
 

 

2011-2015 

University of Kentucky 
Diversity Plan 

 

 

 

 

2010-2011 to 2011-2012  

Annual Diversity Plan  

Assessment for  

Kentucky Council on Postsecondary 
Education 

Committee on Equal Opportunities 

 
 

November 2012 



 

1 
 

University of Kentucky 

 

Table of Contents 

 

Executive Summary        2 

Introduction         3 

Student Body Diversity       4  

Student Success/Closing the Achievement Gap    10 

Additional Student Success Initiatives     25 

Workforce Diversity        28 

Campus Climate        37 

Diversity Programs, Services, and Strategies    43 

Conclusion         56 

 

 

 

 



 

2 
 

Executive Summary 

 

Stronger by Degrees – A Strategic Agenda for Kentucky Postsecondary and Adult Education Values 

include A culture of inclusion that provides equitable opportunities and celebrates diversity in people 

and thought. Under Policy Objective 4: Increase high-quality degree production and completion rates 

at all levels and close achievement gaps, particularly for low-income, underprepared, and 

underrepresented minority students, Strategy 4.7 states: 

Implement a statewide diversity policy that recognizes diversity as a vital component of 

the state’s educational and economic development. 

The Mission of the University of Kentucky, serving as the Commonwealth of Kentucky flagship 

institution, is to play a critical leadership role by contributing to the economic development and 

quality of life within Kentucky’s borders and beyond. The Mission, as defined by Governing 

Regulation, further states “The University nurtures a diverse community characterized by fairness and 

equal opportunity.” 

This University of Kentucky 2011-2015 Diversity Plan annual assessment is a tribute to the ongoing 

work of members of the University community to provide an inclusive and welcoming educational and 

work environment. The report represents only a brief reflection of many diversity programs, services 

and activities that contribute to institutional well-being. Covering a 1-year timeframe from 2010-2011 

to 2011-2012, this submission contains data analyses and narrative relating to student enrollment and 

student success, workforce utilization, and campus climate initiatives and best practices. 

Included in UK 2009-2014 Strategic Plan Values are Mutual Respect and Human Dignity, and 

Diversity and Inclusion. This report to the Kentucky Council on Postsecondary Education, Committee 

on Equal Opportunities, puts forth ways these Values become an integral and comprehensive part of 

campus life. The University of Kentucky welcomes feedback for continuous improvement. 
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Introduction 

In June 2011 the University of Kentucky Board of Trustees unanimously voted to adopt the 2011-2015 

UK Diversity Plan. This plan was written in accordance with the Kentucky Council on Postsecondary 

Education Kentucky Public Postsecondary Education Diversity Policy and Framework for Institution 

Diversity Plan Development. The UK Diversity Plan sets forth objectives in student enrollment and 

retention consistent with the 2009-2014 UK Strategic Plan, and employment objectives as specified in 

the annual UK Affirmative Action Plan. 

The 2003-2006 University of Kentucky Strategic Plan The Dream & the Challenge first addressed the 

institution’s broad significance of diversity with Goal V: Nurture Diversity of Thought, Culture, Gender, 

and Ethnicity. This was followed in the 2006-2009 UK Strategic Plan Goal IV: Enhance and Nurture 

Diversity. In development of the 2009-2014 UK Strategic Plan, the University furthered the emphasis on 

the compelling interest in the educational benefit of diversity with Goal 4: Promote Diversity and 

Inclusion.  

Promote Diversity and Inclusion  
It is a straightforward and important fact of life that diversity is one of the strengths of American 
society. Participation in diverse families, workplaces, schools, and communities is the norm and not the 
exception. From such participation emanates a realization of both similar and distinct approaches to 
dealing with human situations and solving problems and a better understanding of human concerns and 
interactions. This better understanding leads to more sound decisions about ways to improve the quality 
of human engagement and what people do and experience. The University of Kentucky will prepare 
students for meaningful and responsible engagement within and across diverse communities. Through 
its own example and engagement, the University will improve the climate for diversity throughout 
Kentucky, a commitment given special importance and emphasis by shared history. The composite 
effect of work with students in classrooms, residence halls, offices, laboratories, clinics, libraries, and 
public places should enable them to develop a more enlightened worldview; attain a deeper 
understanding of and commitment to authentic democratic values and social justice; embrace a greater 
commitment to service and leadership for the common good; exhibit greater cultural knowledge and 
competence; and play a personal role in Kentucky’s success in the global economy.  

Embracing and nurturing diversity is the responsibility of every member of the University community. It 
must be clear and convincingly evident that diversity is an essential value that informs every area and 
aspect of the University community. A genuine commitment to diversity as a core value establishes and 
sustains an inclusive and celebratory view of diversity as a systemic influence on the conduct of 
students, faculty, and staff and as members of society. As such, the goal of diversity is inherent in all of 
the University’s strategic goals.  

Objective 4.1 Promote inclusive excellence across the University.  
Strategy 4.1.1 Establish a common understanding of diversity and inclusion.  
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Strategy 4.1.2 Adopt an organizational structure that makes explicit the shared responsibility of 
the entire community for inclusive excellence.  

Strategy 4.1.3 Develop an evaluation strategy for assessing the University’s progress in 
achieving greater diversity and inclusion in all its endeavors.  

Objective 4.2 Promote curricular and co-curricular transformation that recognizes the educational 
advantages of diversity.  

Strategy 4.2.1 Develop a coherent and focused University- and unit-level implementation 
strategy for achieving greater diversity and inclusion in curricular and co-
curricular activities.  

Strategy 4.2.2 Establish clearly defined expectations, incentives, interventions, and 
accountability measures as key components of the diversity and inclusion 
strategy.  

Objective 4.3 Enhance campus/community collaborations in areas where opportunities exist to build 
diversity and increase inclusion.  

Strategy 4.3.1 Establish a plan for better internal and external communication with respect to the 
University’s diversity efforts. 

Strategy 4.3.2 Develop partnerships with local, regional, and statewide organizations that 
promote inclusion and academic excellence. 

The Kentucky Public Postsecondary Education Diversity Policy and Framework for Institution Diversity 

Plan Development assessment requires institutional plans to address four (4) areas: Student Body 

Diversity; Student Success/Closing the Achievement Gap; Workforce Diversity, and; Campus Climate. 

The University of Kentucky 2011-2015 Diversity Plan established Black or African American and 

Hispanic or Latino student goals, and female, all minority and Black or African American workforce 

goals. The goals established in the UK Diversity Plan are consistent with the 2009-2014 UK Strategic 

Plan and annual Affirmative Action Plan. Requirements as outlined in the CPE Diversity Plan 

Assessment Checklist are included in this University of Kentucky submission. 

Student Body Diversity 

Black or African American accounts for 7.7 percent of the state population. Hispanic or Latino, the most 

rapidly growing segment of the state, accounts for 2.7 percent of the Kentucky population. Rather than 

create additional objectives and develop metrics independent of the 2009-2014 UK Strategic Plan, this 

submission will address all other racial/ethnic groups that comprise the University community when 

using aggregate data only, unless otherwise specified. 

Following is a statistical comparison of Diversity Plan Fall 2010 baseline goals with the same Fall 2011 

timeframe. 
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Fall 2010 to Fall 2011 Comparison 

For Undergraduate Student Enrollment and Graduate Student Enrollment diversity plan objectives, the 

University of Kentucky proposed closing the gap between current enrollment of Black or African 

American students and Hispanic or Latino students and the overall state demographic populations. 

Undergraduate-Level and Graduate-Level Student Enrollment 
Enrollments by Level: Fall 2003, Fall 2010, and Fall 2011 

Source: UK Office of Institutional Research 

University of Kentucky 2009-2014 Strategic Plan Goal I: Prepare Students for Leading Roles in an 

Innovation-driven Economy and Global Society. At the Undergraduate-Level, the number of Black or 

African American and Hispanic or Latino students increased. Likewise, the gap between the state 

demographic population and enrollment for Black or African American reduced from 0.5 percent to 0.3 

percent. The gap between Hispanic or Latino also declined from 0.8 percent to 0.5 percent. 

At the Graduate-Level, the number of Black or African American students decreased, while the number 

of Hispanic or Latino students increased. The gap between state demographic population and enrollment 

for Black or African American increased by 0.1 percent. The gap between Hispanic or Latino reduced 

 

 
 

2003-04 

 
 

2010-11 

 
 

2011-12 

 
State 

Percent 
 

UG-Gap 

 
Undergraduate-Level 

 
 

N 

 
 

Percent 

 
 

N 

 
 

Percent 

 
 

N 

 
 

Percent 

 
State 

Percent 
Latest 

Gap-UG 
White 16,129 88.7% 16,441 82.3% 16,338    

Black or African American 980 5.4% 1,442 7.2% 1,499 7.4% 7.7% 0.3% 
Hispanic or Latino 178 1.0% 374 1.9% 453 2.2% 2.7% 0.5% 

Other Race 323 1.8% 520 2.6% 527    
Two or More Races 0 0.0% 139 0.7% 286    
Non-resident Alien 212 1.2% 358 1.8% 412    

Unknown or Missing 368 2.0% 714 3.6% 637    
Total 18,190 100% 19,988 100% 20,152    

 
 

Graduate-Level 

 
 

N 

 
 

Percent 

 
 

N 

 
 

Percent 

 
 

N 

 
 

Percent 

 
State 

Percent 
Latest 

Gap-Grad 
White 5,136 70.5% 5,215 72.6% 5,184    

Black or African American 377 5.2% 361 5.0% 350 4.9% 7.7% 2.8% 
Hispanic or Latino 64 0.9% 123 1.7% 134 1.9% 2.7% 0.8% 

Other Race 166 2.3% 206 2.9% 201    
Two or More Races 0 0.0% 34 0.5% 54    
Non-resident Alien 1,049 14.4% 855 11.9% 865    

Unknown or Missing 497 6.8% 387 5.4% 339    
Total 7,289 100% 7,181 100.0% 7,127    
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by 0.2 percent. The total number of both minority groups remained the same at 484, and the proportion 

increased as overall graduate student enrollment fell from 7,181 in Fall 2011 to 7,127 in Fall 2012. 

In 2011-2012, undergraduate enrollment records were set across all areas of underrepresented student 

enrollment. The University of Kentucky set records in the number of African-American and 

Hispanic/Latino undergraduate student enrollment. There were more American Indian/Alaskan Native 

undergraduates in 2011 than 2010. The undergraduate international student population also increased. 

By expanding recruitment efforts towards underrepresented students, the University continues to make 

progress in all areas of undergraduate enrollment. Increased efforts include additional events targeting 

underrepresented students, and an increase in the amount and frequency of letters, e-mails, and phone 

calls targeting students to assist in making well-informed decisions about attending the University of 

Kentucky. 

Undergraduate enrollment numbers at the university-wide and freshman level show the University’s 

efforts have been effective across the board.  One of the most tangible “action steps” or strategies 

implemented is a series of 12 on-campus open house events called “Come See Blue for Yourself.” These 

events encourage high school counselors to bring groups of interested students to campus for 

information sessions, an academic resource/college fair, a campus tour, and an opportunity to learn 

about student involvement at UK. The goal with these events, which are hosted beginning in mid-

October and lasting until January, is to showcase the opportunities available at UK for students of all 

backgrounds and interests including minority students. These events, layered with communication sent 

to students highlighting the institution’s unique programs, important deadlines, and important 

scholarship opportunities, help strategically meet the goals set forth by campus administrators in regards 

to enrolling a diverse and well-prepared student body. 

In recent years, the University of Kentucky has taken deliberate steps to become increasingly ‘veteran 

friendly’. The University’s Enrollment Management team now includes a Veterans Resource Center 

which works closely with VA benefits offices and other key enrollment and advising services areas on 

campus, to ensure that student veterans experience a tight-knit community and comprehensive support 

during their time on campus.  Student veterans receive an application fee waiver when applying; thereby 

reducing one obstacle that often stands in the way of students applying. Also, in an effort to better serve 

students of  lower socioeconomic status and first generation students, UK has developed a “Scholarship 
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Search Tool” (http://iweb.uky.edu/Scholarships/Search.aspx) that allows undergraduate students quick 

access to a complete list of scholarships for which they are eligible to apply. The University now asks a 

question on the undergraduate admissions application to determine if a student would be a ‘first-

generation’ college student. The “First Scholars” program (http://www.uky.edu/UGE/FirstScholars/) is 

yet another ‘network of support’ that provides assistance for students who may need additional support 

during their transition to college. In terms of international diversity, Enrollment Management has 

partnered with the Office of International Affairs (OIA) to further streamline the international 

recruitment/admission process.  All admission is now handled by two undergraduate admission officers 

who focus on international student admission. In addition to regular efforts, the University has focused 

efforts specifically for the international student applicants including specific and targeted emails, phone-

a-thons utilizing current UK student ambassadors from OIA, and special mailings. A new international 

scholarship (managed by OIA) was instituted for 2011-2012.   

Although not at parity for African Americans, the University of Kentucky did increase the percentage 

and decrease the graduate enrollment gap. The University exceeded the goal with enrollment of 

Hispanics. University Officials also awarded the SREB Doctoral Fellowship to a Hispanic student, 

which was a first. 

Recruitment Efforts and Initiatives University of Kentucky graduate student recruitment efforts are 

divided into on-campus and off-campus. These efforts are further divided into categories dependent 

upon whether they are small group or individual sessions. The categories include: Special Emphasis 

Groups (MANRRS, etc.), General Information Sessions, Recruitment Fairs, Individual Appointments, 

Classroom Presentations and Outside Campus Visitors.  Approximately 832 student contacts were made 

via these initiatives.   

A new feature added was the use of “Group Chats”. Group Chats allow Graduate School officials to 

speak with students virtually anywhere in the world who have access to a computer. A trial run offered 

campus staff an opportunity to ask questions about the Graduate School. Eight staff members signed up 

and participated, and one of the participants has enrolled. 

The Graduate School sponsored a “mini-retreat and collaborative” with direct responder staff who have 

responsibility with students in underrepresented and targeted populations to help develop a document 
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that gives the “steps” students interested in graduate school should take. The Graduate School also 

worked to coordinate recruitment efforts to reduce redundancy.   

The Graduate School doubled participation in the McNair conferences, and plans to assess how many 

applications will come from these efforts and adjust accordingly. 

In the campus enrollment tool, Graduate School officials created about 31,000 records in the last year 

and sent out emails to prospective students which had a 98.2 receipt rate. 

