minority and Women Doctoral
Directoty (or another directory of similar guality) and with each faculty vacancy
will make available the appropriate section to the respective search committees
and/or dean/chair to use in sending personal letters to these respective individuals
along with a printed copy of the faculty vacancy.

All African- American candidates will be linked with the Office of Equal
Opportunity during the interview process. Included in this link will be exposure
to other African-Amertcan faculty, staff and students.

The University will continue to provide Black issues in Higher Education to its
administrative staff as well as all academic colleges and the School of

. Agriculture,

“Grow Our Own” Strategy

The Deans’ Offices will work with the Provost’s office in providing assistance to
current MSU minority and women faculty/staff in working toward master’s
degree and doctoral degree completion (i.e., “grow your own” strategy).

Developing Partnerships and Networking Strategies

Costs

University personnel will continue to participate in regional/national conferences
on diversity.

The University will tie into the resources of the Southern Regional Education
Board (SREB) to identify doctoral candidates.

The University will gather information and compile resources to target other

universities with high populations of Afiican American and other minority
students.

Incremental costs associated with these initiatives would come primarily in specialized
Job advertisernents and subscriptions and for the time horizon determined in the
Objectives for this program would amount to approximately $10,100 assuming current

rates.
Specific Job Advertisements in the Chronicle of Higher Education 2,700
Job Advertisements in Black Issues in Higher Education 3,400
Travel and Associated Costs for Diversity Conferences 4,000
Total

310,100
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FINANCIAL AID

Assessment

As of June 30, 2003, Murray State University had five endowed scholarships funded
from the RUETF state matching program. It was decided that gender/race profiles of the
student population at large, those students receiving scholarships and those students
receiving RUETF endowed scholarships would be a useful starting point for determining
reasonable diversity levels for scholarship awards and for setting objectives and strategies

for successfully attaining these levels, The three different gender/race profiles are given
in the three tables that follow.

... Prafile of Student Body by Gender and Race
. Faltzoos

T aose%
o ., 60.44%,
[ 10,100 0 . 100.00%;

Hispanic (Non-While]
Asian/Pacific Islander
America Alaskan Native

8o’ 0.79%
. 10,100 "100.00%

.

Table 3
Gender/Race Profile of Scholarship Awards by Individual Student
As of June 30, 2003

Male Pearctyg. Femala Percly. Total Percty.
Race
White, Non-Hisparic 777 86.53% 1,327 B6.51% 2,104 B86.51%
Black 85 6.12% 83 5.41% 138 5.67%
Hispanic (Non-White) 5 .56% 11 0.72% 16 0.66%
Asian/Pacific Istander ;) G.89% 18 1.17% 26 1.07%
American Indian/Alaskan Native e} 0.00% 0 0.00% 0 0.00%
Other 53 5.90% 95 6.19% 148 6.09%
Total ‘ /05 100.00% 1,534 100.00% 2,432 100.00%
Percentage by Gender 36.92% 63.08% 100.00%
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Table 4
Gender/Raca Profile of RUETF Endowment Scholarship Awards
As of Juna 30, 2003

Male Percty. Female Perctg. Tatal Percty.
Race
White, Non-Hispanic 103 97.17% 237 98.34% 340 97.98%
Black 3 2.83% 0 0.00% 3 0.86%
Hispanic (Non-Whiie) 0 0.00% 2 0.83% 2 0.58%
AstaryPacific Islander Q 0.00% 2 0.83% 2 0.58%
American indian/Alaskan Native 0 0.00% 0 0.00% 0 0.00%
Total 106 100.00% 241 100.00% 347 100.00%
Pearc. by Total Gender 30.55% 69.45% 100.00%
Definition

A reasonable level of gender diversity in the awarding of scholarships would be to reflect
the gender profile of the current student body which is 39.56% male and 60.44% female
as indicated in Table 2. Likewise, a minimum reasonable level of racial diversity in the
awarding of scholarships should also mirror the student body profile presented in Table 2.

Objectives

Table 4 demonstrates that the proportions of RUETF endowed scholarships awarded to
females (69.45%) is greater than the percentage of females comprising the student body
(60.44%) and even greater than the overall percentage awarded of (63.08%) (Table 3).
Since a reasonable level of gender diversity in the awarding of scholarships as defined
above is actually being exceeded, the objective is ta continue to monitor this datum to
assure that a reasonable level continues to be maintained,

Table 3 indicates that the overall awarding of scholarships fairly closely approximates the
student body racial diversity profile, although the awards to Black students are slightly
less than .5% compared to the overall student body mix. However, the percentage of
RUETF endowed scholarship awards to Blacks is substantially less than the percentage of

Blacks in the overall studént body as weli as the overall percentage of scholarship awards
to Blacks.

The raciat diversity objective is, therefore, to increase the number of RUETF scholarship
awards to African-Americans to at least equal the percentage of Blacks comprising the
student body by the end of fiscal year 2007-03.
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Strategies

The University will work with donors to make the conditions of ehmbility more flexible
in awarding schotarships. This will allow the institution to award these scholarships to a
morte diverse student body. For example, one of the RUETF endowed scholarships

stipulates that awards can only go to graduates from accredited high schools in Calloway
County.

The University Scholarship Office will proactively coordinate with the following

individuals to identify African Americans who can qualify for RUETF endowed
scholarships:

* The Assistant Vice President for Student A ffairs who also administers financial
aid to minority students.

* The Teacher Quality Institute’s Coordinator for Minority Recruitment and
Retention.

* The Assistant Director of School Relations for African American Recruitment.

Through the efforts of the University's School Relations and Scholarship offices, a new
Impact Award Process has been implemented. All admissions counselors are empowered
to offer preliminary scholarships to eligible Kentucky African-American students,
Counselors come into contact with many outstanding students during school visits. A
Murray State University admissions counselor can, verify a student’s academic credentials
with the school counselor and provide him or her with an official document that offers a
particular scholarship award contingent upon completion of the application process and
maintenance of the student’s current academic performance level. This is an excellent
recruitment tool and allows students to be aware of their options sooner. To the extent

that donor stipulations allow, the RUETF endowed scholarships will be integrated into
this recruitment effort.

This collaboration will produce positive synetgues as the increased availability of
scholarships should help further the University’s efforts in recruiting and retaining
minority students while inclusion of the RUETF endowed scholarships in these focused
recruitment and retention efforts should better allocate endowed seholarship awards in
accordance with the University's racial diversity objectives as detailed above.

