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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 2011-2012 

to 2012-2013, 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 2011 with the same Fall 2012 timeframe. 
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Fall 2011 to Fall 2012 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 2011, and Fall 2012 

Source: Academic Planning, Analytics and Technologies 

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 0.3 percent to 0.2 

percent. The gap between Hispanic or Latino also declined from 0.5 percent to 0.0 percent or equivalent 

to the Kentucky demographic population. 

At the Graduate-Level, the number of Black or African American students and Hispanic or Latino 

students increased. The gap between state demographic population and enrollment for Black or African 

 

 
 

2003-04 

 
 

2011-12 2012-2013 

 
State 

Percent 
 

UG-Gap 

 
Undergraduate-Level 

 
 

N 

 
 

Percent 

 
 

N 

 
 

Percent N Percent 

 
State 

Percent 
Latest 

Gap-UG 
White 16,129 88.7% 16,338  16,588    

Black or African American 980 5.4% 1,499 7.4% 1,561 7.5% 7.7% 0.2% 
Hispanic or Latino 178 1.0% 453 2.2% 573 2.7% 2.7% 0.0% 

Other Race 323 1.8% 527  538    
Two or More Races 0 0.0% 286  445    
Non-resident Alien 212 1.2% 412  526    

Unknown or Missing 368 2.0% 637  647    
Total 18,190 100% 20,152  20,878    

 
 

Graduate-Level 

 
 

N 

 
 

Percent 

 
 

N 

 
 

Percent N Percent 

 
State 

Percent 
Latest 

Gap-Grad 
White 5,136 70.5% 5,184  5,086    

Black or African American 377 5.2% 350 4.9% 353 4.9% 7.7% 2.8% 
Hispanic or Latino 64 0.9% 134 1.9% 152 2.1% 2.7% 0.6% 

Other Race 166 2.3% 201  216    
Two or More Races 0 0.0% 54  80    
Non-resident Alien 1,049 14.4% 865  941    

Unknown or Missing 497 6.8% 339  364    
Total 7,289 100% 7,127  7,192    
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American remained constant at 2.8 percent. The gap between Hispanic or Latino reduced to 0.6 percent. 

The total number of both minority groups increased from 484 to 505, and the proportion increased as 

overall graduate student enrollment increased from 7,127 in Fall 2011 to 7,192 in Fall 2012. 

In 2012-2013, 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 2012 than 2011. 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. 

In 2012, the University of Kentucky expanded the number of See Blue Preview Nights around the state 

of Kentucky and out of state. At each of these venues the University also hosted a Guidance Counselor 

luncheon. This luncheon is an opportunity to inform guidance counselors about great things happening 

at UK including the opportunity to bring their students directly to campus free of charge. The University 

provides transportation and meals to the students who attend. During the Preview Nights, all academic 

colleges attend along with support units from areas across campus including Financial Aid/Scholarships, 

Student Account Services, CARES (Center for Academic Resources and Enrichment Services), Student 

Affairs, First Scholars for first generation students, and many more campus units. 

Undergraduate enrollment numbers at the university-wide and first year student 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 
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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, and is a way for the institution to 

demonstrate appreciation to our military service personnel. Also, in an effort to better serve students of 

lower socioeconomic status and first generation students, UK has developed a “Scholarship 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’ students can take advantage of, and represents a clear effort on the institution’s part 

to provide a strong community for students who may need additional support during their transition to 

college. In terms of international diversity, Enrollment Management has partnered with the UK 

International Center (UKIC) 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 UKIC, and special mailings. A new international scholarship (managed 

by UKIC) was instituted for 2011-2012.   

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

graduate enrollment gap remained constant at 2.8 percent. The University also made progress with 

enrollment of Hispanics. 

The mission of the Graduate School is to promote excellence at all levels of graduate education at the 

University of Kentucky. By encouraging and supporting the acquisition and dissemination of knowledge 

in an environment of diversity and interdisciplinary cooperation, the Graduate School aids graduate 
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programs in preparing students as future leaders of the global society in research, teaching, applied 

science, creative production, policy making, and public service.  

Strategies are regularly reviewed and assessments conducted to sharpen the Graduate School’s focus on 

the recruitment and retention of a diverse, high ability student population. The Graduate School also 

employs a variety of means to address current and future diversity goals including broad categories of 

Recruitment, Internationalization, Funding and Support, Student Development, Cross Cultural Dialogue, 

Relationship Building, Staff Development, and Community Engagement.  

Recruitment The Graduate School’s senior leadership team extends support to the colleges for whom 

diversity recruitment is a primary responsibility. Using well established partnerships with the directors 

of graduate studies, the Graduate School strengthened relationships by taking a team approach to 

recruitment activities. The primary focus has been to allow for maximized use of reduced financial and 

human resources whenever possible. The Graduate School has provided funds for faculty recruitment of 

students of diverse backgrounds including campus visits for promising graduate applicants. Graduate 

School staff have assisted academic programs by representation at professional conferences, recruitment 

fairs, small group information events and individual advising sessions. Recruitment efforts have spanned 

the UK campus, the Lexington community, area colleges within the state of Kentucky, targeted 

university visits within the U.S. and select international events in the Middle East and Indonesia. 

Approximately 2,500 contacts were made through these recruitments events and another 250 through 

individual and group seminars on the UK campus. The Graduate School hosted campus visits for 

students and advisors from 2 regional colleges and a number of welcome sessions for visiting applicants. 

Financial allocations were granted to approximately 1/3 of all graduate programs for diversity 

recruitment for the 2012-2013 academic year. The results of these efforts will be available Fall 2013 

semester. 

Internationalization The Graduate School has formed a strong working relationship with the 

International Center. The Graduate School has hosted delegations from the University of Sulaimania, 

University of Kufa, University of Salahadin, China, Korea and State Department sponsored Education 

USA advisors. Graduate School staff conducted an extensive training session on graduate admissions 

best practices for the EducationUSA advisors who represented 18 different countries. 
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The University has enrolled new students sponsored by their home governments from Kuwait, Saudi 

Arabia, Turkey, Egypt, South Korea, Vietnam and Indonesia. The Graduate School is currently 

reviewing a joint degree proposal in Civil Engineering with the University of Salahadin. 

Funding and Support Funding for graduate students has remained steady for the current year; however 

diminished resources for 2013-2014 will reduce the effectiveness of graduate recruitment. Due to the 

efforts of the Vice President for Institutional Diversity and faculty in the College of Engineering, a new 

GEMS scholar was identified and enrolled for the Spring 2013 semester. The Graduate School 

anticipates an increase in GEMS scholars as a result of renewed efforts by the Vice-President and staff 

within the Office of Graduate Admissions. Additional resources were also made available to send two 

students to the Southern Regional Education Board’s conference. There are 6 SREB full support 

students enrolled in doctoral degree programs at the University of Kentucky. Additionally the Graduate 

School co-sponsored a reception for the SREB scholars with the University of Louisville. 

Student Development The Graduate School actively supports the engagement of students in leadership 

opportunities. Graduate School officials meet with Graduate Student Organization leaders, Graduate 

School Student Diversity Advisory Council and the Graduate Student Congress during the academic 

year and review their recommendations on an ongoing basis. The UK Graduate School is currently 

preparing additional programming for graduate students in financial literacy and professional skill 

development to complement the current Preparing Future Faculty program. These new programs will be 

introduced during the Fall 2013 semester. Additionally, during the 2012-2013 academic year, 63 

students participated in the Thesis/Dissertation Boot Camp. Of these, 38 (or 60%) were female, 13 

(21%) were international, and 2 (3%) were Black or African American.  

Cross Cultural Dialogue The Graduate School has established a strong working relationship with the 

Center for English as a Second Language (CESL). In recent years the Office of Admissions and 

Recruitment and CESL have collaborated on the “conditional for English language” graduate admission 

project and have achieved outstanding enrollment results. There are currently 3 cohorts from Iraq, South 

Korea, and Saudi Arabia. 

Relationship Building Over the past four years the Graduate School Office of Admissions and 

Recruitment has visited Historically Black Colleges and Universities’ campuses in an effort to establish 

or renew an exchange of information and ideas to better serve our students. UK officials were able to 
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visit Alabama State University and Tuskegee University this past fall, meet with administrators and 

student, and begin to learn about each other’s strengths and academic programming. The hope is to 

sponsor campus visits to the University of Kentucky in the coming year. The Graduate School is 

currently working on a memorandum of understanding with the University of Guam and are quite 

optimistic to gain new recruits from the Pacific island. 

Service Oriented Staff Support The Graduate School started a staff development program in 2011-2012 

which has resulted in the development of a Cross-Cultural Committee. In addition to the Dean’s 

sponsored “First Friday” meetings where a variety of topics are discussed, the Graduate School hosted 

individuals of diverse backgrounds to share their beliefs and practices. Most recently the two topics of 

Judaism and the observation of Ramadan by the Muslim faith provided additional insights for 

participating staff members.  

Community Engagement Over the last year the Graduate School collaborated with other departments at 

UK including the UK International Center and the Career Center to provide workshops, seminars and 

other events that would be of interest to prospective graduate students, including the Graduate and 

Professional Schools Showcase. The Graduate School worked with the Career Center, presented to 

CARES and MANNRS students, and led discussions for students interested in graduate study. Some 

staff members also participate as hosts in the University of Kentucky International Hospitality Program. 

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) 

2011 81.3 82.2 73.8 8.4 81.3 0.9

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: Academic Planning, Analytics and Technologies 
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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 

increased from 0.9 percent in cohort 2010 to 8.4 percent in cohort 2011. For Hispanic or Latino students, 

the gap decreased from 4.5 percent in 2010 to 0.9 percent in 2011. Black or African American student 

retention declined, Hispanic or Latino student retention increased, and overall UK First to Second Year 

Retention Rate slightly declined. 

In 2012-13, UK experienced its most diverse student body to date, with 1,561 Black or African 

American students and 573 Hispanic or Latino students at the undergraduate level; and 353 Black or 

African American students and 152 Hispanic students at the graduate level.  The total non-White 

population has grown to 23.8 percent (excluding Unknown or Missing) from 17.2 percent in 2003-04, 

and 21.9 percent in 2011-12.  

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

While the University has not yet achieved this aspiration, UK’s leadership is confident it will reach it 

soon with a total commitment to the “Kentucky Promise” which - at its core - assumes that a world class 

education requires exposure to students with different attitudes, backgrounds, experiences, and 

perspectives. Along with this expectation is a clear directive to the University community that all 

students will feel welcome and included on campus. The University Faculty have designed the 

undergraduate general education program, UK Core, to include this principle in one of the four learning 

outcomes assessed each year. The UK Core Program’s Learning Outcome IV states: “Students will 

demonstrate an understanding of the complexities of citizenship and the process for making informed 

choices as engaged citizens in a diverse, multilingual world.” All degree-seeking students must 

successfully complete two courses, each with a topical or regional focus. One of the two courses must 

include critical analysis of diversity issues as they relate to the contemporary United States. The second 

must be a non-US based course that includes critical analysis of local-to-global dynamics as they relate 

to the contemporary world. When assessing successful completion of the courses within this part of the 

UK Core Program, the reviewing Faculty ascertain whether or not students recognize historical and 

cultural differences arising from issues such as ethnicity, gender, language, nationality, race, religion, 

sexuality, and socioeconomic status. Students should also demonstrate a basic understanding of how 

these differences influence issues of social justice, both within the U.S. and globally. Lastly, the Faculty 

determine whether UK’s undergraduate students recognize and evaluate the ethical dilemmas, conflicts, 
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and trade-offs involved in personal and collective decision making. While the UK Core Program is still 

relatively new, as more of the undergraduate community of learners - and the faculty and support staff 

who guide them to success - undertake these academic challenges, the University’s overall success in 

fulfilling the Kentucky Promise will be evidenced in improved retention rates for all students, regardless 

of their status as a minority student.  

