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EXECUTIVE SUMMARY

Welcome to this Report on Racial/Ethnic and Gender Inclusivity of the College of Education (COE) Faculty, Staff, and Students at the University of Hawai‘i at Mānoa.  
During the 2005-2006 academic year, a member of the COE Faculty Senate asked the Senate to investigate a charge of institutional racism and sexism within the COE. The COE Faculty Senate Executive Committee met several times during 2005-2006 to ask questions about the charge, to discuss the issues raised, and to recommend to the full Senate a course of action. On April 21, 2006, the Executive Committee recommended that the 2006-2007 Faculty Senate Committee on Diversity (more commonly known as the Diversity Committee) be “charged with the discovery, analyses, and recommendations for action regarding the impact of COE policies, rules, regulations, and practices on the racial/ethnic and gender inclusivity of our faculty, staff, and students.” The Faculty Senate approved the recommendation unanimously. This Report, made on behalf of the 2005-2006 COE Senate Executive Committee, by Senate Vice-Chair Darnell Cole, is in Appendix 1.

During the summer of 2006, the COE Faculty Senate Chair, the Diversity Committee Chair and Vice Chair met several times to discuss the 2006-2007 work, including broadening membership of the Committee to enhance the diversity of the Diversity Committee itself, and recommendations for how to proceed with fulfilling the charge during the 2006-2007 academic year.  The resulting membership of the 2006-2007 Diversity Committee is listed at the beginning of this document.  Appendix 2 contains a PowerPoint presentation that Jean Johnson, COE Faculty Senate Chair, and ex-officio Diversity Committee member, made at the Diversity Committee’s first meeting of the year, outlining the background, data and resources, possible actions and outcomes, suggested timelines, and summary thoughts. The Diversity Committee website has links to Diversity Committee Minutes from the 2005-2006 and 2006-2007 academic years. http://www.hawaii.edu/coe/units/coesenate/com_diversity.html.

The Diversity Committee spent the bulk of the fall semester gathering resources, conducting individual research on agreed-upon topics, and, familiarizing ourselves with the issues.  During the spring semester, the Diversity Committee organized five subgroups addressing the following topics:


1.  Current COE Student Demographics


2.  Current COE Faculty and Staff Demographics


3.  Student Articulation (Community Colleges to College of Education)


4.  Student Recruitment, Admission, and Retention


5.  Faculty Recruitment and Retention
This report is a compilation of the work accomplished by each of these groups.  Each group provided a one-page summation, “Key Findings and Recommendations.”  These brief documents lead each section, followed by the full reports of each group.  Because each group worked independently, reporting styles differ.  Data collected by each group are also included whenever possible, either in the group report or available upon request as shown in Appendix 3. 

The overall conclusion of the Diversity Committee in relation to the charge originally brought to the COE Senate is that a wide range of diversity does indeed currently exist within the COE. However, there are areas that need improvement if the COE is to fulfill to its maximum potential the desired COE Core Value of “diverse mix of faculty, staff, and students whose aims are to advance and generate knowledge in the fields of education, human development, counseling, administration, assessment, evaluation, research, technology, disabilities and other related disciplines.”

The subgroup on “Faculty Recruitment and Retention” quoted Conway-Jones and Cartwright (2003).
One of the core values in the University of Hawai‘i’s System Strategic Plan is described as diversity, fairness, and equity. This core value binds its faculty, staff, and students in the quest to realize the University’s vision and mission. As aptly described in the system strategic plan, “society is best served by ensuring that all populations are represented equitably throughout the University of Hawai‘i System. Diverse perspectives contribute to the University’s commitment to root out prejudice and injustice.”  The University’s identification of equity is appropriate yet at the same time striking considering that the institutional culture, to date, has not promoted positive experiences that demonstrate these core values among faculty from underrepresented groups in the College of Education.  (p.3)


An example of the need to accentuate diversity within the COE faculty and administration is aptly demonstrated in Table 1. Despite a majority of female faculty and students, all six Deans of the COE have been male. Of those six, five have been Caucasian. 

Table 1.  Gender and Race/Ethnicity of COE Administrators

	Gender
	Deans
	Department

Chairs
	Research

Unit Heads

	     Male
	3
	5
	1

	     Female
	0
	5
	   1*

	Race/Ethnicity
	
	
	

	    Caucasian
	2
	8
	2

	    Non-Caucasian
	1
	2
	0


*Acting Capacity
Historically, the five top administrative positions in the college (Dean, Associate Deans and Research Unit Heads) have been almost exclusively males. Currently, the department chairs and directors of the two research units are evenly divided by gender. However, Caucasians continue to dominate the race/ethnicity distribution within the COE administration. All three non-Caucasians are of Japanese ancestry. To paraphrase a member of the Diversity Committee, the very existence of this Committee indicates there are problems with even perceiving underrepresented groups in such leadership roles. 

The Diversity Committee has tried in this Report to promote knowledge and recommendations to increase equitable representation of all populations.  One conclusion we all arrived at in this process is that there is a long-range learning curve.  We have been informing one another of new information throughout the year, up to and including our final meeting.  One example of how important new information became to the Committee’s findings follows in the next paragraph.
One note of information and one note of caution that the Diversity Committee has learned in this process.   The note of information is that Equal Employment Opportunity (EEO)/Affirmative Action (AA) regulations make it illegal to adjust faculty composition on the basis of student body composition. Instead, in complying with Executive Order 11246, the EEO/AA Office identifies recruitment/hiring goals by comparing incumbency to availability for women and minorities.  Placement goals are established when the percentage of minorities or women employed in a faculty job group (incumbency) is less than what would be reasonably expected given their availability for employment in a particular job.  When comparing incumbency to availability, the University of Hawai`i has a “clean bill of health” from the federal EEO department. Therefore, any diversity efforts conducted by the COE must not jeopardize that rating. 

Despite our positive EEO campus rating, the racial/ethnic and gender profiles of our students and faculty clearly do not reflect the population of State of Hawai`i.  Our committee strongly felt, based on the data collected, that Native Hawaiians and Filipinos are significantly underrepresented as students and faculty in the COE, particularly when compared with the State’s population.  Also, according to the most current data at the time of this report, the EEO/AA Office indicated that our COE is substantially lacking African American/Black faculty.  This indication makes recruiting African Americans/Blacks our most pressing faculty recruitment goal, according to the EEO/AA Office.  Again, this indication is based on the comparison of incumbency with availability.  Since most African American/Black scholars who have their doctorates have earned their doctoral degrees in education, there is a sizeable pool of available African Americans/Blacks scholars with doctorates. So, for the COE, particularly because we are in education, in a comparison of our incumbency compared with the available pool, we demonstrate substantial underrepresentation in this area.  The EEO/AA Office also indicated that our recruitment goals for COE faculty continue to include recruiting females and minorities. 
In light of these findings, and in our subsequent committee deliberations, we arrived at a working definition of underrepresentation that includes the following/
1. According to federal standards, females and minorities are underrepresented at UH Mānoa and in our college.

2. According to our own analysis of available data, including State of Hawai`i population data, Native Hawaiians and Filipinos are underrepresented in the COE.

3. When focus is expanded to include historically underrepresented groups nationally, African Americans/Blacks and Hispanics/Latinos are underrepresented at UH Mānoa.  When comparing incumbency to national availability, African Americans/Blacks are very underrepresented at the COE.

With these specifics guiding us, the Diversity Committee recommends that COE prioritize the following items to continue to move toward fulfilling our maximum diversity potential:

· The Dean’s office needs to collect ethnicity and gender inclusivity data and make the information available to all interested parties

· The COE needs to increase efforts to recruit Filipino and Hawaiian/Part Hawaiian, and African American/Black students to the COE

· The COE needs to collect race/ethnicity data that is consistent with the Hawai‘i State Data Book or U.S. Census Bureau to facilitate ease of comparing COE data with state/national data

· The COE needs to collect and analyze data at the COE level for faculty, APTs and Civil Service personnel

· The COE should be more flexible and offer a part-time undergraduate program for working students.

· The COE needs to develop and implement a consistent admissions format for prospective students.
· The COE needs to develop and implement a cohort data system to track students from initial enrollment to graduation.  Currently COE data is collected in fall and spring on the numbers of students entering and graduating, but the two data sets are not connected. A cohort data collection system will enable COE to track students through the program to graduation, and collect more reliable retention data.

· The COE needs to create a “sense of place” for all students, faculty, and staff, where, for example, individuals could gather to talk story, eat, or network.  Currently no such “sense of place” seems to exist.

· The COE needs to create the Targeted Opportunity Program (TOP) to assist departments in seeking faculty from under-represented populations.  The TOP will provide funds, administered through the Dean’s Office, to permit the appointment of a minimum of five such individuals, under a criteria set by the TOP.  Further details are in the Methodology section of the Faculty Recruitment and Retention Report.

