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I. INTRODUCTION
On April 25, 2014, the Committee on Higher Education, chaired by Council Member Inez Barron, and the Committee on Civil Rights, chaired by Council Member Darlene Mealy, will hold a joint oversight hearing to explore faculty diversity at the City University of New York (CUNY).  Previously, in the last session, on September 21, 2012, the Committees held a similar oversight hearing to examine the University’s efforts to promote such diversity among faculty and academic leadership. Witnesses invited to testify on today’s topic include representatives from CUNY, the Professional Staff Congress, student advocacy organizations and other interested parties.
II. BACKGROUND

Diversity at higher education institutions is crucial in a number of ways.  Having a diverse student body and faculty promotes various points of view and enriches the educational experience for all students.
 In fact, a vast and growing body of research suggests that a diverse student body, faculty and staff increase creativity, innovation and problem-solving.
 Further, a diverse faculty provides students of color with a more comfortable learning environment. It is especially important for students from underrepresented communities to see faculty members with similar backgrounds who can also serve as role models.
 Nearly 30 percent of undergraduate students nationwide are minorities, and approximately 12 percent of full-time faculty are minorities.
 Even though student diversity at colleges and universities has been improving, more still needs to be done. There is even greater concern by many about the lack of diversity among faculty members. 
While it is difficult to paint a complete and accurate picture of diversity among faculty at colleges and universities, data from the federal government is helpful. The federal government mandates the reporting of certain data by post-secondary educational institutions that receive funds through federal student financial aid programs. This information must include demographic characteristics, such as race and gender, for staff.  According to the most recently released data in 2011, seventy-nine (79) percent of full-time faculty
 were identified as White, 6 percent as Black, 4 percent as Hispanic, 9 as percent Asian/Pacific Islander and less than 1 percent as American Indian/Alaska Native.
 The numbers among full-time professors are even more alarming. Eighty-four (84) percent were identified as White, 4 percent as Black, 3 percent as Hispanic, 8 percent as Asian/Pacific Islander and less than 1 percent as American Indian/Alaska Native.

III. CHALLENGES IN ACHIEVING A DIVERSE FACULTY

The challenges faced by higher education institutions when trying to increase faculty diversity can be separated into three general categories: 1) educational barriers to candidates being qualified to be faculty members; 2) barriers in the faculty hiring process; and 3) barriers to retention.

Educational Barriers

The extent to which one has educational opportunities early in life can be a large factor as to whether someone attends college or graduate school. Graduation from high school, a key step on a path toward higher education, continues to pose a challenge for many of the country’s minorities. While high school graduation rates have improved for Hispanics in recent decades, they still lag behind the graduate rates of Whites and rates have remained flat for Blacks.
 Notably, Hispanics improved their rate of completing high school by nine percent between 1987 and 2007.
 During that same period, college enrollment for Blacks increased by 10 percent notwithstanding the lack of improvement in the graduation rate.
 In 2010, the overall public high school graduation rate in the United States was 74.7 percent.
  Asian students had the highest public high school graduation rate with 81 percent receiving diplomas, followed by White students with an 80 percent graduate rate, Hispanic students at 68 percent, and Black students at 62 percent.

College graduate rates demonstrate a similar disparity between White students and minorities.
 During the 2009-2010 school year, White students received 72.9 percent of Bachelor’s degrees awarded in the United States.
 Black students received only 10.3 percent of Bachelor’s degrees, Hispanic students 8.8 percent, and Asian students 7.3 percent.
 Minorities lag further behind in terms of advanced degrees. Black students earned only 12.5 percent of Master’s degrees awarded in 2010, while Hispanics earned just 7.1 percent.
 The gap widens with Doctoral degrees, as Blacks earned 7.4 percent of doctor’s and Hispanics 5.8 percent during the same year.
 

Statistically, if fewer non-Asian racial minorities are completing high school and even fewer go on college, then even without additional attrition, fewer will complete college and continue on to graduate school. Thus, our educational system is producing disproportionately fewer members of these racial minorities who are qualified to become faculty at colleges and universities. 

Higher Education Faculty Hiring Processes

According to a report from the American Federation of Teachers (AFT), affirmative action, which was designed to ensure that applicants from underrepresented minority groups were given a “fair shake,” at being employed, has been “turned on its head because of a lingering perception that affirmative action somehow confers an unfair advantage to [such] candidates,” negatively impacting the ability of minority candidates to secure full-time tenure or tenure-track faculty positions.
 This report also claims that many minority candidates report that interviewers “view their qualifications and accomplishments with some suspicion.”
 In addition, four states have passed laws banning preferential treatment in hiring by government institutions, generally, based on race, gender, color, ethnicity or national origin.
 For example, following California’s 1996 passage of Proposition 209, which banned affirmative action, many University of California campuses’ rate of hiring racial minorities for faculty positions dropped.