Costs

The primary additional cost to these activities will be the increased time dedicated to
these efforts by the key individuals involved in the collaborative effort described above.,
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Table 1: Positions Funded by Endowment Match Program by Race and Gender as of June 30, 2003

Male Female
Total Total Mat. Hisp./ IMat. Hizp./
Position, Total Male Female | White | Black Asiat Amex, Latino | White Black Asian Amer Latino
Chairs a Q /] 1] 0 0 1] 1] 4]
Profestors 2 1 i 0 I [ 0 0 0
Total 2 1 { o] 0 V] 0 Q ]
Percent 10084 0% 50%% 0% 0% 0% 0% 0% 0% 0% 0%
Table 2: Race and Gender of Full-time Faculty in Overall University (As of Fall 2002)
Ttal
Non-fies Mala Female
Total | Totml | Alien Total Net | Hisp. Nat | Hisp/
Male Female | White Black | Asian | Amer | Lating White | Black Asian Amer | foung
Total 505 277 L] 228 240 13 13 (] 5 199 I3 i3 4] 1
Y% 100%4 54.8% 1.¥% 45 1% " 47.5% 2.5% 2.5% 0.0% el 39.4% 2.5% 2.5% 0% A9%

B. Financial Aid Recipients

IL. DEFINITION OF REASONABLE LEVELS OF DIVERSITY

A. Reasonable Level of Gender Diversity Among Match Program Faculty

As of June 30, 2003 50% of the endowed faculty positions funded through the Endowrment Match
Program were held by women and 50% were held by men. During the same period, 45.1% of the
full-time faculty of the University were female, while nationally, according to the National Center for
Education Statistics=s Diges¢ of Education Statistics 2002 report, only 37.2% of full-time faculty
- positions are held by women. Given its record of success in achieving gender diversity among the Match
Program position holders and the University as a whole, the University believes a reasonable target for
the proportion of women occupying such positions is 50%.
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B. Reasonable Level of Racial diversity among Match Program Faculty

As of June 30, 2003, both of the faculty holding Match Program positions were white, while the full-time
faculty overall was 5.1% African-American, 5.1% Asian/Pacific Islander, 1.2% Hispanic/Latino, and 86.9%
white. Minorities in aggregate comprised 11.4% of the total and non-resident aliens wete represented at a
rate of 1.5%. No Native American faculty were identified. At the same time, according to the National
Center for Education Statistics=s Digest of Education Statistics, nationally the pool of full-time
postsecondary faculty was 82.7% White non-Hispanic, 4.9% Black non-Hispanic, 2.7% Hispanic, 5.7%
Asian or Pacific Islander, and .43% American Indian/Alaskan Native. Minorities in aggregate comprised
14.4% of the total. As national statistics on postsecondary diversity are 1argely the standard by which the
University establishes its EEQ objectives, and, in this case, as they generally exceed institutional diversity

statistics, the University believes that they serve as the most reasonable target for racial diversity among
Match Program faculty.

C. Objectives for Gender Diversity among Match Program Financial Aid Recipients

In spring 0f 2003, the ratio of males and females among all full-time degree-seeking students was 42 4% and
57.6% respectively and the gender ratio of scholarship recipient’s university-wide approximated those
proportions with males receiving 40% and females, 60%, of schiolarships. The gender diversity of the
Endowment Match funded scholarship recipients of who 44% are male and 56% are female, are very closely
in line with those statistics. The University believes that the Endowment Match scholarship allocations,
like all its scholarship allocations, should continue to mirror enrollment.

D. Objectives for Racial Diversity among Match Program Financial Aid Recipients

Northern Kentucky University believes it is reasonable to expect that the diversity of Endowment Match
scholarship recipients would mirror the proportions of white and ethnic minority students among all
full-time degree-seeking students by fiscal year end 2007-2008.

Table 3: Race and Gender of Endowment Match Scholarships Recipients (As of Fall 2002)

Total
Non-Res Mals Female
Total Alien Total Nat, Hisp./ Mat. Hisp/L
Tofal Mala Female | White Black | Asian Amer, Latino White | Biack Asian Amer ating
Total ‘
55 4+ 6* EY R 19 @ 1 0 0 214 i) [ 0 0
Ya
0% ¢t 43.6% 10.9%4 56.3% | 345% 0% 1.5% 0% 0% 47.2% 0% . 0% 0% %%

*Of the Non-Resident Aliens - - 4 are male and 2 are female
**Not all recipients reported their race

NEKU currently budgets $488,700 specifically for minority students.
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Table 4: Scholarship Recipients Within the Overall University Population (Fali 2001 thru Summer 2002)
Totai
Mon-Fez Male Female
Total { Alien Total . Nat. Hizp./ Mat, Hisp/
Total Male Female { White Black Asian | Amer. | Latino { White Black Asian | Amer | e
]
Tota. 934 338 16 5492 133 22 1 L 2 491 59 ¢ 4 3
* 1009 39.6% 1.6% 60.4% 31.98% 2.24% 10% 0% i 30.1% 6.02% 93% 41% 3

NOTE: Not all recipients reported their race.

III. OBJECTIVES

A. On the basis of reasonable definitions of diversity, Northern Kentucky University seeks to maintain the
proportion of wornen holding Endowment Match Program positions at 50% by fiscal year end 2007-2008.

B. Using the latest data from the National Center for Education Statistics as the standard, the University
secks to bring the proportion of minorities in Match Program positions to 14.4%, reflecting individual goals
of 4.9% for Black non-Hispanics, 2.7% Hispanics, 5.7% Asian or Pacific Islanders, and .43% American
Indian/Alaskan Natives, by fiscal year end 2007-2008.

C. A reasonable diversity objective for the University’s Endowment Match Program scholarship
allocations is equal to the proportion of males and females among all full-time degree-seeking students:
42.4% males and 57.6% females this should be able to be achieved by year end 2007-2008,

D. A reasonable diversity objective for the University’s Endowment Match Program scholarship
allocations is equal to the proportion of white and ethnic minority students among all full-time
degree-seeking students: 92.6% White, 5.4% Black, .85%Asian, .2% Native American, and .86%
Hispanic/Latino this should be able to be achieved by year end 2007-2008.

IV. STRATEGIES

A. "[‘11e University will seek to reach its objectives for faculty diversity within Match Program positions,
by continuing to employ the following creative strategies already in place;

1. The Division of Academic Affairs has distributed hiring guidelines, AHiring for Diversity,@
to all academic departments to instruct them in the proper use of University employment
policies and procedures and in the use of affirmative recruitment and hiring principles.

2. Special efforts will continue to be made to include minority and female employees as well as
members of the Affirmative Action Committee on all faculity hiring committees.

3. Individual minority and female employees and the Black Faculty and Staff Association as a
whole are encouraged to nominate or refer potential applicants for faculty openings.
4. The Director of the Office of Affirmative Action meets with every faculty search committee

to advise them of the University=s equal opportunity program and of creative strategies for
the recruitment of women and minority faculty.
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10.

11.

All faculty search committees are required to submit to the Qffice of Affirmative Action an
Affirmative Action Requisition Form, documenting the recruitment area of the search,
qualifications sought, specific efforts which will be employed to attract women and
minorities to the pool and the proposed job advertisement (see Appendix D).

All requests to hire regular faculty must be submitted through an Affirmative Action Hiring
Form, documenting the rationale for the selection, and be approved by the department head,
dean, Director of Affirmative Action, and the Office of Provost and Vice President for
Academic Affairs.

When appropriate faculty position openings are advertised in national publications that
target minority readers, such as Black Issues in Higher Educarion. In addition, they are
routinely advertised in national publications such as the Chronicle On Higher Education.

Faculty search committees have access to two national online directories through the CIC
Directory of Minority Ph.D. and M.F.A. Candidates and Recipients and the National
Minority Faculty ID Program, as well as to the Minority and Women=s Doctoral Directory,
which allow them to screen the resumes of minority and female graduate degree candidates
and recipients and thereby identify potential candidates.