· The COE should consider Community College courses should as fulfilling COE requirements, rather than just transferring elective credits.
The Diversity Committee requests that the 2007-2008 Committee continue to focus, and even expand, on these areas of need with further research and guidance regarding the recommendations contained in this Report to the 2007-2008 COE Faculty Congress.  Areas of research and guidance may include the following.
· Further pursuit of consistently applied demographic data.
· Obtain and examine race/ethnic and gender demographic information among APTs and civil service personnel.
· Examine how COE data fit within the UH Mānoa and UH systemwide data.
· Develop consistency for terms used for data collection.  For example, is data requested for “gender” or “sex”?  The Committee spent some time debating use of these two words and concluded that there is ambiguity and change in both their meanings.  This kind of discussion is part of what has made collecting consistent data so difficult.

· Broaden the data to fit all underrepresented groups, for example, individuals with disabilities.


It is recommended that the 2007-2008 Committee on Diversity follow up this report with action early in the Fall Semester, requesting that each department, unit, and the Office of Student Academic Services review the report and respond to the findings and recommendations contained in the report.

This report was submitted to the full COE Faculty Senate at its meeting on April 13, 2007.  At that time, the following motion was passed.
The Senate accepts the report with the stipulation that the recommended corrections are made and that a follow-up meeting would address the student articulation report. With these corrections, the report will be ready to send to Congress for review and approval. [Those corrections are included in this April 28, 2007 Draft.]
The Report is now being submitted for approval to the COE Congress at its meeting on May 11, 2007.

Submitted by the 2006-2007 COE Faculty Senate Committee on Diversity

Section 1: Current COE Student Demographics

Key Findings
· Total enrollment for Fall Semester 2006 is 1,540 students (graduate and undergraduate).
· Enrollment comprised 1,114 female students (72.4 percentage) and 424 male students (27.6 percentage), 2 not reported.
· Both Filipino and Hawaiian/Part Hawaiian students are underrepresented in the COE compared to the Hawai‘i state population.
· Filipino students are slightly underrepresented in the COE student body compared with UH system-wide student body. 

· There were higher percentages of undergraduate than graduate Filipino and Samoan students. 
· There were higher percentages of graduate than undergraduate Caucasian and Hawaiian/Part Hawaiian students.
Recommendations
· Increase efforts to recruit Filipino and Hawaiian/Part Hawaiian students to the COE

· Collect race/ethnicity data that are consistent with the Hawai‘i State Data Book or U.S. Census Bureau to facilitate ease of comparing COE data with state/national data

Summary of Findings
Fall Semester 2006 data show a total enrollment of 1,540 COE students, with 1,114 female students (72.4 percent) and 424 male students (27.6 percent) (undergraduates and graduates). By comparison, the UH system-wide student body consists of 58 percent female students and 42 percent male students. 

Table 2 shows a detailed breakdown of the race/ethnicity of COE students. Table 3 shows a comparison of the ethnic group breakdown of the population of Hawai`i with the COE student body. In general, the COE student body is representative of the ethnic groups in the state of Hawai`i. The exceptions are that both Filipino and Hawaiian/Part Hawaiian seem to be slightly underrepresented in the COE student body. 
Table 4 shows a comparison of the ethnic groups at the COE, UH Mānoa and UH system-wide. Overall, the COE student diversity is reflective of the student diversity at UH Mānoa and UH system-wide, the exception being that the Filipino students seem to be slightly underrepresented in the COE student body compared with the UH system-wide student body. 

Table 2. College of Education Enrollment Data by Gender and Race/Ethnicity,

Fall 2006, Undergraduate and Graduate

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	10
	8
	18
	1.2

	American Indian/Alaskan
	2
	0
	2
	0.1

	Asian Indian
	3
	3
	6
	0.4

	Caucasian
	267
	117
	384
	24.9

	Chinese
	61
	17
	78
	5.1

	Filipino
	56
	34
	90
	5.8

	Guamanian/Chamorro
	2
	4
	6
	0.4

	Hispanic
	22
	8
	30
	1.9

	Japanese
	241
	85
	326
	21.2

	Korean
	28
	8
	36
	2.3

	Micronesian 
	1
	1
	2
	0.1

	Middle Easterner
	1
	0
	1
	0.1

	Mixed Asian
	46
	18
	64
	4.2

	Mixed Hispanic
	5
	2
	7
	0.5

	Mixed Pacific Islander
	3
	1
	4
	0.3

	Mixed Race (2 or more)
	113
	28
	141
	9.2

	Native Hawaiian/Part Hawaiian
	152
	51
	203
	13.2

	Other Asian
	4
	4
	8
	0.5

	Other Pacific Islander
	0
	1
	1
	0.1

	Pacific Islander
	11
	6
	17
	1.1

	Portuguese
	6
	2
	8
	0.5

	Puerto Rican
	2
	2
	4
	0.3

	Samoan
	54
	8
	62
	4.0

	Thai
	2
	1
	3
	0.2

	Tongan
	0
	1
	1
	0.1

	Vietnamese
	6
	4
	10
	0.7

	No race/ethnic data
	16
	10
	26
	1.7

	No gender data
	
	
	2
	0.1

	Total
	1,114
	 424
	1,540
	100.2

	Percentage
	72.4
	27.6
	
	


Table 3. Ethnic Groups in Hawai‘i compared with

Ethnic Groups in College of Education (COE)

	Race/Ethnicity
	State Percentage1
	COE Percentage

	Caucasian
	25.3
	24.9

	African American/Black
	0.9
	1.2

	Japanese
	16.5
	21.2

	Chinese
	3.2
	5.1

	Filipino*
	11.3
	5.8

	Korean
	0.6
	2.3

	Samoan/Tongan
	0.8
	4.1

	Mixed (except Hawaiian)
	19.3
	14.0

	Hawaiian/Part Hawaiian*
	22.0
	13.2


1 State of Hawai`i Data Book, 2005

* Highlights suggest underrepresentation of ethnicity within the COE.

Table 4. Ethnic Groups in COE, UH Mānoa and the UH System

	Race/Ethnicity
	COE Percentage
	UH Mānoa Percentage1
	UH System Percentage1

	Caucasian
	24.9
	26.4
	22.1

	African American/Black
	1.2
	1.1
	1.1

	Japanese
	21.2
	18.4
	15.8

	Chinese
	5.1
	7.8
	5.5

	Filipino*
	5.8
	7.6
	12.7

	Korean
	2.3
	3.8
	3.0

	Samoan/Tongan
	4.1
	1.4
	1.0

	Mixed 
	14.0
	9.8
	11.3

	Hawaiian/Part Hawaiian
	13.2
	8.5
	13.6


1 Figures from the Institutional Research Office MAPS reports, Spring Enrollment Report, Spring 2006

* Highlight suggest underrepresentation within the COE and UH Mānoa.

Ethnic Breakdown of Graduate/Undergraduate Students

The proportion of the ethnic breakdown of students remained similar when separated by graduate and undergraduate status.   There were a few notable exceptions (see Tables 5-6).  The Filipino population had about twice as many undergraduate as graduate students.  Over three times the number of Samoan students were undergraduate students than graduate students.  There was a considerably higher percentage of Caucasian graduate than undergraduate students. Finally the Native Hawaiian/Part Hawaiian population had about one third more graduate students than undergraduate students. 

Ethnic and Gender Breakdown of Students by Academic Departments/programs
Generally, the ethnic and gender breakdown of students is similar when analyzed by academic departments/programs.   There were some notable exceptions (see Tables 7 -18).  

· The following departments have a more equal distribution of male/female students: Secondary Education, Educational Administration and Educational Technology. (see Tables 8, 12,15)

· The Elementary, Early Childhood Education, and the Counselor Education departments have a higher percentage of female students. (see Table 7, 11)

· The following departments have a higher percentage of Samoan students: Elementary, Early Childhood Education, Curriculum Studies, and Special Education. (see Tables 7, 10,17)

· The following departments have a higher percentage of African American/Black students: Educational Administration, Kinesiology and Leisure Sciences, and the PhD in Education Program. (see tables 12, 16, 18)

· The following departments have a higher percentage of Caucasian students: Masters of Education in Teaching Program, Educational Psychology, Kinesiology and Leisure Sciences, and PhD in Education Program. (see Tables 9, 14, 16, 18)

· The following departments have a higher percentage of Native Hawaiian/Part Hawaiian students: Master’s of Education in Teaching (MET) Program, Educational Foundations, and Educational Technology (see Tables 9, 13, 15)

· The following departments have a higher percentage of Japanese students: Educational Administration and Educational Psychology (see Tables 12, 14)

· The following department has a higher percentage of Korean students: Counselor Education (see Table 11)

· The following departments have a lower percentage of Japanese students: the PhD in Education Program, Kinesiology and Leisure Sciences, Educational Technology, and Counselor Education. (see Tables 18, 16, 11)

· The following departments have a lower percentage of Native Hawaiian/Part Hawaiian students: Special Education, Educational Psychology, and Kinesiology and Leisure Sciences (see Tables 17, 14, 16)