The AFT’s report also notes that state funding cutbacks and changes in administrative policies have led to a rapid and continuing loss of full-time tenure-track faculty positions.
 In 2010, when the report was produced, about a quarter of those teaching undergraduate courses were tenured or tenure track, and two-thirds of new hiring were for part-time or adjunct positions.
 Such positions are typically lower in salary than full-time tenure or tenure-track positions, and offer very little or nothing in the way of benefits, pensions, job security and time to conduct research.
 The report found that 73 percent of minority faculty held non-permanent positions.
 Therefore, there are far fewer stable well-paid faculty positions today that are offered to qualified underrepresented racial minorities than there were before and the great majority of minorities in such positions now, do not have job security, and many do not make a living wage.

Barriers to Retention 

According to the AFT report, numerous studies have found that faculty members from underrepresented racial and ethnic minorities have lower levels of job satisfaction than their White colleagues;
 satisfaction is particularly low when there are few or no fellow minority faculty members.
 The report found that “[u]nderrepresented faculty members may feel tokenized, stigmatized, left out or out of place. In addition, they often cite an inability to connect with mentors to help them navigate the institutional culture and the demands of their departments and disciplines as the primary reason for leaving their institutions.”
 

Minority faculty members may also face increased pressure to appear as representatives on behalf of their institution.
 Underrepresented faculty are often asked to serve on more committees, participate in more organizations and attend more speaking events as a representative of their racial or ethnic group, leaving less time to devote to academics and research.
 There are also reports that minority faculty are expected to be an “ethnic resource” for the entire institution.
 At the same time, when such faculty’s interests include studying pressing social, political and economic questions regarding race, these areas are devalued in the faculty promotion process.
 
IV. DIVERSITY AT CUNY
CUNY operates 24 institutions,
 including eleven senior colleges, seven community colleges, the William E. Macaulay Honors College, the Graduate School and University Center, the Graduate School of Journalism, the School of Law, the School of Professional Studies, and the School of Public Health.
 More than 269,000 degree-credit seeking students and 247,000 adult, continuing and professional education students are enrolled at campuses located in all five New York City boroughs.
 New York City is often credited as one of the most diverse cities in the country. According to the United States Census Bureau, the City’s population is 33.3 percent White,
 25.5 percent Black, 28.6 percent Hispanic, 12.7 percent Asian, 0.7 percent American Indian and Alaska Native, 0.1 percent Native Hawaiian and Pacific Islander, and 4 percent multiracial.
 CUNY’s undergraduate student body more or less reflects the diversity of the City.  According to the latest CUNY data, as of Fall 2012, approximately 25.1 percent of the student body was identified as White, 26.2 percent as Black, 29.4 percent as Hispanic, 19 percent as Asian or Pacific Islander and 0.3 percent as American Indian or Native American.
 
The student body makeup at the graduate level is considerably less diverse. Among Graduate and First Professional students, 55.7 percent are identified as White, 15.3 percent as Black and Hispanic, respectively, 13 percent as Asian or Pacific Islander and 0.2 percent as American Indian or Native American.
 It is also worth noting that the diversity of the individual student bodies can vary significantly from school to school. For example, Black students account for 88.9 percent of the student body at Medgar Evers College but only 2.1 percent at the CUNY Graduate School of Journalism.
 White students, meanwhile, account for 86.5 percent of the student body at CUNY Graduate School of Journalism but only 2.0 percent at Medgar Evers College.

The faculty and academic leadership at CUNY should reflect the diversity of the student population. In Fall 2013, CUNY employed 12,966 full-time instructional staff, and 15,433 part-time faculty system-wide.
 Among those classified as instructional staff - a grouping which includes those in the Executive Compensation Plan,
 professors, lecturers, graduate assistants and administrative staff in the Higher Education Officer series -  only 38.6 percent represented communities of color.
 Almost 16 percent were Black and 11 percent identified as Puerto Rican or Hispanic.
 Women constituted approximately 52 percent of instructional staff.
    


Minorities do not comprise as large a proportion among CUNY’s professors and lecturers. Blacks constituted 12.1 percent of full-time professors and lecturers in Fall 2013, and Puerto Ricans and Hispanics 8.6 percent, Asians 11.7 percent, and American Indians 0.2 percent, totaling nearly one-third of all full-time professors and lecturers during that period.
 Representation is similar among part-time adjunct faculty.
 Minorities are also underrepresented among leadership positions. Overall, they accounted for 36.3 percent of positions within the Executive Compensation Plan.
 Those identifying as Black comprised 19.2 percent of leadership, while Puerto Ricans and Hispanics constituted 11.2 percent.