The UK Graduate School web page became fully operational and more interactive in August of 2011. 

Diversity activities are listed and an archive of diversity students who have been featured is maintained 

on the page. Additionally the Graduate School implemented a FACEBOOK page. 

The Graduate School formed a “Cross-Cultural Committee” which was tasked with developing and 

implementing educational, informative and fun activities for staff enrichment which would occur in 

conjunction with the newly implemented “First Friday” meetings established by the Dean.  

Preparing Future Faculty 

In efforts to increase diversity at the faculty level, the University of Kentucky encourage students of 

color to participate in the Preparing Future Faculty program. The University of Kentucky had 148 

student enrollments total, of which half were women, 39 were international, and 6 were Black or African 

American. Realizing that diversity is broad in its implications and that majority students would be 

teaching diverse students, the Graduate School offered one course specifically focused on issues of 

diversity and inclusivity in the college classroom, GS 620. Efforts must be employed in the future to 

increase enrollment. 

Because staff are integral to not only diverse student recruitment but also to their retention, the Graduate 

School sought to increase the cultural awareness of the Graduate School staff through participation, 

interaction and creation of diverse cultures and experiences. Non-Exempt staff were encouraged to 

participate in the statewide Summit on Inclusion. From that experience, the staff developed a “Cross-

Cultural Committee”.  

Community Engagement 

In the 2011-2012 academic year, the Graduate School Student Diversity Advisory Committee 

(GSSDAC) coordinated efforts with the Graduate School staff on two service projects: (1) a United Way 
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service day at a local farm to glean vegetables for food charities; and; (2) a coat drive to benefit 

Lexington’s William Wells Brown Elementary School. To measure the success of the events, numbers 

of participants were tracked and coats were counted. Both events were new initiatives and successful in 

forming closer relationships between graduate students and Graduate School staff. Both events helped to 

serve Lexington underrepresented populations and raised awareness within the Graduate School, the 

graduate student population and the community. As new initiatives, these events were successful. Future 

efforts focus on increasing participation within both the Graduate School staff and graduate student 

populations. 

The GSSDAC-sponsored participation in a downtown Lexington Gallery Hop and downtown historical 

walking tour saw the greatest success in number of graduate student participants (15) of its three projects 

for the year. Future efforts start with a social/educational component earlier in the academic year 

followed by service projects, building upon the success and recognition of the social event. An 

additional source of graduate student service may be coordinated through the reinvigorated, yet still 

“young,” Graduate Student Congress whose 2012-2013 officers expressed interest in service-learning 

projects. Finally, the Graduate School administration met with graduate student organization leaders in 

January 2012 to encourage a dialogue – part of that dialogue focused on service projects and diversity. 

 The IRAQI Initiative that started in 2009 has resulted in 14 Iraqi nationals coming to begin coursework 

in the University’s English As a Second Language (ESL) program. Joint efforts with the Office of 

International Affairs and English As A Second Language program are ongoing, as well as continuous 

efforts with China, and new inroads into Kazakhstan.  

The Graduate School is partnering with SENSA, a South American educational initiative out of 

Columbia whose goal is to effect social change in their country through education. University officials 

have visited with them, and SENSA brought a delegation of 5 to campus in January to discuss education 

exchange programs and enrollment in graduate programs for their faculty without terminal degrees. In 

addition, UK invited the diversity team from Bluegrass Community and Technical College to meet with 

their representative to begin collaborative efforts to benefit under-represented students. 
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Student Success/ Closing the Achievement Gap 

For the 2011-2015 Diversity Plan, the University’s objective is to reduce and eventually eliminate 

differences in achievement for Black or African American and Hispanic or Latino students in 

comparison to White students retention. 

Achievement Gap Closures: 
First Year to Second Year Retention Rate 

 
Cohort 

 
Overall 

 
White 

Black or African 
American (B/AA) 

Gap1 
(White – B/AA) 

Hispanic or Latino 
(H/L) 

Gap2 
(White – H/L) 

2010 81.5 81.8 80.9 0.9 77.3 4.5

2009 81.8 83.1 71.2 11.9 75.3 7.8

2008 80.3 80.5 75.1 5.4 82.3 ‐1.8

2007 81.0 81.1 80.0 1.1 81.8 ‐0.7

2006 76.4 76.2 76.6 ‐0.4 71.9 4.3

2005 77.8 78.0 75.9 2.1 82.4 ‐4.4

2004 78.9 79.6 69.0 10.6 68.8 10.8

Source: UK Office of Institutional Research 

UK 2009-2014 Strategic Plan Metric 1-3 states Increase the first-to-second year rate to 85 percent. The 

First year to Second year retention gap between Black or African American and White students reduced 

from 11.9 percent in cohort 2009 to 0.9 percent in cohort 2010. For Hispanic or Latino students, the gap 

also decreased from 7.8 percent in 2009 to 4.5 percent in 2012. Both minority groups show considerable 

progress. 

The University of Kentucky’s leadership is committed to a “Community of Inclusion” wherein 

excellence and diversity are interwoven and connected at both the micro- and macro-levels. The 

University’s strategic advancement is coordinated within this stated goal.  Faculty leadership in the 

University’s colleges has also been critical in maintaining the energy toward meeting the University’s 

strategic goals for diversity: 

 guidance from the Office of Institutional Diversity in organizing the many different task force 
efforts (such as the LGBT Task Force, the Latino Task Force, the Black Male Student Success 
Initiative) and in the newly implemented strategic programming and strategy called the 
Intercultural Learning Pathway (launched in 2011); 

 the maturation of special programming in the Division of Undergraduate Education (e.g., First 
Generation Initiatives; reform of the Honors Program);  

 continued excellence in the Division of Student Affairs (e.g., professional support for 
undergraduate students with disabilities, for students who are veterans, residence life 
programming)  
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These advances, in conjunction with the University’s record high enrollments of African-American and 

international undergraduate students each year, have begun to create a critical mass for cultural change 

at the University of Kentucky. Despite deepening “double segregation” for more students in the U.S.  

(see the 2012 report from The Civil Rights Project’s research, 

http://civilrightsproject.uclaedu/research/k-12-education/integration-and-diversity), the University has 

made gains in bringing more students of color to campus while continuing to advance in most all 

indicators for academic excellence. Faculty, professional staff and student leaders mentor and intervene 

in ways that directly impact undergraduate student persistence and timely graduation.  

One of the University’s transition-from-high-school programs is the UK Freshman Summer Program 

(FSP).  The FSP is a six-week program designed by the staff of the Center for Academic Resources and 

Enrichment Services (CARES) to prepare students for the academic rigor of UK and to improve the 

persistence of Africa American, Hispanic, American Indian, first generation and low income students 

admitted for the upcoming Fall Semester. The retention rate for the participants in this personalized and 

intense program has traditionally remained very high; and for the 44 students in 2010 and the 47 

students in 2011, the retention rates were 100 percent and 97.9 percent respectively. Their persistence 

rates are also commendable, lending to very high graduation rates. For the FSP participants of the 2004 

graduating cohort, 12 of the 22 graduated within six years (yielding a 54.5 percent graduation rate). For 

2005, 19 of the 36 graduated within six years at 52.8 percent (still far above the mean for that cohort’s 

African American students whose graduation rate had improved over the previous year to 46.8 percent). 

The Center for Academic Resources and Enrichment Services (CARES) worked with the Student 

Support Services (SSS) TRIO program, Robinson Scholars and First Scholars Program to offer a 

Multicultural First Year Focus Orientation and reception in August 2010 and again in 2011. With over 

400 new students and approximately 900 family members participating, this program met an important 

need for incoming students. The parents of students receiving the William C. Parker scholarship also 

had an opportunity to sign up for a listserv managed by CARES to continue the conversation. CARES 

celebrated their students who earned a place on the Deans’ lists across campus with a Sophomore 

Success Luncheon. They also created the Peer Academic Coaching (PAC) Program to assist second 

semester freshmen in rebounding from an academically challenging first semester of college (less than a 

2.24 GPA from the first fall). This highly intensive program showed a clear impact on cumulative GPAs 

for those who participated compared to those who did not. 
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Student Support Services (SSS) is designed to provide academic support services to improve academic 

performance and increase retention and graduation rates of college students who are first generation 

(neither parent has a bachelor’s degree), low income or have a documented disability.  SSS provides 

opportunities for participation in study skills development, tutoring, academic planning, 

personal/career/financial counseling, peer mentoring, graduate school preparation, and social/cultural 

activities. SSS serves to motivate and support students as they transition from one level of education to 

the next while working toward the successful completion of postsecondary education. The bulk of SSS 

students are First Generation college students. Students attended many activities sponsored by campus 

offices and/or co-sponsored with SSS and submit a write up sharing what they learned or gained from 

the activity. 

The First Scholars program helps first-generation students navigate the pressures of college life, 

addressing their academic, social integration, personal development, and financial needs. Students 

receive individualized strategic plans based on their needs, which are identified using the results of an 

assessment called the Student Strengths Inventory™. The goal of the First Scholars program is to help 

first-generation college students succeed in school and ultimately graduate from college. The program is 

open to incoming first-time, full-time freshmen whose parents have no more than two years of education 

beyond high school and no postsecondary degree. Selected students receive personalized support, 

including a four-year renewable scholarship of $5,000. Twenty scholars are selected each spring for 

enrollment the following fall. In 2011, 100 percent of the scholars returned for their sophomore year and 

95 percent of both cohorts were retained at the end of the, 2011-2012 academic year. 

Students in the UK Honors Program have traditionally been retained at significantly higher rates than 

the University’s general population, and yet the most recent entering cohorts include only about 4-5 

percent minority/international students. Part of the new duties for the Honors staff are to work more 

closely with recruiting staff and International Affairs to recruit and retain minority and international 

students. The Honors Program has set an ambitious goal of recruiting and retaining minority and 

international students to yield 10 percent of their total student population by 2014. 

The curriculum for the University’s Academic Orientation course, UK 101 (for first year students) and 

UK 201 (for first time transfer students) was enhanced in 2011 with new lesson plans created by the 

Assistant Director of Student Involvement for Diversity Education and Community Building. The Office 

of Institutional Research has found that for underrepresented minority students at UK (taking into 
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account other variables such as high school GPAs or ACT scores), enrolling in UK 101 was statistically 

significant for both second and third year retention rates. 

Another important program that has documented its impact on first year student retention is UK’s Living 

Learning Program, sponsored from the Office of Residence Life in Student Affairs. Residence Life staff 

have recruited a number of representatives from underrepresented minority populations (e.g., student 

staff comprised 25 percent minority students in Fall 2011) and regularly train all staff members on issues 

of diversity and inclusion. Besides the new A&S Wired program, the Living Learning Program helped 

support the roll out of the First Generation Initiatives community in Blanding III Hall which is part of a 

National Model Program supported by The Suder Foundation and centered in the Division of 

Undergraduate Education. Like several of the other Living Learning Community (LLC) programs, the 

First Gen LLC includes connected courses throughout the academic year. This initiative – open to all 

first generation students and comprising 42 students total – contributed greatly to the First Scholars 

Program’s cohort of 20 which achieved 95 percent retention rate for 2011-2012 (compared to all of 

UK’s first generation student population retention rate of 74 percent). 

Students who participate in a Living Learning Program are more academically successful than their 

corresponding cohorts. For the combined 2010 and 2011 academic years, LLP overall student retention 

rate was 89.9 percent. Other student resident cohorts not participating in LLP retention rate was 80.6 

percent. As the chart indicates below, both minority and non-minority LLP students had consistently 

higher retention rates. 

University of Kentucky Retention Rates by LLP for Combined 2010 and 2011 Cohorts 

  Not LLC LLC 

Student Race/Ethnicity N
Fall1 to Fall2 

Retention N 
Fall1 to Fall2 

Retention

American Indian or Alaskan Native, Non-Hispanic Only 11 63.6%   

Asian, Non-Hispanic Only 169 88.8% 28 96.4%

Black, Non-Hispanic Only 661 76.4% 44 93.2%

Hispanic or Latino, regardless of race 201 77.6% 21 95.2%
Native Hawaiian or Other Pacific Islander, Non-Hispanic 
Only 7 57.1% 1 100.0%

Nonresident Alien 98 80.6% 5 100.0%

Race/Ethnicity Unknown 187 81.3% 20 85.0%

Two or More Races 212 69.8% 22 100.0%

White, Non-Hispanic Only 6057 81.3% 621 88.9%
Overall 7603 80.6% 762 89.9%
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It is not clear at this point whether the Academic Preparation Program, targeting those students whose 

ACT/SAT scores are below the statewide cut off for college readiness, has made any impact on the 

successful transition of UK’s students of color from high school to the academic challenges of 

postsecondary education. More research is needed regarding UK’s students whose ACT scores are 

below the state’s indicators for college readiness (504 in 2010 and 477 in 2011) and the effect of specific 

remediation efforts to prepare students for selected introductory college courses. 

Soon after the University launched the twin efforts of an early warning system in 2007, midterm grades 

for all undergraduate students, and Student Alerts from faculty concerned about their academic progress, 

the retention rates for all students at UK dramatically increased. Despite relatively high levels of faculty 

use of these tools for student success, the rise in retention rates has slowed with recent cohorts. More 

detailed information on how these University-wide strategies impact UK’s most vulnerable student 

populations and stave off attrition rates is needed in order to show that these are more effective than the 

customized, research-based support from professional staff in programs such as CARES, SSS or First 

Scholars. 

Achievement Gap Closure: Second Year to 
 Third Year Retention Rate 

 
Cohort 

 
Overall 

 
White 

Black or African 
American 

Gap1 
(White – B/AA) 

Hispanic or 
Latino 

Gap2 
(White – H/L) 

2009 71.9 73.5 58.6 14.9 63.6 9.9

2008 71.0 72.1 58.0 14.1 67.7 4.4

2007 71.1 71.6 65.9 5.7 63.6 8.0

2006 68.4 68.4 67.1 1.3 61.4 7.0

2005 68.9 69.1 64.5 4.6 73.5 ‐4.4

2004 70.4 71.6 55.6 16.0 53.1 18.5

2003 70.2 70.4 60.8 9.6 71.9 ‐1.5

Source: UK Office of Institutional Research 

The Second Year to Third year retention gap between Black or African American and White students 

increased from 14.1 percent in cohort 2008 to 14.9 percent in cohort 2009. Black or African American 

retention increased from 58.0 percent to 58.6 percent, while White retention increased at a higher rate 

from 72.1 percent to 73.5 percent. For Hispanic or Latino in comparison to White students, the gap 

increased from 4.4 percent in 2008 to 9.9 percent in 2009. The increase represents a decrease in 

Hispanic or Latino retention of 4.1 percent combined with an increase in White retention. Hispanic or 

Latino retention rates will also fluctuate more due to the fewer number of students. 
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Though no specific Strategic Plan metric is established to solely measure second-to-third year student 

retention, the administrative leadership at the University of Kentucky has been acutely aware of the 

continued lack of progress in retaining students after the second year. There has been a concerted effort to 

study how the colleges and support units currently intervene with graduating cohorts after their first year 

and how they might improve persistence in the University of Kentucky’s more challenging academic 

courses and programming in the upper levels of majors, moving toward a timely graduation. A 

University-wide effort in 2011-2012 launched to address the “sophomore slump” with new campus-wide 

programming spearheaded by the Division of Student Affairs, 

http://www.uky.edu/AcademicSuccess/sophomore.html. 