One of the University’s signature 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 African American, Hispanic, American Indian, first generation and low 

income students admitted for the upcoming Fall Semester. CARES partners with many different units on 

campus in this successful program. The UK Counseling Center staff were involved with programming 

for the Freshman Summer program, including career decision-making presentations and serving on a 

career panel. The retention rate for the participants in this personalized and intense program has 

traditionally remained very high; and for the 44 students in 2010, the 49 students in 2011, and the 48 

students in 2012 the retention rates were 100 percent, 97.9 percent, and 91.6 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). For the 2006 graduating cohort, the six year graduation rate is 75 percent, which is 

the highest in the history of the program. The most recent graduating cohort ended with a lower six year 

graduation rate than most all other FSP cohorts, a six year graduation rate of 45.83 percent.  However, 

the overall success of the program over the years supported the recent request for recurring funding. FSP 

was approved to be funded to serve fifty students on a recurring basis beginning in 2014. 

In 2011, the First Generation Living Learning Community in partnership with Student Support Services 

created a summer bridge program for the LLC students who moved in earlier than their peers. The 

program included workshops on academic preparation, time management, student success panel 

discussion, sample lectures from connected course faculty, and social activities based on student 

development theory. 42 students participated in the 2011 LLC and 57 in 2012 and now 76 in 2013. The 
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First Generation LLC boosts a 93 percent first to second year retention rate as compared to 74 percent 

for their first generation peers at UK. 

Another important transition-to-college program is the Academic Preparation Program, a collaborative 

program offered by Enrollment Management, Academic Enhancement, and Undergraduate Studies. This 

program is designed to begin communicating with students during the admissions/application process 

and provide a comprehensive continuum of support once they begin their careers as UK students.  

Students whose scores do not demonstrate readiness in reading, writing, or math, receive a Deferred 

Admission Decision letter from UK’s Office of Undergraduate Admission and information about how 

their application could be enhanced. Students receive information about placement tests and tutorials 

they should take before coming to an Advising Conference. Students whose placement test scores still 

do not demonstrate readiness are automatically enrolled in the APP workshops and other programs as 

well as UK101 (Academic Orientation). These students are also assigned an advisor in Undergraduate 

Studies or the College of Arts and Sciences. Academic Enhancement coordinates the developmental 

placement testing and workshops at UK for reading, writing, and math. All tests are online and can be 

taken during regularly scheduled sessions on campus or taken remotely. Placement testing is based on 

student ACT/SAT sub scores and tests are required to be taken before a student arrives for their Summer 

Advising Conference. An APP Course Plan for Demonstrating Readiness is developed for both newly 

admitted and continuing students who have not yet shown evidence of college readiness in their test 

scores. This plan allows for some flexibility, however, in how students may demonstrate readiness.  For 

example, students in the APP Reading area may satisfy this requirement by earning a 2.0 or higher GPA 

in any full-time semester at UK.  It is permissible for students in the mandatory math APP to enroll in 

UK 090 (required) and PHI 120 (Logic) or MA 111 (Contemporary Mathematics) simultaneously. 

Students who are admitted to UK in spring semesters but do not meet College Readiness guidelines are 

strongly recommended to enroll in appropriate courses in the APP.  For more on the placement tests, 

tutorials and APP workshops, see www.uky.edu/AE/prospective/app_main.html 

● 2012-13 Math Workshops (UK090) – 339 students enrolled. UK admitted 417 in 2012 cohort with math 

scores below statewide cutoff - all of whom would have received student support services from one or 

more of the APP collaborating units. 

● 2012-13 Reading Workshops (UK 100 selected sections) – 210 students. UK admitted 441 in 2012 cohort 

with reading scores below statewide cutoff - all of whom would have received student support services 

from one or more of the APP collaborating units. 
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● 2012-13 Writing Workshops (UK 100 selected sections) – 160 students. UK admitted 138 in 2012 cohort 

with writing scores below statewide cutoff - all of whom would have received student support services 

from one or more of the APP collaborating units. 

The University anticipates the APP collaborative will have served 1,000 students transitioning from high 

school in Fall 2013 (out of an anticipated 10,000 incoming first year students to be admitted to UK - and 

4,500 to matriculate). 

According to a growing body of research, the effects of remedial courses in higher education are 

problematic. Students’ demographic characteristics (e.g., by state, institution, background) affect their 

academic preparedness levels and progress toward college readiness standards – not their performance 

in the prescribed classes. It is not certain whether remedial programs, on average, improve students’ 

achievement of their academic program outcomes. The University has explored several other kinds of 

college/career readiness programs focused on increasing diversity in outreach, but also seeking new 

ways to increase college readiness scores. The Office of First Generation Initiatives hosts two “CATS 

Days Out” for first generation 8th graders from Kentucky middle schools (predominantly 

underrepresented, low-income schools in Louisville) and chaperones to help students understand what it 

means to be a student at the University of Kentucky, majors and opportunities to explore things to study 

at UK from visiting research labs, and talk with currently enrolled students and first generation faculty. 

Since 2011, more than 250 first-generation 8th graders have visited the University of Kentucky.   

In a partnership with the Kentucky Council on Postsecondary Education, the Division of Undergraduate 

Education and the Office of Undergraduate Admissions on April 12, 2013, hosted 200 GEAR UP KY 

schools’ 8th grade students and 50 chaperones in a half-day celebratory event, complete with hands-on 

science and math learning experiences led by UK undergraduates and a challenge game (via mobile 

device) to be completed during the campus tour. College of Education’s undergraduate preservice 

teachers led discussions with the students about their ideas and aspirations for college/career readiness 

and what they learned from their experiences at UK. 

With Kentucky’s public school system emphasizing innovation and the Council for Postsecondary 

Education encouraging seamless transition from high school to college, the demand for customized dual 

credit programs has accelerated in Kentucky. The Fayette County Public Schools (partnering with UK 

College of Education’s P20 Innovation Lab for College & Career Readiness) received an NGLC 

Challenge grant in 2011 to explore how Kentucky’s innovation school plans could build a dual credit 



 

15 
 

program with UK and the Fayette County Public Schools (FCPS). With help from various faculty in the 

Colleges of Agriculture, Arts & Sciences, Engineering and of Fine Arts, the STEAM (Science, 

Technology, Engineering, Arts and Mathematics) Academy has begun to emerge. The University of 

Kentucky’s first formal dual credit partnership (since the 1960s) began in Spring 2012 with the 

University’s Undergraduate Council approving the UK-FCPS Memorandum of Agreement and the new 

pilot UK110, “Orientation to the University of Kentucky and College Readiness Skills” which is the 

University’s inaugural dual credit course. The new course was developed by the P20 Innovation Lab for 

College & Career Readiness in partnership with the UK Dean of Students Office and Undergraduate 

Studies (the unit from whom the dual credit students are assigned their UK academic advisors). The 

FCPS instituted a lottery to identify the 150 ninth graders who would start school at the old Johnson 

Elementary School on East Sixth Street in Fall 2013. This initiative increased the University’s reach into 

a more diverse student population to streamline transition from high school to the University of 

Kentucky. More than half of the FCPS student population receives free and reduced lunch, and its 

overall percentage of students of color is higher than that of the general population living in Kentucky. 

Over the next four years, the STEAM Academy is expected to grow to some 600 students, and the 

University expects to enroll a high percentage of students of diverse backgrounds. See more on the 

STEAM Academy at http://www.steam.fcps.net/. 

In recent years, CARES has offered an annual Multicultural First Year Orientation and reception.  

However, this year, because of the growth of the program and space limitations, two Freshman Group 

meetings were held to inform students of CARES programs and services, explain the CARES Academic 

Contract, review William C. Parker Scholarship academic support requirements, and give instructions 

for signing up for study groups and making Academic Progress Session appointments with the CARES 

Counselors. Additionally, an Open House and cookout between meetings was held so that students 

would know the location of the office and have an opportunity to fellowship with other students and 

meet the CARES staff. The meetings were held on the Tuesday prior to the start of class. Approximately 

80 percent of the first year students required to participate in CARES programs and activities attended 

the Freshman Group Meetings held at the start of the 2013 Fall Semester.  

CARES also conducted 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 



 

16 
 

those who participated compared to those who did not. Students who participated in the Spring Semester 

2013 PAC Program earned a semester GPA of 2.76 and a cumulative GPA of 2.45 compared to students 

invited to participate, but chose not to participate, and earned a semester GPA of 1.51 and a cumulative 

GPA of 1.58.  

As the University enrollment continues to grow, so does the target population and participation in 

CARES programs and services. CARES counselors meet with students individually and in group 

sessions for Academic Progress Sessions. Students are required to attend 2-3 sessions based on their 

classification, GPA, and/or deficiencies received at midterm. Topics discussed during the sessions 

include: 

·         classroom performance, i.e. quiz and test grades, homework, projects 
·         class schedules 
·         strategies to improve grades if necessary 
·         major and career options 
·         internship, research and education abroad opportunities 
·         plans after graduation 
·         employment opportunities and graduate school 
·         short and long-term goals for the semester, year and beyond 
·         personal matters if requested and referral information if necessary 

 

In striving to meet the demands of the increase in the number of students served, the staff looked at 

various ways to continue to be effective while being more efficient with time and resources. The 

freshman numbers demand that other staff assist with this caseload of students. Both the Learning Skills 

Specialist and the Director assist in meeting with students when the Freshman Counselors’ calendars are 

full. In the case of the sophomore counselor, requirements for Academic Progress Sessions were revised 

for those students who had proven to be successful up to the midterm of the semester. Students with no 

deficiencies at midterm are not required to meet for a third meeting. The goal is to connect with the 

students so that CARES staff become a point of contact when and if needed.   

CARES Connect addresses the goal of increasing the utilization of CARES services for students in the 

target population who do not utilize the services. A review of the CARES End-of-Semester Report 

indicates that this cohort of students’ GPA on average is lower than the students who utilize the services. 

The goal of the orientation is to guide the transition of these new students so they are better prepared to 

deal with their new environment and learn the behavior necessary to be successful college students. The 

orientation includes activities that introduce and connect students to CARES and other campus 
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resources, involving them in discussions with faculty on what it means to be in a college class, 

interacting with peer mentors and other continuing students, teaching students UK history, discussing 

issues of concern to first year and transfer college students, and learning how to physically navigate 

campus. The large majority of participants strongly agreed on their evaluations that the overall program 

was useful, provided appropriate information, helped them be successful at UK, should be continued, 

and helped them to learn about resources outside of CARES.  

Since the Orientation format had to be changed late in the summer of 2012, CARES officials were not 

able to implement a parent component. However, because parents buy-in to what CARES is working to 

achieve with their student is a valuable asset, “First Year Focus Orientation Meetings for Parents” for 

the 2013 school year was established. Four “First Year Focus Orientation Meetings for Parents” were 

held on Freshman Move-in Day. Parents could choose to attend the meeting that was most convenient 

for them. Parents were encouraged to take advantage of the opportunity to meet CARES staff who work 

with their student throughout the year, receive specific information regarding the requirements necessary 

to maintain the William C. Parker Scholarship, and receive tips and strategies on how to assist students 

in managing the responsibilities of being a scholarship recipient. Parents who attended the meetings 

were also encouraged to sign up for the listserv managed by the CARES Freshman Counselor to 

continue the conversation. The ultimate goal is to form partnerships with parents that result in helping 

the students to be successful at UK.   

CARES celebrated sophomore students who earned a place on Deans’ lists across campus with a 

Sophomore Success Dinner. This program is intended to recognize students for their academic 

achievements and to encourage them to forge ahead in pursuing their educational goals. Through a short 

discussion, participants provide valuable information to the staff about how they were successful during 

their freshman year. CARES then uses some of the strategies to enhance the freshman year experience.  

The Student Support Services (SSS) is a federally funded program through the Department of Education 

designed to work with college students’ that are first generation, low income and/or have a documented 

disability. Services include academic preparedness (study skills, test taking, and writing assistance), 

counseling (academic, limited personal, financial aid and literacy, career, and graduate school), tutoring, 

computer assistance, workshops on various topics and social/cultural enrichment. SSS approach is 

holistic and students have described the environment as “a home away from home.” This helps students 

feel less intimidated on a large campus. The University of Kentucky’s SSS program is funded to serve 
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160 students until August 2016, however currently serves 201 students.  Many of the students are 

scholarship recipients’ like William C Parker, Robinson Scholars, First Scholars as well as outside 

scholarships from their communities. 