· The following departments have a lower percentage of Caucasian students: Elementary, Early Childhood Education, Curriculum Studies, and Educational Administration (see Tables 7, 10, 12)

· The following department has a lower percentage of Filipino students: Educational Psychology (see Table 14)

Table 5. College of Education Undergraduate Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	1
	1
	0.2

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	1
	0
	1
	0.2

	Caucasian
	83
	20
	103
	19.4

	Chinese
	15
	5
	20
	3.8

	Filipino
	34
	12
	46
	8.7

	Guamanian/Chamorro
	0
	2
	2
	0.4

	Hispanic
	6
	2
	8
	1.5

	Japanese
	90
	27
	117
	22.0

	Korean
	13
	2
	15
	2.8

	Micronesian
	1
	0
	1
	0.2

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	20
	6
	26
	4.9

	Mixed Hispanic
	2
	1
	3
	0.6

	Mixed Pacific Islander
	1
	0
	1
	0.2

	Mixed Race (2 or more)
	53
	11
	64
	12.1

	Native Hawaiian/Part Hawaiian
	44
	14
	58
	10.9

	Other Asian
	1
	1
	2
	0.4

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	2
	2
	0.4

	Portuguese
	1
	1
	2
	0.4

	Puerto Rican
	1
	1
	2
	0.4

	Samoan
	33
	5
	38
	7.2

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	1
	0
	1
	0.2

	No race/ethnic data
	12
	5
	17
	3.2

	No gender data
	
	
	1
	0.2

	Total
	412
	118
	531
	100.3

	Percentage
	77.6
	22.2
	
	


Table 6. College of Education Graduate Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	10
	7
	17
	1.7

	American Indian/Alaskan
	2
	0
	2
	0.2

	Asian Indian
	2
	3
	5
	0.5

	Caucasian
	184
	97
	281
	27.9

	Chinese
	46
	12
	58
	5.7

	Filipino
	22
	22
	44
	4.4

	Guamanian/Chamorro
	2
	2
	4
	0.4

	Hispanic
	16
	6
	22
	2.2

	Japanese
	151
	58
	209
	20.7

	Korean
	15
	6
	21
	2.1

	Micronesian 
	0
	1
	1
	0.1

	Middle Easterner
	1
	0
	1
	0.1

	Mixed Asian
	26
	12
	38
	3.8

	Mixed Hispanic
	3
	1
	4
	0.4

	Mixed Pacific Islander
	2
	1
	3
	0.3

	Mixed Race (2 or more)
	60
	17
	77
	7.6

	Native Hawaiian/Part Hawaiian
	108
	37
	145
	14.4

	Other Asian
	3
	3
	6
	0.6

	Other Pacific Islander
	0
	1
	1
	0.1

	Pacific Islander
	11
	4
	15
	1.5

	Portuguese
	5
	1
	6
	0.6

	Puerto Rican
	1
	1
	2
	0.2

	Samoan
	21
	3
	24
	2.4

	Thai
	2
	1
	3
	0.3

	Tongan
	0
	1
	1
	0.1

	Vietnamese
	5
	4
	9
	0.9

	No race/ethnic data
	4
	5
	9
	0.9

	No gender data
	
	
	1
	0.1

	Total
	702
	306
	1009
	100.2

	Percentage
	69.6
	30.3
	
	


Table 7. Elementary & Early Childhood Education Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	0
	0
	0.0

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	51
	8
	59
	16.5

	Chinese
	13
	2
	15
	4.2

	Filipino
	28
	2
	30
	8.4

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	5
	0
	5
	1.4

	Japanese
	78
	8
	86
	24.1

	Korean
	11
	0
	11
	3.2

	Micronesian 
	1
	0
	1
	0.3

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	17
	2
	19
	5.3

	Mixed Hispanic
	1
	0
	1
	0.3

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	42
	3
	45
	12.6

	Native Hawaiian/Part Hawaiian
	36
	2
	38
	10.6

	Other Asian
	1
	0
	1
	0.3

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	0
	0
	0.0

	Portuguese
	1
	0
	1
	0.3

	Puerto Rican
	0
	1
	1
	0.3

	Samoan
	32
	4
	36
	10.1

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	1
	0
	1
	0.3

	No race/ethnic data
	7
	0
	7
	2.0

	No gender data
	0
	0
	0
	0.0

	Total
	325
	32
	357
	100.2

	Percentage
	91.0
	9.0
	
	


Table 8. Secondary Education Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	0
	0
	0.0

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	1
	0
	1
	0.5

	Caucasian
	26
	21
	47
	24.7

	Chinese
	4
	2
	6
	3.2

	Filipino
	5
	7
	12
	6.3

	Guamanian/Chamorro
	0
	3
	3
	1.6

	Hispanic
	5
	2
	7
	3.7

	Japanese
	21
	23
	44
	23.2

	Korean
	3
	0
	3
	1.6

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	5
	4
	9
	4.7

	Mixed Hispanic
	1
	0
	1
	0.5

	Mixed Pacific Islander
	1
	0
	1
	0.5

	Mixed Race (2 or more)
	10
	7
	17
	8.9

	Native Hawaiian/Part Hawaiian
	14
	11
	25
	13.2

	Other Asian
	0
	0
	0
	0.0

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	1
	1
	0.5

	Portuguese
	1
	1
	2
	1.1

	Puerto Rican
	1
	0
	1
	0.5

	Samoan
	0
	1
	1
	0.5

	Thai
	1
	0
	1
	0.5

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	0
	0
	0.0

	No race/ethnic data
	3
	4
	7
	3.7

	No gender data
	1
	0
	1
	0.5

	Total
	103
	87
	190
	99.9

	Percentage
	54.2
	45.8
	
	


Table 9. Master’s of Education in Teaching (MET) Program Enrollment Data,

Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	0
	0
	0.0

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	17
	9
	26
	31.3

	Chinese
	4
	2
	6
	7.2

	Filipino
	1
	1
	2
	2.4

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	0
	2
	2
	2.4

	Japanese
	9
	6
	15
	18.1

	Korean
	1
	0
	1
	1.2

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	1
	0
	1
	1.2

	Mixed Asian
	4
	0
	4
	4.8

	Mixed Hispanic
	0
	1
	1
	1.2

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	6
	3
	9
	10.8

	Native Hawaiian/Part Hawaiian
	14
	1
	15
	18.1

	Other Asian
	1
	0
	1
	1.2

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	0
	0
	0.0

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	0
	0
	0
	0.0

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	0
	0
	0.0

	No race/ethnic data
	0
	0
	0
	0.0

	No gender data
	0
	0
	0
	0.0

	Total
	58
	25
	83
	99.9

	Percentage
	69.9
	30.1
	
	


Table 10. Curriculum Studies Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	2
	0
	2
	0.9

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	2
	2
	0.9

	Caucasian
	25
	15
	40
	17.9

	Chinese
	6
	0
	6
	2.7

	Filipino
	9
	5
	14
	6.3

	Guamanian/Chamorro
	1
	0
	1
	0.5

	Hispanic
	3
	0
	3
	1.3

	Japanese
	47
	4
	51
	22.8

	Korean
	1
	1
	2
	0.9

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	4
	2
	6
	2.7

	Mixed Hispanic
	1
	0
	1
	0.5

	Mixed Pacific Islander
	2
	1
	3
	1.3

	Mixed Race (2 or more)
	15
	4
	19
	8.5

	Native Hawaiian/Part Hawaiian
	26
	8
	34
	15.2

	Other Asian
	1
	1
	2
	0.9

	Other Pacific Islander
	0
	1
	1
	0.5

	Pacific Islander
	5
	2
	7
	3.1

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	0
	1
	1
	0.5

	Samoan
	20
	2
	22
	9.8

	Thai
	0
	1
	1
	0.5

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	2
	1
	3
	1.3

	No race/ethnic data
	1
	1
	2
	0.9

	No gender data
	1
	0
	1
	0.5

	Total
	172
	52
	224
	100.4

	Percentage
	76.8
	23.2
	
	


Table 11. Counselor Education Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	0
	0
	0.0

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	16
	2
	18
	34.0

	Chinese
	2
	0
	2
	3.8

	Filipino
	2
	1
	3
	5.7

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	1
	0
	1
	1.9

	Japanese
	4
	3
	7
	13.2

	Korean
	2
	1
	3
	5.7

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	4
	0
	4
	7.5

	Mixed Hispanic
	0
	0
	0
	0.0

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	7
	0
	7
	13.2

	Native Hawaiian/Part Hawaiian
	7
	0
	7
	13.2

	Other Asian
	0
	0
	0
	0.0

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	1
	0
	1
	1.9

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	0
	0
	0
	0.0

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	0
	0
	0.0

	No race/ethnic data
	0
	0
	0
	0.0

	No gender data
	0
	0
	0
	0.0

	Total
	46
	7
	53
	100.1

	Percentage
	86.8
	13.2
	
	