The Diversity Education & Community Building area launched the CATalyst Co-Sponsorship Program. 

This fund comes from collaboration between Institutional Diversity, Student Government and 

International Affairs to support initiatives that promote diversity and inclusivity on campus. It will be 

critical for those students wanting to pursue executive roles in their respective organizations. 

CARES offered a “Take the Lead with Power, Passion and Purpose” Leadership Conference in 

partnership with the Stuckert Career Center and UK Counseling Center, along with other support units 

and student organizations. Students helped plan this free, personal skills development program in April 

2012. In addition, the Majestic UNITY (M)-Women of Color Empowerment Group provided support to 

over 50 women of color while enhancing leadership, social and cultural development throughout their 

college careers. 

The pathway out of the University has been analyzed for several years, and it has become increasingly 

important for the Division of Undergraduate Education to focus on transfer advising.  When controlling 

for residency status, the students transferring out of UK do not tend to choose schools outside their 

residencies, i.e., nearly 90 percent of UK's Kentucky resident students who left chose to enroll in 

another Kentucky school. Out of all of UK’s students from the official cohorts under study, those who 

transferred instate had a slight overall preference for a 4-year institution. Of all the most recent UK in-

state transfer students (i.e., those entered UK as first-time, first year students and who transferred from 

UK to another Kentucky institution), 47 percent went from UK to a 2-year institution. Many of these 

students may be on an academic trajectory that may continue to graduation eventually, but more 

attention could be paid to supporting their timely graduation from UK while using KCTCS course 

credits toward a UK degree. 
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Graduation Rate 

Metric 1-5 of the UK Strategic Plan states Increase the six-year graduation rate to 64 percent. Consistent 

with student Retention, the objective is closure of disparities in graduation rate between Black or 

African American and Hispanic or Latino students in comparison to the graduation rate of White 

students. 

Achievement Gap Closure: Graduation Rate 
 

Cohort 
 

Overall 
 

White 
Black or African 

American 
Gap1 

(White – B/AA) 
Hispanic or 

Latino 
Gap2 

(White – H/L) 

2005 59.2 59.7 46.8 12.9 70.6 ‐10.9

2004 58.2 60.1 38.7 21.4 40.6 19.5

2003 59.5 60.4 42.7 17.7 53.1 7.3

2002 57.7 58.6 47.6 11.0 46.7 11.9

2001 61.4 62.5 50.3 12.2 59.3 3.2

2000 59.1 60.3 44.8 15.5 39.1 21.2

Source: UK Office of Institutional Research 

The Graduation Rate gap between Black or African American and White students reduced from the 21.4 

percent 2004 cohort to 12.9 percent cohort in 2005. The 19.5 percent 2004 cohort between Hispanic or 

Latino and White students sharply changed in the 2005 cohort to Hispanic or Latino student graduation 

rate exceeding White by 10.9 percent. Again, anticipate greater fluctuation in Hispanic or Latino student 

data due to the fewer number of students. 

The 2009-2014 UK Strategic Plan targets the six-year graduation rate increase for an ambitious 64 

percent despite the cohorts with high attrition rates who were in the pipeline and scheduled to graduate 

during that time period.  This combined with continued fiscal constraints from statewide budget 

reductions make the plan’s targets difficult to achieve. These issues concentrate even more forcibly in 

negative impact when considering race/ethnicity, especially for male undergraduate students of color.   

A majority of African-American male students affiliate with UK’s Undergraduate Studies (an advising 

unit that supports students who are exploring pathways into a major) on a semester-by-semester basis as 

many may move from one college to another in pursuing their academic career goals. This affiliation, 

while important for academic planning, tends to slow progress to degree. In addition, there are some 

colleges in which students of color may feel as if there is a critical mass of peers to support their 

progress. During the academic year of 2010-2011, three of UK’s undergraduate colleges produced more 

than 90 percent of degrees from White students; however, two colleges produced nearly 25 percent 
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degrees from students of ethnically diverse backgrounds. Six undergraduate colleges produced 

baccalaureate degrees in 2010-2011 from diverse students at or above UK’s average for that year:  

Social Work - African-American graduates 24.0%  
Fine Arts - Hispanic/Latino 1.5%  
Design - Hispanic/Latino 3.2%  
Communications & Information - African-American 5.7%; Hispanic/Latino 1.3%  
Arts & Sciences - African-American 5.5%; Hispanic/Latino 2.0%  
Agriculture - African-American 11% 

In the College of Agriculture the number of undergraduate students from underrepresented areas has 

increased, though recruitment along with internationalization of the curriculum remains a priority. The 

departments offer a diversity-related seminar that is held at least once yearly as part of the regular 

seminar series. In the fall of 2011, the college underwent periodic civil rights compliance reviews 

conducted by the USDA’s National Institute of Food and Agriculture for activities related to the 

University of Kentucky Agricultural Experiment Station and the Cooperative Extension Service. The 

College also reached out to Kentucky State University as well as the Bluegrass Domestic Violence 

Program in collaborative relationships where UK faculty and students can seek new ways to work with 

underrepresented groups. The College of Agriculture Office of Diversity serves as a symbol of 

excellence to people of Kentucky and beyond through efforts in education, services, scholarship and 

leadership in the field of agriculture. 

The College of Arts and Sciences has made a strong commitment to hiring new international and 

interdisciplinary faculty as well as offering new learning communities in a variety of environments to 

increase diversity and inclusion. The College’s Passport to the World Program launched in 2010 with a 

year-long exploration of the culture and history of South Africa – in 2011, the year-long focus was on 

China. Public lectures, cultural events, coursework and travel opportunities provide evidence of a new 

climate of inclusion. The multimillion dollar investment in the A&S Wired Residential College located 

in Keeneland Hall “gives students a 21st century liberal arts education, allowing students to realize 

connectivity on all levels from virtual to face-to-face, local to global.” Both the Appalachian Studies 

Program and the African American and Africana Studies (AA&AS) Program have brought together 

former programs into one college to focus on collaboration in interdisciplinary, international studies as 

well as building outreach programs with faculty, staff, students and alumni. The AA&AS office also 

supports key student organizations including the African Student Association and the Black Student 
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Union. The college is committed to mentoring new faculty hires and the combined units to contribute to 

University of Kentucky long term retention effort. 

The College of Business & Economics continues to look for ways to recruit and promote an awareness 

of diversity within the college and to follow University-led initiatives in leadership training, professional 

development, and mentoring programs that promote dignity and respect for all individuals. These steps 

represent important milestones in building an inclusive culture that deserves full support and 

participation. The College has increased the number of partnerships with community organizations 

whose purpose is to promote diversity and inclusion. 

In the College of Communication & Information, the percentage of African-American students 

decreased while the percentage of Hispanic students increased. The College continued a strong 

performance on internationalization, especially in developing courses for study abroad. The college’s 

diversity committee has made efforts to develop a stronger presence on the College website, including a 

space for interactive communication between the diversity committee members and individuals with 

questions or concerns related to diversity issues. A consulting consortium connects the college with the 

community with the hope of increasing entrepreneurial efforts created by iNET. 

The College of Design has established a diversity advisory network comprised of alumni, current and 

former faculty, past lecturers and workshop leaders who serve as mentors to students. In addition, the 

faculty utilize new post-professional programs to recruit a diverse, international student cohort.  

The College of Education is dedicated to promoting inclusion and diversity in its curricula and among its 

faculty, staff, and students. During the 2010-2011 year, the enrollment of undergraduate students of 

color increased though international students decreased. In the 2010-2011 year, the college hired a new 

professional advisor to advise students enrolled in programs in the Department of Kinesiology and 

Health Promotion, which has the largest college increase in student enrollment, including students of 

color. The college has assigned a new associate dean responsible for international engagement with an 

emphasis on recruitment of international students. Additionally, field experiences and student teaching 

placements were monitored to ensure candidates had experience in diverse school settings throughout 

their programs. 
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In 2011 the College of Engineering developed a diversity strategy to enhance the college’s environment 

through the implementation of a Diversity Scorecard under the guidance of the Office of Institutional 

Diversity.  

The College of Fine Arts has a significant African American faculty population (9.2 percent in 2010-

2011) with 4.6 percent other minorities. These faculty help to recruit minority students. The college's 

most targeted effort has been in the area of Vocal Performance, which has been very successful in 

drawing African American students to classical music, particularly, opera.  The college has also targeted 

international students, specifically Chinese, and faculty have developed relationships with the 

universities in Shanghai and Inner Mongolia. An exchange agreement with Hong Kong University has 

yielded many enriching experiences for all participants. 

The College of Health Sciences, which traditionally has students of color make up less than 10 percent 

of their graduates, created in 2011 a College-wide Advisory Council on Diversity which reports directly 

to the dean. Each department’s diversity plan strategies have been reviewed with intense follow-up on 

ways to improve. The pipeline efforts continue with outreach and service in the community with inter-

professional teams, e.g., at Maxwell Elementary School the faculty and staff work on engaging fourth 

grade students in healthcare related topics. The college has also implemented a pipeline for diverse 

recruiting with Berea College, Kentucky State University, Murray State University, and Alice Lloyd 

College. The faculty and administration continue to collaborate with the Health Center Diversity Office 

to identify, recruit and support diverse applicants. The College of Health Sciences is also seeking 

sources of funding to support diverse students, including academic support activities, along with tuition 

and housing costs. Retention rates for minority students continue to be below the retention rate for non-

minority students, but still at or above 85 percent. 

The College of Nursing ensures there is more than one underrepresented student in each cohort. For 

example, the College would move another student to the fall or spring term to have at least two, 

although there are usually several underrepresented students in both terms. Also, the College of 

Nursing’s international partnerships increased by 63 percent; however, the extent of the partnerships 

varied from initial inquiries to active involvement. Student involvement in UK supported international 

experiences remains small, but is increasing. 
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The undergraduate college’s partnership with other 4-year institutions is crucial in building bridges that 

allow the original graduating cohorts to return to UK for their degree. Of the students who count in three 

of the college’s official retention/graduation cohorts (for 2006, 2007, 2008), nearly twice as many of 

those who left UK - and have not yet returned as of May 2012 - left during or right after their first year 

at UK. There is not a big difference between choosing 2-year over 4-year schools but, as students move 

closer toward upper-class levels, they tend to choose transferring to another 4-year school. An emphasis 

on dual degree agreements could help address the attrition rates at UK for those students who remain in-

state and help boost graduation rates for graduating cohorts. 

CARES has a long tradition of supporting students from UK’s traditionally underrepresented 

populations all the way through from first year to graduation. The Graduate and Professional School 

Showcase, co-sponsored with the Office for Institutional Diversity, UK Graduate School, Alumni 

Association, Career Center and Gatton College of Business and Economics MBA Office in the Fall of 

2011, is an excellent example of a collaborative effort for nearly 350 participants, including 

representation from Eastern Kentucky University, Kentucky State University, Transylvania University, 

Western Kentucky University as well as UK alumnae/i. An inaugural Life After College Retreat held in 

February 2012 provided nearly 50 upper-class students with skills needed to assist them in a successful 

transition from college into the workforce or graduate school. Forty-one (of the 196) African American 

graduates in May 2012 came to the Harambee Celebration, featuring a CARES student and a UK faculty 

and poet, Dr. Adam Banks, as keynoters. The Programs in Undergraduate Education (AMSTEMM, 

Robinson Scholars and First Scholars) also have a large role to play in this effort.  

Degrees Conferred 

The University of Kentucky selects Strategic Plan Metric 1-8 for this objective: Increase bachelor 

degrees awarded per academic year to 3,925. The University’s goal is to increase the number of bachelor 

degrees awarded to Black or African American and Hispanic or Latino students. 
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Bachelor's Degrees Conferred: 2005-06 – 2010-11 

 Source: UK Office of Institutional Research 

The UK Strategic Plan Metric 1-8 aspired to an increase in awarding of bachelor’s degrees per academic 

year to a record high of 3,925 by 2014. While there have been overall increases in degree production 

(e.g., 3,712 total in AY 2010-2011 to 3,735 in AY 2011-2012), there has been little progress in 

graduating undergraduate students of color. 

One of the several academic enrichment programs offered by the Division of Undergraduate Education 

is through the Gaines Center for the Humanities. The Center typically receives 30 applications for their 

fellowships and in 2010 eleven students were granted the fellowship, two of whom were minorities. 

Among the 10 Fellows admitted to the program in 2011, diversity is strong: two students come from 

non-Western European heritages and one is African-American. In the process of developing the junior 

year Juried Projects and Senior Thesis, Gaines Fellows have typically addressed issues relating to 

globalization or local social justice. One project in 2011 led to the development of a Perennial Peace 

Garden, a digital 3D environment complete with social networking designed for an international 

audience in the virtual world of Second Life (http://ukisland.wordpress.com/courses-research-

projects/peace/). Another one focused on a campus-wide gathering of faculty, staff and students to come 

together with local political leaders, educators, NGO directors and organizations devoted to social 

justice to hear about Kingian Non-Violence Programming and to imagine a city-wide dialog on a single 

issue of concern such as juvenile gang violence. 