Current student demographics were as follows: 
·       First Generation/Low Income  143 
·       FG Only  23 
·       Low Income Only                  14 
·       Disability Only    13 
·       Disability/Low Income  08 

 Gender Breakout 
 ·    Males     64 
 ·    Female   137  
 Ethnicity 
 ·    American Indian/Alaskan    0 
 ·    Asian                                     2 
 ·    African American              103 
 ·    Hispanic/Latino                           11 
 ·    White                                   79 
 ·    Bi-racial                                6 
 
Sixty percent of the students served came from Rural/Appalachian counties. Retention was 85 percent 
and remaining in good academic standing was 90 percent. 

General student retention rates at UK are approximately 82 percent, but that falls to 74 percent for first-

generation students. The First Scholars Program has increased the number of first generation students on 

scholarship through a $1.1 million five year grant from The Suder Foundation. Since 2010, 82 high 

school seniors have been selected to participate in the program with a 93 percent retention rate and 

cumulative GPA of 3.07. First Scholars is a comprehensive program created specifically to address the 

holistic development of first generation students throughout their undergraduate college experience at 

the University of Kentucky. 

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

enrollment the following fall. 

The UK Counseling Center renewed liaison connections with First Generation Initiatives, including 

stress management presentations, sending a UKCC staff person to their overnight First Scholars retreat, 

offering programming on adjusting to college life, addressing fears for first year first generation 

students, and helping senior students plan for life after graduation.   

As the Honors Program continues to build deliberate recruiting strategies with key campus partners to 

increase enrollment of underrepresented students, it has gathered informative two-year baseline data 

from which to use in comparison with benchmarks to establish short- and long-term enrollment goals, as 

well as to maintain very strong retention rate of Honors students and improving internal program 

completion rates. As the last two years of data have remained fairly consistent, Honors looks at 2014 as 

a defining and transitional year in order to establish quantitative goals that best reflect this strategy, 

including the newest Honors curriculum at its midpoint for its first entering cohort. Measurable 

assessment strategies will still need to be fully articulated once these goals are in place. Because of the 

much-needed growth in the advising team, professional advisors are able to better identify and closely 

work with subpopulations that benefit from a proactive support strategy, including first generation, 

transfer, and LGBT students. Additionally, Honors has developed a transfer policy to simply the process 

of admitting Honors students from other universities to the program at any level.  

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 CARES and Honors Program staff partner to identify and recruit eligible students of color to the 

Honors Program. Letters are sent from CARES to students who meet the requirements of the Honors 

Program. Students receive an application to apply to the Freshman Summer Program and the Honors 

Program and are encouraged to consider applying to both programs. Additionally, during Preview 

Nights and Come See Blue for Yourself programs, Honors brochures are distributed and eligible 
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students are encouraged to apply. Once students arrive at UK, they have another opportunity to apply to 

the Honors Program. An Honors Information Session is held during the fall semester for currently 

enrolled freshmen. This event provides students a chance to meet and tour the Honors residence hall. 

The New Students and Parents Program (NSPP) in the Division of Student Affairs undertakes several 

notable diversity-related efforts on a regular basis. Each and every year, NSPP staff coordinate the K 

Week programming which offers specific diversity-related events that provide resources to the entire 

campus community. In 2013, over 35 diversity-specific events were offered during K Week, including 

cultural events, religious events, events for first generation students, and a specific event for 

nontraditional students/adult learners. The Common Reading Experience program, led by an advisory 

group consisting of faculty, student leaders and professional staff, seeks to unite the first-year class by 

providing a common academic experience. Each book selected addresses a social theme that deals with 

issues related to community, diversity, and/or social justice. The K Book (the new student handbook 

authored by student leaders) purposefully includes topics related to diversity on campus, including 

student organizations, programs, and campus resources. 

The theme of diversity is supported by the curriculum and related activities required in UK 101, the 

University’s first-year orientation course that over 2,000 students take each year. Diversity is woven into 

the UK 101 curriculum in several ways.  First, instructors are required to introduce students to the topic 

by choosing one of several lesson plans to facilitate.  Second, the Common Reading typically explores 

some facet of diversity that is addressed through class discussion or assignments. In addition, UK 101 

partners with the English as a Second Language Department for a session that pairs international 

students with UK 101 students, and the UK 101 peer instructors facilitate several activities that allow 

students to learn about each other.  Finally, all UK 101 students are required to attend a campus activity, 

lecture, and cultural event.  Many of the options promoted to the students expose them to different 

cultures and ideas. 

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. In 2012-13, 

Residence Life initiated a program called “Academic Checkpoints.” “Academic Checkpoints” are a 

structured way for staff members to interact with students during strategic times each semester (i.e. 

midterms, registration, final exams). During “Academic Checkpoints,” Resident Advisors interact one-

on-one with each resident, have an in-depth conversation about how each resident is doing, and make 
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sure each resident has the resources and support needed to help with any issues the students are facing. 

Reports are made to the Hall Director and/or Student Alert Referral System regarding any students who 

are struggling. 

Residence Life, utilizing multiple strategies, employs a large percentage of minority students in 

leadership positions, particularly Resident Advisor positions.  While minority students comprised 18 

percent of the overall population in 2012-13, minority students comprised over 25 percent of the student 

staff in Residence Life. Involvement in these leadership positions has been shown to increase retention. 

Residence Life continues to implement the “Not In Our Halls” campaign. “Not In Our Halls” is a 

campus-wide educational initiative that helps residents recognize and question stereotypes and 

prejudices.  It also helps students identify and challenge inappropriate or discriminatory actions. This 

initiative is geared more towards campus climate, but it also creates an environment more conducive to 

minority student success.  If behaviors occur that violate the “Not In Our Halls” principles, the students 

who engage in these behaviors go through the student judicial process. 

Using benchmarking assessment tools and internal assessments (focus groups and written instruments), 

Residence Life evaluates the environment in the residence halls for minority students and minority staff 

members and incorporates goals into its strategic plan geared towards constant improvement in these 

areas (i.e. improving the atmosphere of inclusion, civility, and respect).   

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. 

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

corresponding cohorts. For the combined 2011 and 2012 academic years, LLP overall student retention 

rate was 90.2 percent. Other student resident cohorts not participating in LLP retention rate was 80.9 

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

higher retention rates. 
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University of Kentucky Retention Rates by LLP for Combined 2011 and 2012 Cohorts 

  Not LLP  LLP 

Student Race/Ethnicity 
Number of 
Enrolled 

Fall1 to Fall2 
Retention 

Number of 
Enrolled 

Fall1 to Fall2 
Retention 

American Indian or Alaskan Native 17 58.8%     

Asian 146 89.0% 30 93.3%

Black (Non-Hispanic) 662 73.6% 90 88.9%

Hispanic 243 81.5% 35 88.6%

Multi-Racial (two or more races) 250 73.2% 36 88.9%

Native Hawaiian or Other Pacific Is 4 50.0% 1 100.0%

Nonresident Alien 158 83.5% 7 71.4%

Unknown 187 80.2% 26 88.5%

White (Non-Hispanic) 6025 81.8% 753 90.6%
Overall Total 7692 80.9% 978 90.2%

 

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) 

2010 72.5 73.8 66.5 7.3 66.4 7.4

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: Academic Planning, Analytics and Technologies 

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

decreased from 14.9 percent in cohort 2009 to 7.3 percent in cohort 2010. Black or African American 
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retention increased from 58.6 percent to 66.5 percent, while White retention increased from 73.5 percent 

to 73.8 percent. For Hispanic or Latino in comparison to White students, the gap decreased from 9.9 

percent in 2009 to 7.4 percent in 2010. White, Black or African American and Hispanic or Latino 

Second to Third Year Retention Rate increased, including a reduction in achievement gaps. Hispanic or 

Latino retention rates will experience greater fluctuation due to the fewer number of students. 

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 Sophomore Advantage Series, continued in 2012-13 in collaboration with the Office of Student 

Success.  This five part series offered a variety of programming to rising sophomores, including:  the 

Sophomore Kickoff; Student Involvement Fair, Student Leadership Fair, Student Volunteer Fair, and the 

Education Abroad Fair.  The series was very successful, showing growth in participation for all events.  

In its first year, the Sophomore Kickoff, (a back-to-school kickoff for rising sophomores and second year 

students) hosted more than 200 students, providing a presentation on how to increase student success 

during the second year. 

The Office of Student Success also created the Sophomore Source, an online repository for resources and 

services of particular interest to students during their second year:  

http://www.uky.edu/studentsuccess/sophomore-source  

During Summer 2013, the Sophomore Smash Peer-to-Peer network was created.  Student Success 

Ambassadors contacted rising sophomores to offer assistance regarding general campus information; 

served as a peer source of information; directed students to the correct resource; offered referrals to 

appropriate contacts on campus; assisted students in contacting appropriate offices; facilitated 

connections and access aiding in the college-going process; encouraged student involvement and 

engagement; assisted in broadening social networks; served  as a  future point of contact; and recorded 
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reasons for not returning, when applicable. More than 3,300 phone calls were made; 2,600 emails were 

sent; and 150 personalized letters were mailed. Efforts resulted in approximately a 0.6% increase in 

retention.  

The Cultural Coffee Hour is a weekly offering and a collaborative effort sponsored by the UK 

Counseling Center (UKCC), International Center and the VIP Center. As a result of these weekly 

gatherings, the campus community is more aware of the larger concerns impacting us all. In addition, 

the UKCC was active in collaborating with CARES for the following programs, which were presented 

by UKCC staff.  All topics could impact satisfaction at UK and academic performance of students: 

                -Successful Transition to College 
                -Healthy Relationships 
                -Self-care 

                -Procrastination 
                -Time management 

 

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

sophomores. This leadership conference focuses on personal skill development as well as preparing for 

real life issues through workshops that address networking and leadership skills, cultural competency, 

personal development, graduate school, and managing finances. Several offices on campus partnered 

with CARES for this event. The partners include the Stuckert Career Center, UK Counseling Center, 

along with other support units and student organizations. Students help plan this free, personal skills 

development program held in April of each year.  

Study groups and individual tutoring continue to be CARES’ most requested and utilized services. Study 

groups are established to assist students in math and science courses. During the 2011-2012 academic 

year, CARES established 88 study groups for the fall semester and 70 for the spring semester. For the 

2012-2013 academic year, 100 study groups were established in the fall semester and 80 in the spring 

semester. Study groups meet weekly for one hour. Tutors work with students to review material, work 

problems, facilitate discussion and answer questions. Study groups were developed for sophomore 

courses at the request of the students. CARES provided tutors for 278 individual sessions during the 

2011-2012 academic year and 389 for the 2012-2013 academic year.  

The Majestic UNITY (MU)-Women of Color Empowerment Group provides support to women of color 

while enhancing leadership, social and cultural development throughout their college careers. Activities 

range from “Hot Topic” discussions to outings in the Lexington community. Although many fun and 

educational activities were conducted, at the end of the spring 2013 semester, the members were forced 
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to deal with the death of one of their members. Approximately 20 young ladies participate in this group 

on a regular basis. 

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) 

2006 57.6 58.4 49.8 8.6 52.6 5.8

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: Academic Planning, Analytics and Technologies 

The Graduation Rate gap between Black or African American and White students reduced from the 12.9 

percent 2005 cohort to 8.6 percent cohort in 2006. The -10.9 percent 2005 cohort between Hispanic or 

Latino and White students sharply changed in the 2006 cohort to Hispanic or Latino student graduation 

rate trailing White by 5.8 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 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.   

The Office of Undergraduate Research coordinates the “Bucks for Brains Summer Research Program” 

which provides undergraduates with hands-on experience in academic research working alongside top 

UK faculty. Student participants are selected by an application review and selection committee that 

considers multiple characteristics contributing to the University of Kentucky's compelling interest in 
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diversity.  For eight weeks during the summer, students have the opportunity to be part of a research 

team focusing on areas ranging from plant biochemistry to computer science to American history. They 

work with a faculty mentor whose research area is of interest and develop a research plan before 

beginning work. Students must attend 2-3 seminars during the summer and write an abstract and a brief 

report describing the research experience. At the end of the program, students may be selected to present 

an abstract at a symposium in the fall for all summer research program participants. Students also 

participate in biweekly informal meetings during the summer and hear from a variety of UK students 

and administrators about making the most of their undergraduate experience and life after graduation. 