Diversity Initiatives at CUNY


Although CUNY’s numbers seem discouraging, there has been an increase in the representation of both women and minorities in the past two decades. Since 1990, the percentage of female faculty has risen by ten percent while minority faculty has increased by over 11 percent.
 In 2003, CUNY implemented a system-wide diversity policy, recommending that each CUNY college actively recruit diverse applicants through minority job fairs, Ph.D. programs with diverse students, and exchange programs with historically black colleges, while promoting better retention rates through mentoring programs, job satisfaction surveys, and faculty development.
 To enhance retention, the Council of Presidents also recommended that CUNY colleges:

· Create programs for new faculty that provide mentoring and support.

· Conduct periodic exit interviews and job satisfaction surveys that assess the climate of the institution, especially for employees from underrepresented groups.

· Provide workshops for the development of adjunct faculty.

· Establish special faculty development days to enhance faculty collaboration and professional advancement.

· Offer competitive grants to interested faculty in the areas of research, development and technical initiatives.

In addition, CUNY developed a number of initiatives to recruit a diverse faculty.
 The University Affirmative Action Committee and the Vice Chancellor for Faculty and Staff Relations established the Diversity Projects Development Fund to support scholarly research projects and other educational activities for or about populations that are traditionally under-represented within higher education.
  The purpose of the Fund is to assist in the development of education projects, scholarly research, creative endeavors, and professional activities which promote diversity, multiculturalism, and non-discrimination on the basis of the following categories: race, color, national or ethnic origin, religion, age, sex, sexual orientation, transgender, disability, genetic predisposition or carrier status, alienage or citizenship, veteran or marital status.
 Grants are awarded up to a maximum of $5,000 on a competitive basis.
  Current full and part-time members of the university instructional staff may apply for the grants. Projects proposals for consideration include, but are not limited to, the following areas:

· Collaborative research among scholars within departments, and/or between disciplines/institutions within CUNY.

· Programs to promote members of diverse populations in academic disciplines in which they are traditionally under-represented.

· Seminars, workshops, educational activities, or scholarly research on topics related to diversity and/or multiculturalism.

· Programs or projects that integrate the results of studies and research projects about under-represented groups into the general curriculum.
Faculty Fellowship Publication Program (FFPP)

Faculty members in a “protected class” at CUNY are encouraged to apply to the Faculty Fellowship Publications Program.
 The program is a University-wide initiative designed to assist junior faculty (Assistant Professors) with the design and production of high quality scholarly publications.
 Program participants have produced articles for academic journals as well as books for scholarly presses.
 The program brings untenured faculty together with senior faculty mentors who conduct seminars and serve as facilitators and counselors to their junior colleagues.
 To qualify, applicants must be an untenured Assistant Professor, employed full-time for at least one academic year in the current title, have earned a doctorate or qualifying Master’s degree, and submit letters of endorsement from the College Provost or Dean of Faculty and the Department Chairperson.
  Over the last ten years over 500 faculty members have participated in the program.

CUNY Pipeline Program for Careers in College and Teaching and Research

The CUNY Pipeline Program is a one and one-half year undergraduate program designed to provide educational and financial support to underrepresented undergraduates interested in pursuing a doctorate degree in preparation for college-level teaching and advanced research in any discipline, aside from law and medicine.
 The program seeks to recruit students from groups currently underrepresented in our nation’s universities and provides orientation to the academic profession through a summer research institute at the Graduate Center and research projects conducted with doctoral faculty. During the summer, these Graduate Center fellows take a four-credit research seminar that orients them to academia, participate in workshops on applying to graduate school, and attend Graduate Record Examination (GRE) preparation classes. Fellows report on their research project at an annual conference and submit a written senior thesis at the end of the academic year. Fellows who are accepted into any of the Doctoral Programs at the Graduate Center will receive a tuition waiver for their first year of doctoral study.
  Fellows also receive a stipend in the amount of $3,250 ($1,500 as a summer stipend, $750 upon completion their respective program and submission of a senior thesis, and up to $750 to cover graduate school application and GRE fees).
 Eligibility requirements include U.S. citizenship or permanent residency, 80 credits completed, a minimum GPA of 3.2, and a professed interested in college teaching and research.

CUNY Latino Faculty Initiative
Former Chancellor Matthew Goldstein established the CUNY Latino Faculty Initiative following the publication of Professor Felipe Pimentel’s policy brief entitled, “The Decline of the Puerto Rican Fulltime Faculty at the City University of New York (CUNY) from 1981-2002.”
 Established in Fall 2005, the CUNY Latino Faculty Initiative seeks to link qualified Latino(a) candidates to faculty positions within CUNY.
 To this end, the Initiative will engage in outreach and recruitment, and work with CUNY colleges to advance their faculty’s diversity.
  The project has two primary objectives: 

· To undertake the outreach and recruitment activities to attract outstanding candidates for faculty positions in all disciplines at CUNY;

· To work with CUNY colleges to connect highly qualified candidates to positions open within the CUNY system.