Undergraduate Student Degrees- STEM-H 

The University of Kentucky 2009-2014 Strategic Plan 1.4.5 states Continue to enhance recruitment of 

majors in the Science, Technology, Engineering, and Mathematics (STEM) disciplines and provide 

 
05-06 % 06-07 % 07-08 % 08-09 % 09-10 % 

 
 
10-11 

 
 
% 

White 3,219 91.5% 3,242 89.7% 3,390 89.8% 3,285 90.0% 3,018 85.7% 3,195 86.1% 

Black or African 
American 

152 4.3% 153 4.2% 150 4.0% 154 4.2% 145 4.1% 

 
 

203 

 
 

5.5% 

Hispanic or Latino 
43 1.2% 36 1.0% 34 0.9% 35 1.0% 48 1.4% 

 
47 

 
1.3% 

Other 
Races/Missing 105 3.0% 182 5.0% 201 5.3% 176 4.8% 310 8.8% 267 

 
7.2% 

Total 3,519 100% 3,613 100% 3,775 100% 3,650 100% 3,521 100% 3,712 100% 
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professional development programs for p-12 math and science teachers in order to create more math and 

science capacity. 

STEM+H Bachelor’s Degrees by Race/Ethnicity 
 

2010-2011 
Total 

2010-2011 
Percent 

 
2011-2012 

Total 2011-2012 Percent 

Black (Non-Hispanic) 39 3.4% 36 3.2% 
Hispanic 10 0.9% 10 0.9% 
Other Races/Missing  109 9.4% 116 10.4% 
White (Non-Hispanic) 997 86.3% 954 85.5% 
 Total 1,155 100.0% 1,116 100.0% 

 

The total number of science, technology, engineering, mathematics and health sciences (STEM-H) 

University of Kentucky students declined from 1,155 in 2010-2011 academic year to 1,116 in 2011-

2012. This represents a decrease of 3.5 percent. Likewise the number of STEM-H degrees awarded to 

Black or African American students decreased from 39 in 2010-2011 to 36 in 2011-2012. For Hispanic 

or Latino students the number remained constant each year at 10. STEM-H degrees awarded to White 

students decreased from 997 to 954 during this period. The only category that experienced an increase in 

STEM-H degrees was identified as other minority races or failed to voluntarily self-disclose their 

race/ethnicity data. 

The University of Kentucky, as postsecondary education in general, has had difficulty in attracting 

persons from groups typically underrepresented in the sciences and engineering, including U.S. citizens, 

women, minorities, persons with disabilities, and persons from rural areas. The reasons are many and 

systemic. The preparation and skills learned by U.S. students at the primary and secondary levels are 

one reason for the University to increase its attention to “pipeline” activities. These activities relate to 

human resource development efforts aimed at increasing the awareness and interest of young people in 

the professions. 

The University’s strategic planning for increasing STEM degrees awarded has focused on a different 

listing than that compiled by the CPE. UK’s College of Education launched a whole new department in 

STEM Education as part of the University’s efforts to meet its goal in STEM degree production as 

defined in Metric 1-11: “Increase degrees awarded per academic year in science, technology, 

engineering, and mathematics (STEM) disciplines, including degrees that prepare teachers in STEM 

disciplines, to 1,300.” 
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Undergraduate Student Transfer from KCTCS 

The University of Kentucky 2009-2014 Strategic Plan 1.4.4 states Develop and implement new 

programs and strategies to increase student enrollment and diversity including efforts related to transfer 

students, non-traditional students, and military veterans enrollment, as appropriate, and pipeline 

initiatives with middle and high school students and their teachers. 

First-time Transfers from KCTCS by Race/Ethnicity 
Summer 

2010 
Fall 
2010 

Spring 
2011 

Total 
2010-11 

Summer 
2011 

Fall 
2011 

Spring 
2012 Total 2011-12 

Nonresident Alien 3 3 3 2 5 
Black (Non-Hispanic) 3 25 6 34 6 28 3 37 
American Indian or Alaskan Native 1 1 1 1 
Asian 2 10 2 14 10 1 11 
Hispanic 11 2 13 1 13 6 20 
White (Non-Hispanic) 14 397 104 515 31 340 122 493 
Unknown 2 18 7 27 2 15 7 24 
Two or more races 4 4 8 2 8 6 16 
Native Hawaiian /Other Pacific Is 1 1 1 1 
Total 21 470 125 616 43 418 147 608 

 

Although the total number of first-time transfer students from KCTCS decreased from 616 in 2010-2011 

to 608 in 2011-2012, the number of Black or African American, Hispanic or Latino, nonresident alien, 

two or more races and all other minority race students increased. Black or African American increased 

from 34 to 37; Hispanic or Latino increased from 13 to 20, and; other data groups increased from 54 to 

58. Only White student KCTCS transfers declined, from 515 to 493. 

The University has committed to several new initiatives in the past five years in keeping with its 

Strategic Plan Strategy 1.4.4. Of all the states surveyed by Complete College America, Kentucky is 

shown to be the lowest in 2- to 4-year transfer rates. The University of Kentucky, once the most popular 

4-year destination for in-state transfer students, has lost its strong lead for transfers among the public 

institutions since 1997. For our colleges offering professional certifications such as Education or 

Engineering, this trend is alarming. Traditional channels for transfers, especially from the community 

colleges cannot be relied on. Students coming to UK from the Kentucky Community and Technical 

College System (KCTCS) with an associate degree tend to do better academically at UK than students 

who transfer in without a degree. This includes students who had initially applied to UK but their 

college readiness scores were too low for admission.  
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The BCTCblue+ Program, a joint admission/joint enrollment agreement between the University of 

Kentucky and the Bluegrass Community and Technical College (BCTC), is one of several strategic 

efforts to increase the enrollment of and successful graduation by transfer students at the University of 

Kentucky. As of Spring 2012, there were 362 students at BCTC who have applied to and were accepted 

by the Program. However, rarely more than a third of those eligible have elected to take a course at UK. 

A total of 449 students have progressed through UK from the BCTCblue+ Program from its start in Fall 

2009. Nearly 600 courses have been completed at UK by students enrolled with a tuition discount 

through the BCTCblue+ Program from its inception in Fall 2009 through the Spring semester of 2012. 

The following chart with information gathered from Undergraduate Studies in May 2012 shows the 

progress of BCTC Blue+ students through UK, 2009-2012. 

Semester at UK First Time 

Transfer 

Earned 

AA/AS 

Graduated from 

UK by Spr 2012 

Degree-seeking Status at UK by S2012 

Fall 2009 27 11 3 14 (out of 14 of this cohort still enrolled at UK) 

Spr 2010 47 21 2 26 (out of 27) 

Fall 2010 53 22 0 28 (out of 30) 

Spr 2011 61 38 0 35 (out of 41) 

Fall 2011 41 3 0 5 (out of 27) 

Spr 2012 36 0 0 unknown 

 

The above table shows that those students who enter UK as new, degree-seeking students are beginning 

to reap the advantages of the dual degree program design, however, a significant majority of BCTC 

students are not completing the final few steps required to earn the AA/AS degree. In addition, those 

who retain non-degree-seeking status at UK without a clear academic plan are vulnerable to attrition. 

The precipitous drop of degree-seeking students between Spring 2011 and Fall 2011 still needs scrutiny. 

BCTC administrators believe the Program will continue to grow, especially for Engineering, Business & 

Economics, Education, and Nursing. 

Enrollment Management has increased efforts to help facilitate the ease of transfer from all institutions, 

but especially from those in KCTCS system. The University has streamlined the transfer equivalency 

process so that all incoming courses are equated within two weeks of the point of admission to the 

University, and follow-up procedures are in place to assure a timely response is received from particular 

departments or faculty members. The goal is that all courses are equated before the priority registration 
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occurs for the next semester. To that end, UK students and academic advisors have the best information 

at hand throughout the scheduling and course planning phase. Further, undergraduate students utilize the 

degree-audit system (APEX) to identify how transfer courses count toward University of Kentucky 

degree requirements. 

Additional Student Success Initiatives 

Relative to other large research universities, the University of Kentucky has a fairly homogeneous 

student body. The social science literature on interactions with people from diverse backgrounds 

documents the positive effect of communication and collaboration with others who differ from oneself. 

It is critical that UK achieve a “critical mass” of diverse students so under-represented students are a 

part of the campus community and majority students can be exposed and learn to understand the 

viewpoints of others who have very different perspectives. The narrowing of the gap in graduation rates 

of under-represented and other students is a welcome development, although it is far too early to identify 

this as a trend. Retention rates, particularly in the second-to third year, continue to be a major issue in 

undergraduate education. In recent years, UK has been able to retain under-represented students at 

higher rates, but many of these students drop out at higher rates in subsequent years. 

The University’s Strategic Plan 2009-2014 includes Metric 4-1: “Ensure that all educational and 

administrative units implement strategies to achieve inclusive excellence.” The Office of Student 

Involvement in the Division of Student Affairs created a new position of Diversity Education Research 

Assistant in the Summer of 2011 charged with identifying empirical evidence and pliable pedagogies to 

assist in the development of peer education approach and giving clarity to the direction UK should go in 

building a sustainable peer education program. UK Libraries hosts the Kentucky African American 

Encyclopedia project and the Notable Kentucky African American Database which, along with various 

activities and programs organized by UK Libraries Director of International Programs, provide inclusive 

experiential learning and teaching opportunities. 

Another important metric in the University’s Strategic Plan is Metric 4-2: “Increase the proportion of 

students from diverse ethnic groups and other underserved populations.”  This has focused colleges and 

administrative units attention on an academically challenging “pipeline” of educational opportunities 

through which underrepresented student populations may aspire to attend the University of Kentucky.  

An important transition program is the Mashburn Scholarship Program which not only offers personal 

mentoring to high school students of color, but also assures full financial support for those students 
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entering the University all the way through to graduation. The University houses the Area Health 

Education Center (AHEC) and the  Professional Education Preparation Program (PEPP) offering 

prestigious summer programming for middle school and high school students interested in health care 

careers, especially focusing on recruiting Kentucky’s students of color.  UK’s Office of Institutional 

Diversity also reaches across campus to the professional colleges, working with the Health Center 

Student Diversity and Enrichment Services, the Outreach Center for Science and Health Career 

Opportunities, and the UK Minority Education Development for Prospective Medical Students Program.    

AMSTEMM (Appalachian and Minority Science, Technology, Engineering, and Mathematics Majors) 

is an ambitious effort by UK faculty in partnership with the staff of the Division of Undergraduate 

Education to recruit, retain, and, ultimately to graduate Appalachian and minority students in the STEM 

disciplines at the University of Kentucky.  AMSTEMM recruitment efforts are directed to students from 

the Appalachian counties (52 counties in Kentucky as well the entire Appalachian Region) and minority 

populations. Providing a network of support services, a variety of academic enhancement opportunities, 

and the promotion of a community-like atmosphere among the students who are a part of it, 

AMSTEMM relies on faculty members in STEM departments as well as advanced undergraduates who 

serve as peer mentors for first-year students.  

The Robinson Scholars Program (RSP) serves first generation college-bound and college students from 

selected eastern Kentucky counties with historically low rates of college attendance.  In the fall of 2010, 

out of the 29 Robinson Scholars who had been mentored in high school by RSP staff, 18 enrolled at UK, 

and another five enrolled in KCTCS as first time freshmen. In the fall of 2011, the Robinson Scholars 

Program saw enrollment of 22 freshmen at UK and three in KCTCS. The increase in number of first-

year students appears to be in part due to a more academically talented cadre of entering freshmen in 

Class 2011. The fall 2011 freshmen cohort (Class 2011), to date, has the highest average ACT score of 

all Robinson Scholar cohorts. For Class 2010, the first fall to second fall retention rate was 77 percent, 

with 14 returning. For Class 2011, a total of 17 returned for the second fall, also 77 percent. However, in 

terms of persistence, Class 2010 only has 10 students who enrolled for the third fall, a persistence rate of 

55.5 percent. Based on the current grades of Class 2011 sophomores, it is predicted the persistence rate 

will be approximately 73 percent. The University attributes this persistence rate to more aggressive 

monitoring of student progress and interventions for students having academic difficulties (cumulative 

GPAs below 2.5), and greater use of tutoring and support services. This also includes development of 
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flexibility in assisting students who fall below the required 2.5 cumulative GPA. RSP also requires 

mandatory study hours for any student who has a semester GPA below a 2.5. 

The UK Counseling Center (UKCC) offers crucial support to specific student populations in the 

University, with an enhanced focus on first-generation and veteran concerns in addition to a history of 

inclusive outreach to African-American, LGBTQ, and international students. The Counseling Center 

continues to collaborate with UK student support service units such as CARES and providing mentor 

training to students in AMSTEMM, CARES, First Gen, etc. UKCC also offers a Women of Color 

Support group and weekly informal gatherings for international students. The UKCC Director serves as 

faculty advisor to OUTsource, the UK GSA (gay-straight alliance), and serves on the GLBTQ task 

force.  The Center attracts students from a wide variety of backgrounds. In many settings these 

populations are underrepresented in seeking help. The Center is also highly active in directly providing 

programming to diverse student populations and collaborating with other units to provide such 

programming. 

One strategy/best practice the University implemented in recent years is a free ACT-preparatory 

workshop. Underrepresented students in Kentucky are invited (with their parents) to participate in a day-

long workshop that includes ACT preparation information as well as a full-length practice ACT 

exam. This is one of a myriad of opportunities that the Office of Enrollment Management hosts 

throughout the year to promote college access and to equip students with the appropriate tools to 

succeed in both high school and college. The Office of Enrollment Management has also sent staff on 

international admissions/recruitment trips to increase the exposure of the University on a global scale, 

and to increase on-campus diversity. This along with many other actions, as contributed to yet another 

year of record growth of University of Kentucky international student enrollment. Finally, nearly all 

recruitment events and communications reference the institution’s emphasis on prospective freshmen 

and transfer students thinking about becoming involved as University of Kentucky students. For 

example, during Transfer Advising Conferences, information sessions are offered to include 

opportunities to learn about student organizations and other networks of support available to UK 

students. This encourages institutional support of students, and encourages students to seek out and 

utilize these opportunities while on campus. 
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Workforce Diversity 

The 2009-2014 UK Strategic Plan Strategy 3.4.3 is Sustain continuous progress in employment of 

women and all minorities at all levels of the University. This strategy is further supported by Metric 4-3 

Achieve the employment goals of UK’s annual Affirmative Action Plan. 

As a recipient of federal contracts, the University of Kentucky produces annually an Affirmative Action 

Plan (AAP) for employment based on regulatory standards established by Executive Order 11246, as 

amended, and administered by the Office of Federal Contract Compliance Programs. The AAP contains 

statistical and narrative analyses, identification of problem areas, and establishment of employment 

goals and timetables as required components of the federal administrative regulations. View the 

University of Kentucky AAP at http://www.uky.edu/EVPFA/EEO/pdf/UK_AAP.pdf. Included in the 

AAP are women, all minority groups, African Americans (also in all minority groups data), and the total 

number of regular full-time employees per job category and job groups. 