As a Bucks for Brains Summer Research Program participant, students receive a $3,500 stipend. If 

earning academic credit for the program, students are responsible for paying tuition and fees. The 

summer research program is a minimum of eight weeks between May 12 and August 8. Faculty are 

associated with either the states Research Challenge Trust Fund (RCTF) Enhanced Programs or the 

RCTF Endowed Match Program. This program is sponsored by the offices of the President and the Vice 

President for Research in collaboration with the Vice President for Institutional Diversity. Further 

information about the Bucks for Brains Program is available online at 

http://www.rgs.uky.edu/students/rctf.html. Since 2002 to 2012, 42 undergraduates have participated in 

the program. The table below contains the results of the continued effort for the past ten years: 

2002-2012 N Total by Gender Total by Race/ Ethnicity 

  Female Male Black White Asian Hispanic Other 

Under-graduates 42 22 20 21 15 1 3 2 

Graduates 144 103 41 110 21 9 2 2 

Unknown* 12 5 7 10 1 0 1 0 

Totals 198 130 68 141 37 10 6 4 

  (66%) (34%) (71%) (19%) (5%) (3%) (2%) 

                 

Grad School 74 55 19 48 15 8 1 2 

 (55%) (74%) (26%) (65%) (20%) (11%) (1%) (3%) 

Workforce 63 44 19 58 5 (-) (-) (-) 

 (44%) (70%) (30%) (92%) (8%) (-) (-) (-) 
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Six undergraduates participated in the past two summer programs, raising the overall percentage of 

Black female participants for the decade. Of the program participants who go directly into the 

workforce, most are Black females. In the past two years, there has been a slight drop in the program’s 

black students enrolling in or completing graduate school (from 70 percent in 2010 to 65 percent in 

2012) while the percentage entering the workforce (92 percent) has remained steady. 

Sophomores and Juniors in the First Scholars program experience very robust programming to 

strengthening their success, including: 

● Fall and Spring Kick Off Retreats:  Kick-offs provided time to recap previous semester 
accomplishments, review expectations and provided time for team building activities for all 
cohorts.  

● Pay-it-Forward Workshop/Interview Process:  The sophomore class learns more about the 
purpose, application and selection process and available positions. 

● Leadership Development-Group Service Projects:  Based upon the types of civic engagement 
discussed in workshop #1, scholars broke into three groups to identify, plan and implement a 
service project.  

● Juniors in the First Scholars program are matched with a faculty mentor to engage in activities 
connected to their major, meet monthly throughout the academic year, provide advice and 
assistance on academic questions, career options, and life during and beyond college. 

● In partnership with the UK Alumni Association, the First Scholars Program matches seniors with 
members of the UK Young Alumni council.  
 

The Harambee Celebration, sponsored by CARES, is one of the final efforts to support students and 

celebrate their accomplishments at the University of Kentucky. This program recognizes students who 

graduate in the summer, fall or spring semesters. Students from CARES, Student Support Services 

(SSS) and Health Center Student Diversity Services participated in the 2013 Harambee Celebration.  

CARES ultimate goal is to have students leave the University feeling good about their alma mater and 

what they accomplished during their time spent at the University of Kentucky. 

The Graduate and Professional School Showcase is co-sponsored by the Office for Institutional 

Diversity,  James W. Stuckert Career Center, UK Athletics, Office of First Generation Initiatives, and 

the UK Graduate School and was held during the Fall semester of  2013. This program is an excellent 

example of a collaborative effort where over 77 graduate programs from Kentucky and other states were 

represented and over 300 students, including representation from Kentucky State University and UK 

alumni, had an opportunity to gain knowledge about a variety of graduate programs. The second annual 

Life After College Retreat was held in February 2013 and provided 50 upper-class students the 
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opportunity to develop or enhance the skills needed to assist in making a successful transition from 

college into the workforce or graduate school.  

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 Diversity Plan goal is to increase the 

number of bachelor degrees awarded to Black or African American and Hispanic or Latino students. 

Bachelor's Degrees Conferred: 2005-06 – 2011-12 

 Source: Academic Planning, Analytics and Technologies 

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 2010-2011 to 3,735 in 2011-2012), there has only been marginal progress in 

graduating undergraduate students of color. 

The University's Academic Planning, Analytics and Technologies reports that female undergraduates are 

somewhat more likely to be retained after the first year than male students at UK. Female students’ 

retention rates in the aggregate ranged these past five years from 79.2 percent to 85.8 percent – 

compared to 77.2 percent to 83.0 percent for males. However, according to a report in 2011, women 

were less likely to persist at UK from their second to third year. Even after controlling for all other 

variables, gender shows a significant difference when the University begins to address issues 

surrounding UK’s continued low graduation rate compared to benchmark institutions. Across the board 

– as measured by the National Survey of Student Engagement (NSSE) – UK’s seniors reported overall 

being less engaged than students at other doctoral research institutions. There are five benchmarks of 

effective educational practice in the NSSE, and UK’s seniors marked the University of Kentucky lower 

than did the seniors of other Carnegie I institutions in the following: 

 Academic Challenge 

05-06 % 06-07 % 07-08 % 08-09 % 09-10 % 10-11 % 11-12 % 

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% 3,201 85.7% 
Black or 
African 
American 152 4.3% 153 4.2% 150 4.0% 154 4.2% 145 4.1% 

 
 

203 

 
 

5.5% 196 5.2% 
Hispanic or 
Latino 43 1.2% 36 1.0% 34 0.9% 35 1.0% 48 1.4% 

 
47 

 
1.3% 50 1.3% 

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

 
7.2% 288 7.7% 

Total 3,519 100% 3,613 100% 3,775 100% 3,650 100% 3,521 100% 3,712 100% 3,735 100% 
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 Enriching Educational Experiences 
 Supportive Campus environment 

Greater engagement in higher education’s type of scholarship takes a form of creativity and leadership 

that enhances a student’s overall college experience. Recent studies posit that women’s sense of their 

leadership potential falls during the college years, while men’s rises. If the University addresses issues 

of women’s self-perception and valuation of their performance, this would likely have an impact on the 

number of women who go into leadership positions after college - thus raising the quality of corporate 

boardrooms, public office and academia across Kentucky and the nation. 

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 

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 

 
2011-2012 Total 2011-2012 Percent 

 
2012-2013 Total 2012-2013 Percent 

Black (Non-Hispanic) 36 3.2% 45 3.8% 
Hispanic 10 0.9% 20 1.7% 
Other Races/Missing  116 10.4% 161 13.8% 
White (Non-Hispanic) 954 85.5% 943 80.7% 
 Total 1,116 100.0% 1,169 100.0% 

 

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

University of Kentucky students increased from 1,116 in 2011-2012 academic year to 1,169 in 2012-

2013. This represents an increase of 4.7 percent. Likewise the number of STEM+H degrees awarded to 

Black or African American students increased from 36 in 2011-2012 to 45 in 2012-2013. For Hispanic 

or Latino students the number doubled from 10 in 2011-2012 to 20 in 2012-2013. STEM+H degrees 

awarded to White students decreased from 954 to 943 during this period. The category identified as 

Other Races/Missing also increased from 116 in 2011-2012 to 161 in 2012-2013. 

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 
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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 

Total 
2011-12 

Summer 
2011 

Fall 
2011 

Spring 
2012 

Total 
2012-13 

Summer 
2012 

Fall 
2012 

Spring 
2013 

Nonresident Alien 5 3 2 11  7 4 
Black (Non-Hispanic) 37 6 28 3 33 7 17 9 

American Indian or Alaskan Native 1 1 2  2  

Asian 11 10 1 14  8 6 

Hispanic 20 1 13 6 21  18 3 

White (Non-Hispanic) 493 31 340 122 517 10 375 132 

Unknown 24 2 15 7 16  13 3 

Two or more races 16 2 8 6 17  14 3 

Native Hawaiian /Other Pacific Is 1 1     

Total 608 43 418 147 631 17 454 160 

 

The total number of first-time transfer students from KCTCS increased from 608 in 2011-2012 to 631 in 

2012-2013, including an increase in Hispanic or Latino students, and those identifying two or more 

races. Black or African American decreased from 37 to 33; Hispanic or Latino increased from 20 to 21, 

and; other data groups increased from 58 to 60. White student KCTCS transfers also increased, from 493 

to 517. 

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 leave the University 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 
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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 

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 participate, AMSTEMM 

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

mentors for first-year students.  
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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 academic performance 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 includes 

development of 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 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. 

Survey results indicate 80 percent of clients describe the Counseling Center as a very safe and inclusive 

service. This is particularly important as The Counseling Center staff has focused on diminishing the 

stigma associated services that the Center provides. UKCC and has increased utilization by those least 

likely to seek help and who are at a greater risk of leaving the University. The Counseling Center’s 
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outreach and support for student diversity and accompanying needs are targeted through dedicated 

groups such as the Women of Color Support Group, Rainbow Connection (addressing identity, 

relationships, and sexual orientation), Social Confidence Group, Graduate Student Support Group 

(helps with graduate students persisting in their programs and finishing their degrees despite barriers 

and struggles), and others as needs and interest are expressed. 

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 and 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 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 has contributed to yet another year of record 

growth of University of Kentucky international student enrollment.  

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. 

OUTsource is the primary organization to provide advocacy, safe space, understanding of gender 

identity and engagement with GLBTQQIA interests and issues. Student needs and support are provided 

through a number of outlets where Student Affairs staff serve as advisors and advocates, including 

working with the LGBT Task Force and other student groups such as the UK Gay/Straight Alliance, 

HOPE, and OUTlaw. 

As part of the university’s effort to support internationalization and engagement of students in traveling 

abroad, the Office of Student Involvement houses and operates the WildCat Passport Acceptance 

Facility where students, faculty, staff, and the general public can apply for passports. This past year 

1,081 passport applications have been processed with 59 percent being students. Such a service directly 
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supports the efforts of Education Abroad to prepare students for international travel. Funds from this 

service are dedicated to the support of international travel for programs such as the Center for 

Community Outreach’s Alternative Service Break trips traveling to the Dominican Republic, Ecuador, 

and Ghana. The service-learning based Alternative Break Program including 10 regional, national, and 

international trips, provided service immersion opportunities for 106 students in 2012-2013. 

The efforts by student leadership across several diverse student organizations and interests to provide for 

a common Homecoming have resulted in the formation of the Homecoming Coalition. This program 

was named the National Association of Campus Activities Outstanding Diversity Achievement Campus 

Program in 2011. The annual Cultural Diversity Festival, sponsored by the Office of the Vice President 

for Student Affairs, is a collaboration of campus departments and the local community to promote and 

celebrate cultural identity. A highlight event of the festival is the Taste of Our World with Dining 

Services preparing authentic recipes reflective of world cultures. 

Department of Academic Enhancement 

As a centralized academic support unit, Academic Enhancement intentionally designs inclusive 

programs and services and markets all opportunities for support to students from all backgrounds. The 

programmatic assessment conducted on AE initiatives over the 2012-2013 academic year demonstrates 

that AE impacts students from all backgrounds. With a focus on understanding students and student 

culture holistically, AE designs, implements, assesses, and improves programs and services that are 

inclusive for the entire student population. Academic Enhancement develops and refines programs and 

services based on relevant research in higher education, student learning, and educational psychology. 

Best practices are researched regularly and evaluated critically before, during, and after implementation. 

Academic Enhancement’s most popular service, the Peer Tutoring Program (PTP), provides high quality 

co-curricular support for more than 50 courses. The PTP continues to be AE’s most popular service and, 

by all measures, has established the department as an ingrained aspect of student culture at the 

University of Kentucky. The Peer Tutoring Program is facilitated by undergraduate students who have 

experience and success in the subjects for which they tutor. Undergraduate Peer Tutors are trained to 

ensure that each student walks away with an in-depth knowledge and understanding of the course 

material and how to navigate the curriculum successfully. 
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The Peer Tutoring Program provided approximately 22,086 tutoring sessions during AY2013, an 18 

percent increase from the previous year. Accompanying this significant increase in total sessions, the 

PTP also served 17 percent more students in AY2013 than in the previous year. Growth in both areas 

demonstrates that the PTP is reaching more students and that students are utilizing the PTP more 

frequently. This growth contributes to the department, division, and university goals by expanding 

student-responsive, student-led peer tutoring.  