To enhance the University=s access to a pool of well qualified minority faculty applicants
the University has made a recurring budgetary commitment to participate in the Southern
Regional Education Board=s Compact for Faculty Diversity, and to sponsor doctoral
students who aspire to teach on the postsecondary level.

The University=s Authorized Priority Hire Policy, implemented by the Office of Provost and
Vice President for Academic Affairs, represents an effort to increase the utilization of
minotity and women faculty in those job groups where they are underutilized. The policy
permits academic departments to offer, without the benefit of a search, a tenure-track faculty

appointment to individuals who have otherwise demonstrated outstanding qualifications to
teach at the University.

The Office of the Vice President for Academic Affairs and Provost maintains a funding pool
with which to augment faculty salaries for recruitment purposes, in addition to a budget pool
to enable academic departments to take advantage of targeted hiring opportunities.

B. The University will seek to reach its objectives for diversity among Match Program Scholarship
recipients by employing the following strategies:

L

The Office of Student Financial Assistance will promote these scholarships in the annual
Scholarship/Award Booklet and the Admission View Book.

The scholarships will appear on the Office of Student Financial Assistance Homepage.

The Office of Admissions will continue to advertise the existence of all scholarship
opportunities during their recruitment activities.

E fI‘hc Office of Aﬁi@aﬂ-‘Améﬁcan Smdent Affairs & Ethnic Services Ofﬁcc will continue to
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actively encourage all students of color to explore and apply for institutional scholarships.

5. NEKU will communicate these scholatships widely to both the internal and external
communities. : -

V. COST

Cost associated with advertisements for each position will range from $500 to $800 depending on length of

ad and how often it is posted. The publications to be used for advertisements are: Black Issues In Higher
Education and The Chronicle of Higher Education.

Etforts to ensure that the Endowment Match scholarships are equitably awarded will not result in additional
costs to the University.
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University of Kentucky
Research Challenge Trust Fund (RCTF)
2003 ENDOWMENT MATCH PROGRAM
DIVERSITY PLAN

In accordance with the Research Challenge Trust Fund (RCTF) Endowment Match
Program Diversity Plan Guidelines and the Commonwealth of Kentucky's 2003 Budget
Bill (HB 269), the University of Kentucky proposes the development and implementation
of this plan to achieve reasonable diversity in the recruitment and retention of women,
African Americans, and other underrepresented minorities for positions funded by the
Endowment Match Program, including fellowships.

L ASSESSMENT

As of June 30, 2003 the current level of program diversity comparing gender and
race of Endowment Match Program faculty, staff, and fellowship recipients with
those occupying similar positions or receiving awards in the University of Kentucky
population is shown in the following tables.

2002-2003
Gender of Endowment Match Program Faculty

MALE FEMALE
Total NUMBERIPERCENT  NUMBER|PERCENT

RCTF FACIULTY 129 106 82 2% 23 17 8%

UNIVERSITY TENURED :

FACULTY 1,222 9024 75.6% 298 24.4%

Endowment Match Program faculty are 82.2 percent male, compared to 75.6
percent for the University of Kentucky tenured faculty as a whole. Brdowment
Match Program faculty are 17.8 percent female, compared to 24.4 percent for the
University of Kentucky tenured faculty as a whole. Women faculty appointments in

E& ?ndowment Match Program are 6.6 percent below all University tenured female
culty, |

24



A3/@8/2864 A9:56 BAZETI1E36 CPE PaGE

2002-2003
Gender of Endowment Match Program Staff
MALE FEMALE
Total NUMBER|PERCENT  NUMBER|PERCENT
RCTF STAFF 249 132 53.0% 117 47.0%
UNIVERSITY STAFF 9,002 3,169  34.9% 5923  651%

The data indicate Endowment Match Program staff are 53.0 percent male, 47.0
percent female. Overall University of Kentucky staff are 34.9 percent male, 65.1
percent female.

2002-2003
Race of Endowment Match Program Faculty

WHITE ALL MINORITIES BLACK
TOTAL NUMBER|PERCENT NUMBERIPERCENT NUMBER[PERCENT

RCTF FACULTY 129 107 82.9% 22 17.1% 3 2.3%
UNIVERSITY
TENURED FACULTY 1,222 1,086 88.9% 136 111% 44 3.6%

Endowment Match Program faculty by race comparison data are listed as white, all
minorities, and black. Black faculty are also included in the all minorities data. The
data indicate that the 129 Endowment Match Program Faculty are 82.9 percent
white, 17.1 percent minority, and 2.3 percent black. This compares to 1,222

University tenured faculty that are 88.9 percent white, 11.1 percent minority, and
3.6 percent black.
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2002-2003
Race of Endowment Maich Program Staff

WHITE ALL MINORITIES o BLACK
TOTAL  NUMBER|PERCENT NUMBERPERCENT NUMBER|PERCENT

RCTF STAFF 249 187 751% 62 24.9% 15 6.0%

UNIVERSITY STAFF 9,092 7,758 B5.3% 1334 14.7% 1,053 11.6%

An assessment of Endowment Match Program staff by race compares RCTF staff
with overall University of Kentucky staff. The data indicate RCTF staff are 75.1
percent white, 24.9 percent minority, and 6.0 percent black, This compares to

overall University staff of 85.3 percent white, 14.7 percent minority, and 11.6
percent black. ‘

2002-2003
Gender of Endowment Match Program Fellowship Recipients

MALE FEMALE
Total NUMBER|PERCENT NUMBER|PERCENT
.RCTF FELLOWSHIP 155 H 58.7% 64 41.3%
RECIPIENTS
UNIVERSITY FELLOWSHIP 529 263 49.7% 266 50.3%
RECIPIENTS

RCTF Endowment Match Program fellowship recipients by gender are 58.7 percent
male and 41.3 percent female. This compares to all University of Kentucky
fellowship recipients in RCTF academic disciplines that are 49.7 percent male and
50.3 percent female. The numbers indicate a greater proportion of RCTF financial
aid recipients are male. This may be due partially to the fact that some non-RCTF
fellowships are designated specifically for women which may result in a larger

percentage of the available poot of female graduate students receiving those
fellowships.
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2002-2003
Race of the Endowment Match Program Fellowship Recipients

WHITE ALL MINORITIES BLACK NOT SPECIFIED
TOTAL NUMBER |PERCENT NUMBER ‘PERCENT NUMBER |PERCENT NUMBER |PERCENT

RCTF FELLOWSHIP 155 114 73.5% 41 26.5% 5 3.2%

RECIPIENTS

UMNIVERSITY

FELLOWSHIP 529 283 53.5% 1326 28.7% a6 16.3% 110 20.8%
RECIPIENTS

An assessment of Endowment Match Program fellowship recipients by race
indicates 73.5 percent white, 26.5 percent minority, and 3.2 percent black.
University of Kentucky fellowship recipients in RCTF academic disciplines are
33.3 percent white, 25.7 percent minority, and 16.3 percent black. The numbers
indicate the greatest disparity being 13.1 percent fewer RCTF black fellowship
recipients than University black fellowship recipients.