In addition to the undergraduate pipeline programs, such programs are also geared toward middle and high school students to encourage them to pursue careers, including academic careers, in areas where minorities are significantly underrepresented. CUNY’s STEM
 Institute at the City College of New York is a challenging academic enrichment program to encourage talented Latinos, female, and under-represented minority and disadvantaged high school students currently enrolled in the 9th, 10th, and 11th grades to pursue careers in the field of engineering, computer science, science, business management, entrepreneurship, and mathematics.
 
CUNY has also established the Office of the University Dean for Recruitment and Diversity in an effort to promote diversity throughout the CUNY system.
 The Dean for Recruitment and Diversity worked along other partners within CUNY and a consulting firm to produce a faculty diversity study examining the challenges to recruiting and maintaining a diverse faculty.
 The group interviewed CUNY’s academic leadership, conducted working group sessions and focus groups, and analyzed results from a faculty survey on the diversity climate at CUNY.
 The resulting report recommended that  CUNY focus on resource allocation and innovation programs in order to maintain and expand its diverse faculty.
 However, the report also highlighted the stagnation in the representation of Black and Puerto Rican full-time faculty, noting that it “remained almost unchanged” between 2001 and 2010 and that the representation of Hispanics grew less than two percent.
 
Diversity Action Plan

In 2012, CUNY developed a Diversity Action Plan based on the findings from the CUNY Diversity Study.
 The plan would incorporate nationally recognized best practices to help the University align diversity goals with governance rules.
 The plan focuses on five principles:

1. Establish a vision.
2. Encourage Proactive Leadership.
3. Strengthen Recruitment.
4. Improve Climate in Support of Retention.
5. Delineate Accountability. 

To meet various goals for diversity and inclusion, former Chancellor Matthew Goldstein appointed an Advisory Committee on Strengthening Diversity to monitor the implementation of the University’s Diversity Action Plan.
 The Committee was composed of trustees, the chancellery, presidents, a faculty representative, and a student representative.
 According to the Diversity Action Plan, The University Affirmative Action Committee was to be renamed The University Advisory Council on Diversity, and was  charged with advising the Vice Chancellor for Human Resources Management and the University Dean for Recruitment and Diversity on ways to create and sustain an inclusive community.
 The Chancellery was required to engage university presidents to create a new model of faculty recruitment and retention.
  College presidents were required to submit a Strategic Diversity Plan to meet individual campus needs.
 They were charged with revamping diversity committees at their school and submitting progress reports.
 Provosts and/or deans were required work collaboratively with campus diversity officers in promoting faculty diversity.
   
To strengthen recruitment efforts, the University, presidents, provosts and deans were required to provide support to faculty search committees.
 The University would have established a Scholar-In-Residence Program to attract outstanding scholars. Special efforts were to be made to collaborate with Historically Black Colleges and Universities (HBCUs), Hispanic Serving Institutions (HSIs), Asian American and Native American Pacific Islander-Serving Institutions (AANAPIs), and the international higher education network of the Calandra Institute.
 The University would have established a Postdoctoral Fellowship Program to offer postdoctoral research fellowships, faculty mentoring, and eligibility for hiring incentives to outstanding scholars in all fields whose research, teaching, or service contributed to increasing diversity at CUNY.
 Provosts and deans were required to work with departments to broaden job descriptions in order to attract the widest range of qualified candidates possible.
 Presidents would have ensured that campus diversity officers met with search chairs early in the search process to develop a plan for “pool-building” activities, e.g., contacting colleagues in the field who trained graduate students in their field of study.

To improve retention, the University planned on sponsoring a competition which would recognize departments that created innovative mentoring programs for junior faculty.
 The Faculty Fellowship Publication Program’s focus on mentoring would have enhanced support to ongoing activities that promote networking and a sense of community.
 The University would have developed an “Inclusive and Respectful Workplace” training program for the campus diversity officers.
 The University Office of Recruitment and Diversity was required to institute an electronic exit interview program to gather substantive information about why faculty members leave CUNY.
 This information had to be shared with the campuses and used to determine whether diversity initiatives could make a difference in reducing attrition.

VIII. 
CONCLUSION


At today’s hearing, the committees seek to consider how CUNY has implemented its Diversity Action Plan, the outcomes of its various diversity initiatives, and explore strategies to ensure that the University will effectively recruit and retain faculty members from underrepresented groups.  
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