Table 12. Educational Administration Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	1
	3
	4
	4.3

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	1
	1
	2
	2.2

	Caucasian
	7
	7
	14
	15.2

	Chinese
	5
	3
	8
	8.7

	Filipino
	3
	3
	6
	6.5

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	3
	0
	3
	3.3

	Japanese
	14
	12
	26
	28.3

	Korean
	2
	0
	2
	2.2

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	3
	4
	7
	7.6

	Mixed Hispanic
	0
	0
	0
	0.0

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	0
	1
	1
	1.1

	Native Hawaiian/Part Hawaiian
	8
	4
	12
	13.0

	Other Asian
	1
	1
	2
	2.2

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	0
	0
	0.0

	Portuguese
	2
	0
	2
	2.2

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	0
	0
	0
	0.0

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	2
	1
	3
	3.3

	No race/ethnic data
	0
	0
	0
	0.0

	No gender data
	0
	0
	0
	0.0

	Total
	52
	40
	92
	100.1

	Percentage
	56.5
	43.5
	
	


Table 13. Educational Foundation Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	0
	0
	0.0

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	13
	5
	18
	27.7

	Chinese
	4
	1
	5
	7.7

	Filipino
	0
	1
	1
	1.5

	Guamanian/Chamorro
	1
	0
	1
	1.5

	Hispanic
	2
	0
	2
	3.1

	Japanese
	8
	6
	14
	21.5

	Korean
	1
	1
	2
	3.1

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	1
	1
	2
	3.1

	Mixed Hispanic
	0
	0
	0
	0.0

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	4
	0
	4
	6.1

	Native Hawaiian/Part Hawaiian
	9
	4
	13
	20.0

	Other Asian
	0
	0
	0
	0.0

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	0
	0
	0.0

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	0
	0
	0
	0.0

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	1
	0
	1
	1.5

	No race/ethnic data
	0
	2
	2
	3.1

	No gender data
	0
	0
	0
	0.0

	Total
	44
	21
	65
	99.9

	Percentage
	67.7
	32.3
	
	


Table 14. Educational Psychology Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	1
	1
	1.9

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	11
	8
	19
	36.5

	Chinese
	3
	0
	3
	5.8

	Filipino
	0
	0
	0
	0.0

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	0
	1
	1
	1.9

	Japanese
	11
	3
	14
	26.9

	Korean
	1
	0
	1
	1.9

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	0
	0
	0
	0.0

	Mixed Hispanic
	1
	0
	1
	1.9

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	2
	1
	3
	5.8

	Native Hawaiian/Part Hawaiian
	4
	0
	4
	7.7

	Other Asian
	0
	0
	0
	0.0

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	2
	0
	2
	3.9

	Portuguese
	0
	1
	1
	1.9

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	1
	0
	1
	1.9

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	0
	0
	0.0

	No race/ethnic data
	0
	1
	1
	1.9

	No gender data
	0
	0
	0
	0.0

	Total
	36
	16
	52
	99.9

	Percentage
	69.2
	30.8
	
	


Table 15. Educational Technology Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	0
	0
	0.0

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	8
	6
	14
	26.4

	Chinese
	0
	1
	1
	1.9

	Filipino
	0
	4
	4
	7.5

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	0
	2
	2
	3.8

	Japanese
	5
	3
	8
	15.1

	Korean
	2
	0
	2
	3.8

	Micronesian 
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	1
	1
	2
	3.8

	Mixed Hispanic
	0
	0
	0
	0.0

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	3
	1
	4
	7.5

	Native Hawaiian/Part Hawaiian
	8
	4
	12
	22.6

	Other Asian
	0
	0
	0
	0.0

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	1
	0
	1
	1.9

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	0
	0
	0
	0.0

	Thai
	1
	0
	1
	1.9

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	1
	1
	1.9

	No race/ethnic data
	1
	0
	1
	1.9

	No gender data
	0
	0
	0
	0.0

	Total
	30
	23
	53
	100.0

	Percentage
	56.6
	43.4
	
	


Table 16. Kinesiology and Leisure Sciences Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	2
	1
	3
	2.3

	American Indian/Alaskan
	1
	0
	1
	0.7

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	37
	12
	49
	36.8

	Chinese
	2
	3
	5
	3.8

	Filipino
	2
	5
	7
	5.3

	Guamanian/Chamorro
	0
	1
	1
	0.7

	Hispanic
	2
	0
	2
	1.5

	Japanese
	12
	10
	22
	16.5

	Korean
	1
	2
	3
	2.3

	Micronesian (not GC)
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	2
	4
	6
	4.5

	Mixed Hispanic
	0
	1
	1
	0.8

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	9
	6
	15
	11.3

	Native Hawaiian/Part Hawaiian
	7
	4
	11
	8.3

	Other Asian
	0
	1
	1
	0.7

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	1
	1
	2
	1.5

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	1
	0
	1
	0.7

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	0
	0
	0.0

	No race/ethnic data
	2
	1
	3
	2.3

	No gender data
	0
	0
	0
	0.0

	Total
	81
	52
	133
	100.0

	Percentage
	60.9
	39.1
	
	


Table 17. Special Education Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	0
	2
	2
	1.3

	American Indian/Alaskan
	0
	0
	0
	0.0

	Asian Indian
	0
	0
	0
	0.0

	Caucasian
	27
	4
	31
	20.8

	Chinese
	9
	3
	12
	8.1

	Filipino
	8
	2
	10
	6.7

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	2
	0
	2
	1.3

	Japanese
	28
	6
	34
	22.8

	Korean
	2
	1
	3
	2.0

	Micronesian 
	0
	1
	1
	0.7

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	5
	1
	6
	4.0

	Mixed Hispanic
	2
	0
	2
	1.3

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	14
	2
	16
	10.7

	Native Hawaiian/Part Hawaiian
	10
	4
	14
	9.4

	Other Asian
	0
	0
	0
	0.0

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	0
	1
	1
	0.7

	Portuguese
	2
	0
	2
	1.3

	Puerto Rican
	0
	0
	0
	0.0

	Samoan
	6
	3
	9
	6.0

	Thai
	0
	0
	0
	0.0

	Tongan
	1
	0
	1
	0.7

	Vietnamese
	0
	0
	0
	0.0

	No race/ethnic data
	3
	0
	3
	2.0

	No gender data
	0
	0
	0
	0.0

	Total
	119
	30
	149
	99.8

	Percentage
	79.9
	20.1
	
	


Table 18. PhD in Education Enrollment Data, Fall 2006.

	Race/Ethnicity
	Female
	Male
	Total
	Percentage

	African American/Black
	5
	1
	6
	4.0

	American Indian/Alaskan
	1
	0
	1
	0.7

	Asian Indian
	1
	0
	1
	0.7

	Caucasian
	37
	22
	59
	39.3

	Chinese
	11
	1
	12
	8.0

	Filipino
	4
	3
	7
	4.7

	Guamanian/Chamorro
	0
	0
	0
	0.0

	Hispanic
	0
	1
	1
	0.7

	Japanese
	15
	4
	19
	12.7

	Korean
	2
	2
	4
	2.7

	Micronesian (not GC)
	0
	0
	0
	0.0

	Middle Easterner
	0
	0
	0
	0.0

	Mixed Asian
	2
	0
	2
	1.3

	Mixed Hispanic
	0
	0
	0
	0.0

	Mixed Pacific Islander
	0
	0
	0
	0.0

	Mixed Race (2 or more)
	7
	1
	8
	5.3

	Native Hawaiian/Part Hawaiian
	13
	9
	22
	14.7

	Other Asian
	0
	1
	1
	0.7

	Other Pacific Islander
	0
	0
	0
	0.0

	Pacific Islander
	1
	1
	2
	1.3

	Portuguese
	0
	0
	0
	0.0

	Puerto Rican
	1
	0
	1
	0.7

	Samoan
	0
	0
	0
	0.0

	Thai
	0
	0
	0
	0.0

	Tongan
	0
	0
	0
	0.0

	Vietnamese
	0
	1
	1
	0.7

	No race/ethnic data
	2
	1
	3
	2.0

	No gender data
	0
	0
	0
	0.0

	Total
	102
	48
	150
	100.2

	Percentage
	68.0
	32.0
	
	


Section 2: Current COE Faculty and Staff Demographics

Key Findings
· Equal Employment Opportunity/Affirmative Action (EEO/AA) Regulations: Adjusting faculty composition on the basis of the student body is illegal. 

· UH has a “clean bill of health” from the federal EEO department. Any efforts by the COE must not jeopardize that rating. 

· According to the UH EEO/AA office, the COE does not have any major EEO/AA problems with regard to faculty and staff. 

· The incumbency for minorities is above the equity goal. A performance-to-goals analysis of hires and promotions/transfers for 2006–2007 showed that the COE made progress towards its calculated goals related to female and minority representation. 