The disparity may be partially explained by the structure of the fellowships given
by the Graduate School. The Office of Recruitment provides aid to graduate
students from underrepresented areas with a focus on African American students. It
is also important to note that enrollment figures for resident African American
students show the University has surpassed its enrollment goal for graduate
students. As of 2001-02, graduate enrollment of African American Kentucky
residents was at 130 percent of the University’s goal in the 1997-2002 Kentucky
Plan for Equal Opportunities in Postsecondary Education.

I DEFINITION

Reasonable Level of Gender Diversity among Endowment Match Program
Faculty

As of June 30, 2003, 24.4 percent of all tenured faculty employed by the University
of Kentucky were women. The proportion of women occupying endowed chairs
and professorships funded through the Endowment Match Program was 17.8
percent. Based on these figures, the University of Kentucky considers a target of
24.4 percent female RCTF faculty to be a reasonable level of gender diversity
among its Endowment Match Program faculty.

Reasonable level of Racial Diversity among Endowment Match Program Faculty

As of June 30, 2003, 11.1 percent of all tenured faculty employed by the University
of Kentucky are minority, including 3.6 percent black. The proportion of minorities
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III.

occupying endowed chairs and professorships funded through the Endowinent
Match Program is 17.1 percent minority, including 2.3 percent black. The
University of Kentucky considers a target of 11.1 percent all minorities and 3.6
percent African American to be reasonable levels of racial diversity among
Endowment Match Program faculty. Having surpassed the target for minorities by

6 percent, the University must focus on the underutilization of RCTF African
American faculty.

Reasonable level of Gender and Racial Diversity among Endowment Match
Program Staff

Gender and race of Endowment Match Program staff should be the same as the
University of Kentucky goals established per job category. An analysis of overall
staff does not provide detailed information related to the duties and level of
responsibility employees perform. Thus, the University shall further analyze RCTF
staff, and establish goals that are equivalent to actual University-wide diversity
indicators per job category.

Reasonable Level of Gender Diversity among Endowment Match Program
Fellowship Recipients

As of June 30, 2003, 50.3 percent of all University fellowship recipients in RCTF
academic disciplines were ferale. The proportion of fernale Endowment Match
Program fellowship recipients was 41.3 percent. Based on these figures, the
University considers a target of 50.3 percent female to be a reasonable level of
gender diversity among the Endowment Match Program fellowship recipients.

Reasonable Level of Racial Diversity among Endowment Match Program
Fellowship Recipients

As of June 30, 2003, 16.3 percent of all University fellowship recipients in RCTF
academic disciplines are black. The proportion of black Endowment Match
Program Fellowship Recipients is only 3.2 percent. Based on the significant
variance, the University must conduct further analysis of the RCTF-funded
positions to determine a reasonable level of racial diversity among the Endowment

Match Program fellowship recipients.

OBJECTIVE

Objective for Gender Diversity among Endowment Match Program Faculty

The University of Kentucky actively seeks to make continuous progress toward

‘increasing the proportion of women occupying endowed chair and endowed

professorship positions funded through the Endowment Match Program from 17.8
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percent in 2002-03 to 24.4 percent in 2006-07. This objective is consistent with the
proportion of University of Kentucky tenured women faculty.

Objective for Racial Diversity among Endowment Match Program Faculty

The University of Kentucky actively seeks to make continuous progress toward
increasing the proportion of African Americans occupying endowed chair and
endowed professorship positions funded through the Endowment Match Program
from 2.3 percent in 2002-03 to 3.6 percent in 2006-07. This objective for African
- American faculty is consistent with the proportion of University of Kentucky
tenured African American faculty.

Objective for Gender and Racial Diversity among Endowment Match Program
Staff

As previously stated, gender and race of Endowment Match Program staff should
be consistent with the University’s actual diversity ratios for each job category.
The objective is to completeé an in depth analysis of staff by job category and
establish RCTF diversity goals for staff in 2003-04.

Objective for Gender and Racial Diversity among Endowment Match Program
Fellowship Recipients

The gender and race of Endowment Match Program fellowship recipients should
reflect the overall gender and race of Fellowship Recipients in RCTF specific
academic disciplines. The goal is to make continuous progress in the proportion of
women and African Americans receiving RCTF matching funds equivalent to the
total University Fellowship Recipients in RCTF academic disciplines in 2006-07.

STRATEGY

The following Endowment Match Program Diversity Plan strategies will allow the
University to attain its objectives:

Strategy I: Establish a Research Challenge Trust Fund Diversity Committee
charged with implementing and monitoring the RCTF Diversity Plan, This
committee shall provide annual updates of plan implementation to University
officials, including an assessment of progress and initiatives for each goal.

Strategy II: Inaccordance with the UK Strategic Plan Goal V: Nurture Diversity
of Thought, Culture, Gender and Ethnicity, the University will create a diverse,
multicultural community of scholars and learners by ensuring adequate

representation of women and minorities on faculty and student selection
committees. . '
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Strategy III: In accordance with the UK Strategic Plan Goal III: Attract, Develop
and Retain a Distinguished Faculty, the University will increase the diversity of the

applicant pool for facuity positions by publishing job announcements in media
which target women and minorities.

Strategy IV: In accordance with the UK Strategic Plan Goal III: Attract, Develop
and Retain a Distinguished Faculty, the University will develop and implement
programs to recruit and retain women and minorities for endowed chair and
professorship positions,

Strategy V: The University will conduct further analysis of RCTF staff positions
for establishment of employment goals consistent with the University’s overall
diversity ratios per job category.

Strategy VI: Review the establishment of Endowment Match Pro gram Fellowship
goals based on gender and race in RCTF academic discipline areas.

Strategy VII: The University will work to identify the estimated annual cost of
implementation of the 2003 Endowment Match Program Diversity Plan.

CONCIL.USION

The University of Kentucky 2003-2006 Strategic Plan identifies goals, objectives
and key indicators to provide a blueprint for faculty, staff and administrators to
follow as we strive to build one of the nation’s 20 best public research universities.
The integration of these goals and objectives are designed to form a complete
picture of the University’s plan for the future, As reflected in its vision, mission and
values statement, the University values diversity of thought, culture, gender and
ethnicity. The University proposes the development and implementation of this
2003 Endowment Match Program Diversity Plan to achieve reasonable diversity in

recruitment and retention of women, African Americans and other underrepresented
minorities.
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University of Louisville
Eadowment Match Program
Diversity Plan
(Revised February 27, 2004)

In keeping with the stipulations of the Commonwealth of Kentucky's 2003 House Bill
269, the University of Louisville has developed the following diversity plan with specific
strategies to achieve reasonable diversity in the recruitment and retention of womet,
African Americans and other underrepresented minorities for its Endowment Match
Program.

I. Assessment

The assessment, based on data as of June 30, 2003, compares the race and gender of the
faculty, staff and financial recipients in the match program with those in similar positions
or receiving similar awards in the overall awards.