During 2011-2012, AE staff also analyzed retention data for the 2010 first-year cohort. The results, with 

correlations of PTP impact, are below: 

  

The data suggest a positive correlation between accessing the Peer Tutoring Program and student 

persistence at the university from first to second fall. The overall correlation comparison, the leftmost 

paired bars in the chart above, shows a 9.8 percentage-point difference in retention relative to PTP 

access, which is an increase from a 6 percentage-point difference in similar 2008 cohort data analysis. 

This is another indicator that suggests that even as the PTP continues to expand access dramatically, it 

does so without sacrificing the quality of service provided to students. 

These data also show that accessing the PTP has a strong positive correlation across different 

demographic characteristics. In 2012, about 34 percent of the first-year cohort accessed the Peer 

Tutoring Program. The chart below statistically demonstrates this population of students is essentially 

representative of the overall cohort. 
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Academic Preparation Program 

In collaboration with Enrollment Management (EM) and Undergraduate Studies (US), the Academic 

Preparation Program (APP) was created and replaced the Academic Readiness Program. After two years 

of implementation, data demonstrate that the APP has a significant positive impact for all students. 

Since implementation, AE staff worked closely with students, parents, faculty, advisors, and other 

stakeholders to communicate the specific details of the APP and to alter various aspects of the program 

as needs and issues developed. Results from this year of the APP implementation include: 

 About 500 students in the first-year cohort were automatically enrolled in APP workshops, a 
marginal increase compared to the substantial increase in overall first-year undergraduate 
enrollment at the university. 
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 Data from fall 2012, only the second cohort to have access to all APP workshops offered by AE, 
includes: 

o Overall, 90 percent of students enrolled in an APP Workshop demonstrated readiness in that area 
within one semester (a 42.8 percent increase from the previous year) 

o 84 percent of all Math APP participants demonstrated readiness within one semester of enrolling 
(up from 30 percent in the previous model) 

o 93 percent of all Reading APP participants demonstrated readiness within one semester 
o 99 percent of all Writing APP participants demonstrated readiness within one semester  

In alignment with the cyclical AE Assessment Plan, a follow-up data analysis of student success was 

conducted in summer 2012. All indicators suggest that these data points, when measured again in the 

next assessment cycle, are increasing along with the initial semester data presented above. 

 Math APP 
o Previous data has demonstrated that only 16 percent of those students who take a developmental 

math placement test prior to first fall enrollment will place into a course other than the Math APP 
o After one semester in the Math APP, 62.5 percent of students who took the same test placed into 

credit-bearing math coursework 
o In Spring 2012, 64 of these students took MA 111 or 109 

 Reading APP 
o 86.8 percent of students who demonstrated readiness at the completion of the Reading APP in fall 

2011 and enrolled (n=129 seats) in reading-intensive courses in spring 2012 completed the course 
successfully 

 Writing APP 
o 69 percent of students who demonstrated readiness at the completion of Writing APP in fall 2011 

and enrolled (n=42 seats) in writing-intensive courses in spring 2012 completed the course 
successfully 

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 
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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 2011-2012 the University of Kentucky employed 12,343 

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 2012-2013 the University of Kentucky employed 12,188 total, a decrease 155 

employees or 1.3 percent. The University of Kentucky considered 100,914 applications for 2,549 

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

rates. Positions are in high demand with only 2.5 percent of the applications considered being appointed. 

2.4 percent of female applicants were appointed and 2.5 percent of all minority applicants were 

appointed. 

Full-Time Employees by 
Job Classification: 2012-2013 

 

Job Category Total Females % Goal % 
All 

Minorities % 
Goal 

% 
African-

American % Goal % 

E/A/M 525 248 47.2% 47.2% 40 7.6% 12.1% 27 5.1% 6.0% 

Executive 64 17 26.6% 29.6% 10 15.6% 12.1% 8 12.5% 6.1% 

Administrative 285 151 53.0% 50.0% 21 7.4% 11.0% 18 6.3% 5.6% 

Managerial 176 80 45.5% 50.0% 9 5.1% 13.8% 1 0.6% 6.8% 

  

Faculty 2,220 826 37.2% 34.0% 423 19.1% 15.8% 79 3.6% 4.0% 

  

Professional 4,234 2,697 63.7% 50.0% 423 10.0% 9.1% 159 3.8% 4.4% 

Health 1,332 1,087 81.6% 50.0% 85 6.4% 6.7% 39 2.9% 3.5% 

Administrative Support 1,508 1,002 66.4% 50.0% 104 6.9% 7.9% 50 3.3% 4.5% 

Student Support 444 272 61.3% 50.0% 57 12.8% 12.2% 48 10.8% 10.2% 

Technical Support 950 336 35.4% 30.6% 177 18.6% 13.3% 22 2.3% 2.8% 

  

Office & Clerical 2,405 2,120 88.1% 50.0% 356 14.8% 13.3% 284 11.8% 11.0% 

Grades 0031 - 0040 1,100 950 86.4% 50.0% 209 19.0% 13.8% 167 15.2% 11.5% 

Grades 0041 and above 1,305 1,170 89.7% 50.0% 147 11.3% 12.5% 117 9.0% 10.2% 

  

Technical/Paraprofessional 1,497 920 61.5% 50.0% 220 14.7% 11.2% 128 8.6% 7.0% 

  

Skilled Crafts 190 3 1.6% 5.4% 24 12.6% 13.5% 21 11.1% 10.5% 

  

Service and Maintenance 1,117 398 35.6% 50.0% 372 33.3% 24.3% 340 30.4% 18.2% 

  

Total 12,188 7,212 59.2% 1,858 15.2% 1,038 8.5% 
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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 519 individuals in 2011-

2012. In 2012-2013 the total number of E/A/M employees was 525. This represented an increase of 6 

employees or 1.2 percent. The total number of women increased from 242 to 248. All minorities 

declined from at 46 to 40 total, and African American decreased from 28 to 27. 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 69 to 64. In this job group women remained at 17. All minority group employees 

reduced from 13 to 10, 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 275 to 285. 

Women Administrators increased from 148 to 151. All minority group Administrative personnel 

reduced from 22 to 21, and the number of African Americans remained at 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 

of others, and supervise professional employees. In the Managerial job group the total number of 

employees increased from 175 to 176. The number of women managers increased from 77 to 80. All 

minority group managers reduced from 11 to 9, and African American managers reduced from 2 to 1. 

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

Executive/Administrative/Managerial employees from 2011-2012 in comparison to 2012-2013. Overall 

the University managed to increase the number and proportion of female E/A/M personnel, while 

experiencing a reduction in the number and proportion of minority E/A/M personnel. 
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Education & Training 

The Hiring Enhancement Program, developed by the HR Employment Office in January 2009, provides 

training, resources and tools for hiring officials throughout the University. The program is intended to 

educate hiring officials on effective, legally credible hiring practices.  To accommodate the needs of the 

numerous hiring officials in the organization 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: 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 University SuperVision 

program required of all new supervisors to ensure they have the necessary skills to contribute to 

institutional recruitment and retention efforts for diverse administrators and staff. University 

SuperVision also includes courses on preventing discrimination and harassment, the Americans with 

Disabilities Act, and the basics of diversity. Over the past five years, significant efforts have been 

directed toward increasing the compliance rate for the University 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 90 percent for newly hired supervisors which is most 

beneficial for current and potential employees throughout the organization due to improved management 

capabilities. 

The Humanity Academy, a week-long diversity leadership program, continues to be administered by 

Human Resources. The mission of the Humanity Academy is to develop a cohort of change agents 

within the campus community. These individuals champion the University’s diversity goals and 

establish a culture of respect, inclusion, and appreciation for all faculty, staff and students.  

The I Am…Diversity Project is a direct outcome of the Humanity Academy. The web-based project 

consists of Invitational videos from a diverse group of Kentuckians who present themselves as 

representatives of the Commonwealth. The invitation asks viewers to submit responses that contribute to 
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the conversation on diversity across the State. These responses can be in the form of narratives, songs, 

poems, pictures/photos, video, or other media. The online gallery of responses is on the site 

(http://iamdiversityky.org). This program is being led by University of Kentucky staff and students. 

As a contribution to Work Life Month celebration activities, Workplace Civility and Ethics Workshop 

was developed and presented. The workshop was designed to educate employees on ethical behavior 

necessary in the workplace. Emphasis was placed on identifying bullying, harassing, and illegal 

behaviors. Topics covered include defining acts of incivility, communicating with confidence and 

clarity, setting and maintaining boundaries, and how to serve as a “witness” for others. 

Employment Advertising Improvements 

In 2012, TMP Worldwide services were acquired through University procurement process (RFP) to 

improve UK employment branding and establish effective advertising capabilities through heightened 

exposure and visibility.  The contract terms are June 1, 2012 through May 31, 2014 with renewal options 

thru 2017.  TMP Worldwide provides options that target specific advertising needs for requested 

employment searches with the goal of increasing the diversity and qualifications of each candidate pool 

as well as ensuring the University maintains a consistent look and message with external media 

regarding recruitment for faculty, healthcare staff, and general positions. The HR Employment Office 

also has partnerships with HigherEdJobs.com and InsideHigherEd.com which have been established to 

target job boards focused on Higher Education while encouraging applications from all backgrounds. In 

addition to the unlimited postings on HigherEdJobs.com, HR Employment Office purchased 50 

Affirmative Action (AA) e-mails that can be utilized with designated job postings. When an AA e-mail 

is used, an e-mail will be sent to approximately 250,000 job seekers featuring the job posting along with 

other postings from universities that are actively recruiting candidates in accordance with affirmative 

action or diversity plans. Another partnership that the HR Employment Office has entered into is with 

Beyond.com which is a Career Network that connects job seekers and employers through 75 unique 

career channels and more than 1,000 industry and regional communities. Beyond.com will scrap the UK 

Jobs website daily and place designated positions on these Career Network sites allowing UK to reach a 

boarder candidate audience. Finally HR Employment Office has purchased a limited number of pre-paid 

advertisements with CareerBuilder.com and HealthCallings.com to provide advertising options for 

professional level positions and healthcare specific positions. This pre-paid advertising has been 

purchased to provide more cost effective options for UK departments. Additionally, the HR 
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Employment staff routinely encourages hiring officials to participate in broader employment advertising 

for positions in a job category which is 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 began in 2001 and continues to be a valuable opportunity for UK 

staff to support the Lexington community by coaching and developing assigned Summer Youth 

employees. During the six weeks there are several training classes for the students to improve their 

customer service skills, application and interview techniques. Due to the popularity of the Summer 

Youth Program, in 2014 the application process will be more intensive with a panel choosing which 

students participate. The program continues to be a successful employer and student recruitment tool. 

During the past thirteen years, over 100 youth have participated with many continuing to work or 

attending classes at UK after the program ends. 

The Human Resources Office of Work-life leads efforts to recognize the diverse professional and 

personal needs of employees, and enables the University to better adapt to a changing workforce and 

address operational needs. The Office of Work-Life advocates for and/or provides resources on the 

following: flextime, telework, phased retirement, childcare, lactation support, mental health counseling 

at no-cost to employees, caring for an aging parent or relative, and much more.  A few highlighted 

offerings include: 

 Elder Care: This resource center provides support for employees caring for an aging parent or 
relative. Through individual consultations, referrals, resource guides, caregiver support groups, and 
seminars on everything from ‘understanding Medicaid” to “types of housing for seniors,” the Elder 
Care specialists provides employees with the help they need.  http://www.uky.edu/HR/ElderCare  

 Work+Life Connections: This voluntary counseling and referral service is at no-cost to employees, 
their spouses, children and sponsored dependents. A licensed clinical social worker is available to 
help individuals dealing with issues such as depression, anxiety, grief, divorce, parenting, substance 
abuse and stress at work or home. Work+Life Connections also provides training for supervisors, 
support groups, seminars, and community referrals for basic needs. 
http://www.uky.edu/HR/WLC/welcome.html  
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 Reduced Seasonal Hours Program offers an alternative flexible schedule to regular, full-time 
employees who would like to reduce the number of hours they work each week during the winter or 
summer months. This program provides employees more flexibility and serves as a potential cost-
saving solution for the University. http://www.uky.edu/HR/WorkLife/ReducedSeasonalHours.html  

 Child Care: The University of Kentucky has three high-quality childcare centers on or adjacent to 
campus: Child Development Center of the Bluegrass, Woodland Early Learning Center, and Early 
Childhood Laboratory. The Office of Work Life also provides individual consultations, workshops, 
and support groups to parents.  

