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Adopted: 
ACADEMICSENATE 

Of 
CALIFORNIAPOLYTECHNICSTATE UNIVERSITY 

San Luis Obispo, CA 

AS-_-18 

RESOLUTIONON PROPOSED ORGANIZATION OF A NEW 
UNIVERSITYFACULTYPERSONNELPOLICIES DOCUMENT 

Impact on Existing Policy: NONEi 

1 WHEREAS, Cal Poly's university-level personnel policies document, the University 
2 Faculty Personnel Actions, is limited in scope and out of date; and 
3 
4 WHEREAS, All faculty units of Cal Poly would benefit from a more comprehensive and 
5 adaptable faculty personnel policies document; and 
6 
7 WHEREAS, AS-829~ 17 established a procedure for updating personnel policies in 
8 coherent and focused elements; and 
9 

10 WHEREAS, Academic Personnel maintains a centralized repository of all faculty 
11 personnel policy documents; therefore be it 
12 
13 RESOLVED: University-level faculty personnel policies be contained in a single document 
14 called "University Faculty Personnel Policies" (UFPP) to be housed and 
15 accessible to the campus on the Academic Personnel website; and be it 
16 further 
17 
18 RESOLVED: UFPP be organized according to the chapter structure in the attached report 
19 "Proposed Organization of a New University Faculty Personnel Policies 
20 Document;" and be it further 
21 
22 RESOLVED: The Academic Senate Faculty Affairs Committee construct UFPP by 
23 proposing university-level faculty personnel policies to the Senate in the 
24 form of chapters or portions of chapters of UFPP according to the 
25 procedures approved in AS-829-17; and be it further 
26 
27 RESOLVED: By the end of Spring 2019 Colleges and other faculty units reorganize their 
28 faculty personnel policy documents to conform their documents to the 
29 chapter structure of UFPP. 

Proposed by: Academic Senate Faculty Affairs Committee 
Date: October 26, 2018 

' 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Proposed Organization of a New 
University Faculty Personnel Policies Document 

Faculty Affairs Committee 
Fall 2018 

The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic 
Affairs, and a student representative. FAC is delegated the responsibility to develop faculty 
personnel policies and criteria through a joint governance process. The establishment of 
university-level academic policies through the Academic Senate is in the form of proposing and 
passing resolutions. When considering substantial changes to faculty policy, the FAC will 
request the assistance of the deans and college faculty to provide input to draft proposals prior 
to submission to the Senate for consideration and formal approval. 

In Spring 2017 FAC proposed and the Academic Senate passed a streamlined process for 
Academic Senate approval of personnel policies. This new process specifies the nature of 
consultation with faculty affected by proposed changes and provides a clear accounting of 
which policy documents have been superseded by the proposed change. It also allows the 
Senate Executive Committee to place non-controversial updates to personnel policies on the 
Senate consent agenda. Using the new process, FAC will replace the current University Faculty 
Personnel Actions (UFPA) document piece by piece to construct a new University Faculty 
Personnel Policies (UFPP) document. FAC may then update sections of the new UFPP on an as
needed basis. The consent agenda procedure will allow the University to quickly adopt changes 
that are driven by updates to state law, the Collective Bargaining Agreement, or CSU Policy 
changes that must be incorporated into our policies. 

The guiding principles in revising the UFPA into the new UFPP include clarifying existing policies 
that are common across the university. Also, faculty evaluation procedures are standardized at 
the university level. For criteria the university-level policies set baseline expectations and offer 
guiding principles with directives to the colleges and departments to specify their criteria 
accordingly attuned to the disciplinary considerations specific to their programs. Colleges and 
departments would consult the UFPP and _cite its provisions in their policy and procedure 
documents. The college and department personnel policy documents should not duplicate the 
policies specified in the UFPP and Collective Bargaining Agreement, since the UFPP will be the 
definitive source for all common policies. 