Table 1 highlights the gender of the faculty and staff incumbents and those supported by
the Endowment Match Program. Twenty-five (25) individuals were hired to fill endowed
chair positions. Twenty-two (22) are male and three are female. Moreover, two (2)
individuals were hired for endowed professorships since the inception of the Endowment
Match Program. One (1) is male and one (1) is female,

Since 1998 through June 30, 2003, a total of thirty-six (36) new faculty were hired under
the auspices of the Endowment Match Program to support research efforts. Twenty-four
(24) of those hired, or 66%, were male and twelve (12), or 34%, were female. These
faculty positions are assistant or associate professors and are not endowed chairs
themselves, but fall under the category of supporting research faculty funded from
endowment funds. Of the one-hundred and twenty-seven (127) staff positions hired with
the Endowment Match funds fifty-eight (58) or 45% are males and sixty-nine (69) or

54% are female.
Table 1: Gender of Endowment Match Progra
Faculty and Staff '
As of June 30, 2003
Male Female Total
Chairs 22 3 25
Professorships 1 1 2
Support Research Faculty 24 12 36
Staff | 58 69 127

TOTAL | 105 -85 190
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Table 2 shows the gender of facalty and staff in the overall university population

Table 2: Gender of Employees in Similar Positions

In Overall University
Male Female Total
Chairs 38 9 47
Professorships 345 90 435
Support Research Faculty 3 7 10
Staff 1075 1892 2067
TOTAL 1461 1998 3459

When comparing the gender of employees in similar positions in the overall university,
there is a marked improvement in ali categories. In fact, there are more than twice the

number of women (70%) than men in support research faculty positions. And women
make up almost 2/3 (64%) of staff positions. '

Table 3: Race of Endowment Match Program

Faculty and Staff
As of June 30, 2003
African American Hispanic/

White  American  Indian Asian  Latino Total
Chairs | 21 1 0 2 1 25
Professorships 2 0 0 0 0 2
Support Research Faculty 20 1 0 13 2 36
Staff 12 6 0 47 2 127
TOTAIL 115 8 0 62 190

L

Table 3 shows the ethnicity of employees hired using Endowment Match Program funds.
One-hundred and fifteen (115) or 60% of the employees hired since 1998 are White,
eight (8) are Black, sixty-two (62) are Asian, and five (5) are Hispanic.
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Table 4 shows the race of employees in similar positions.

Table 4: Race of Employees in Similar Positions
In Overall University

As of June 30, 2003
African American Hispanic/

White  American Indian Asian Latino Total
Chairs 42 2 0 2 1 47
Professorships 37 14 1 39 i0 435
Support Research Faculty 8 0 0 2 0 10
Staff 234 19 10 141 8 412
TOTAL 655 35 11 184 19 904

While there is no appreciable difference in the number of chairs for employees of color in
similar positions in the overall university, there is a marked improvement in the number

of professorships and staff. For example, almost 15% (14.7) of the professors are faculty
of color and 43% of staff are racial minorities.

Table 5: Gender and Race of Match Program Financial Aid Recipients
For Awards Made During Fiscal 2002-2003

African Armerican Higpanic/
White  Armerican ~ Indian Agian  Latino  Total
Scholarship Recipients
- Male 0 0 0 0 0 0
Female 0 0 0 0 0 0
Sub-total 0 0 0 0 0 0
Fellowship Recipients
Male ‘ 12 { 0 12 0 25
Female 15 1 0 10 1 27
Sub-total 27 2 [t} 22 1 52

Total B 0 2 { 52

PacE 33



A3/@8/2864 A9:56 BAZETI1E36 CPE PacE 34

This year, the number of minority students supported through the Endowment Match
Program has increased. A total of fifiy-two (52) students received fellowship awards that
were funded with endowment proceeds (see Table 5). Twenty-five (25) of the fellowship
recipients (or 43%) were minotity students. During fiscal year 2002-03, UofL did not

have any scholarships funded from the Endowment Match Program, other than graduate
fellowships.

In regards to gender, out of the fifty-two (52) fellowship recipients, twenty-five (25) or
48% were male and twenty-seven (27) or 51% were fermale.

Table 6: Gender and Race of Similar Financial Aid Recipients
In Overall University
For Awards Made During Fiscal 2002-2003

African American Hiszpanic/
White  American  Indiap Asian  Latino Total
Scholarship Recipients
Male 0 0 0 0 0 0
Female 0 0 0 0 0 0
Sub-total 0 g 0 Q 0 0
Fellowship Recipients
Male 8 3 0 20 0 31
Female 16 3 0 8 6 33
Sub-total 24 6 0 28 6 64
Total 24 6 0 . 28 6 64
1L Definition

Based on the assessment data, the following definitions are considered to be reasonable
levels of racial and gender diversity for the Endowment Match Program.

Reasonable Level of Gender in Match Program Faculty: As of June 30, 2003, 22 percent
- of all full-time faculty employed at the University of Louisville were women. The

number of women occupying endowed chairs or professorships in the Endowment Match

Program was four (4). Based on these figures, UofL has set a target of 25 percent female
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as being a reasonable level of gender diversity in the match program in order to be in line
with the number of women faculty in the overall university population.

Reasonable Level of Racial Diversity in Match Program Faculty: As of June 30, 2003,
tive (5) percent of all full-time faculty employed at the University of Louisville were
Aftican American, 13 percent were Asian, two (2) percent were Hispanic/Latino, and .02
percent were American Indian to total 20.02% non-white. The number of African
Americans occupying endowed chairs or professorships in the Endowment Match
Program was one (1), and for other minorities it was three (3). Based on these figures,
UofL has set a target of five (5) as being reasonable for African Americans and five (5)
for other minorities as being a reasonable level of racial diversity. This would bring the
racial diversity of African Americans and other underrepresented minorities more in line
with the racial diversity in the overall university population,

Reasonable Level of Gender in Match Program Financial Aid Recipients: As of June 30,
2003, 60 of all fellowships awarded at the University of Louisville went to women. The

number of fellowships awarded to women in the Endowment Match Program was 27.
Based on these figures, the university will raintain its current target of 50 percent as
being reasonable. ‘

Reasonable Leyvel of Racial Diversity in Match Program Financial Aid Recipients: As of
June 30, 2603, eight (8) of all fellowships awarded in the University went to African

Americans 73 went to Asians, seven (7) went to Hispanics, nons to American Indians.
The number of fellowships awarded to African Americans in the match program was two
(2), Asians 22, Hispanics one (1), American Indians, 0. Based on these figures, the
university has set a target of awarding five (5) to African Americans and 25 to other
underrepresented minorities. This will bring the number of financial aid awards to
Aftican Ameticans and other underrepresented minorities more in line with that of the
rest of the university.

HI.  Objectives

The University of Louisville has set the following objectives to racial and gender
diversity in its Endowment Match Program by the end of 2007-08 fiscal year.

A, UofLL actively seeks to increase the number of women occupying endowed chair
and endowed professorships funded through the Endowment Match Program from
four (4) in 2002-03 to eight (8) by the end of fiscal year 2007-08. Assuming that

there will be 35 endowed chairg and professorships by 2008, this would equal
23%. '

B. UofL actively seeks to increase the number of African Americans occupying
endowed chairs and professorships funded through the Match Program from one
in 2002-03 to five by the end of the fiscal year 2007-08. With a total number of
35, this would represent 14% African American and 28% non-white.
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C. UofL actively seeks to maintain the proportion of women receiving financial aid
(fellowships) through the Match Program, which is approximately 50%.