 Lactation Resources: The Office of Work Life provides lactation guidelines and resources to 
encourage and support mothers who choose to breastfeed after returning to work. 
http://www.uky.edu/HR/WorkLife/Lactation_Breastfeeding.html.  

 

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. 

Faculty The University of Kentucky employed 2,225 regular full-time faculty in 2011-2012. In 2012-

2013 that number decreased to 2,220 faculty. This represents a total decrease of 5 employees or 0.2 

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 decreased the number of regular full-time faculty despite increased demand. 

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

faculty increased from 820 to 826 or 0.7 percent. All minority group faculty also increased from 422 to 

423 or 0.2 percent. The number of African American faculty declined from 90 to 79. Retirements and 

career advancement job opportunities at other postsecondary education institutions contributed to the 

reduction in the number of African American faculty. 
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For 2011-2012, the University of Kentucky had 51.8 percent total regular full-time tenured faculty. 

There were 42.2 percent tenured minority faculty, 44.4 percent tenured Black or African American 

faculty. 

For 2012-2013, the proportion of University of Kentucky tenured faculty increased to 52.1 percent. 

There were 45.9 percent tenured minority faculty, including Black or African American tenured faculty 

representing 55.7 percent. The University must continue its emphasis on recruitment and success of 

minority faculty, particularly Black or African American tenured or tenure-track faculty. 

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

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

continued to look towards a future in which hiring would rebound. In both 2011-2012 and 2012-2013, 

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 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 year the resumes of conference attendees were 

harvested. Back on campus, these resumes are disseminated to deans and recruiters in the appropriate 

colleges, which increased diversity in the hiring pool for faculty 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 Black or African American and Hispanic or 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. 
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Professional In 2011-2012 the University of Kentucky employees 4,170 professional employees. This 

number of employees increased in 2012-2013 to 4,234 representing 1.5 percent growth. 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 

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 slightly decreased from 1,334 to 1,332 or 0.1 percent. 

The total number of Professional Health women increased from 1,086 to 1,087. All minority employees 

increased from 84 to 85. African American remained constant at 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 decreased from 1,531 to 1,508 or 1.5 percent. 

The number of women in this job group remained 1,002. The number of African American decreased 

from 56 to 50, in conjunction with all minority groups reducing from 115 to 104. 

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

the number of personnel decreased from 455 to 444 or 2.5 percent. 

Women occupying positions in this job group decreased from 277 to 272, while all minority groups 

staffing fell from 69 to 57 employees. The number of African American staff went from 58 to 48. 

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

Growth in the number of employees in this job group went from 850 to 950 and represented 11.8 

percent. 
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The number of female employees increased from 311 to 336. Minority employees overall increased 

from 166 to 177. African American technical professional employees increased from 12 to 22. 

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 resources and 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. 

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 2011-2012 to 2012-2013. 

Executive/Administrative/Managerial (E/A/M) There are 248 female employees in E/A/M positions, 

representing 47.2 percent of the total. The number increased over the previous year by 6, and attained 

the goal of 47.2 percent. The total number of minority employees reduced from 46 to 40. This represents 

7.6 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 employees must increase. Black or African 

American employees are much the same. The total decreased from 28 to 27, still underutilized by 

representing 5.1 percent of the 6.0 percent goal. 

Faculty The number of female faculty increased from 820 to 826 from 2011-2012 to 2012-2013. This 

exceeds the 34.0 percent female faculty goal by 3.2 percent. Minority faculty experienced growth in this 

position category from 2011-2012 to 2012-2013. The total number increased from 422 to 423 or 0.2 

percent. The minority faculty goal 15.8 percent availability in the labor market is exceeded at 19.1 

percent. Black or African American faculty decreased from 90, equivalent to the 4.0 percent 

employment goal, to 79 or 3.6 percent. This reduction must be further examined, including initiatives to 

increase the number and proportions of Black or African American faculty. 

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

The number of professional employees from 2011-2012 to 2012-2013 grew by 64 from 4,170 to 4,234. 

This growth primarily occurred in the Technical Support job group. Female comprise the majority of 
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UK professional employees at 64.2 percent in 2011-2012 and 63.7 percent in 2012-2013. The goal is 50 

percent utilization in professional positions. Minority professional staff reduced from 434 to 423 or 2.5 

percent, yet still exceeding to 9.1 percent employment goal with 10.0 percent. The number of Black or 

African American professionals did not keep pace, decreasing from 165 to 159. The total Black or 

African American employment goal of 4.4 percent is underutilized at 3.8 percent. The decrease is in 

Administrative and Student Support. The University retention goal is attaining full utilization in each 

category of positions.   

The University of Kentucky Affirmative Action Plan does not establish employment goals for 

employees of Hispanic or Latino ethnicity independent of inclusion in all minority groups data. Overall, 

the number of Hispanic or Latino employees continues to increase from year to year. For 2011-2012 to 

2012-2013 the number of Hispanic or Latino personnel in Executive/Administrative/Managerial 

positions remained constant at two. For Faculty positions, Hispanic or Latino employees increased from 

56 to 61, an increase of 8.9 percent. In Professional positions, Hispanic or Latino staff slightly declined 

from 39 to 37 or 5.1 percent. 

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 

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 2011-

2012 academic year, the Board membership consisted of fourteen males, six females, and two board 

members were Black or African American. For the 2012-2013 academic year, the Board membership 

consisted of fourteen males, six females, and one board member was Black or African American. For 

2013-2014, Board of Trustees membership is fourteen male, six female and three minorities. 
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Campus Climate 

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. 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 

Education (CPE) adopted the Kentucky Public Postsecondary Education Diversity Policy and 

Framework for Institutional Diversity Plan Development. This 5-year statewide diversity policy replaces 

the former remedial Kentucky Plan, and required each public institution to submit a campus-based 

diversity plan to CPE prior to the 2011 Fall semester. 

During the 2011-2012 academic year, the EOP held six open meetings for the University community 

that featured the following equal opportunity topical areas: 

GOAL 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 
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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. 
 

Ms. Lydia Wims, Director, Student Support Services (SSS) 

SSS is a grant-funded department serving 173 students. The grant requires a certain percentage 

for eligibility of low income, disabled and first-generation category of student participants. SSS 

focuses on retention, graduation, academic progress, and preparation for graduate work. SSS 

offers participants individualized tutoring for barrier courses (math, science, language arts), as 

well as writing assistance. SSS provides academic advising, career counseling, peer mentors, 

study skills, financial literacy, and assistance developing student support plans based on needs 

assessment. SSS sponsors social activities, GRE prep classes, and uses numerous metrics to 

measure success. Thirty percent of SSS participants are rural Appalachian students. 

 

Mr. Jake Karnes, Director, Disability Resource Center (DRC) 

There are 1,400 students with documented disabilities registered with the Disability Resource 

Center this year. Learning disabilities are the largest group. Psychiatric issues are increasing, and 

students with intellectual disabilities (low IQ) are served if they are admitted to UK (meet the 

minimum admission requirements). As the number of disabled students has increased, so has the 

number of specialized exams (extra time, a reader, other accommodations). The DRC proctored 

508 final exams for Fall 2011 semester. This involved hiring proctors and finding campus 

locations. 

 

Eliminating physical barriers on campus is improving, but with limited funding it’s hard to 

maintain University facilities. When buildings are inaccessible, the class is relocated to another 

(accessible) facility. Accessibility issues also include Blackboard, websites, and other technical 

standards. Student accessibility issues are handled by DRC. Employee disability issues are 

referred to the Office of Institutional Equity and Equal Opportunity. Temporary physical 

disabilities are still a problem (residence halls, parking and transportation, classrooms, etc.) 

Planning for students with temporary disabilities is more difficult than planning for students with 

permanent disabilities. 
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GOAL 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. 
 

Dr. James Tracy, Vice President, Research 
 

Research, an expression of new ideas, is one of UK’s three major missions. There are $370 

million of support sponsored activities. Vice President for Research administers funds to support 

research by academic units on campus. In 2011, $11 million supported faculty start-up packages. 

Vice President for Research also monitors institutional compliance with federal regulations. 

Equal Opportunity Initiatives 

 Fund six (6) post-doctoral positions to recruit women and underrepresented groups in the 
hard sciences. Lyman T. Johnson Diversity Fellowships attracts applications including 
many minorities. The Vice President for Research is now meeting monthly with all 
associate deans on campus. 

 Vice President for Research allocates $90,000 annually to Undergraduate Education to 
provide summer research experiences for underrepresented students. 

Nationally, only 1.4% of the population in the biomedical area applying for grant opportunities 

are Black or African American. That’s a real problem. Mentoring junior faculty by senior faculty 

is an issue. Research has shown “assigned” mentor programs are not as organic as others. There 

is a University office that provides assistance writing grants and proposals. Dr. Tracy stated the 

UK Vice President for Research area is receptive to ideas or suggestions. 

GOAL 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. 
Note: UK Athletics was unable to participate in EOP meetings this academic year. Athletics 
requested being rescheduled for the upcoming academic year. That request will be honored. 
 

Melanie Matson, Director, Violence Intervention and Prevention Center (VIP) 
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The Violence Intervention and Prevention Center was created as a result of a 2004 survey 

regarding violence against women on campus. In 2007 the University conducted another survey 

that showed expanded knowledge of intervention and prevention mechanisms. VIP assists the 

campus community to comply with Title IX requirements including evaluation of policies and 

procedures, and providing training and professional development. VIP exists to prevent the 

perpetration of power-based personal violence (PBPV) including sexual assault, partner violence, 

and stalking. VIP provides comprehensive support and services to anyone who has been 

impacted by PBPV. The GREEN DOT program symbolizes a single moment in time that can be 

used to support victims of violence and increase campus safety for all its members. 
 

In March 2012 the University of Kentucky, Title IX of the Education Amendments of 1972, 

2012 Compliance Plan was developed and accepted by the Provost. This plan sets forth UK 

compliance with U.S. Department of Education Office for Civil Rights April 2011 Dear 

Colleague Letter requirements. The plan does not contain every initiative the University 

undertakes to prevent discriminatory behavior or provide equal opportunity to all community 

members, but describes a framework to implement ongoing compliance with Title IX.  

 

GOAL 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. 
 

Mr. Tony Ralph, Director, Residence Life 

Note: Mr. Ralph was accompanied by Residence Life officials. 
 

Having a diverse staff enhances the educational/residence life experience. Twenty-five percent of 

Residence Life student staff are minorities. Additionally, 26-31 percent of the regular full-time 

staff is comprised of minority group members. Minorities are actively targeted through one-on-

one personal conversations with staff and supervisors. 

 

Training is a vital part of Residence Life for senior staff and resident advisors. Training 

programs include Boxes and Walls for new resident advisors, Busting Through Your Stereo 
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Speakers designed to breakdown stereotypes, and Inclusion Behind Closed Doors that gives 

returning resident advisors an opportunity to handle real life situations. 
 

Not in our Halls (NIOH) campaign, Understand and Explore Differences, and Community 

Meetings are ongoing programs highlighting areas of inclusion. One bulletin board per residence 

hall in designated each month around themes of inclusion as follows: 

August/September  Welcome/NIOH 
October   GLBTQ 
November   Disabilities 
December   Religion 
January   Welcome Back/Social 
February   Black History Month 
March    Language, Hate Speech, Bullying 
April/May   Community & Inclusion 

GOAL 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. 
 