Employment goals are established for each position category based on availability of individuals with 

requisite skills in the relevant labor market. In 2010-2011 the University of Kentucky employed 12,225 

regular full-time employees in seven position categories: Executive/Administrative/Managerial, Faculty, 

Professional, Office and Clerical, Technical/Paraprofessional, Skilled Crafts, and Service and 

Maintenance. In 2011-2012 the University of Kentucky employed 12,343 total, an increase 118 

employees or 1.0 percent. The University of Kentucky considered 110,204 applications for 3,260 

appointments. The University has a stable workforce with many long-term employees and low attrition 

rates. Positions are in high demand with only 3.0 percent of the applications considered being appointed. 

2.8 percent of female applicants were appointed and 3.2 percent of all minority applicants were 

appointed. 
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Full-Time Employees by 
Job Classification: 2011-2012 

 

Three Workforce Diversity categories are specified according to the Kentucky Public Postsecondary 

Education Diversity Plan and Framework for Institutional Diversity Plan Development: 

Executive/Administrative/Managerial (E/A/M), Faculty, and other Professional. 

Executive/Administrative/Managerial The University of Kentucky employed 513 individuals in 2010-

2011. In 2011-2012 the total number of E/A/M employees was 519. This represented an increase of 6 

employees or 1.2 percent. The total number of women increased from 237 to 242. All minorities 

remained at 46 total, and African American increased from 27 to 28. Specific information follows. 

Executive employees are primarily responsible for management of the institution or major subdivision, 

and provide a significant role in policy development. The total number of Executive employees 

decreased from 70 to 69. In this job group women remained at 17. All minority group employees 

remained at 13, and African American remained at 8 total. 

Administrative employees regularly assist employees in executive capacity, perform work directly 

related to management policies and general business of the institution, administer policy, and affect 

operations to a substantial degree. In this job group the number of employees increased from 265 to 275. 

Women Administrators increased from 140 to 148. All minority group Administrative personnel 

remained at 22, and the number of African Americans increased from 17 to 18. 

Managerial employees have primary responsibility for management of a subdivision or department, 

interpret and administer policies and procedures for daily business operation, routinely direct the work 

Job Category Total Females % 
Goal 

% 
All 

Minorities % 
Goal 

% 
African-

American % 
Goal 

% 
E/A/M 519 242 46.6% 47.2% 46 8.9% 12.1% 28 5.4% 6.0% 

Executive 69 17 24.6% 29.6% 13 18.8% 12.1% 8 11.6% 6.1% 
Administrative 275 148 53.8% 50.0% 22 8.0% 11.0% 18 6.5% 5.6% 

Managerial 175 77 44.0% 50.0% 11 6.3% 13.8% 2 1.1% 6.8% 

Faculty 2,225 820 36.9% 34.0% 422 19.0% 15.8% 90 4.0% 4.0% 

Professional 4,170 2,676 64.2% 50.0% 434 10.4% 9.1% 165 4.0% 4.4% 
Health 1,334 1,086 81.4% 50.0% 84 6.3% 6.7% 39 2.9% 3.5% 

Administrative 
Support 1,531 1,002 65.4% 50.0% 115 7.5% 7.9% 56 3.7% 4.5% 

Student Support 455 277 60.9% 50.0% 69 15.2% 12.2% 58 12.7% 10.2% 
Technical Support 850 311 36.6% 30.6% 166 19.5% 13.3% 12 1.4% 2.8% 
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of others, and supervise professional employees. In the Managerial job group the total number of 

employees decreased from 178 to 175. The number of women managers decreased from 80 to 77. All 

minority group managers remained at 11, and African American managers remained at 2. 

The University of Kentucky experienced very little change in the total number of 

Executive/Administrative/Managerial employees from 2010-2011 in comparison to 2011-2012. Overall 

the University managed to retain the number and proportion of female and minority E/A/M personnel 

despite the lack of growth. 

Education & Training 

The Hiring Enhancement Program, developed by the Human Resources (HR) Employment Office in 

January 2009, provides training, resources and tools for hiring officials throughout the University. The 

program educates hiring officials on effective, legally credible hiring practices. To accommodate the 

needs of the numerous University of Kentucky hiring officials, the HR Employment Office has three 

dedicated Employment Consultants that offer a variety of customizable resources including: behavior 

based interview guides (phone, in-person and/or reference checks); department consultations; and 

trainings. Additional tools created since the start of this program include a hiring fundamentals checklist, 

an application review checklist, a guide on the Dos and Don’ts of Interviewing, and several “just in 

time” resources created to give hiring officials guidance throughout the entire hiring process. The Hiring 

Enhancement Program also offers several featured trainings across campus: Legal Considerations: The 

Dos & Don'ts of Interview Questions, How to Develop an Effective Job Posting, Behavior-Based 

Interviewing series, and UK’s Hiring Fundamentals and Interviewing Techniques.  

The HR Employment Office conducts the interviewing and selecting portion of the campus and 

UKHealthCare SuperVision courses offered to all new supervisors to ensure managers have the 

necessary skills to contribute to institutional recruitment and retention efforts for diverse administrators 

and staff. Over the past five years, significant efforts have been directed toward increasing the 

compliance rate for the SuperVision course in order to improve these skills and competencies of the 

University's supervisory/management employees. Compliance has increased from 25 percent to over 80 

percent for newly hired supervisors which is most beneficial for current and potential employees 

throughout the organization who benefit from the improved management capabilities. 
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Employment Advertising Improvements 

In early 2012, TMP Worldwide services were acquired to improve UK employment branding and 

establish more effective advertising capabilities through improved exposure and visibility. TMP 

Worldwide provides options that target the specific advertising needs for requested 

employment searches. The goal is to reach a diverse and qualified candidate pool as well as ensuring the 

University maintains a consistent look and message with external media regarding recruitment for 

faculty, healthcare, and other exempt position categories. An unlimited posting partnership with 

HigherEdJobs.com has been established to ensure UK’s employment opportunities are directed to all 

qualified candidates within higher education while encouraging applications from diverse backgrounds. 

The HR Employment Office also partnered with Indeed.com, SimplyHired.com, and 

CareerBuilder.com to provide advertising options for UK’s professional level positions; partnerships 

with Allhealthcarejobs.com and Healthcareers.com have been formed to provide advertising options for 

healthcare positions; and finally, a partnership with Snagajob.com has been created to promote UK’s 

temporary and part-time job opportunities. Pre-paid advertising has been purchased with all these job 

boards to provide more cost effective options for UK departments. Additionally, the Human Resources 

staff routinely encourage hiring officials to participate in broader employment advertising for positions 

in a job category which are underrepresented in minorities and/or females. Targeted advertising research 

overviews are customized for interested departments to provide a cost analysis as well as suggested 

niche site advertising options.  

The HR Employment unit has taken a leadership role in the annual Summer Youth Program. This six 

week program exposes minority high school students to the academic and work environment at the 

University of Kentucky. Financial support is provided by the Office of the President for the annual 

program, which allows 10-15 students to work in UK departments over the summer to gain valuable 

work readiness skills. The program continues to be a valuable opportunity for UK staff to support the 

Lexington community by coaching and developing assigned Summer Youth employees. The program 

also continues to be a successful employer and student recruitment tool. During the past twelve years, 

over 100 youth have participated in the program.  

The University of Kentucky values the Work and Life integration of all employees and strives to be an 

employer of choice to achieve the goal to be among the nation’s Top 20 Public Research Institutions by 

2020. The workplace culture supports the recruitment and retention of unparalleled talent who inspire 
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learning, teaching, service, and healing through innovations in: Work Solutions, Initiative, Polices, and 

Programs. The Work-Life Advisory Council on Work-Life is established to demonstrate and reinforce a 

long-term commitment to a positive work-life climate at the University of Kentucky. The Council on 

Work-Life advises the University regarding work-life related issues and ensures that excellence in work-

life practices and philosophy become part of the fabric of the institution. 

The UK Work-Life census survey, "UK@work" was conducted for the second time in 2010. (First 

survey conducted in 2005-06.) Significant areas of progress include:  employee commitment to UK and 

work-life support provided by UK. Faculty perceptions of UK in 2010 improved in several areas relative 

to 2005.  In aspects of the work environment specific to their function,  Workload and Resources --

 lower percentages of faculty overall indicated aspects of their workload (including expectations for 

teaching and advising) to be “too high.” There were improvements in the perception of professional 

resources for faculty. The most significant improvement related to “Expectations for securing outside 

funding”: a lower percentage (29 percent) of faculty respondents in 2010 characterized these 

expectations as “too much” versus 2005, when 40 percent said the same. In 2010, a higher percentage of 

staff members indicated they were very satisfied or satisfied with their benefits (81 percent in 2010 

versus 71 percent in 2005). Fifty-two percent of staff in 2010 also indicated agreement or strong 

agreement with a statement indicating “confidence in the direction UK is going.” This compares 

favorably to 2005, when only 36 percent of staff indicated agreement. There still is room for 

improvement in the areas of trust, value and campus-wide communications, as well as in the areas of 

inclusivity and burnout. 

The Vietnam-Era Veterans Readjustment Act of 1974 and the Jobs for Veterans Act requires certain 

federal contractors to take affirmative action for the employment of disabled, Vietnam-era veterans, 

Armed Forces Service Medal Veterans, recently separated veterans and other protected veterans. All 

staff positions are posted on the University of Kentucky online employment system with the 

qualifications needed for each. The online employment system is available to all state employment 

services, vocational rehabilitation services, and veteran’s affairs offices. The University of Kentucky 

intends to continue to provide employment opportunities for Vietnam-era veterans, disabled veterans, 

and all veterans otherwise qualified for the positions they seek. 
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Faculty The University of Kentucky employed 2,157 regular full-time faculty in 2010-2011. In 2011-

2012 that number increased to 2,225 faculty. This represents a total increase of 68 employees or 3.2 

percent. 

Faculty employees 1. conduct instruction, research or public service as principal activity, and hold 

academic rank, and 2. serve as executive officers of academic departments.  

The University of Kentucky increased the number of faculty to manage increased demand. Much of the 

institutional growth is experienced in the HealthCare operation. The total number of women faculty 

increased from 774 to 820 or 5.9 percent. All minority group faculty also increased from 383 to 422 or 

10.2 percent. The number of African American faculty remained constant at 90. There were retirements 

of African American faculty in Dentistry and Agriculture. The College of Medicine increased from 8 to 

12 African American faculty members. 

For 2010-2011, the University of Kentucky had 1,180 tenured faculty in 18 colleges and 150 academic 

departments. This represents 54.7 percent of total regular full-time faculty. There were 158 tenured 

minority faculty or 45.4 percent, and 45 tenured Black or African American faculty at 50.0 percent total. 

For 2011-2012, the number of University of Kentucky tenured faculty increased to 1,204. These faculty 

were also assigned to 18 colleges and 153 academic departments. This represents 52.6 percent of total 

regular full-time faculty. There were 181 tenured minority faculty or 41.7 percent, including 42 Black or 

African American tenured faculty representing 46.7 percent. 

From 2010-2011 to 2011-2012 the total number of tenured minority faculty increased from 158 to 181. 

The most notable increases were the College of Medicine (9) and the College of Arts and Sciences (8). 

The University must continue its emphasis on recruitment and success of minority faculty, particularly 

Black or African American tenured faculty as previously mentioned in the College of Agriculture and 

College of Dentistry retire. 

In 2011-2012 and in 2012-2013, Faculty recruiting occurred on a college-specific basis in most 

colleges. The recent budget cuts and staff reductions resulted in fewer faculty searches. Despite that, 

colleges continued to look towards a future in which hiring would rebound. In both 2010-2011 and 

2011-2012, UK participated in the faculty recruiting conference sponsored by the Compact for Faculty 

Diversity of the Southern Region Education Board. This conference is designed to provide newly 
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completed PhD holders an opportunity to engage with universities who are hiring faculty for the coming 

year or in the near future. In October 2011, over 1,000 prospective faculty attended the recruiting 

conference, and in October 2012, some 1,200 attended. Each of those years, Dr. Judy Jackson, Vice 

President for Institutional Diversity, staffed a recruiting station for UK, assisted in 2011 by Prof. Kwaku 

Adoo from the College of Agriculture, and in 2012 by Dean Emeritus Thomas Lester of the College of 

Engineering. They engaged with more than 300 promising prospective faculty. Each year the resumes of 

45 to 50 of the conference attendees were harvested, the majority of whom were held or were 

completing PhD degrees in the STEM fields. Back on campus, these resumes were disseminated to 

deans and recruiters in the appropriate colleges, which created or increased the diversity in the hiring 

pool for assistant professorships or post docs. 

The SREB Compact for Faculty Diversity recruiting conference is a major annual event and one of the 

largest in existence in which African American and Latino faculty prospects in STEM and other fields 

gather. UK's attendance at the conference builds a continuous presence and reliable pipeline for greater 

diversity among current and future faculty. 

To create a feeder to the UK faculty diversity growth through the SREB faculty recruiting conference, 

UK has joined the National GEM Consortium, which is an organization that supports African American, 

Latino and Native American graduate students in the STEM fields. In March 2012, UK hosted a GRAD 

Lab in collaboration with the GEM Consortium leadership. Prospective PhD students attended a daylong 

workshop on campus to learn about the criteria for graduate school, the financing opportunities and 

process for graduate education, and the application process, as well as fellowships and internships that 

support completion. 

Professional In 2010-2011 the University of Kentucky employees 4,053 professional employees. This 

number of employees increased in 2011-2012 to 4,170 representing 117 individuals or 2.9 percent. 

Professional staff are the largest employment category at the University. 

Professional employees 1. conduct assignments that require prolonged education, college graduation, 

advanced knowledge or comparable background experience, 2. exercise discretion and independent 

judgment, 3. work predominantly intellectual and varied in character, 4. output or result accomplished 

cannot be standardized, and 5. assignments require advanced skills. The University of Kentucky breaks 
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down this category of employees into four (4) distinctive job groups: Professional Health, Professional 

Administrative Support, Professional Student Support, and Professional Technical Support. 

Professional Health employees primarily perform health care or health-related activities. The total 

number of employees in this job group increased from 1,298 to 1,334 or 2.8 percent. 

The total number of Professional Health women increased from 1,064 to 1,086. All minority employees 

increased from 79 to 84. African American decreased from 42 to 39. 