The process for replacing the UFPA with the UFPP will start with the establishment of the 
general structure of the UFPP in the form of its main chapter divisions, each containing 
thematically unified selections of policy. Once the structure of the document has been 
approved by the Academic Senate and the President, FAC will propose to the Senate entire 
chapters of the document, each covered by its own Senate resolution. In this manner, the 
Senate will consider thematically unified portions of personnel policy. Once a chapter is 
approved by the Senate and President, FAC may propose-subsequent revisions to the chapters 
or portions of chapters as needed. Those revisions would move through the Senate using the 
procedure described above, including the possibility of a consent agenda at the discretion of 
the Academic Senate Executive Committee. 
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General Outline of the UFPP 

The Faculty Affairs Committee proposes the following general outline of a new University 
Faculty Personnel Policies document (UFPP): 

1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 
10. Evaluation of Service 
11. Governance 
12. Workload 
13. Appendices 

FAC is proposing that the Senate establish UFPP as the university-level faculty personnel 
policies document with this organization of chapters. If the Senate approves of this organization 
of UFPP, FAC would commence with the project of replacing the existing university-level faculty 
personnel policies by chapter or sub-chapter according to the Senate personnel policy 
procedures outlined above. 

FAC is further proposing that colleges revise their policies documents to adopt the same 
chapter titles and numbers as UFPP. All faculty personnel policy documents would then 
conform to a common structure, which facilitates communication about such policies across 
campus. Colleges would work with Academic Personnel to conform their personnel policy 
documents to this common form. Once a college has revised its personnel policies document, 
its departments would then revise their documents into this common form. 

Description of the Chapters of the UFPP 

1. Preface 
The prefatory materials in the document include a general account of the hierarchy of 
policy in the CSU, the formal statement of the Senate personnel policy revision process, 
and a general statement of Cal Poly's commitment to the teacher-scholar model. 
Colleges and departments can put in this section their mission/vision statements, as 
well as any guiding principles that inform their understanding and implementation of 
the teacher/scholar model, along with any policies or procedures for revising their policy 

documents. 

2. Faculty Appointments 
This chapter provides university-wide hiring policies for all faculty appointments. 
Policies in this chapter refer to but do not include the more detailed hiring procedures 
maintained by Academic Personnel. Colleges and departments in their hiring policies 
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would augment these university-wide policies with their own specific criteria and 
requirements for faculty appointments. 

3. Personnel Files 
This chapter defines the requirements and policies for the Personnel Action File (PAF) 
and Working Personnel Action File (WPAF). It provides a set of general requirements for 
these documents that colleges and departments may augment to address the discipline 
specific needs. 

4. Responsibilities in Faculty Evaluation Processes 
Faculty evaluation processes have various definable functions that are common across 
the university, such as the roles of candidates .undergoing evaluation, Department Peer 
Review Committees, Department Chair/Heads, College Peer Review Committees, and 
administrators such as the Deans and the Provost. This chapter defines the 
responsibilities of these roles in faculty evaluation. Colleges and departments may 
specify additional responsibilities of the various roles within the college or department 
in faculty evaluation. 

5. Evaluation Processes 
Standard and familiar evaluation processes include lecturer evaluations and the 
periodic, retention, promotion, and tenure evaluations of tenure-track faculty. Each of 
these processes consists of a sequence of different levels of evaluation. The levels of 
evaluation were defined in Chapter 4, as the responsibilities of various evaluating 
bodies, such as department and college peer committees, department chairs or heads, 
or administrative evaluators . This chapter defines all the evaluation sequences allowed 
for any sort of faculty evaluation currently used by all the colleges. University-level 
definition of these processes allows for colleges to formulate their policy and procedure 
documents using common definitions of these processes. The scope of the processes 
covered in this section includes all faculty evaluation processes including instructional 
faculty, library faculty, counsellors, and coaches. Exceptio~s to the normal sequence of 
evaluation levels are also covered. 

6. Evaluation Cycle Patterns 
Evaluation cycle patterns are multi-year sequences of annual evaluation processes 
leading to personnel actions. For instance, the sequence of annual evaluations that lead 
to retention, promotion, and tenure for tenure-stream faculty comprise an evaluation 
cycle pattern, as does the sequence of lecturer evaluations that lead towards a three
year contract or range elevation. This chapter defines all evaluation cycle patterns and 
allows colleges to choose the patterns that best serve their needs and expectations. 