Mr. Joe Monroe, Chief, UK Police Department 

University of Kentucky Police Department (UKPD) is the tenth largest police agency in 

Kentucky. There are 46 officers, and a total of 140 employees. UKPD is responsible for all 

security and police matters for UK statewide, including response to hate/bias incidents. 
 

Data on citations and arrests is tracked and reported annually based on race and ethnicity to the 

Office of Institutional Equity and Equal Opportunity. Results indicate citations and arrests are 

proportional to demographics of the local geographic area, although the majority of incidents 

involve non-campus community individuals. 
 

In accordance with state law requirements, UK is working on fitness-for-duty standards. For all 

new police officers there is a 3-4 month hiring process, followed by an academy in Richmond for 

18 weeks, 2 weeks of in-house training, 15 weeks working with a training officer, and oral 

evaluation. The officer is then released to work on his or her own. 
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Finally, several UK residential facilities have officers assigned to the student occupants. The 

officer-to-student ratio supports the need for additional officers. 

 

GOAL 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 bring, and 
University programs in place to facilitate good life experiences and prevent discriminatory 
behavior. 
 

Ms. Ann Smith, Chief Administrative Officer, UK Chandler Hospital 

Note: Ms. Smith was accompanied by UK Chandler Hospital officials. 

 

The Polk Dalton Clinic serves patients and their families. The Clinic started with an Obstetrical 

program and has grown into a multi-service program – Obstetrics, Gynecology, Primary Care, 

Pediatrics and Dentistry. The medical director, practice manager, and Spanish medical 

interpreters work closely together. Promotion of the Polk Dalton Clinic includes Hispanic/Latino 

health fairs, back to school events, and with the Lexington Fayette Urban County Government 

Family Services. Additional Polk Dalton Clinic information follows: 

March 2010 

 Transitioned the International Obstetrics Clinical Program to Polk Dalton Clinic from 
Maternal-Fetal Medicine Clinic (previously located in Chandler Medical Center) 

 Increased Spanish medical interpreter staff 
 Hired bilingual registration clerk 
 Developed Spanish translations of patient education materials, financial assistance 

process, marketing materials, and interior clinic signage 
CMS Designation as Primary Care Center 

 Provides medical and dental care to the medically underserved communities in downtown 
Lexington 

 Social worker, financial assistance, language interpreter services, patient assistance drug 
program, diabetes education 

Served 24,529 patients in Fiscal Year 2011 
 64,708 office visits, procedures, and lab work 
 Over 50% of patients have Medicaid insurance 
 11% of patients are underinsured 
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The Family Care Center is a satellite clinic to Polk Dalton. The Center provides general pediatrics and 

pediatric dentistry. The Center also provides additional services including social worker, speech therapy, 

financial counseling, and language interpreter services. 

Following is a list of recommendations that will guide the EOP’s 2012-2013 academic year work: 

I. Review the ongoing work of college diversity administrators and advisory committees regarding 

provision of equal opportunity objectives. 
 

Many University of Kentucky academic colleges have designated administrators and formed 

advisory committees to uphold their commitment to diversity. The EOP will examine how these 

colleges are progressing, including a focus on equal opportunity and inclusion. 

 

II. Assess measures for Title IX compliance in Athletics and throughout the University community. 

 

Title IX of the Education Amendments of 1972 prohibits discrimination on the basis of sex in 

education programs or activities operated by recipients of federal financial assistance. In April 

2011 the U.S. Department of Education Office for Civil Rights issued a Dear Colleague Letter 

requiring institutions to strengthen compliance with regulations. The EOP must closely review 

initiatives underway to address Title IX. 

 

III. Analyze Campus climate issues for minority staff members, with emphasis on African American 

employees. 

 

Approximately fifteen percent of the University of Kentucky regular full-time workforce is made 

up of minority personnel, the majority of which are African American. The skills and 

qualifications of minority workers are as wide and diverse as the institution itself. 

 

The EOP will examine quantitative and qualitative data regarding University of Kentucky 

minority staff members, including those in the Executive/Administrative/Managerial category of 

positions.  

 

IV. Support educational access to the University of Kentucky for disabled students. 
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Challenges for the disabled student population require on-going attention. University officials 

must commit to monitor the needs of, and provide necessary accommodations for, disabled 

students. It is common that physical accommodations often benefit employees and others on 

campus as well as the disabled students. The EOP will request presentation of efforts underway 

to improve campus physical facilities and program access. 

 

V. Review University of Kentucky HealthCare outreach programs to low income and underserved 

populations. 

 

As the state’s public land-grant flagship institution, HealthCare is a vital component of the 

University of Kentucky service mission. 

 

UK HealthCare outreach to all low income and underserved Kentuckians is too numerous for the 

EOP to review. In particular, the focus of this recommendation will be narrowed to assessment 

of initiatives by the College of Nursing and College of Dentistry to provide services to low 

income and underserved populations. 

 

VI. Define efforts that contribute to building and retaining a diverse faculty. 

 

Building diversity among faculty is a major objective of the University of Kentucky. There are 

many recruitment and retention initiatives recognized as contributing factors such as developing 

a pipeline for graduate students, faculty mentoring programs, interdisciplinary efforts, and 

programs such as the Future Faculty Program. These efforts and others will be further reviewed. 

 

VII. Engage the University of Kentucky Latino Task Force to review and acknowledge issues of 

concern and progress to date. 

 

Focused on issues to increase the Latino population on campus, the Latino Task Force mission is 

to raise awareness, and provide a welcoming climate at the University of Kentucky for Latino 

students, faculty and staff. The EOP would like to better understand the broad concerns of the 

campus Latino population, and facilitate efforts that provide equal opportunity. 

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 
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excellence and University vitality require a community in which persons who are different in race, 

ethnicity, gender, 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 and all participants. 

Member of the Equal Opportunity Panel are: 

Ratul Ahmed, Student 
Aleidra Allen, Student 
Terry Allen, Chair, Institutional Equity and Equal Opportunity 
Malachy Bishop, College of Education 
Emmett Burnam, Undergraduate Admissions 
Whitney Cunningham, Human Resources 
Christina Espinosa, Human Development Institute 
Hazel Forsythe, College of Agriculture 
MacKenzie Glidewell, Student 
Judy Jackson, Institutional Diversity 
Ricky Mason, Student 
Adrienne McMahan, College of Arts and Sciences 
Anthony Ralph, Residence Life 
Thalethia Routt, Office of Legal Counsel 
Gerald Schlenker, Radiation Safety 
Reagan Streetman, Purchasing 
Brian Troyer, Enrollment Management 
Quentin Tyler, College of Agriculture 
Corrine Williams, College of Medicine  
Kim Wilson, Human Resources 
 

 
2011-2012 

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 
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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. 

Established on the University of Kentucky campus in 1987, the Martin Luther King Center, formally the 

Martin Luther King Jr. Cultural Center has been a vital resource, providing year-round programs and 

activities that have focused on the importance of cultural awareness and cross-cultural understanding. 

The center offers a relaxed and affirming atmosphere that enhances the recruitment and retention of 

students from diverse backgrounds. Now in its third decade of operation, the center has evolved into a 

cultural and educational resource facility where all students, as well as faculty and staff of the university 

can engage each other through cross-cultural exchange and intellectual exploration. 

Increasingly, research has shown a vital link between cultural engagement and student success, resulting 

in increased emphasis on this dynamic in the programmatic offerings of the center. With sharper focus 

on the critical impact that intercultural engagement has on student success, the MLK Center has 

increased its focus and support of the academic enterprise. In addition to cultural/educational programs 

consisting of lectures, concerts, artistic performances, film/video screenings and workshops, faculty 

involvement in the center has increased through the establishment of the Scholar-in-Residence (SiR). 

The faculty SiR helps to situate many center programs and activities within the intellectual realm, and 

engages students and faculty in meaningful exploration and academic discourse. 

The mission of the MLK Center is threefold:  (1) to advance the university’s strategic goal of achieving 

a more diverse and inclusive campus environment, (2) to support increased retention of undergraduate 

students who are generally underrepresented in the student body, and (3) to enhance student 

achievement by helping students to have a more engaged, productive and fulfilling undergraduate 

experience. To these ends, the goals are to foster intercultural competence, promote respect and passion 

for the pursuit of quality education, and to help prepare students for productive and responsible 

engagement in a global society. The guiding philosophy is grounded in the conviction that the 

development of self-knowledge and cultural competence based on an enlightened worldview is a vital 

dimension to becoming a genuinely educated person. Likewise, educated people should be 

knowledgeable and sensitive to the cultural essence of other peoples. 
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Fall 2012-Spring 2013 Programming at MLK Center 

#trending Topic Tuesdays - Using Twitter, students participated with UK staff and community 

members around relevant social issues and challenges occurring on campus and in the greater 

community. 

Common Ties (last Thursday of Each Month) – These events are an opportunity for students to have 

intimate and impactful conversations focused on identifying the commonalities in their diversity. 

MLK Day of Service Challenge - Students visited over 11 sites in the community to work on different 

service projects.  

King Center Day at the UK Women’s Basketball Game- This event was an effort to help promote 

campus involvement and community building among students.  

Teach-Ins – The aim of this program was to provide opportunities for faculty and staff to be a part of 

assisting the MLK Center in encouraging students to strive for academic excellence. 

DREAM DAZE (featuring Amir Windom)- The focus of this program was to encourage students to 

connect their academic career and goals to their dreams and to dream big. 

Serving all students and meeting the unique needs of student communities and identities is reflected 

across the division.  Within the Student Affairs organizational structure, a partnership position between 

the Office of Student Involvement and the MLK Center with Institutional Diversity has been 

intentionally designed.  This position was created to enhance and support underrepresented student 

involvement across broad student life opportunities; provide targeted student leadership development; 

and provide for a student voice and advocacy for distinct needs and interests of varying groups. Funding 

for programs related to diversity education initiatives is provided by both Student Involvement and 

Institutional Diversity for this position.  As a result, CATalyst, a student advisory group, has been 

developed to proactively program and train peer educators as leaders and responders, particularly where 

issues related to social justice, discrimination, and educating across diverse lines of understanding and 

experience are presented.  Immersion programs such as the Ally Weekend are offered as leadership and 

personal development retreat experiences to foster understanding and empowerment in communication 

and advocacy for students. 

 

Office for Institutional Diversity (OID):  Summary of Programs and Activities 
Like many units across campus, OID has responded to challenges and change as the University 

continues its quest toward premier status. As a result, the division’s focus has intensified further on 
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ensuring a more diverse, inclusive campus on which students can learn and thrive, and where faculty and 

staff enjoy their work in a community of inclusion. With the ever-increasing emphasis on the 

recruitment and retention of under-represented youth, OID charge is to work with faculty and staff to 

discover new ways to reach and assist students, both current and prospective, and provide them 

opportunities at the University that will aid in their success. 

CARES (Center for Academic Resources and Enhancement Services) and SSS (Student Support 

Services) provide programming, activities and resources to under-represented students in order to help 

them succeed at academic and personal levels. 

The Health Colleges’ Student Diversity Services office (HCSDS) recruits and serves students in the 

professional healthcare programs of Dentistry, Health Sciences, Medicine, Nursing, Pharmacy, and 

Public Health. By connecting students to essential tools and resources, the HCSDS office assists in 

removing barriers toward academic success. The staff attend recruitment fairs across the lower half of 

the country, provide myriad services to both graduate and undergraduate students in the six colleges of 

the health professions, and collaborate with diversity programs in other areas of the University, focusing 

particularly in the STEM+H academic areas. 

Along with these programs and centers, the Office for Institutional Diversity also sponsors and 

coordinates work through the LGBT Task Force and the Black/Latino Male Initiative (BLMI). In 2012-

2013, the LGBT Task Force organized events that provide the University’s LGBT and broader 

community the opportunity to interact and learn from various local and state groups whose focus is to 

raise awareness of the needs and challenges of Kentucky’s gay, lesbian and transgendered citizens. The 

BLMI kicked off the year under new leadership of collaboration between a Black and a Latino faculty 

member, supported by the center’s staff. 

The BLMI provides an opportunity for the participating young men at the University of Kentucky to 

connect with other students, faculty and staff. They also are privileged to engage with leaders from the 

greater community of Lexington and Louisville. Ultimately the goal is to collectively devise strategies 

that support their persisting and pursuing excellence at the University of Kentucky and beyond. 