Professional Administrative Support personnel primarily perform administrative support activities 

ranging from Athletics Department coaches to Cooperative Extension Service agents. The total number 

of staff in this job group increased from 1,485 to 1,531 or 3.1 percent. 

The number of women in this job group increased from 971 to 1,002. Although the number of African 

American increased from 55 to 56, all minority groups increased from 108 to 115. 

Professional Student Support employees primarily perform student service activities. In this job group 

the number of personnel increased from 436 to 455 or 4.4 percent. 

Women occupying positions in this job group remained virtually the same by increasing from 276 to 

277, while all minority groups staffing increased from 64 to 69. The number of African American staff 

increased from 54 to 58. 

Professional Technical Support employees primarily perform technically-related support activities. 

Growth in the number of employees in this job group went from 834 to 850 and represented 1.9 percent. 

The number of female employees increased from 294 to 311. Minority employees overall increased 

from 156 to 166. African American technical employees declined from 16 to 12. 

Retention The University of Kentucky’s goal for workforce retention is to achieve and maintain full 

employment utilization in all position categories and job groups. Employee turnover is inevitable in any 

large organization. The focus is on selecting personnel that possess the requisite skills to successfully 

perform the duties of each position, and providing support mechanisms necessary for employees to 

progress. This is considering many attributes, and being mindful of the University’s strategic 

commitment to the compelling interest in the educational benefit of a diverse workforce. 
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A department breakdown by job groups and race/ethnicity is extremely voluminous. Following is a 

summary of Executive/Administrative/Managerial, Faculty, and Professional job category utilizations 

from 2010-2011 to 2011-2012. 

Executive/Administrative/Managerial (E/A/M) There are 242 female employees in E/A/M positions, 

representing 46.6 percent of the total. The number increased over the previous year by 5, yet remains 

below the goal of 47.2 percent. The total number of minority employees remained at 46. This represents 

9.0 percent of total E/A/M employees. Because the goal for all minority employees is established at 12.1 

percent, recruitment and retention efforts for minority as well as female employees must increase. Black 

or African American employees are much the same. The total increase from 27 to 28, still underutilized 

by representing 5.3 percent of the 6.0 percent goal. 

Faculty The number of female faculty increased from 774 to 820 from 2010-2011 to 2011-2012. This 

exceeds the 34.0 percent female faculty goal by 2.9 percent. Minority faculty experienced the largest 

growth of any position category from 2010-2011 to 2011-2012. The total number increased from 383 to 

422 or 10.2 percent in one academic year. The minority faculty goal 15.8 percent availability in the labor 

market is exceeded at 19.0 percent. Black or African American faculty remained at 90, equivalent to the 

4.0 percent employment goal. 

Professional Professional employees are the largest employment category at the University of Kentucky. 

The number of professional employees from 2010-2011 to 2011-2012 grew by 117 from 4,053 to 4,170. 

This growth occurred in every job group including Health, Administrative Support, Student Support, and 

Technical Support. Female comprise the majority of UK professional employees at 64.3 percent in 

2010-2011 and 64.2 percent in 2011-2012. The goal is 50 percent utilization in professional positions. 

Minority professional staff increased from 407 to 434 or 6.6 percent, exceeding to 9.1 percent 

employment goal with 10.4 percent. The number of Black or African American professionals did not 

keep pace, decreasing from 167 to 165. The total Black or African American employment goal of 4.4 

percent is underutilized at 4.0 percent. The decrease is in Health and Technical Support. The University 

retention goal is attaining full utilization in each category of positions.   

Institutional Representation on UK Board of Trustees 

The Governance of the University of Kentucky is vested by law in the Board of Trustees. The Board of 

Trustees is the final authority in all matters affecting the institution and exercises jurisdiction over the 
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institution’s financial, educational, and other policies and its relations with state and federal 

governments.      

The University of Kentucky Board of Trustees consists of sixteen members appointed by the Governor, 

two members of the faculty, one member of the staff, and one member of the student body. KRS 

164.170 as amended authorizes the Board of Trustees to meet at least quarterly each year. For the 2010-

2011 academic year, the Board membership consisted of fourteen males, six females, and three board 

members were Black or African American. For the 2011-2012 academic year, the Board membership 

consisted of fourteen males, six females, and two board members were Black or African American. 

Campus Climate 
 
Equal Opportunity Panel-Campus Environment Team Goals and Objectives 

Students, faculty, staff and administrators are appointed by the Office of the President to serve as 

members of the University of Kentucky Equal Opportunity Panel (EOP) each academic year. Faculty, 

staff and administrators have three year appointments; students are appointed for one year. In 

accordance with UK Administrative Regulation AR 3:12, the EOP provides advice on all University-

wide matters of equal opportunity. 

The EOP meets regularly during the academic year, and prepares a year-end report for the Executive 

Vice President for Finance and Administration as a member of the President’s staff. The specific EOP 

responsibilities include: 

1. Monitor plans and programs that ensure equal opportunity throughout the University; 
2. Facilitate the development and implementation of diversity perspective in all University 

affairs; and 
3. Design processes that can assist University officials in exercising their responsibility to 

assure equal opportunity and a supportive campus environment. 

The Equal Opportunity Panel also serves as the University’s Campus Environment Team (CET), 

monitoring implementation of programs, services and activities that make UK a more inclusive living, 

learning and working environment. The CET is charged with assessing provision of equal opportunities 

throughout the University and fostering an environment of inclusiveness. 

The Campus Environment Team was originally established to support the Kentucky Plan for Equal 

Opportunities in Postsecondary Education. In September 2010 the Kentucky Council on Postsecondary 
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Education (CPE) adopted the Kentucky Public Postsecondary Education Diversity Policy and 

Framework for Institutional Diversity Plan Development. This new 5-year statewide diversity policy 

replaces the former remedial Kentucky Plan, and requires each public institution to submit a campus-

based diversity plan draft to CPE by March 31, 2011. 

During the 2010-2011 academic year, the EOP/CET held six open meetings. The meetings were 

advertised on the UKNOW website. The UKNOW website lists events that are scheduled throughout the 

University , and open and accessible to everyone on campus, in the greater Lexington community and 

beyond. These six meetings featured the following equal opportunity topical areas: 

GOAL I: Promote achievement of employment goals for women and minorities in all position 

categories. 

 Ms. Catie Lasley, Manager, UK Human Resources Employment 

The Employment Office implemented a Hiring Enhancement Program to train UK hiring 

officials on how to hire the best qualified applicant. To date 329 hiring officials have participated 

in the program. Pre-paid advertising is offered to colleges and departments across campus to 

facilitate access to diverse applicant pools. The 2010 University of Kentucky employment 

analysis indicates underutilization of women and minorities in job groups such as 

Executive/Administrative/Managerial, but there is also continuous progress in attaining UK 

Affirmative Action Plan (AAP) employment goals in every position category. The Equal 

Opportunity Panel will continue working with Human Resources Employment and monitoring 

this recommendation. 

GOAL II: Examine the University’s equal opportunity outreach and engagement initiatives to 

community and disadvantaged business enterprise (DBE) organizations. 

 Mr. Bob Wiseman, Vice President, Facilities Management 
 Mr. George Brown, Supply Chain Coordinator, Facilities Management 

 
Facilities Management established goals for disadvantaged business enterprises including: 

 Develop and maintain a database of designated DBE vendors for use by construction 
managers, general contractors and other purchasing entities 

 Create a management system for continuous evaluation of performance for inclusion of 
DBE contractors and vendors 
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 Increase the total amount of contracted goods and services acquired from DBE 
contractors and vendors 

 Serve as a liaison for DBE contractors and vendors desiring to conduct business with 
Facilities Management in conjunction with the Purchasing Division 
 

TKT and Associates, Inc. was selected and is currently performing general consulting in the 

supplier diversity area, and refining UK’s supplier diversity process and program. DBE 

contractor participation has increased to 6.5 percent total with individual projects up to 26.1 

percent. The Equal Opportunity Panel will request progress updates from Facilities Management. 

 

GOAL III: Support educational access to the University of Kentucky for low income students and 

students with disabilities. 

 Dr. Don Witt, Vice Provost, Enrollment Management  
 Ms. Mary Marcum, Associate Director and Financial Ombud, Student Account Services 
 Mr. David Prater, Associate Director, Student Financial Aid 
 Mr. Stephen Barnett, Associate Director, Undergraduate Admissions 
 Mr. Jakes Karnes, Director, Disability Resource Center 

 

Enrollment Management seeks ways to provide better information to low income students 

regarding access to University programs. Enrollment Management staff conducted events for 

students and guidance counselors in 17 cities on finance to explain assistance available for 

attending the University of Kentucky. Enrollment Management staff also worked with churches 

and other community organizations to provide student financial advice. Financial assistance for 

low income students is becoming more difficult as the gap between financial aid available and 

student fees increases. UK has recently experienced a 20 percent increase in receipt of financial 

aid applications. A student financial ombud arranges payment plans for students every academic 

year that are unable to pay their fees. 

 

Over 1,000 students registered with the Disability Resource Center in 2010. Architectural 

barriers remain on campus that inhibit facility access for disabled students. Technology has 

increased program access including closed captioning, distance learning, streaming video and 

additional technological advances. The Equal Opportunity Panel must continue to monitor these 

areas and provide advisement to University officials on financial access, removal of physical 

barriers, and other obstacles that challenge inclusion. 
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GOAL IV: Assess progress in achievement of equal opportunity goals for units reported in annual 

strategic plan updates. 

 Dr. Mia Alexander-Snow, Director, Planning and Institutional Effectiveness 

Each campus unit is responsible for updating their strategic plan annually. Diversity is 

multifaceted and unit/program specific. Institutional information will be closely examined and 

reported when the updating process is complete. Also, academic and administrative units 

undergo a program review every 5-7 years. The Equal Opportunity Panel will work with 

Planning and Institutional Effectiveness officials to review campus diversity information.  

GOAL V: Review institutional culture and campus climate issues associated with Greek Life. 

 Ms. Susan West, Director, Fraternity and Sorority Affairs 
 Mr. Keith Ellis, Assistant Director, Fraternities 
 Mr. Taylor Franklin, President, Interfraternity Council 
 Ms. Alexis Edge, President, Panhellenic Council 
 Mr. Andrew Pillow, President, National Pan-Hellenic Council 
 Mr. Abbas Mandviwala, Chair, InterGreek Programming Assembly 

 

The organizations and chapters are very distinctive, but in many ways share common goals. 

There are programs in place for Greek chapters to work together on community service and 

social events. Every student has an opportunity to pursue membership in Greek-affiliated 

organizations, but financial obligations may prevent some students from participating. 

 

The Equal Opportunity Panel’s goal is to review the accessibility of the UK Greek community 

and work to inform Student Affairs officials of ongoing concerns. 

Other: 

 Dr. Mary Bolin, Director, Counseling Center: Consultation and Psychological Services 

The Counseling Center crisis intervention walk-in service has increased by 300 percent. The 

Counseling Center staff psychologists also serve students who feel left out including 1. non-

resident aliens, 2. women of color, 3. gay, lesbian, bisexual and transgender students, 4. 

individuals with disabilities, and 5. first generation students. 

Note: Information acquired from the Guest Presenters is used by EOP/CET members to evaluate annual 

recommendations each presenter successfully addressed the achievement of EOP/CET recommendations. 
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Members of the Equal Opportunity Panel/Campus Environment Team have chosen to expand review of 

one current student recommendation, and develop new recommendations to focus on during the 

upcoming 2011-2012 academic year. These recommendations are consistent with, and supportive of, 

goals contained in the annual UK Affirmative Action Plan, 2009-2014 UK Strategic Plan, and Kentucky 

Public Postsecondary Education Diversity Policy. Additional areas may be identified for review as the 

academic year progresses. Selected presenters will be invited to provide information and receive 

feedback relative to the Equal Opportunity Panel’s charge. 

Following is a list of recommendations that will guide the EOP’s 2011-2012 academic year work: 

I. Support educational access to the University of Kentucky for low income, disabled and first-

generation students. 

An increased number of students with high levels of financial need is present on campus today. For 
many reasons the gap between the availability of financial aid and student fees is steadily increasing. 
The EOP will engage officials that advise undergraduate students of available financial resources 
and administer financial aid regulations. In 2009-2010 over 1,000 known students with disabilities 
sought accommodations from the University. Accessible programs and services present an ongoing 
challenge. First-generation students often encounter difficulties and need special assistance. The 
EOP will address these three areas of student issues. 
 

II. Review equal opportunity and diversity initiatives for participation in Research. 

Research is a vital component of the University of Kentucky mission and objectives. Research 
centers and institutes are located throughout campus. Postdoctoral fellowships are awarded annually 
that support the University’s compelling interest in diversity. The EOP will examine provision of 
equal opportunity in the University’s research programs and practices. 
 

III. Assess current and proposed measures for Title IX compliance and the academic success of 

student athletes in Athletics. 

Athletics is a focal point in postsecondary education for Title IX compliance. Additionally, the 
academic success of student athletes is a priority of many University officials. The EOP will explore 
UK initiatives to address Title IX issues, and academic support services provided to assist student 
athletes succeed. 
 

IV. Analyze campus climate issues related to diversity and inclusion in the UK Residence Life 

system. 

Each year thousands of students reside in campus housing facilities. Responsibility for governance 
of campus residents is charged to the Office of Residence Life. The EOP will assess provision of 
equal opportunity, inclusion and diversity for students and staff that live and work in the UK 
Residence Life system. 
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V. Examine provision of equal opportunity and sensitivity to diversity related to practices by UK 

Police Department. 

Recent occurrences on college campuses throughout the nation have brought heightened awareness 
to issues of public safety and security. Also, allegations of disparate treatment of minorities by 
campus police and security personnel have appeared in various national media. The EOP will 
request information from the University of Kentucky Police Department regarding arrests, citations, 
diversity training of officers, and other equal opportunity areas. 
 

VI. Work with UK Healthcare officials to acknowledge services that include the needs of Hispanic 

or Latino individuals. 

The most rapidly growing population segment of the Commonwealth is Hispanic or Latino. 
Provision of healthcare is essential and offers many challenges for University officials. The EOP 
would like to better understand the broad concerns the Hispanic or Latino population brings, and 
University programs in place to facilitate good life experiences and prevent discriminatory behavior. 