7. Personnel Action Eligibility and Criteria 
This chapter covers the eligibility for personnel actions (including retention, promotion, 
ter,ure, range elevation) and the general principles according to which the colleges and 
departments would specify the criteria for warranting the personnel action. Colleges 
and departments would expand greatly on these policies with their own criteria mindful 
of how the diversity of disciplines within the college manifest the teacher/~cholar 
model. 
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8. Evaluation of Teaching and Professional Services 
This chapter includes general requirements and guiding principles for how the 
evaluation of teaching, as well as professional services for non-instructional faculty, 
should be conducted by evaluating bodies. University level policies for conducting 
student evaluation of instruction are also included in this section. Colleges and 
departments would expand on these requirements and apply its principles in concrete 
guidance and expectations for how teaching would be evaluated. Non-instructional 
faculty units would do likewise for the evaluation of the relevant professional services. 

9. Evaluation of Professional Development 
This chapter includes general requirements for how evaluation of professional 
development should be conducted by evaluating bodies. The function of the 
professional development plan is the central concern of this chapter, both as 
constructed by the candidate and as assessed by evaluating bodies so as to guide the 
candidate towards the next personnel action. 

10. Evaluation of Service 
This chapter includes general requirements for how the evaluation of service should be 
conducted by evaluating bodies. Colleges and departments should augment the 
university expectations to establish expectations about service appropriate to various 
faculty assignments and ranks. 

11. Governance 
This chapter sets university level expectations for the definition of academic program 
governance at the college and department levels. This chapter will include definitions of 
department leadership as "chairs" or "heads" and university level requirements for 
defining any changes between those models of department leadership. This chapter also 
includes university-level policies concerning departmental recommendations to deans 
for the appointment of department chairs. Colleges and departments would provide 
more specific policies and procedures in accord with university-level policies. Colleges 
and departments would also include in their documents any further policies about their 
governance, including committees within the college and department. 

12. Workload 
This chapter includes policies covering various aspects of faculty workload, including 
office hours, assigned time, and policies pertaining to FERP or PRTB workload. 

13. Appendices 
This chapter is reserved for supplemental materials related to faculty personnel policies . 
One appendix will be the current version of the University Faculty Personnel Actions 
document, portions of which remain in effect until superseded by sections of the Ui=PP. 
Colleges and departments may include · any number of supplementary documents as 
appendices, such as summary worksheets, schedules, checklists. 
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Consultation with Faculty Units about UFPP 

The need for consultation with faculty units for such a universal body of policy is obvious. In 
establishing Senate procedures for personnel policies FAC proposed a uniform set of 
expectations about such consultation requiring that any affected units be appropriately 
informed about the proposed change and be able to offer feedback on the proposal. FAC is 
then obliged by these procedures to include the nature of this feedback to the Senate with the 
proposal. 

Over the course of several weeks in Spring and Summer 2018, Ken Brown (chair of FAC) and Al 
Liddicoat (Vice Provost of Academic Personnel) visited with every college council to discuss this 
proposed overhaul of the university personnel policies document. They explained how the old 
UFPA would be superseded by the new UFPP document. They laid out the new Senate 
procedure that would be used to create and then revise UFPP .. The presentation included an 
earlier draft of this very report. They received feedback on the spot at those meetings from 
department chairs and heads, Associate Deans, and the Deans. Ken left the colleges with a 
feedback form (attached at the end of this report) for the college to compile feedback and send 
it back to FAC by the beginning of October. This timeframe for feedback allowed the college 
leadership to bring the topic to their departments at the beginning of Fall. They also noted that 
the scope of this feedback should be limited to the overall structure of UFPP, its proposed 
chapter breakdown, and the overall project of revising these policies, noting that the proposed 
text of each chapter would follow as individual items for their own comparable and suitable 
level of consultative feedback. (The nature of the proposed changes to university policy affects 
the non-instructional units far less than to the colleges, and FAC has been made aware of 
recent changes to policy documents from, for instance, the Library.) 