D. UofL actively seeks to increase the number of African Americans receiving
financial aid through the Match Program from two (2) in 2002-03 to five (5) orat
least 9% by the end of the fiscal year 2007-08. We seek to maintain the number
of other underrepresented minorities receiving scholarships (23, or 41%) to total
50% non-white.

IV. Strategies

The University of Louisville is implementing the following strategies to achieve
its goals for university diversity in the Endowment Match Program.

A) Position Description The University is going beyond having an affirmative

B)

)

action statement at the end of a job announcement. Simply saying, “the
university is an equal opportunity employer and encourages applications from
women and minorities,” is not enough. The way in which position
descriptions are written often determines who applies for the position.
Therefore special attention is being given to developing position descriptions
for the match program that reflect the university mission to serve and engage
in relevant research that positively impacts Louisville’s urban and diverse
communities.

Networking and Personal outreach The University will continue to place job
announcements in professional journals targeted for women and African
Americans, However, we realize that to be successful, we must use more
aggressive strategies. Therefore we emphasize networking with. professional
colleagues across the country to help us identify outstanding women and
Aftican Americans. And once they are identified, personal outreach is used to
encourage and persuade them to give serious consideration to the position. A
part of this strategy includes inviting them to campus and giving them an
opportunity to take a closer look at the department, the university, the city as
well a8 most other faculty and administrators of color.

Grow Our Own Program. Central to our goal of increasing the number of
African Americans in the Endowment Match Program is a more long-term
strategy for “growing our own.” This approach provides us with the
opportunity to develop and sustain a pool of future African American scholars

. especially in the sciences, engineering and medical fields. We are currently

developing a grow-our-own program that focuses of developing faculty in the
sciences, math and engineering. In addition to recruiting outstanding African
American students in the Commonwealth of Kentucky and those doctoral
students who participate in the Southern Regional Education Board (SRER),

~ this program will build on and expand the partnerships and working
- relationships we are developing with Historically Black Colleges and
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Universities (HBCUs). Currently we have partnerships with Florida A&M
University and Tennessee State University. In addition, we are building
relationships with other HBCUs that are known for graduating large numbers
of African American students who enroll in graduate and professional schools
such as Xavier University in New Orleans, Spelman and Morehouse in
Atlanta and Howard Univetsity in Washington, D.C. Such relationships
program a rich pool of talented African American students wha can be
recruited to pursue terminal degrees at U of L and can be groomed to become
outstanding faculty that eventually can be endowed professors in the match
program.

D) Diversity on Search Committees The Provost, deans or unit heads and office
of affirmative action pay close attention to the composition of search
committees to ensure that women and minorities are represented on them.
This is important not only because of the diverse perspectives they bring but
also because they symbolically represent the diversity we want to engender

and they may also help undemrepresented candidates feel more comfortable
during the inferview.

IV.  Program Cost

The following projected budget outlines the annual cost to the University for
implementing the strategies needed to reach our diversity goals.

Match $£14,000,000
For endowed chairs,

Professorships

and Fellowships

{This will produce an average salary of $88,000 per person)

Fringe Benefit $88,000 x .25 =$22,000 x {4 = $308,000

Start up cost range from $20,000 to $500,000

Est. 9 on Health Sciences Campus at an average of $250,000 = $2,250,000
Est. 5 on Belknap Campus at an average of $20,000 = $100,000

Dual Career . . . $375,000
Hiring Spouses/Partners _
Projected at 6 with an average salary of $50,000 plus fringe ($75,000)
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Diversity Plan for Endowment Match Program 2003-2008

for
Western Kentucky University
January 27, 2004

To fulfill requirements of the Commonwealth of Kentucky's 2003 Budget
Bill (HB 269), a diversity plan for the Endowment Match Program must
be submitted to the Council on Postsecondary Education.

Assumptions:

In compliance with current federal law and the existing Western Kentucky
University Equal Opportunity policy, the University does not discriminate
on the basis of race, sex, religion, color, national or ethnic origin, age,
disability, or military service in its administration of educational policies,
programs or activities; its admissions policies, scholarship or loan
programs; athletic or university administered programs or employment.
WKU does not discriminate on the basis of sexual orientation, consistent
with the university non-disctimination policy.

University officials will base employment decisions for all positions
funded by the Kentucky General Assernbly’s Endowment Match Program,
Research Challenge Trust Fund, and Regional University Excellence Trust
Fund on the principles of equal employment opportunity consistent with

our intent to achieve the goals in the Western Kentucly University

Affirmative Action Plan and the objectives of the Kentucky Plan for Equal
Opportunities. '

I.  Assessmeni
A. Faculty and Staff

1. Faculty and Staff (Match Program)

Male: 9 Female: 3

2. Gender of faculty and staff in overall university population
Male: 824 Female: 975

3. Race of match program faculty and staff (EEO categories):
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White: 10

Black: |

Hispanic: 0

Asian: 1

American Indian/Alaskan Native: 0
Other: 0

4. Race of Facuity and Staff in overall university population.

White: 1,486

Black: 149

Hispame: 15

Aslan: 46

American [ndian/Alaskan Native: 6
Other: 3

B. Financial Aid Recipients

l. Gender of match program recipients
Male: 0 Female: |

2. Gender of financial aid recipients in overall university
population (as of Fall 2002)

Male: 5,354 Pemale: 8, 335 Total Enrollment- 17,818

3. Race of match program financial aid recipients

White: 1
Black: 0
Hispanic; 0
Asian: 0
American Indian/Alaskan Native: 0
Other: )] :

4. Race of financial aid recipients in overall university population
Note: This information reflects any student that had a paid
. amount of any financial assistance-grants, loans, scholarships,
- etc. for the 2002-2003 academic year.

White: 11, 657
Black: 1,293
Hispanic: 107
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Asian: 150
American Indian/Alaskan Native: 45
Alien: 347
Ethnicity not reported: 91
Total: 13, 689
Definition

- Reasonable Level of Gendet Diversity among Match Program

Faculty. Based on Availability Factor Computation Form for Job
Group 2Z Faculty provided by WKU Equal Opportunity Office, a
reasonable level of gender diversity is 39%.

- Reasonable Level of Racial Diversity among Match program

Faculty. Based on Availability Factor Computation Form for Job
Group 2Z Faculty provided by WKU Equal Opportunity Office a

reasonabie level of racial diversity among match program faculty is
15%.

. Reasonable Level of Gender Diversity among Match Program

Financial Aid Recipients. Based on data at June 30, 2003, there is no
current gender diversity among match program financial aid recipients
since there was only one recipient. In the 2002-2003 academic years,
60.8% of all WKU financial aid recipients were female and 39.1%
were male. When additional financial assistance is distributed,

- Western Kentucky University considers the current percentages of the

university financiat aid recipients as a reasonable level of gender
diversity.