· To meet its target for female representation, the COE has a placement goal of 3.00 full-time female faculty (As of 3/28/07, 60.0% of the tenureline faculty in the COE were female. If three full-time female faculty were hired, the equity goal of 64.5% would be met.).  Because similarly detailed analyses were not conducted on APT (Administrative, Professional, and Technical) and Civil Service staff, reports on EEO/AA status of those two groups in the COE are unavailable. 

· System-wide for APT staff and Civil Service staff, the most frequently occurring group identified as needing to meet a recruitment goal was “Hispanic.” 

Recommendations
· Ensure that the COE as a whole is informed about current EEO/AA regulations

· Disseminate COE-relevant parts of the most recent EEO/AA report

· Collect and analyze data at the COE level for APT staff and Civil Service staff
Summary of Findings

This subgroup found vast amounts of data covering multiple years and numerous groupings such as COE, UHM, national pool available, tenured and tenure track, temporary hires, women/men, faculty/APT/Civil Service/GAs, years of service, and ethnicity. The most recent data were obtained from the COE Dean’s office, a report by the UHM Faculty Senate Committee on Affirmative Action, and Mie Watanabe and Evalani Belknap of the UHM Equal Employment Opportunity/Affirmative Action Office. 

This subgroup met with Ms. Watanabe and Ms. Belknap to go over the vast amounts of data.  The subgroup determined that the data from their office was more reliable and complete than the data we had obtained from the COE Dean’s office. We also realized that there were many complex aspects, legal and otherwise, to analyzing the data. Accordingly, we decided to rely mostly on their data, analyses, and interpretations for our report. 

An important outcome of our meeting with the two women in the EEO/AA Office was our increased knowledge regarding the EEO/AA process. For example, we learned that it is illegal to adjust faculty composition on the basis of the student body. We also learned that the law allows for addressing conspicuous imbalance (for example, if a college has no African American on its faculty). UH has a “clean bill of health” from the federal EEO department. Any efforts by the COE must not jeopardize that rating. The University is committed to recruiting and hiring members of historically under-represented ethnic groups according to Hawai‘i’s population—Native Hawaiian, Filipino, and other Pacific Islander groups.

According to the UH EEO/AA office, the COE does not have any major EEO/AA concerns with regard to faculty and staff. The incumbency for minorities is above the equity goal. A performance-to-goals analysis of the 11 hires and 6 promotions/transfers for 2006–2007 showed that the COE made progress towards its calculated goals related to female and minority representation. Of the 11 hires, 7 were female and 5 were minority. Of the 6 promotions and transfers, 2 were female and 2 were minority. To meet its target for female representation, the COE has a placement goal of 3.00. 
Because APT staff of the COE are not included in similarly detailed analyses conducted by the UHM EEO/AA Office, we did not get a parallel report regarding APT staff. The UH system-wide data on APT staff show that in 2006 there were slightly more women (51.7%) than men (48.3%)? and 77.5% of APTs were non-White. In 2006 the largest ethnic groups among APT staff were Japanese (46 percent), Chinese (13 percent), Hawaiian (7 percent), and Filipino (6 percent). There are recruitment goals for some job groups for APT staff; however, none of these job groups have a strong overlap with the COE. 
The situation for recruitment of Civil Service staff is similar to that of APT staff. 

Data Sources Reviewed (See Appendix 3) 

Tenureline Faculty Data within selected units at UH-Mānoa (Drafts dated 3/28/2007)

· Tenureline Female Faculty within Selected Units – UH-Mānoa- 2007

· Tenureline Minority Faculty within Selected Units – UH-Mānoa- 2007

· Incumbency to Availability Analysis 2007-2008 – UH Mānoa Tenureline Faculty by Sex and Minority Group Status

· UH Mānoa Tenured and Tenure-Track Faculty (FTE)- Assistant, Associate, and Full Professors 1994-2006 – By Rank and Sex

· UH Mānoa Tenured and Tenure-Track Faculty (FTE)- Assistant, Associate, and Full Professors 1994-2006 – By Rank and Ethnicity

From the EEO/AA office (data updated 3/9/2007)

· Tenured and Tenure-Track Faculty (FTE), by Sex and Ethnicity (including, for example, Filipino and Hawaiian)– UHM (2000- 2007)

APT Staff by Sex and Ethnicity UHM and Systems Programs 1999-2006

Civil Service Staff by Sex and Ethnicity (including, for example, Filipino and Hawaiian) UHM and Systems Programs – 1999-2006

From a presentation by Jean Johnson:  “Comments to the Diversity Committee” (September 18, 2006)

· At UH, minority faculty constitute 31 percent of tenure track appointments, compared with 10 percent at most other institutions; increases in the percentage over time are negligible, growing evidence that ethnic and racial minority group members experience severe marginalization on campuses (quoted from Linda Johnsrud’s research)
· NCATE Table 5 (Faculty):

· Female faculty > 2/3; male < 1/3

· Underrepresented faculty: Filipinos and Hawaiians

Federal Register, August 7, 2006
Proposed Guidance on Maintaining, Collecting and Reporting Data on Race and Ethnicity to the U.S. Department of Education.

Memorandum to Patricia Halagao from Randy Hitz, Dean, dated January 15, 2004: COE ethnic profile

· Data on the ethnicity of COE personnel – compiled by Paul Kingery.

Faculty and Staff Report, University of Hawai‘i Fall 2002 by UHM’s Institutional Research Office, December 2003

· Instructional Faculty, APT Staff, Civil Service Staff, and Community College Personnel

· Executive and administration/managers, lecturers, GAs, and other faculty

· UH Mānoa Fall 2002: full-time instructional faculty by ethnicity

· UH Mānoa, Fall 2002: full-time instructional faculty by highest educational credential.

· Table 5: Ethnicity, age, and gender of faculty and staff, University of Hawai‘i, Fall 2002

· Table 6: Ethnicity, age, gender, highest degree, and years of service of faculty, University of Hawai‘i, Fall 2002

· Table 7: Ethnicity, age, gender, highest degree, and years of service of instructional faculty, University of Hawai‘i, Fall 2002

· Table 8: Ethnicity, age, gender, highest degree, and years of service of community college personnel, University of Hawai‘i, Fall 2002
From the Diversity Committee, to COE Dean’s Council and Senate dated March 19, 2003

· UH Mānoa tenured and tenure track faculty (FTE): By sex and ethnicity 1996– 2002

· Salary equity

· Staff diversity: civil service and APT staff
· University executives, managers, and faculty department chairs

Memorandum from Randy Hitz to COE diversity committee, Feb. 4, 2003

· Women as Percentage of U.S. doctorate recipients 1970–2000

· Minorities as Percentage of U.S. doctorate recipients 1980–2000

· UH Mānoa tenured and tenure track faculty (FTE): By sex and ethnicity 1996– 2002

· UN Mānoa tenured and tenure track faculty (FTE): assistant, associate and full professors 1994–2002 by rank and sex

· Tenured and tenure track females faculty within selected units (percent females compared with percent available) UH Mānoa, 2002

· UN Mānoa Tenured and tenure track faculty (FTE): assistant, associate, and full professors 1994–2002 by ethnicity

· Tenured and tenure track minority faculty within selected units (percent minority compared with percent available), UH Mānoa, 2002

· UH Mānoa 2002 faculty salary adjustments

· UH Mānoa and Systems Programs—Civil service employees 1996–2002 by sex and ethnicity

· UH Mānoa and Systems Programs—APT employees 1996–2002 by sex and ethnicity

· University of Hawai‘i system—1999–2002 Executive/managerial mean salaries by sex and ethnicity

· UH system and UH Mānoa sex and ethnic composition of selected committees, 2002

· UHM Faculty/staff development awards, 1999–2000

· Excellence in Research and Teaching awards

UHM College of Education Institutional Report 2000 (prepared for NCATE), December 2000

· Utilization analysis of faculty by ethnicity

· Ethnic/racial diversity of tenure-track faculty

· Ethnicity of Asian/Pacific Islander tenure-track faculty (Chinese/Korean, Japanese, Filipino, Hawaiian, Other Asian/Pacific Islander)

Department of Labor, Office of Federal Contract Compliance Programs, November 13, 2000 Government Contractors, Affirmative Action Requirements; Final Rule

Section 3: Student Articulation 

(Community Colleges to College of Education)

Key Findings
· COE Office of Student Academic Services has a very good working relationship with Community College counselors. Information flows freely and in a timely manner. The Office of Student Academic Services demonstrates strong commitment and advocacy for Community College students.

· Community Colleges, especially those on the Leeward coast and the neighbor islands, have a relatively high percentage of under-represented minorities—Native Hawaiians and Filipinos. The Ka Lama Education Academy also has a high percentage of Native Hawaiians in its program. Many of these students work full time. The COE should actively encourage these students to enter its programs.

· For working students, the full-time requirement of the undergraduate teacher preparation programs is a major obstacle.  Community College students have been unable to enter the COE and are forced to look to Chaminade and West O`ahu.