For the fourth consecutive year, the OID coordinated and hosted the two-week summer residential 

Whitney Young Scholars (WYS) program. This is a group of some 20 Black and Latino students from 

Jefferson and Fayette counties who are approaching their senior year in high school. They attend 
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customized classes and participate in college readiness activities designed and implemented by UK 

faculty and staff. As a college readiness and pipeline effort, the 2012 and 2013 WYS programs have 

resulted in 14 of the 20 students enrolling at UK.  

For the fifth consecutive year, OID coordinated the “Discover Germany” program, a diversity 

collaborative with the German-American Fulbright Commission. In the summer of 2012 and 2013, the 

program took 22 and 20 (respectively) Black, Latino, Asian and Appalachian students to the Freie 

Universität (2012) and the Humboldt Universität (2013) in Berlin. The students enjoyed a month-long 

program of classes on German culture, language and civics, and explored many historic and cultural 

sites on a number of excursions in and around Berlin and neighboring cities. The student participants 

hold this program as the one of the most important and unforgettable of their college experience. 

In addition to the pre-college and undergraduate programs that are run or supported by the OID, the 

office also coordinates the campus’ involvement in the National GEM Consortium, a recruitment 

program for graduate study in Engineering and Science. UK’s membership in the GEM consortium 

gives the University access to more than 500 STEM undergraduates in some of the country’s top 

institutions. Collaboration between OID and the Kentucky EPSCoR group this year brought several 

GEM applicants to the campus for an overnight visit to labs and classes. 

The College of Design (CoD) has defined diversity widely, pressing for greater exposure and 

understanding of differences in race, ethnicity, gender, geography, sexual orientation, religion, creed, 

and physical ability. CoD continued 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 College of Design is currently working with a group of diverse alumni to create an Alumni/Student 

Mentoring Program. This diversity advisory network comprised of alumni, current and former faculty, 

past lecturers and workshop leaders 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. 
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The College of Agriculture, Food and Environment (CAFE) has been involved in civil rights and 

diversity efforts for many years. In the College of Agriculture, Food and Environment the number of 

undergraduate students from underrepresented areas has increased, though recruitment along with 

internationalization of the curriculum remain 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. In 2012-

2013, year four of the reporting cycle, the percentage of enrolled undergraduate students from 

underrepresented groups rose to 12.4 percent. This percentage has increased by 3.4 percent since the 

baseline year and is approaching the goal of 14 percent. Since 2012, the CAFE has been involved in 

activities including, but not limited to the following: 

 CAFE’s Office of Diversity in collaboration with 4-H in Youth Development hosted the first 
annual Statewide Jr. Minorities in Agriculture, National Resources, and Related Science 
Conference introducing High and Middle School Youth across the State to opportunities in 
Agriculture and Related Sciences. 

 CAFE’s Office of Diversity Conducted Diversity Sessions in 5 General Issues in Agriculture 
Courses for Incoming Freshmen introducing them to diversity at the University of Kentucky. 

 CAFE’s MANRRS chapter placed 1st Nationally as Chapter of the Year, and Region 3 two 
consecutive years. The College’s MANRRS chapter has 46 dues paying members with the 
College providing two advisors from the Office of Diversity for continual retention activities. 

 Developed a Civil Rights/Diversity Team to conduct training for all employees in Research and 
Extension. 

 CAFE continued to provide financial support and resources estimated at over $10,000 for the 
undergraduate chapter of Minorities in Agriculture, Natural Resources, and Related Sciences to 
attend The MANRRS Regional Conference. 

 CAFE created a Diversity and Teaching Fellowships for diverse students in the areas of Family 
Studies, Animal Sciences, Community and Leadership Development, Agricultural Economics, 
Biosystems & Ag Engineering, and Forestry. 

 Worked closely with the Cooperative Extension personnel office in identifying and rewarding 
extension county agents that have shown outstanding commitment to diversity through projects 
and programs. 
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 Worked with the Associate Dean for Research and Directors of Graduate studies to identify 
minority graduate students. 

 CAFE Office of Diversity provided leadership in a series of discussions with administrators, 
faculty, and students regarding campus climate surveys. 

 Project 1: Predator Experiment. About forty 7th and 8th grade boys in the Black Males Working 
(BMW) program are currently conducting an experiment at the First Baptist Church garden. The 
boys are looking at predator augmentation techniques on potato plants and fava beans. The boys 
planted the seedlings in spring 2013 and are currently monitoring the plants for predator and pest 
activity. 

 Current diversity of faculty and staff (including post-docs) at the Department of Veterinary 
Science (excluding the Veterinary Diagnostic Laboratory) 51% are male and 49% are female. 
81% are white and 19% are minorities. The department hired 53% females and 47% minorities 
over the past 3 years. Current diversity of graduate students for the department’s diversity at the 
Department of Veterinary Science (excluding the Veterinary Diagnostic Laboratory):32% are 
male and 68% female: 68% are white and 32% minorities. The department accepted 33% male 
and 17% minority students to our graduate program over the past 3 years. 

 

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. The College's partnership with the Art College of Inner Mongolian University and with 

Shanghai University now provides opportunities for an Asian arts festival, master classes, symposia and 

exhibits. Additionally, these relationships with the Inner Mongolia University and Shanghai University 

will provide an opportunity for faculty and students to travel to China and perform with the faculty and 

students there. 

In colleges with selective admissions in undergraduate programs, diversity is of particular concern and 

creative solutions are required. For example in the College of Health Sciences, the faculty implemented 

holistic admissions for the new interdisciplinary Human Health Sciences degree program. In so doing, 

the college accounts for greater diversity in experience and background by looking at both cognitive and 

non-cognitive factors. Some of the non-cognitive factors focused on are leadership, community 

involvement, international experiences, research involvement, and service. While the college cannot 

speak to the overall time to graduation, as only in our second year, the College of Health Sciences is 

seeing students who have a greater connection to their major and are more involved in co-curricular 

activities than pre-major students. The College of Health Sciences also employ intrusive advising, 

whereby expecting each student to meet with their academic advisor at least three times per semester in 

hopes of catching any students who might be at risk as early as possible. 
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The College of Nursing (CON) undergraduate program has instituted many strategies to enhance 

retention and support student success in order to maintain a diverse and highly qualified cohort. One of 

the most important strategies has been designating one of CON three professional advisors as the 

“student success coordinator.”  Students can refer themselves; and faculty refer any student who is in 

jeopardy academically (beginning with the first exam each semester) or appears to be struggling in other 

ways. The student success coordinator requests an appointment with the student and then develops an 

“academic success contract” and/or refers to campus resources. The advisor has dealt with many student 

issues, including family difficulties, loneliness, feeling disenfranchised, financial worries, working too 

much, lack of sleep and other unhealthy habits, as well as academic concerns. The CON has been able to 

proactively troubleshoot many of these student concerns. This advisor is helpful in that students have a 

proactive, neutral person who understands the rigors of the nursing curriculum to help them. For 

academic concerns, the advisor works with the faculty member to get students into a study group and 

encourages them to attend the CON study hall every Friday called “First-Aid Fridays”.  Peer tutoring 

and registered nurse TAs assist students with content and skills at no cost to the student. 

During 2012-13 academic year, the Gatton College of Business and Economics (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 students are particularly encouraging with increases in 

diversity, including out of state students (at both the undergraduate and graduate levels). The Gatton 

College has a Diversity Committee which is chaired by Senior Associate Dean. The committee has 

faculty representation from each of the academic units in the college. The college also engaged in a 

variety of diversity enhancing efforts in 2012-13.  Many of these efforts are noted below. 

 Several staff members of the Gatton College attended the Humanity Academy, a UK sponsored 
program focusing on creating dialogue about the importance of diversity and how the university 
community can build on this dialogue. 

 Through two separately funded federal grants members of the Gatton College faculty and staff 
worked with faculty and administrators from a number of universities in Iraq and Pakistan. 

 The National Association of Black Accountants (NABA) continues to be a vital student 
organization in the Gatton College. 

 The Gatton College continues to encourage undergraduates to engage in education abroad 
experiences, and works to bring larger numbers of students to the college from international 
partnering institutions. 

 The Dean of the Gatton College travelled to China and met with the leadership at multiple 
Chinese universities.  These meetings resulted in 3 students from the Chinese University of 
Mining & Technology matriculating to UK in the Fall of 2013 to study Accounting.  Other 
similar exchange type programs are expected to result from these travels in the future. 
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 The Gatton College offered an education abroad service-learning based course in May 2013.  
Gatton in Ecuador provided seven of students with an international service-learning and 
classroom experience. 

 The Women Business Leaders program provided 12 female business majors with mentoring 
experiences with 12 female business leaders who are Gatton College alumni. 

 The Gatton College hosted an Education Abroad Fair to encourage more of our students to enroll 
in education abroad experiences. 

 The Graham Office of Career Management hosted an informational lunch for international 
students on work authorization and employment opportunities. 

 Representatives from the Gatton College MBA Program attended a number of career fairs in 
2012-13 with the intent of recruiting a more diverse student body.  These fairs included: 

● Representatives from the Gatton College MBA Program sent personal invitations to the 
President of the Society of Women Engineers inviting members of that organization to attend the 
Gatton College MBA Spring Open House. 

● Representatives from the Gatton College MBA Program met with Director of the 
Veterans Resource Center on campus to discuss ways to more effectively recruit veterans into 
the MBA Program. 
 

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. The Gatton College sponsored the Ph.D. Project and 

had a college representative attend the Ph.D. Project in the fall of 2012 at the three-day Annual 

Conference. The Gatton College representative met with many of the attendees to discuss the rigors of a 

Ph.D. in Business Administration and professional opportunities.  

As we move forward into the 2013-14 academic year, the Gatton College looks to build on the diversity-

focused activities noted above. The Graham Office of Career Management will be hosting a Diversity in 

Accounting Networking Reception that will provide Accounting students from underrepresented 

populations with the opportunity to attend a networking reception along with employers from public 

accounting firms and corporate accounting employers. There are also plans for 2014 to host a Women’s 

Leadership Conference. The goal of this conference will be to help female students understand the 

importance of being a leader in the workplace. 

The College of Education has experienced increasing diversity among its undergraduate and graduate 

student populations, and continues to focus on the recruitment and retention of diverse students.  A new 

full-time recruiter was hired in Fall 2012; and another full-time professional advisor was hired to work 

with students enrolled in the Department of Kinesiology and Health Promotion, which continues to have 

the largest increase in student enrollment, including students of color. Additionally, the revamped Office 
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of Student Engagement, Equity, and Diversity has focused heavily on recruitment activities, such as 

Come See Blue for Yourself. The College of Education is anticipating further increases in the success 

and retention of students by providing opportunities for engagement in a wide array of student 

organizations and activities. During the 2011-2012 academic year, the college was successful in getting 

two Teacher Leader Master's degree programs approved by the Education Professional Standards Board: 

Special Education and Interdisciplinary Early Childhood Education. These programs were required to 

document diversity components within their curricula and field and clinical experiences. Further 

diversity initiatives by the College of Education included the following: 

 The Minority Education Association (MEA) meets once a month to plan ways to meet the needs of 
minorities in the College of Education. 

 The College of Education’s Kentucky Education Association (KEA) students participated in several 
outreach programs. “Read Across America” for strictly minority elementary students at Arlington 
Elementary, and “Arts for Smarts” at Southern Elementary. KEA also hosted a “Tates Creek and Henry 
Clay” Day at UK where at risk students from those two schools came to UK to learn more about UK and 
the importance of higher education.  In addition, they hosted a winter conference to educate students 
about socio-economic diversity and the new faces of education. 

 The College of Education launched last spring a Chinese Exhibit where students learn about Chinese 
culture, experience Calligraphy, participate in Tai Chi and taste Chinese food. 

 The College of Education hosted a “Teach Abroad” information session to familiarize students with 
overseas opportunities in teaching and our partnerships with China, Ecuador, Guatemala, etc.  
 

The College of Education’s Counseling Psychology 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 

student and allies. 

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 2011-2012 to 2012-2013 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. 

 