. Reasonable Level of Racial Diversity among Match Program Financial
‘Aid Recipients. Based on academic year 2002-2003 data, 85.1% of all

university recipients were white, 9.4% were black, .7% Hispanic, 1.0%
Asian, .3% American Indian/Alaskan Native, Alien 2.5% and .6% not
reported. Qut of the total group of students receiving financial
assistance in the 2002-2003, 11.4% of the students were minorities
listed in U.S. Census definable categories. This data excludes the
Alien and Not Reported categories. It is reasonable that Western
Kentucky University considers the farget of 11.4% for all racial
minorities for those receiving financial assistance under the Match
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Program. This would be approximately the same level as found in

~ throughout the Western Kentucky University student body receiving

financial assistance.

Objectives

. Objective for Gender Diversity among Match Program Faculty. In the

2002-2003 academic year, Western Kentucky University had 45.8%
male and 54.1% female faculty and staff. Western considers these
percentages as reasonable for male and female gender diversity among
Match Program faculty, Beginning in 2003-2004 and continuing
through 2007-2008, the university will actively engage to meet these
gender diversity targets among Match Program faculty.

. Objective for Racial Diversity among Match Program Faculty. In the

2002-2003 academic year, Western Kentucky University had 82.6%
white and 12.1% minority faculty and staff.* Western considers these
percentages as reasonable targets for racial diversity among Match
Program faculty. Beginning in 2003-2004 and continuing through
2007-2008, the university will actively engage to meet these racial
diversity targets among Match Program faculty.

- Objective for Gender Diversity among Match Program Financial Aid

Recipients. In the 2002-2003 academic year, Western Kentucky
University had 39.1% male and 60.8 % female financial aid

recipients among the study body. Westem considers these percentages
as reasonable targets for gender diversity among Match Program
financial aid recipients. Beginning in 2003-2004 and continuing
through 2007-2008, the university will actively engage to meet these
gender targets among Match Program financial aid recipients.

- Objective for Racial Diversity for Match Program Financial Aid

Recipients. In the 2002-2003 academic year, Western Kentucky
University had 85.1% white and 13.9% minority financial aid
recipients among the study body. Western considers these percentages
as reasonable targets for racial diversity among Match Program '
financial aid recipients. Beginning in 2003-2004 and continuing
through 2007-2008, the university will actively engage to meet these

‘racial diversity targets among Match Program financial aid recipients.
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Iv. Strategies

A. Increase the number of Endowed Match Professorships funded
through Endowment Match Program, Research Challenge Trust
Fund and Regional University Excellence Fund and other similarly
tunded partnerships.

B. Advertise Endowment Match Professorships in professional
publications focusing on minority such as Rlacks in Higher
Education.

C. Participate in consortia such as The Compact for Faculty
Diversity.

D. Publicize positions among historically black, Hispanic-serving
and tribal colleges.

V. Annual Cost of Implementing Strategies

A. Strategy A: hiring additional professors will be based on current
market rate for hiring qualified professors.

B. Each activity (Strategies B, C, and D) will cost about $20,000 per
year. ‘

* Does not total 100% because these percentages exclude Aliens and Ethnicity Not
Reported.

42



Council on Postsecondary Education
March 15, 2004

Reallocation of 2002-04
Agency Bond Authority

As in past biennia, if an institution is unable to utilize all of its agency bond authority, the
unneeded portion is reallocated to projects at the same institution or to other institutions for
projects that can be completed in the specified time period.

Action: The staff recommends that the Council approve the
reallocation of $32,657,000 from the 2002-04 Agency Bond Pools to

be used in part to complete projects in student housing, life safety,
infrastructure, renovation, and new construction at EKU, UK, and
UofL.

Eastern Kentucky University, University of Kentucky, and University of Louisville have
requested authorization to issue agency bonds to complete additional capital projects authorized
by the 2002-04 Appropriations Bill (HB 269). A list of projects is attached. House Bill 269,
enacted by the 2003 General Assembly, authorized a $155 million agency pool for postsecondary
education institutions. Agency bonds are issued by the institution and the resulting debt service is
funded by institutional revenue - no debt service is provided by the state.

The current budgetary environment has resulted in several institutions either canceling, delaying,
or realizing a savings from implementing projects originally authorized using agency bond
authority in the current biennium. The Council staff proposes to reallocate unused authority to
other institutions or to other projects at the same institution to complete eligible capital projects.
If the bond authority is not used by June 30, 2004, the authorization will lapse. All institutions
were given an opportunity to request the unused authority. Three institutions (EKU, UK, and
UofL) submitted proposals identifying projects to be funded by the bonds, revenue streams to
pay the debt service, and pledges to implement the projects by June 30, 2004.

The Council approved the allocation of the entire $155 million pool at its May 2003 meeting but did
not include funds to complete the additional projects. The amount of bond authority realized for
reallocation is identified in the attached. Reallocation of the $32,657,000 agency bond authority
will keep the Council recommendation within the total legislatively authorized agency bond amount




of $155 million. The debt service for the projects will be funded from institutional revenue. The
proposed reallocation of authority uses the distribution methodology agreed to by Council staff and
the institutions in May 2003.

Following Council action, the staff will forward the Council's recommendation to the secretary

of the Finance and Administration Cabinet and to the Capital Projects and Bond Oversight
Committee.

Staff preparation by Sherron Jackson



March 2, 2004

2002-04 Enacted Budget (HB 269)

Projects Funded by the Agency Bond Projects Pool

Original
2002-2004

Agency Bond

Midterm

Revised
2002-2004

Agency Bond

Agency Bond

Source of

Current Status

Institution and Project Title Authority Other Funds Adjustment Authority Debt Service Issued Issue by 6-30-04
Eastern Kentucky University
High Voltage Electrical Distribution System 10,500,000 (3,000,000) 7,500,000 Agency Funds X
Replace Student Housing, Brockton 8,250,000 (8,250,000)
Greek Row 1,800,000 (1,800,000)
Maintenance Pool 3,891,000 3,891,000 Agency Funds X
EKU Subtotal 20,550,000 - (9,159,000) 11,391,000
Kentucky State University
Young Hall Renovation 9,886,000 (5,339,000) 4,547,000 H&D Revenue HB 395 Reauthorization
KSU Subtotal 9,886,000 - (5,339,000) 4,547,000
Morehead State University
Expand Life Safety: Auxiliary Facilities 3,800,000 (3,800,000)
Comply with ADA - Auxiliary Facilities 1,200,000 (1,200,000)
Renovate Button Auditorium 750,000 750,000 Agency Funds X
MoSU Subtotal 5,750,000 - (5,000,000) 750,000
Murray State University
Renovate Springer Hall - Piping, Fixtures, etc. 800,000 (800,000)
Renovate Winslow Cafeteria 2,500,000 2,500,000 H&D Revenue X
MuSU Subtotal 3,300,000 - (800,000) 2,500,000
Northern Kentucky University
Construct Parking Deck 9,100,000 9,100,000 Agency Funds X
NKU Subtotal 9,100,000 - - 9,100,000
University of Kentucky
Student Housing Facility 46,000,000 46,000,000 H&D Revenue X
Construct Parking Structure (1) 15,917,000 - 363,000 16,280,000  Parking Revenue X
Replace Steam and Condensate Pipe 6,000,000 6,000,000 Agency Funds X
Construct Parking Structure 111 - Hospital (1) 3,350,000 4,000,000 4,000,000  Parking Revenue X
Enterprise Resource Planning System 45,000 7,355,000 7,355,000 Agency Funds X
UK Subtotal 61,917,000 $ 3,395,000 17,718,000 79,635,000