· The COE has made curriculum decisions without consulting Community College counselors who are aware of the full spectrum of issues confronting Community College students. 

Recommendations
· The COE should be more flexible and offer a part-time undergraduate program for working students. Such a program will encourage and allow under-represented minorities to apply to the COE.

· Curriculum changes should be made in consultation with Office of Student Academic Services (OSAS), Honolulu Community College, Kapi`olani Community College, Leeward Community College, Windward Community College, Kaua`i Community College, Maui Community College, Molokai Community College Moloka`i Education Center, Hawaii Community College, and Ka Lama Education Academy. 
· Community Colleges, especially those on the Leeward Coast and the neighbor islands, have a relatively high proportion of underrepresented minorities—Native Hawaiians and Filipinos. The Ka Lama Education Academy also has a high proportion of Native Hawaiians in its program. Many of these students work full time. The COE should actively encourage these students to enter its programs.

Background Information

Partnership Meetings.  The COE Office of Student Academic Services (OSAS) has developed a partnership with Community Colleges and Education Centers. OSAS and Community Colleges meet regularly as a group to communicate updates, changes, issues, and concerns. The OSAS staff offers Community College Transfer Workshops and participates in Community College and High School Career Fairs, and Orientation and Information Sessions.
COE Statewide Programs. These programs serve neighbor island residents and other under-represented groups such as residents who live in rural areas. The neighbor islands also have a larger percentage of underrepresented ethnic groups. This is a hybrid program that uses face-to-face meetings, interactive television, and online communication. 
MCC Moloka`i Education Center. This center brokers degree programs from UH campuses to bring both bachelors and masters degree programs to Moloka`i, via HITS and Online courses (e.g., West Oahu social science and business bachelor degrees; UH Hilo degrees). The IMED and OMED (E-Tech) master’s programs in the COE have been offered to Molokai students with the MCC Moloka`i Education Center as broker. Moloka`i students are predominantly Native Hawaiian: 78%.

Ka Lama. Ka Lama is a private, non-profit organization that receives federal funds from the Administration of Native Americans (ANA). Ka Lama recruits and counsels Leeward Community College and post-Leeward Community College pre-service students on the Leeward Coast. For details of their programs, see www2.hawaii.edu/~kathryna/kalama.htm

Questions Posed to Community College Liaisons. General Question: What is the working relationship between a particular Community College and the COE that encourages, allows, or hinders students from moving smoothly between the two? The following specific questions were asked by phone conversation or through email communication.


1) What are the strengths of this relationship that should be continued?

2) Are there any challenges? Recommendations for change?

3) How would you assess the information flow from the COE to 
Community College students that encourages them to enroll in the COE?
1) What are the strengths of this relationship that should be continued?


All liaisons said that the COE Office of Student Academic Services office has a very good working relationship with the Community College counselors. Information flows freely and timely. They are especially pleased with the COE Assistant Dean for Student Services Xu Di and the Office of Student Academic Services -Community College Liaison Niki Libarios in the help they provide to Community College students whenever needed.

Meetings between the OSAS and Community College liaisons have improved communication considerably. Maui Community College and Kaua`i Community College noted that the Assistant Dean for Student Services has been exceptional in her advocacy for Community College students. Her trips to the neighbor islands have shown her commitment in encouraging students to enroll in the COE. 
PRAXIS Exam. The COE assists Community College students in familiarizing them with the exam. Online assistance from the COE has also been available via a PRAXIS online preparation non-credit course for $35.

Outreach. Tom Benjamin of the COE Office of Student Academic Services, who is located on Maui, was recently hired to provide direct support and services to Maui Community College students. His work has been excellent. He serves a vital role. One example is his help in walking MCC students through the required PRAXIS exam. Similar comments came from the liaison at the MCC Moloka`i Education Center. Scott Robinson of the COE Office of Student Academic Services, who is housed at Kaua`i Community College, was recently hired to provide direct support and services to Kaua`i Community College students. His work has been excellent. He also instructs courses offered by the COE.
2) Are there any challenges? Recommendations for change?


Curriculum. The Math 112 requirement is difficult to fulfill. Perhaps a set of student learning outcomes could be agreed on and then it would be up to the various teaching faculty to decide which text would best address these outcomes. This would be true for existing and new courses. MCC Molokai suggests that the new COE requirement that students have Math 112 before entering the COE be offered via a distance education class. There is a lack of enough students to form a face-to-face class every semester.
The Community Colleges would like to see their courses viewed as fulfilling COE requirements rather than just transferring as elective credits.

Maui Community College counselors request that when departments in the COE consider curriculum changes, they consult with Office of Student Academic Services and Community College counselors because Community College counselors are aware of the full spectrum of issues confronting Community College students.
Full-time Requirement a Major Obstacle. Ka Lama serves the Leeward Coast, which has a huge need for a qualified and stable teaching force. Currently teachers are recruited from the mainland. Their adjustment is difficult and the turnover is great. Because the COE requires its students to enroll full time, 15 Ka Lama Community College graduates were unable to enter the COE in 2006. They are working as DOE part-time teachers or educational assistants on the Leeward Coast and cannot leave their jobs. They are now looking at West O`ahu, which offers a 3-year part-time program for elementary pre-service teachers. Secondary pre-service teachers are looking to Chaminade for their B.Ed. Ka Lama would like to see more flexibility on the part of the COE. It requests that the COE offer a part-time program for Ka Lama students. 
A couple of COE faculty teach their courses on the Leeward Coast. This is good. Ka Lama hopes that more will be done to bring the COE program to the Leeward Coast.

Scholarships. The Maui Community College counselors request that the COE schedule the granting of scholarships before the summer, since Maui programs begin in the summer.
Lack of Student Housing. Hawai`i Community College reports that relocating to O`ahu poses financial problems for students.       
3) How would you assess the information flow from the COE to Community College students that encourages them to enroll in the COE?

The information flow, level of assistance, and professionalism of the COE counselors are excellent. The Maui Community College liaison commended the Office of Student Academic Services office for responding to concerns. For example, a recent COE requirement was Math 112—which was in addition to other Math courses required for Community College students. This posed a problem regarding the availability of this course for students, including those living on Moloka`i and Lana`i. The Office of Student Academic Services office was able to work out an accommodation for the Maui Community College students.

The Student Articulation Table, Table 19, shows enrollment figures of Community College students moving onto the College of Education.
Table 19. Student Articulation Table.
	Semester
	Degree
	Program
	Enrollment
	Maui CC
	Hawaii CC
	Honolulu CC
	Kapiolani CC
	Kauai CC
	Leeward CC
	Windward CC