In addition to other endeavors, the EOP seeks to foster learning in a climate of equality, civility and 

mutual respect for the rights and responsibilities of all members of the campus community.  Academic 

excellence and University vitality require a community in which persons who are different in race, 

ethnicity, gender, sexual orientation, nationality, religion and other characteristics participate 

individually and collectively in the life of a University. The EOP is thankful for the cooperation and 

support provided by University officials. 

Member of the Equal Opportunity Panel are: 

Terry Allen, chair, Institutional Equity and Equal Opportunity 
Aleidra Allen, Student 
Buzz Burnam, Undergraduate Admissions 
Hazel Forsythe, College of Agriculture 
Mary Fulton, Student 
MacKenzie Glidewell, Student 
Judy Jackson, Institutional Diversity 
Erica Odusanya, College of Dentistry 
Anthony Ralph, Residence Life 
Heather Roop, Institutional Equity and Equal Opportunity 
Debra Ross, Auxiliary Services 
Thalethia Routt, Office of Legal Counsel 
Gerald Schlenker, Radiation Safety 
Reagan Streetman, Purchasing 
Danita Turpin, Central Advising Service and Transfer Center 
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Quentin Tyler, College of Agriculture 
Corrine Williams, College of Medicine  
Kim Wilson, Human Resources 
Note: Due to compliance with University of Kentucky Administrative Regulation 3:12, the content of this report is provided 
based on each academic year rather than calendar year time period. 

2010-2011 
Diversity Programs, Services and Strategies 

The University of Kentucky community has entered a new era in its history. New members of the Board 

of Trustees were recently installed, a new chair leads that group in overseeing the growth and 

development of the institution, and the University of Kentucky will soon have the investiture of the new 

and 12th president, Dr. Eli Capilouto. In a historical retreat in early October, the Trustees and President 

Capilouto declared a time of critical action to begin. It means the University’s quest for premier status 

will greatly intensify activity around the creation of knowledge and the enhancement of the University’s 

place in the community of scholars. Achieving the success that UK seeks will demand more of students, 

faculty and staff. It will rely on flourishing and incubation of new ideas and new moves—processes that 

rely on strong diversity. The concept and reality of a “Community of Inclusion” is more important now 

than ever before. Excellence and diversity are tightly bound, and without the one the other will not 

figure into the strides that UK will experience over the coming years. Everyone in the UK community 

has a part to play in UK’s leadership of this effort. 

The Office for Institutional Diversity (OID) has a multifaceted role in UK’s strategic advancement 

around inclusion. It is leader, partner, and ally to the Colleges and other units as the University works 

towards its strategic goal to increase diversity and nurture inclusion. The OID leads specific efforts, at 

times it coordinates, and at others its role is to facilitate and often catalyze or simply support the many 

university accomplishments toward greater diversity and stronger inclusion. The actual progress made 

towards this goal is thanks to the commitment and dedicated work of a great many across the University 

and its constituents. The following pages summarize only some of the myriad programs and activities 

that the Colleges and other units have implemented over the preceding year.   

The OID carries out its mission through several offices that comprise the Office for Institutional 

Diversity (see OID organizational chart at http://www.uky.edu/diversity). Each office focuses on support 

of the University’s strategic diversity goal in a different area of University life, including Undergraduate 

Education and student retention, academic support and enrichment, student (co-curricular) involvement, 
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graduate education, cultural understanding and programming, international and multicultural education, 

STEM preparation and the health professions, negotiating the campus environment, and outreach and 

college readiness. Among OID’s several partners in the diversity effort are the Office for Institutional 

Research, the Office of Institutional Equity and Equal Opportunity, and the Office for Community 

Engagement. OID also receives input and advisement from an Advisory Council represented by most of 

the Colleges and major University units. 

One of the important avenues through which the OID works towards the University’s strategic goal for 

diversity is the UK Commission on Excellence, Diversity and Inclusion (CEDI). Structured around task 

forces that focus on particular issues, the CEDI geared up on several fronts to address some of the 

diversity concerns of the campus. All Task Force names and their work descriptions appear on the OID 

website.  Below are highlights from the major task force activities and other OID programs or initiatives. 

The Task Force on Alumni Engagement is comprised of alumni from both Kentucky and other states. In 

meetings in 2010-2011, the group defined a mode of operating to assist the UK diversity and inclusion 

effort through support of specific programs and student-related activities.   

The LGBT Task Force hosted an awareness reception and information fair in the Student Center. The 

event was well received and well attended by students and faculty from across campus, as well as the 

greater Lexington community. The group also coordinated and hosted the campus visit of the Human 

Rights Campaign, which gave an information presentation and stationed a bus-housed information 

exhibit. 

The Latino Task Force was formed to enhance Latino student retention and achievement efforts, as well 

as to facilitate community building among Latino students, faculty and staff. 

The Black Male Student Success Initiative made considerable advances towards identifying and 

addressing concerns of UK Black male students.  Assisted by several Black male faculty and 

administrators, as well as men from the Lexington community, the Black Male Student Success 

Initiative held several focus group discussions and facilitated much work on behalf of student success. 

The Whitney Young Scholars Program is an outreach, college readiness program sponsored by the 

Lincoln Foundation of Louisville, KY. The program experienced a third summer of the two-week 

residential effort to give rising high school seniors a taste of college life. The Mashburn Scholars 
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Program continues with much success as well, identifying a new scholar each year, who becomes a 

member of the UK entering class that year. 

The Discover Germany Program, a diversity collaborative with the German-American Fulbright 

Commission is a joint effort between OID and the Office for International Programs. The 2011 cohort 

was the most diverse yet. Through the program, 20 students received full scholarships for a four-week 

stay in Berlin, attending the Freie Universitaet and learning about German culture, education and 

political systems. 

The OID leadership and directors are involved in many programs and initiatives across campus and in 

the Lexington community. Each effort is designed to enhance the University’s advancement towards its 

strategic goals. 

The College of Design (CoD) conducted its Summer Career Discovery Program, an intensive two-week 

program held at the College and open to high school students who will be juniors and seniors in the fall. 

The program introduced a group of diverse students to the depth, breadth and rigor of design education, 

including the study of architecture and interior design. The centerpiece of the program was an intensive 

design studio in which students were challenged to think creatively, analyze and present their work to 

peers and professionals. In addition to the design studio, students were given the opportunity to broaden 

their experience of design professions through lectures, field trips, and workshops. The program 

provided several workshops to introduce students to contemporary design practice techniques such as 

computer modeling and prototyping. Prototypes, three-dimensional physical models, are created with 

digital design and fabrication tools and technologies such as CNC milling, 3-D printing, and laser-

cutting. 

The College of Design is currently working with a group of diverse alumni to create an Alumni/Student 

Mentoring Program. This program will assist students with not only career and academic guidance but 

also networking opportunities that will support their continued success both academically and 

professionally. The CoD continues a host of other diversity efforts: 

The College of Agriculture has been involved in civil rights and diversity efforts for many years, and 

2010-2011 was no different. The Diversity Task Force, which completed its work in 2003, produced an 

85-page report with over 100 recommendations, available on the College’s website at 
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http://www.ca.uky.edu. The College’s many accomplishments this past year build on specific 

recommendations from this Task Force including: 

 Financial support and resources estimated at over $10,000 for the undergraduate chapter of 
Minorities in Agriculture, Natural Resources, and Related Sciences  

 UK College of Agriculture held its first Cooperative Extension Diversity network retreat to 
address the unique needs of minority extension professionals. The retreat was well attended by 
professionals by UK and Kentucky State University. 

 For the last 5 years, students from Alabama A&M University have joined Forestry department 
juniors for one week of the forestry summer camp. Each year around 12-20 Alabama A&M 
University undergraduate students participate in this program.  

 In December 2010, the forestry department hired an Academic Coordinator to help take a 
proactive approach to recruiting new students and increasing the diversity of students in the 
program.  

 The Tracey Farmer Center is currently helping many groups across campus put on conferences, 
workshops and other events in addition to their own. These events include the 2011 Diversity 
Summit, the Kentucky Girls STEM Collaborative, the Black Males Working program at First 
Baptist Church Bracktown, the United Way of the Bluegrass, and the Living Arts and Science 
Center. 

 In Cooperative Extension Service, for the first time the number of Extension Agents who are 
minorities reached 5 percent. For FY 2010-2011, 12.5 percent of the total agents hired were 
minorities. In addition, after a national search, an African American was hired as Director of the 
Program and Staff Development. 

 

Diversity initiatives carried out by the College of Health Sciences for the 2010-2011 academic year 
included: 

 Creation of two academic courses that promote cross-cultural engagement for students.  One 
course has an aging focus threaded throughout the Physical Therapy curricula as appropriate.  
The other course is a sign language course (CD 520) that, along with the summer seminar CD 
588, includes a considerable amount of information about deaf culture.  The Communication 
Sciences and Disorders program coordinates these. 

 The Clinical Leadership and Management Program has integrated Cultural Diversity in the 
Workplace seminars into two required courses: CLM 444 – Leadership and Human Resource 
Management and CLM 452 – Community Health Care Planning. 

Through the Strategic Planning process, strategies for promoting inclusive excellence across the 

College and for achieving diversity in its faculty, staff, and students resulted in establishment of a 

CHS Advisory Council on Diversity, which reports directly to the Dean and the Executive Council, 

as well as the promotion of non-academic characteristics in admissions criteria to encourage a 

diverse pool of applicants. 
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The UK College of Dentistry continued successful recruitment and hiring of faculty and administrators 

of diverse or underrepresented backgrounds. The College has exceeded its strategic goal to have at least 

5 percent minority faculty, it currently has 9 percent.   

The College is on the leading edge of holistic admissions, having formally adopted a holistic approach 

to the admissions process in 2009 and continues to employ the approach in order to achieve a diverse 

class of students. The holistic approach to admissions makes a shift from utilizing simply the metrics 

(GPA and standardized exam scores) to include all data, cognitive and non-cognitive, from the 

application. This approach allows the College to look at all applicants as individuals and identify quality 

applicants that are motivated, show indications that they will be able to successfully negotiate the 

curriculum and also contribute to the diversity goals of the College and the dental profession as a whole. 

Administrators in the College that work with the holistic review process have provided training to other 

colleges and universities, as well as other units on campus on this approach.    

Other College Diversity Activities 

 The undergraduate educational program includes a cultural competency component in the UKCD 
curriculum for 1st year students, including attendance at the annual UK Cultural Competency 
Conference.   

 The Student National Dental Association (SNDA), an African American student organization, 
has participated in local community events, including oral health presentations at elementary 
school visits and screenings at the Lexington Roots and Heritage Festival. Additionally, last fall, 
the SNDA in conjunction with the Class of 2013 and the African Student Association, hosted a 
multicultural festival to raise money for the Fistula Foundation; this effort raised $3,600. 

 The Hispanic Dental Association (HDA) continues its annual participation in the UK Medical 
School Hispanic health fair and is starting to attend national conferences and grow their 
membership.   

The Admissions Committee in the College of Pharmacy implemented new admissions and curricular 

processes which allowed for ethnicities and Appalachian counties to be considered in the holistic review 

of applicants. The Associate Dean for Academic & Student Affairs and the Admissions Director met 

with the Vice President for Institutional Diversity to receive training for best practices in managing this 

process with the Admissions Committee. The diversity of the incoming class increased to 18 percent 

reported ethnicities (10 percent, 14 percent previously).  Underrepresented minorities (African 

American, Hispanic) comprise 7 percent of the class.  

 

In 2011 four College faculty members and the Associate Dean for Educational Advancement attended a 

learning institute sponsored by the American Association of Colleges of Pharmacy which was directed 
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at bridging concepts related to minority populations and diversity into professional curricula. One of the 

faculty members in attendance is the incoming Chair of the College’s curriculum. The College intends to 

use information garnered from this program to further increase the inclusion of diversity and minority 

education within the professional curriculum. 

The College reassessed the Director of Admissions position (now entitled Director of Admissions & 

Student Diversity) to include an element of the job description which allows for further diversity 

recruitment of prospective Doctor of Pharmacy students. A very concerted effort has been undertaken by 

the College to reach out to students from diverse backgrounds. 

The College continues to focus on transforming the University of Kentucky College of Pharmacy 

experience for all students. A major interest is in transforming the culture of the College to be more 

inclusive and welcoming of diversity and involves students, faculty and staff. The College conducted 

focus groups, literature reviews, and attended seminars on cultural competence and improving the 

experience and enhancing the success of minority students.  

In efforts to monitor our success in creating an environment which is welcoming to students from 

diverse backgrounds, exiting students (PY4) are surveyed. Ninety five percent of graduating students 

would agree or strongly agree that the environment is supportive. 

The College is also committed to promoting a culture of diversity that extends beyond the boundaries of 

the US into the world. The faculty and graduate student body have representatives born in various 

countries across the globe. The College has a vibrant sister school relationship with Kitasato University 

in which pharmacy students from Japan spend several weeks in the College interacting with faculty, 

students and residents.  

The College of Public Health (CPH) continues to be the most ethnically and racially diverse health 

sciences college within the university academic medical center campus.   Public health as a discipline 

embraces the elimination of health disparities as a cornerstone of practice and is therefore engaged in 

diversity by its very nature. 

 The College continues to maintain a significant diversification of its overall student body with 

approximately 16 percent minority and 22 percent international enrollment. For the third 

consecutive academic year, the College has experienced an all-time high in new student enrollment 
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and diversity for the fall 2011 semester. The Master of Public Health (MPH) program is 19 percent 

minority (e.g., African-American, Asian, and Hispanic) and 10 percent international. Sixty-six 

percent of the cohort is female and 34 percent male, a 6 percent increase in the female enrollment 

over last year. The Master of Health Administration (MHA) program is 20 percent minority and 

international combined. 52 percent of the cohort is female and 48 percent male, a 4 percent increase 

in the female enrollment over last year. The Doctorate of Public Health (DrPH) professional degree 

program will enroll an all-time high of (15) fifteen new students, up 10 percent from the previous 

year, consisting of four minority students, five international students representing five foreign 

countries. 

College of Fine Arts 

The College of Fine Arts demonstrates its commitment to diversity through its teaching, research, and 

service activities. Believing that the arts most emphatically reflect the richness of the human experience, 

the College offers the University and greater Lexington community a wide array of diverse courses, 

artistic events, lectures and other educational programs. 

The College offered more than fifteen global arts courses this year. Among them were classes in 

Japanese Ceramics, Japanese Prints, Mexican Art, African Arts, Asian Art, Noh Drama, Indian Theatre, 

Jewish Music, Jazz, Appalachian Music, Russian Dialect as well as World Arts (Music, Theatre, and 

Visual Art) and the arts of the European experience.  