2002-04 Enacted Budget (HB 269)

Projects Funded by the Agency Bond Projects Pool

March 2, 2004 Original Revised
2002-2004 Midterm 2002-2004
Agency Bond Agency Bond Agency Bond Source of Current Status

Institution and Project Title Authority Other Funds Adjustment Authority Debt Service Issued Issue by 6-30-04
University of Louisville

Expand HSC Parking Garage - Add Two Floors $ 4,794,000 $ 4,794,000  Parking Revenue X

Construct Cardinal Park Natatorium 19,703,000 $ 121,000 $ (8,468,000) 11,235,000 Agency Funds X

Property Acquisition/Land Purchase Floyd Street 3,048,000 3,048,000 Agency Funds X

Cardinal Nest (Billy Minardi Hall) 3,000,000 3,000,000 Agency Funds X

Purchase Land and Construct Baseball Facility 5,000,000 5,000,000 Agency Funds X

UofL Subtotal $ 24,497,000 $ 121,000 $ 2,580,000 $ 27,077,000
Western Kentucky University

Student Parking Structure $ 10,000,000 $ 10,000,000  Parking Revenue X

Renovate Downing University Center 7,000,000 7,000,000 Agency Funds X

Materials Characterization Center 3,000,000 3,000,000 Agency Funds X

WKU Subtotal $ 20,000,000 $ - $ - $ 20,000,000

System Total $ 155,000,000 $ 3,516,000 $ - $ 155,000,000

Notes:

1. The University of Kentucky will combine these projects to be completed as a single capital project.



Council on Postsecondary Education
March 15, 2004

Status Report
Student Housing Fire Safety

In 1998, the universities and the Council agreed to bring all student housing facilities into
compliance with the Kentucky fire code. This evaluation presents information on the progress of
institutions in implementing those plans.

Institutions are on schedule to make student housing facilities compliant with current fire code
standards. The September 18, 1998, dormitory fire at Murray State University generated
substantial concern about fire safety in student housing at Kentucky’s public colleges and
universities. The university presidents and the Council president agreed on an approach to bring
student housing facilities up to current fire code standards. All institutions were affected except
Northern Kentucky University whose student housing facilities met current fire code standards.
A plan to address student housing fire safety was developed and presented to the Council at its
November 9, 1998, meeting and is being implemented by the institutions.

Since November 1998:

e Institutions consulted with the State Fire Marshall’s Office to determine necessary
modifications for each student housing facility.

e The Council identified the completion of student housing fire safety projects as the highest
priority for allocation of agency bond authority.

e Institutions have committed more than $25.8 million from various sources on 97 student
housing facilities.

e Institutions will complete another 11 student housing fire safety projects by December 2004.
UofL Greek housing will be completed by December 2005.

e The Council staff continues to work with and on behalf of the institutions to ensure timely
completion of these fire safety projects.

A detailed status report follows.

Staff preparation by Sherron Jackson




Student Housing Fire Safety
Projects Completed to Date
Updated: 01-20-2004

Institution and Project Name Scope Fund Source Date Completed

Eastern Kentucky University

Palmer Hall $840,883 Repair & Maintenance August 1999
Commonwealth Hall 840,883 Repair & Maintenance August 1999
Telford Hall 764,187 Repair & Maintenance August 1999
Keene Hall 892,000 Agency Bonds August 2000
Clay Hall 670,000 Agency Bonds August 2000
Dupree Hall 522,000 Agency Bonds August 2000
Todd Hall 520,000 Agency Bonds August 2000
Martin Hall 681,000 Agency Bonds August 2001
Case Hall 398,000 Agency Bonds August 2001
McGregor Hall 852,000 Agency Bonds August 2001
Mattox Hall No longer used for student housing. The new use is office/instructional space.

EKU Subtotal $6,980,953

Kentucky Community and Technical College System
Sprinkler System Installation - Meteer Hall: Hazard CC, Lees
College Campus $200,000 Agency Funds @)
KCTCS Subtotal $200,000

Kentucky State University (2)

Young Hall $332,200 Restricted Agency Late 1980's
McCullin Hall (Part of Renovation Project) 246,300 Agency Bonds Late 1980's
Hunter Hall (Renovation cancelled - Sprinkled) 313,597 Agency Funds August 2001
KSU Subtotal $892,097

Morehead State University

Phase I: Cartmell Hall and Alumni Tower $1,490,000 Housing & Dining, Reserve

Funds & Agency Bonds November 1999
Phase 1I: Mignon Tower, Mignon Hall, and Cooper Hall 1,160,000 Agency Bonds August 2000
Phase I11: Nunn Hall, West Mignon Hall, East Mignon Hall 1,566,000 Agency Bonds August 2001
Phase IV: Regents Hall and Wilson Hall 464,000 Agency Bonds August 2002

Phase V: Normal Hall, Waterfield Hall, Butler Hall, Nunn Hall 3,000,000 Agency Bonds August 2003



Institution and Project Name Scope Fund Source Date Completed

MoSU Subtotal $7,680,000

Murray State University

Hester Residential College Sprinkler System $317,390 Housing & Dining Bonds August 1999
Hester Security Camera System 16,900 Housing & Dining Bonds June 1999
Elizabeth Residential College Sprinkler System 504,000 Housing & Dining Bonds August 1999
Elizabeth Operable Window Units 250,000 Auxiliary Operating Funds October 1999
White Residential College Sprinkler System 297,660 Housing & Dining Bonds August 1999
Regents Residential College Sprinkler System 257,300 Housing & Dining Bonds August 1999
Hart Residential College Sprinkler System 379,730 Housing & Dining Bonds August 1999
Sleeping Room Door Closers-Residential Colleges 42,508 Housing & Dining Bonds August 1999
Hester Fire Alarm System Upgrade 101,570 Housing & Dining Bonds November 1999
Hester Elevator Upgrade 350,000 Housing & Dining Bonds August 2000
Elizabeth Fire Alarm System Upgrade 115,110 Housing & Dining Bonds November 1999
White, Regents & Hart Fire Alarm Syst Upgrade 475,000 Housing & Dining Bonds December 1999
White Elevator Upgrade 350,000 Housing & Dining Bonds August 2000
Regents Elevator Upgrade 350,000 Housing & Dining Bonds August 2000
Hart Elevator Upgrade 350,000 Housing & Dining Bonds June 2000
Security Camera System - Residential Colleges 146,000 Housing & Dining Bonds November 1999
Springer, Clark, Franklin & Richmond Fire Alarm System Upgrade 450,000 Auxiliary Operating Funds August 2000
MuSU Subtotal $4,753,168

Northern Kentucky University
All dormitories are Sprinkled $0
NKU Subtotal $0

University of Kentucky

Sigma Phi Epsilon (fra) $0 Building Demolished May-98
Boyd