	Fall 2004
	BED
	Elem Educ-Elem & Spec Ed-Bed
	75
	2
	1
	13
	19
	4
	12
	3

	Fall 2004
	BED
	Elementary Education-Bed
	221
	19
	5
	20
	30
	9
	45
	7

	Fall 2004
	BED
	Secondary Education-Bed
	96
	7
	0
	12
	29
	3
	16
	8

	Fall 2004
	BS
	Kinesiology & Leisure Sci-BS
	42
	3
	1
	2
	8
	1
	6
	3

	Fall 2004
	PCERT
	Secondary Education-PCERT
	125
	0
	0
	0
	0
	0
	0
	0

	Fall 2004 Total
	 
	 
	559
	31
	7
	47
	86
	17
	79
	21

	Spring 2005
	BED
	Elem Educ-Elem & Spec Ed-Bed
	69
	1
	1
	12
	18
	3
	12
	4

	Spring 2005
	BED
	Elementary Education-BEd
	250
	22
	6
	21
	40
	10
	46
	10

	Spring 2005
	BED
	Secondary Education-BEd
	110
	9
	0
	14
	30
	2
	21
	11

	Spring 2005
	BS
	Kinesiology & Leisure Sci-BS
	52
	4
	1
	1
	12
	1
	4
	3

	Spring 2005
	PCERT
	Secondary Education-PCERT
	113
	0
	0
	0
	0
	0
	0
	0

	Spring 2005 Total
	 
	594
	36
	8
	48
	100
	16
	83
	28

	Fall 2005
	BED
	Elem Educ-Elem & Spec Ed-Bed
	72
	0
	1
	7
	18
	4
	10
	5

	Fall 2005
	BED
	Elementary Education-BEd
	264
	22
	8
	22
	49
	9
	62
	12

	Fall 2005
	BED
	Secondary Education-BEd
	123
	13
	2
	16
	29
	6
	21
	7

	Fall 2005
	BS
	Kinesiology & Leisure Sci-BS
	72
	4
	2
	2
	14
	1
	5
	2

	Fall 2005
	PCERT
	Secondary Education-PCERT
	125
	0
	0
	0
	0
	0
	0
	0

	Fall 2005
	PCERT
	Special Education-PCERT
	5
	0
	0
	0
	0
	0
	0
	0

	Fall 2005 Total
	 
	 
	661
	39
	13
	47
	110
	20
	98
	26

	Spring 2006
	BED
	Elem Educ-Elem & Spec Ed-Bed
	66
	2
	1
	5
	18
	3
	9
	5

	Spring 2006
	BED
	Elementary Education-BEd
	258
	22
	8
	24
	49
	9
	61
	11

	Spring 2006
	BED
	Secondary Education-BEd
	129
	15
	2
	12
	30
	6
	20
	4

	Spring 2006
	BS
	Kinesiology & Leisure Sci-BS
	90
	5
	3
	7
	17
	1
	7
	4

	Spring 2006
	PCERT
	Secondary Education-PCERT
	112
	0
	0
	0
	0
	0
	0
	0

	Spring 2006
	PCERT
	Special Education-PCERT
	10
	0
	0
	0
	0
	0
	0
	0

	Spring 2006 Total
	 
	665
	44
	14
	48
	114
	19
	97
	24

	Grand Total
	 
	 
	2,479
	150
	42
	190
	410
	72
	357
	99


Section 4: Student Recruitment, Admission, and Retention

Key Findings and Recommendations
· Admission appears to be shaped by socio-economic status. The COE undergraduate program at Mānoa supports the traditional student.  The program has one point of entry, and students are required to attend classes and field experiences during daytime hours all week. The majority of undergraduates are Caucasian or Japanese, female, single, age 21-25, living at-home with parents with middle-class upbringing.  The COE distance, and graduate-education programs support the non-traditional student with on-line, evening, twice-weekly classes, and leave of absence opportunities.  These programs support the more non-traditional students who work full-time, with family responsibilities, and who represent more diverse socio-economic communities.

· Reconsider COE undergraduate startup expenses. The start-up costs for a new student in the COE undergraduate program is on average $900 in start up costs (laptop, application, TK20, pre-Praxis, GRE).  COE and OSAS counselors need to be able to provide more financial aid options to students (e.g.., more laptops to loan for longer periods; purchase COE site license for PRAXIS and TK20 test prep; purchase PRAXIS study guides for the COE library (at least 10); Pre-Professional Skills Test (PPST) is paid by Office of Hawaiian Affairs.

· Re-evaluate promotion and explanations of all admissions requirements. The COE may want to explain why laptops, for example, are required, and how students may obtain them if they do not wish to purchase. The need for better public relations applies to all aspects of the Student Recruitment, Admissions, and Retention process.
· Re-evaluate Graduate Admissions Procedures. There is a wide disparity in graduate admissions criteria (See Table 20).  While flexibility within programs may be desirable for academic freedom, consistency in certain areas, (e.g., letters of recommendation might be useful).  There is also a wide disparity in the descriptions of each program’s admission process, ranging for an outline of admission criteria to a 23-page handbook.  Some standard minimum format may be helpful. The committee wonders if the GRE, and other standard testing requirements, in certain departments have had an adverse effect on the enrollment of under-represented groups.  This may be research that the 2007-2008 Diversity Committee wishes to undertake.
· Implement a cohort tracking system and uniform reporting system. Currently COE data are collected in the Fall and Spring—the numbers of students entering and graduating but the two data sets are not connected. A cohort data collection system will enable the COE to track students through the program to graduation and to collect more reliable retention data.

· Develop a sense of space and place for students. Implement cohorts, plan service activities, provide vending machines, create and sustain student space for meetings, provide academic and personal supports. 

Summary of Findings

Student Recruitment and Recommendations

The Office of Student Academic Services (OSAS) held 33 recruitment events in Fall 2006.  They were held on every island, and at every community college.  OSAS recruitment targets specific high schools serving diverse ethnic communities.  The four counselors reflect the ethnicity of diverse groups and COE students, maintain direct contact with students, and offer support from freshmen to senior year.  Counselors are the sales force, they believe they have a good product but they want to make COE programs responsive to student needs. 

The COE undergraduate program is expensive with start-up costs of about $900 (laptop required since 2005) in startup costs, $2500 per semester, $1000 more for dual prep, and $135 for each component of Praxis test with three tests, on average, required (See Table 21.  Breakdown of Student Expenses).   

The undergraduate program at Mānoa does not appear to support nontraditional students. The majority of  Mānoa undergraduates are Caucasian or Japanese, female, single, age 21-25, living at home with parents, and middle-to upper-middle class.  The program has 1 point of entry and Juniors enter Fall semester only.  Courses are offered Monday through Thursday, all day, with no leave of absences.  It is difficult for students with children, and those who need to work full-time to enter and complete the program.  

One requirement for admission is evidence of fieldwork experience. Traditional students may have an easier time documenting quality fieldwork (i.e., A+, Summer Fun, YWCA, acceptable.).  A single mom asked, "Why can't I get fieldwork credit for raising my children?"  The answer, "No, your family is not a group/structured education setting." 
Other observations:
· The on-line curriculum—available to neighbor-island students, and O`ahu students with access issues - appears to be a viable option for the non-traditional student (Caucasian, part-time, older, and middle- to upper-middle class).  COE graduate programs also offer flexibility.  Courses are offered in the evening, twice a week, leave of absences are available and there is no laptop requirement.  Note: The laptop requirement applies to these cohorts.
· Admission appears be shaped by socio-economic status.  

· Admission appears to be shaped by traditional or nontraditional status of students.

· Reconsider laptop requirement or make sure there are adequate numbers of laptops to loan to students/
· PRAXIS study guides purchased for COE library (at least 10).
· Create databases that lend themselves to comparison with campus-wide statistics. Use the same variables.

· Determine how UH Mānoa COE admission policies relate to similar programs campus-wide and to similar COE programs nationwide
Student Retention

Currently data are collected in the Fall, (number of students entering the program) and in the Spring, (number of graduates).  The COE does not follow data points from entry to exit.  There are no exit interviews or surveys, and once students graduate it is difficult to find them.  

The American Samoa cohort has about 80 percent retention.  Each cohort has a coordinator, hired from its ranks, and a set of officers (students) to keep everyone on track. Because we are a commuter campus, we need more organized student activities and to  ]promote a shared passion or commitment among students.

The following are suggestions.
· Developing a sense of space and place (i.e., service activities, tutors, academic and personal supports, vending machines, a space to meet, etc.) 

· Establishing more COE cohorts may be one way to support and sustain students to graduation.

· Get more instructional faculty involved in student organizations.  

· Student organizations are well attended by Elementary school educators—need more involvement by Secondary school Educators.

· Implement exit interviews or surveys.

· Implement a cohort tracking system.

· Data should be the sole responsibility of 1-2 people and not spread over faculty.

Table 20. COE Undergraduate and Graduate Admission Policies

	Admission Criterion
	B. Ed.
	Counselor Ed.
	Curriculum Studies
	Disability & Diversity Studies
	Early Childhood Ed.
	Ph.D. Education
	Ed. Admin.
	Ed. Foundations
	Ed. Psychology
	Ed. Technology
	Kinesiology
	MCH-LEND
	MET
	SPED

	Admission
	X
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Interviews (Advising/EECE faculty)
	X
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	GPA ≥ 2.75
	X
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Praxis I scores
	X
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Pre-education core or AA degree
	X
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Documented involvement with K-6 children
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	"B" average (i.e., 3.0 on a 4-point scale) of the last 60 semester hours of the undergraduate program
	 
	X
	 
	 
	 
	 
	 
	 
	 
	X
	 
	 
	 
	 

	Statement of Objectives
	 
	X
	X
	X
	X
	X
	X
	X
	X
	 
	X
	 
	X
	X

	Brief Resume
	 
	Bonus (Relevant Resume)
	 
	 
	 
	X              (CV)
	 
	X
	 
	 
	 
	X
	 
	 

	Transcripts
	 
	X
	 
	 
	 
	 
	 
	X
	 
	 
	 
	 
	 
	X

	2 letters of recommendation
	 
	 
	 
	 
	 
	 
	 
	X
	 
	 
	X
	 
	 
	 

	3 letters of recommendation
	 
	X
	X
	 
	X
	X
	 
	 
	X
	X
	 
	X
	X
	X

	GRE
	 
	X
	 
	 
	X
	X
	 
	 
	X                (PhD)
	 
	X
	 
	 
	 

	TOEFL
	 
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	 
	X
	X

	Personal Interview or acceptable alternative
	 
	 
	 
	 
	
	Maybe
	 
	 
	 
	X
	 
	 
	 
	 

	Nomination by faculty or supervisor
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	X
	 
	 

	Applicable Certification and Licenses
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	X
	 
	 

	Malpractice Coverage
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	X
	 
	 

	PRAXIS
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	X
	X

	ASLPI (Deaf Education Program)
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	X

	Research Samples
	 
	 
	 
	 
	 
	X
	 
	 
	X
	 
	 
	 
	 
	 


Table 21.  Breakdown of COE Student Expenses.