From this useful feedback, FAC has made some notable changes to the proposed structure of 
the document. College councils will again be informed of this proposal when it is put on the 
Senate agenda so further feedback can be directed through their Senators. 

Changes to Existing Policy 

This proposed change includes no policy, but instead establishes the structure of a policy 
document. The changes to the policy language will come when FAC proposes chapters that fill 
out this policy document. 

Implementation 

At this stage of establishing the structure of UFPP there is no implementation of policy, since 
this proposal includes no policy, but only the chapter structure of the subsequent policy 
document. Implementation in this case amounts to the project of the colleges; and in turn of 
departments, to conform the structure of their personnel policy documents to the uniform 
structure of policy documents set by the UFPP. This implementation should conform with the 
timeframe set in the resolution to which this report is attached. 

5 
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Feedback for Faculty Affairs Committee 

College: 

Main contact for further information about this feedback: 
Name: 
Position: 
Email: 

The FAC is considering having colleges and departments structure their personnel policy 
documents with the same chapter divisions of the proposed UFPPP.1 Note that a department 
policy and procedure document could defer to its college's policies and procedures on any 
topic. Please indicate whether and how this change in the organization of faculty personnel 
policy and procedure documents would affect your college and departments. 

Please identify and describe any other topics addressed in your college or department level 
personnel policies arid procedures documents that seem not to fit into any of the proposed 
chapters for the new UFPPP listed and described above. 

Please offer any questions or feedback about the proposed organizational structure of the 
new UFPPP. 

When the Faculty Affairs Committee solicits feedback from colleges about drafts of the 
chapters of the proposed UFPPP, information about the proposed new policies would be sent 
to the Dean to be distributed to Associate Deans, Analysts in the Dean's office, Department 
Chairs/Heads, and any faculty committee tasked with considering matters of personnel policy in 
the college. Are there other methods that should be used to solicit feedback from your 
college? 

The project of replacing the old UFPA with the new UFPPP is more about the clarification of 
existing policy and involves little change to existing policy. Any revision to a policy document 
raises reasonable questions about the status of those policies. Please offer any general 
feedback or concerns in your college or departments about university level personnel policies 
and their relationship to your college and department level policies. 

Please email this document with any feedback from your college to the Faculty Affairs 
Committee chair, Ken Brown (dbrown07 @calpoly.edu) by October 1, 2018. 

1 When this feedback document was circulated to the colleges, the FAC was proposing a document called 
University Faculty Personnel Policies and Procedures . Based on feedback from the colleges, FAC dropped the 
reference in the title to procedures. 
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Adopted: 

ACADEMICSENATE 
Of 

CALIFORNIAPOLYTECHNICSTATE UNIVERSITY 
San Luis Obispo, CA 

AS-_-18 

RESOLUTIONON SENIOR PROJECT POLICY 

Impact on Existing Policy: 1 Updates existing policy to accommodate a variety of 
discipline-specific practices and encompasses the University mission. Supersedes 
resolutions AS-562-01, AS-594-03, AS-683-09. 

Background Statement: Configuring capstone experiences that support student learning goals, 
align with programmatic and University objectives, and account for resources is a significant, yet 
complex task. The aim of this resolution is to establish an updated, comprehensive senior 
project policy that accommodates a variety of discipline-specific practices and encompasses the 
University mission. 

1 WHEREAS, Specific guidelines for senior projects, as outlined in AS-562-01, do not 
2 adequately represent existing practices; and 
3 
4 WHEREAS, Guidelines and archiving requirements for senior projects are currently spread 
5 among three senate resolutions: AS-562-01, AS-594-03, and AS-683-09; and 
6 
7 WHEREAS, The attached policy incorporates significant elements of all three resolutions; 
8 and 
9 

10 WHEREAS, The current designation for senior project courses is non-standardized; 
11 therefore be it 
12 
13 RESOLVED: That the attached policy supersedes AS-562-01, AS-594-03, and 
14 AS-683-09; and be it further, and be it further 
15 
16 RESOLVED: That the university adopt a standard designation for senior project courses 
17 across the curriculum, either by returning to the former practice wherein the 
18 second course digit of 6 or 7 indicates a senior project course or by requiring 
19 that every senior project course has "Senior Project" in its title. 