Faculty explore diverse areas through their research. Art faculty studied the arts or exhibited their own 

art in African Ivory Coast, Jamaica, Japan, Australia, Thailand, Russia, the Czech Republic, Poland, 

China, Brazil, and Italy. Theatre faculty members explored the plays of African American playwrights, 

Balinese theatre styles, and Chinese dramas and brought their work to countries in Asia and Europe. 

Those faculty in Music studied or performed a wide range of diverse music, including Jazz, Appalachian 

music, the music of South America, Africa and Asia and performed this music in countries around the 

world.  

Additionally, the College of Fine Arts sponsored more than forty-three different diversity-related events, 

which were opened to the University and to the public. These included performances, lectures, and 

exhibitions showcasing the work of African, African American, Asian, Jewish, Haitian, Russian and 

Appalachian artists, scholars, and performers.  
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The College of Fine Arts maintains a relationship with the Asia Center and with the Confucius Institute, 

and each of the College’s units participates in the annual Arts of Asia Festival. This year some 1,900 

individuals attended the performances, lectures, and exhibitions presented by the College as part of this 

festival. 

Vice President for Research 

Kentucky Water Resources Research Institute, with support from the NSF funded Virtual Observatory 

and Ecological Informatics System, and coordinated and implemented an exchange program with 

Kentucky Appalachian high school students and Montana Tribal undergraduate students. These students 

were selected from economically depressed regions of each state: 30 Appalachian counties in eastern 

Kentucky and the seven tribal regions of Montana. As part of the programming, students investigated 

water quality concerns and issues in each respective state. Website Information is available at 

http://www.uky.edu/WaterResources/outreachprog.html. 

Gatton College of Business and Economics  

During 2010-2011 academic year, the Gatton College continued its goal of increasing the diversity of its 

graduate and undergraduate students. As a result of these efforts, enrollment statistics for Gatton 

undergraduate students are particularly encouraging. Since 2006, the number of degree seeking African 

American and Hispanic students has doubled, forming eleven percent of student enrollment. Over the 

same period the population of undergraduate international students has also doubled. Among graduate 

students, just over nine percent are minorities and fifteen percent are international, consistent with 

figures reported from benchmark institutions.  

In pursuit of improving staff diversity goals, the college has made significant progress with ten percent 

of its current staff positions held by African Americans, and the college continues its efforts to recruit 

minority faculty members.   

Summary statistics regarding the College’s student diversity initiatives are as follows: 

Undergraduate Programs The Gatton College of Business and Economics recognizes the importance of 

diversity within the undergraduate college experience. In the 2010-11 academic year, 2,484 students 

were pursuing a bachelor’s degree in the Gatton College. Summary statistics regarding the results of 

those efforts with respect to diversity in gender, race/ethnicity, age, and student status in the Gatton 

College include: 
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 846 students were female, representing 34 percent of the undergraduate, degree-seeking students.  
This percentage is consistent with the 2009-10 academic year. 

 18.6 percent of the college’s undergraduate students were minority.  
 

MBA Program The Gatton College of Business and Economics is committed to the recruitment and 

retention of diverse students. This includes students from diverse backgrounds, ethnicities, gender and 

majors. The goal is to increase the number of diverse students in the Gatton MBA Program. This will 

enhance and enrich the student experience within the program as well as positioning the program to be 

more competitive and attractive in the opinion of private and public entities recruiting graduates. The 

main initiative to achieve this goal is to increase the territory and to recruit diverse students. This will 

include recruiting at career and graduate school fairs and at schools that are listed as Historically Black 

Colleges and Universities (HBCU’s). Additionally, continue to send invitations to minority student 

organization’s presidents and advisors inviting everyone to the Gatton MBA Open Houses. Through 

these efforts six members of the National Association of Black Accountants (NABA) have completed 

the one-year MBA program.  

Other initiatives will include having a presence at the National Black MBA Association (NBMBA), 

National Society of Hispanic MBAs (NSHMBA) and the National Association of Women MBAs 

(NWMBA) national fairs and regional activities. The College will continue to forge partnerships with 

those in the banking industry, Kentucky Chamber of Commerce, the Lexington Young Professional 

Association (LYPA), the Urban League Young Professionals and UK Veterans Affairs. Additionally, 

the college will reconnect with the Golden Key International Honor Society.     

Finally, the Gatton College will continue to look for ways in which to make the overall experience of 

living in Lexington, attending the University of Kentucky (specifically the Gatton MBA Program) more 

inviting and welcoming for diverse students. 

Doctoral Programs In fall 2010 the total student population enrolled in the doctoral program in Business 

Administration included 28 percent international, 8 percent minority, and 33 percent female students. 

 Countries represented among the international students include China, India, South Korea, and Taiwan.  

Applicants The Accounting and Management areas did not admit any new students for fall 2010. 

A total of 104 applications were received of which 36 percent were women, 56 percent international and 

8 percent minority. Of those matriculating, 33 percent were women and 33 percent international. All 



 

52 
 

who did matriculate received full financial aid in the form of assistantships supplemented in many 

instances by College or Graduate School Fellowships. 

Minority Recruitment The Gatton College is a long-time supporter of the KPMG Ph.D. Project, a 

consortium of businesses that identifies eligible US citizens with minority (African American, Hispanic, 

American Indian) status who are interested in pursuing doctorates in business.  This year, as in past 

years, the Gatton College sponsored the Ph.D. Project and in November 2010 sent one of its Lyman T. 

Johnson Fellows to the three-day Annual Conference in Chicago.  At the conference, the student was 

able to meet with the over 400 attendees to discuss the rigors of a Ph.D. in Business Administration as 

well as the specifics of the Ph.D. program in the Gatton College and the professional opportunities for 

those who gain the degree.   Attendees interested in the Gatton College programs were contacted 

afterwards and encouraged to apply. There were several expressions of interest from conference 

attendees for possible admission in 2012, with particular interest in the Marketing and Management 

programs who were not admitting new students in fall 2011. 

College of Nursing 

During the 2010-2011 academic year the Dean continued to meet once a semester with the College’s 

Diversity Advisory Committee (includes external and internal stakeholders) and minority students. 

Information from these sessions is shared with the appropriate administrators, faculty, and staff in order 

to foster a culture of inclusivity within the College.  

Following are College of Nursing diversity initiatives and activities: 

Exhibits:  Talked to potential students at a variety of events including:   
 National Black Nurses Association (NBNA) 
 American Assembly of Men in Nursing (AAMN) 
 Attended all Come See for Yourself Events  
 UK Graduate School Professional Showcase 
 6th Annual Latino/Multicultural Fair 
 Kentucky State University (KSU) School of Nursing 

Visitors:  Provided 2-3 hour hands-on learning sessions to the following groups: 
 CARES Freshman Summer Program 
 BCTCS Latino Leadership Camp 
 Girls Enjoy Math and Science (GEMS) 
 Minority College Awareness Program (MCAP) 
 Linlee School 
 Girl Scout First Aid Badge Workshop 

Presentations / Speaking Requests:   
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 U of L MAPS visit 
 UK’s House Calls 
 Dunbar High School Career Center 
 Center for Student Involvement 
 UK Health Colleges Reception @ UK on Main 
 4th Annual Multicultural Health Careers Open House 
 KY Girls STEM Conference 

College of Law 
 The College of Law held a university-wide conference on structural racism during 2010-2011 

academic year which involved many Kentucky Universities, many academic disciplines and 
many community participants. 

 Dean David Brennen and Professor Allison Connelly served during 2010-2011 academic year on 
the Kentucky Bar Association's Diversity Committee representing the College of Law. 

 The College of Law's Office of Admissions enrolled, for the second year in a row, a record 
breaking number of minority students in the 2010 entering class of law students (17 percent). 

 The College of Law held its annual Volunteer Income Tax Assistance Clinic here at the law 
school which is a clinic in which law students and business students work together to prepare tax 
returns for foreign students and low income individuals. 

UK Law’s Black Law Students Association hosted its annual “Law Student For a Day” program, which 

brings in undergraduate students across the state who are interested in law school. This is a significant 

event that assists UK Law Admissions’ efforts to increase diversity in College of Law entering classes. 

UK Law’s OUTLaw student organization participated in a statewide fundraising event for JustFundKY, 

an endowment created to help fund LGBT student scholarships and boost acceptance by supporting 

LGBT groups in Kentucky. The fundraising process for JustFundKY has been spearheaded by Judge 

Ernesto Scorsone, who personally asked OUTLaw to participate in the "Knock it out of the Park" event 

at Applebee's Park. OUTLaw’s participation created a positive impression of UK Law’s commitment to 

diversity. OUTLaw also hosted a forum with a visiting speaker from Lambda Legal, a national 

organization committed to civil rights for the LGBT community, who discussed legal issues regarding 

adoption by LGBT individuals and couples. 

UK Law’s Latino/a Law Society participated in the UK Cultural Diversity Festival where over 500 

Kentucky high school students participated. The Latino/a Law Society raised funds which they used to 

host a table at the UK College Fair for Hispanics in the Commonwealth where they created and 

distributed “roadmaps” to law school (pamphlets and other informational materials), and advised 

Hispanic high school and college students on how to achieve their goal of attending law school. The 
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Latino/a Law Society also held a fundraiser for the Maxwell Street Legal Clinic, which provides legal 

assistance for the immigrant and refugee communities in Central and Eastern Kentucky. 

College of Education 

The College of Education participated in Education Day at the Bluegrass Community and Technical 

College, which is designed to recruit minority students to teacher preparation programs. 

The College of Education’s Office for Equity and Diversity provides support for teacher education 

candidates as they prepare for standardized (Praxis) testing requirements in the program. 

The College of Education provides full and partial diversity scholarship funding for candidates who are 

interested in becoming teachers. Scholarship opportunities include the Columbia Gas Scholarship and 

the William C. Parker Scholarship. The college also administers the Kentucky Department of 

Education’s Minority Educator Recruitment and Retention Scholarship Program. 

Minority Education Association (MEA) meets once a month to plan ways to meet the needs of 

minorities in the College of Education.  

The Minority Education Association (MEA) students participated and College of Education’s Kentucky 

Education Association (KEA) students in an outreach program for minority elementary students at the 

William Wells Brown Community Center. 

The College of Education’s STEM Department participated in the Black Male Working Group (BMW) 

banquet and awards program. 

The College of Education provides academic support for minority candidates who are pursuing teacher 

preparation programs through the Minority Educators Association, UK 101 Academic Orientation for 

Education Majors, and Opportunities for Professional Development and Conferences. 

College of Education Counseling Psychology Program sponsors an Ally Development Workshop for 

students and faculty on diversity.  The workshop is led by graduate students from the Counseling 

Psychology Program.  The goal of the workshop is to help create a safe learning environment for diverse 

students and allies.   

Faculty in the College of Education are developing Masters Redesigned Programs to ensure diversity 

components are consistently integrated throughout the curriculum, field and clinical experiences of 

candidates. 
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It is the policy of the Dean’s Office in the College of Education that all faculty search committees have 

diverse representation. 

The Inclusiveness Task Force in the College of Education is dedicated to the development and 

maintenance of an environment for faculty, staff, and students in which discussion about issues of race, 

ethnicity, gender, religion, privilege, class, disability, sexuality, geographic differences, and other 

aspects of diversity can occur in an open and supportive atmosphere.  The purpose of these discussions 

is to effect positive change as it relates to recruitment and retention, teaching and learning, research and 

practice, and similarities and differences.  Through conversation and action, the desired outcome is to 

create a non-discriminatory and non-exclusionary learning and working environment.   

College of Medicine 

In November 2010, Interim Dean established the position of Assistant Dean for Community and 

Cultural Engagement to serve as the Dean's representative in the areas of community and cultural 

engagement and to meet accrediting standards for Liaison Committee on Medical Education (LCME) on 

diversity. The Assistant Dean for Community and Cultural Engagement works directly with University 

faculty and staff to develop and implement initiatives to recruit and retain students and faculty from 

rural, minority and/or undeserved communities. The Assistant Dean also serves as Chair of the College 

of Medicine Diversity Advisory Committee (DAC). 

 

The Committee has completed a “working” draft of the College of Medicine’s Diversity and 

Inclusiveness document. The intent of this document is to list the goals and objectives of the DAC, 

provide information on programs and efforts being offered at the University of Kentucky and the 

College of Medicine to address cultural diversity and inclusiveness. The document is considered a 

working document due to the need to continuously review, and if needed, update to keep the College of 

Medicine on pace with the changing cultural environment. 

 

The Diversity Advisory Committee was directed to develop selection criteria for disbursement of funds 

for financial assistance to be available for a current third year and fourth year medical students. The 

intent of the funds is to alleviate some of the financial burden on current medical students. One of the 

diversity criteria for consideration is that students be of a minority or underserved community. The DAC 

is currently in the process of completing the criteria and selection process. 
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UKMED is a program started in 2010 by a first year medical student. The Diversity Advisory 

Committee has several members that have participated with this program. The goal of the UKMED 

program is to recruit students from minority and/or underserved communities to the University Of 

Kentucky College of Medicine. The first UKMED class during the 2010-2011 school year had 16 

undergraduate students participate. While some students were enrolled at UK others were attending 

regional or out of state universities. Seven of the 16 students applied to the UK College of Medicine 

with 4 being accepted. 

 

The College of Medicine Ambassadors program is a student directed effort to provide educational 

programs to high school students and parents from rural counties. The program’s initial focus was to 

primarily target counties from which the College of Medicine has not received applicants for medical 

school. The target counties have changed to include underserved communities.    

The UK Area Health Education Center has collaborated with College of Medicine faculty and staff to 

promote health career pipeline activities designed to educate and encourage middle school, high school 

and college age students to consider health profession careers. The UK AHEC Office was a sponsor of 

the Latino Multicultural College Fest with over 500 students attending.    

Conclusion 

The University of Kentucky hereby submits this annual 2011-2015 UK Diversity Plan assessment to the 

Kentucky Council on Postsecondary Education, Committee on Equal Opportunities. The content of this 

report primarily focuses on 2010-2011 to 2011-2012 institutional progress in Student Body Diversity, 

Student Success, Workforce Diversity, and Campus Climate. 

Overall, the data and narrative indicate the University of Kentucky’s commitment to provision of equal 

opportunity to all members of the University community, and demonstrate the institution’s commitment 

to the compelling interest in the educational benefit of diversity. 