Start-up Costs to Become a Teacher:

Laptop:
$500 (Required1)

Application:
 50
TK 20:
105.
(For internal use2)

Praxis (PPST for entry):
130 - 500+ 
(Pre-Professional Skills Test practice)

Praxis Software:
 85
(No computer-based option on Neighbor Islands)

Praxis Practice Test Book:
 25
Praxis (Content Areas)
500
(for Licensure)

CESA Membership
 27 
(Liability Insurance)

Entrance Total
$1,422
(Minimum)

Full-time Expenses by Semester:

Tuition/semester
$2,160
COE Textbooks
320
Dual-prep
1,000+3


Total 
$2,500 
(Minimum)

1 Laptop Initiative enacted for students entering 2005. The COE requires a laptop even if students have a desktop computer. There was discussion about the cost figure for laptops.  The low-end figure has been used; however, several Committee members felt strongly that a laptop at this price will not meet the needs of all students. Students feel laptops are not well integrated into curriculum and they do not really need it for school: "We use our laptop to chat."  The American Samoa cohort is subsidized by the Government, which also buys laptops for participants.

2 TK 20 is and is a good data collection system for the COE.  It has no perceived value to students, unlike its predecessor, Chalk and Wire, which students were able to use to create portfolio assessments for employment. 

3 Dual prep candidates are admitted with GPA less than 2.5 but must take an additional 24 credits and must go to Summer school ($1,000+). 
Section 5: Faculty Recruitment and Retention

Key Findings
In comparison with other colleges in the University of Hawai`i System, the College of Education has demonstrated progress in recruiting and employing tenure-track faculty from underrepresented groups. However, with a percentage hovering around 3 percent over the past five years, there is much work to be done.  
· In 2002, of the 11 faculty employed, none were from underrepresented groups;

· In 2003, of the 15 faculty employed,  five were from underrepresented groups;  

· In 2004, of the 22 faculty employed, seven were from underrepresented groups; 

· In 2005, of the 11 faculty employed, three were from underrepresented groups; and

· In 2006, of the 11 faculty employed, five were from underrepresented groups.  

Recruitment
· Make an intensive effort to recruit underrepresented faculty, to reflect the diversity of our state and nation.  

· Establish a faculty recruitment advertising budget to assist departments to advertise in outlets that target under-represented populations in local mass media (e.g., newspapers, radio, television), targeted scholarly publications (e.g., Black Issues in Higher Education), University of Hawai`i WebPages, list serves, and The Affirmative Action Register (www.aar-eeo.com).

· Create the Targeted Opportunity Program (TOP) to assist departments in seeking faculty from under-represented populations.  The TOP program will provide funds, administered through the Dean’s Office, to permit the appointment of a minimum of five such individuals, under criteria set by TOP. 

Retention
· Recognize and tap into the expertise of faculty of under-represented groups.

· Ensure that tenured faculty members from under-represented populations are represented on high-level committees, boards, recruiting teams, and positions.

· Provide financial support to expand the ranks, as well as expand the scholarly, professional, and administrative opportunities for faculty from under-represented populations.

· Implement an orientation program at all departmental levels that are aimed at retaining all faculty. 

· Establish a College Mentoring Program to promote one-on-one relationships to ensure that junior faculty are supported as they conduct and publish research for tenure and promotion, as well as writing/research groups. These mentoring relationships often lead to scholarly publications and grant-funded research projects. 

Summary of Findings
Recruitment of Faculty from Underrepresented Populations
“One of the core values in the University of Hawai‘i’s System Strategic Plan is described as diversity, fairness, and equity. This core value binds its faculty, staff, and students in the quest to realize the University’s vision and mission. As aptly described in the system strategic plan, “society is best served by ensuring that all populations are represented equitably throughout the University of Hawai‘i System. Diverse perspectives contribute to the University’s commitment to root out prejudice and injustice.” The University’s identification of equity is appropriate yet at the same time striking considering that the institutional culture, to date, has not promoted positive experiences that demonstrate these core values among faculty from underrepresented 

groups in the College of Education.” (Conway-Jones & Cartwright, 2003, p.3) . 

Issue to be Addressed. Increased recruitment of faculty from under-represented populations that reflect the diversity of the state of Hawai‘i and nation. While 33% of the total population in the nation and 60% of the total population in the State of Hawai‘i are individuals from underrepresented populations, few faculty members from these groups have been recruited into tenure-track positions in the College of Education.

Methodology. The Targeted Opportunity Program will provide funds, administered through the Dean’s Office, to permit the appointment of a minimum of five such individuals, under these specific conditions.
· The department must have identified underutilization in the academic unit and the hiring of the potential candidate will help to achieve one of its strategic goals or objectives, e.g., recruiting and retaining an outstanding diverse faculty.

· Such appointments may include complete salary packages for up to three years, upon which the College will assume responsibility for the line. Funds may also be requested for course releases, start-up funds, or other incentives.

· The Program is limited to academic faculty, competitively qualified for a tenure-track, teaching position in an academic department, including Instruction and Specialist lines.

· The Program is limited to those candidates in the early stages of their academic careers. Thus potential candidates will likely be hired at the rank of Assistant Professor, and in some cases, recently promoted to Associate Professor.

· Potential Program appointees must have the full support of their prospective departments, represented by a favorable majority vote among all tenure-track and tenured faculty members in the department.

· The successful appointment of a faculty member under this Program will not reduce a department’s chances of acquiring a faculty line through regular processes. For example, if a department loses a position due to retirement, resignation, or tenure denial, it should be given the same opportunity to fill that position as any other department, even if it has received a Targeted Opportunity Program position.

Procedures. Where applicable, department chairs will send curriculum vitas and three external letters of reference for each Targeted Opportunity Program candidate to the Dean of the college, along with supporting documentation and the rationale for the appointment (e.g., a copy of that Department’s Strategic Plan, or similar document, and an explanation of how the candidate will advance that Plan). Each nomination must include data on under-utilization and/or under-representation for the particular department; the data may be obtained from the College Equal Opportunity Liaison.

There is no designated limit on the number of portfolios that may be forwarded.

The Dean will appoint a committee consisting primarily of tenure-track faculty from under-represented populations to review portfolios and recommend nominees to be considered for on-campus visits. The Dean will notify Chairs of those candidates, who will be invited to interview with department faculty, Chairs, Dean, and at least one tenured or tenure-track faculty member from underrepresented populations. Departments will handle arrangements for the on-campus visit, with funding provided by the Dean’s Office. Following on-campus visits, departments will forward their recommendations to the Dean, who will, in turn, determine the candidates who will receive offers.  Finally, the Dean will notify Chairs of these hiring decisions.  

Rationale. The Targeted Opportunity Program will ensure that departments within the College of Education with less than acceptable records of minority recruitment, retention, and promotion, begin or continue to seek minority faculty as colleagues. 

The Targeted Opportunity Program will allow current, outstanding faculty members from under-represented populations to assist the College of Education in efforts to augment the faculty rolls with minority candidates. In turn, the increase in minority faculty hiring will allow the University of Hawai‘i to attain its core value of diversity, fairness, and equity, which is expressly articulated in its Strategic Plan.

Retention of Faculty from Under-represented Populations

Issue to be Addressed. Currently, the University of Hawai‘i has a less than acceptable number of faculty from under-represented populations. In many departments, there are no faculty from under-represented populations. Still in other departments and colleges, there have been instances where faculty from under-represented populations have been forced out of the University, overlooked for promotion, or effectively demoted from chaired positions. The College of Education is no exception. The purpose of this report is not to assess blame; rather the purpose is to ensure that doors are opened and remain open for promotion opportunities for faculty from under-represented populations.
Methodology. Considering that faculty members from under-represented populations have been outnumbered, unsupported, and out-distanced, in general, this group has been placed at a serious disadvantage. Across the system, correction of past practices can be made with greater and better recognition of the expertise and experience held by faculty from under-represented populations. Moreover, the College of Education can demonstrate its commitment to faculty from under-represented populations by making funding commitments that will expand the ranks of faculty from these groups as well as expand the scholarly, professional, and administrative opportunities for faculty from underrepresented populations. 
Special attention must be paid to ensuring that current faculty members from under-represented populations are represented on high-level committees, boards, and recruiting teams. Again, in addition to professional opportunities for faculty from under-represented populations, there must be financial commitments that will support the retention, development, and scholarship of these faculty members. Funds must be made available for the following.
· Professional development opportunities to afford competitive and pay equity among faculty from under-represented populations. These opportunities may include mentoring groups, training, leadership grants, and research support.
· Support for sabbatical research by University of Hawai‘i faculty from under-represented populations.
· Support for visiting non-University of Hawai‘i faculty from under-represented populations.
· Support for programs, colloquia, and forums deemed appropriate by the Faculty from under-represented populations.
· Support for the Targeted Opportunity Program.
Additionally, departments should implement an orientation program aimed at retaining all faculty. Departments should also establish a College Mentoring Program to promote one-on-one relationships as well as writing/ research groups. These mentoring relationships often lead to scholarly publications and grant-funded research projects. 
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