Proposed by: Senior Project Senate Task Force 
Dawn Janke, Task Force Chair 

Date: September 27, 2018 

i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Senior Project Policy 

The project method has served as the foundation of Cal Poly's curriculum since the institution's 
inception, and the senior project, established as an integral part of the curriculum in 1941, 
functions as the culmination of a student's project-based learning experiences. 1 To this day, the 
university remains steadfast in its commitment to affording students an opportunity to engage in 
and benefit from an integrative capstone learning experience through completion of a senior 
project. 

All Cal Poly undergraduate students shall2 complete a senior project as part of their 
baccalaureate degree program requirements. 

Definition. At Cal Poly, a capstone experience is a high-impact educational practice 3 in which 
students (a) integrate and evaluate the knowledge and skills gained in both the General Education 
(GE) and major curricula and (b) demonstrate career or postgraduate readiness. 

As a bridge from college to career/postgraduate success, the senior project at Cal Poly is a 
capstone experience with achievable outcomes that culmina!es in a self-directed final production 
or product carried out under faculty direction. Senior projects analyze, evaluate, and synthesize a 
student's general and discipline-specific educational experiences; relate to a student's field of 
study, future employment, and/or postgraduate scholastic goals; and include an element of 
critical, self-reflectiveness to facilitate student development and promote the metacognitive 
awareness that leads to lifelong learning. 

Expected Outcomes. While major programs of study shall be responsible for designing specific 
senior project learning outcomes, all senior projects at Cal Poly should provide an opportunity 
for holistic, competency-based assessment 4 that demonstrates a strong foundation in general and 
discipline-specific knowledge as well as an advanced proficiency in the core competencies of 
critical thinking, written and oral communication, information literacy, and quantitative 
reasoning. 

Senior projects shall broadly address program learning objectives, which should be well aligned 
with one or more college and universi tv learning objective , including the ability to: 

• Think critically and creatively; 
• Communicate effectively; 
• Demonstrate expertise in a scholarly discipline and understand that discipline in relation 

to the larger world of the arts, .sciences, and technology; 

1 See Helle, Tynjala, & Olkinuoara (2006) for a comprehensive definition of the project method and project-based learning. 
2 For the purposes of this policy, the term "shall" indicates required practices, whereas "should" represents nonmandatory, 
recommended practices. 
3 For an explanation of the capstone experience as a high-impact practice, see Kuh, G. (2008). High-Impact Educational 
Practices: What TheyAre, Who Has Access to Them,and Why They Matter. 
4 While Cal Poly does not follow the competency-based model of education, competency-based assessment practices are 
effective for senior projects because such practices measure performance on a variety of knowledge, skills, and abilities needed in. 
a specific discipline or future endeavor, such as a career or postgraduate degree. Competency-based assessment protocols invite 
programs to design assessment methods that ensure graduates are career- or postgraduate-ready by engaging with industry 
experts to design relevant outcomes. See Brat & Cunningham(2016), Klein Collins (2012, 2013), Klein-Collins, Ikanberry, & 
Kuh (2014), and Larsen McClarty & Gaertner (2015). 
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• Work productively as individuals and in groups; 
• Use their knowledge and skills to make a positive contribution to society; 
• Make reasoned decisions based on an understanding of ethics, a respect for diversity, and 

an awareness of issues related to sustainability; 
• Engage in lifelong learning . 

Forms & Examples. Senior projects may be research-, project-, and/or portfolio-based; 
individually supervised or course-based; independently completed or team-based; discipline
specific and/or interdisciplinary. They may take forms including, but not limited to, the 
following: 

• an experiment; 
• a self-guided study; 
• a student-generated research project; 
• participation in a faculty-generated research project; 
• engagement in an industry-driven project; 
• a report based on a prior or concurrent co-op/internship or service learning experience; 
• a design or construction project; 
• a portfolio of work documenting the results of creative practices; and/or 
• a public presentation or performance . 

REQUIREMENTS 
Specific senior project requirements shall be determined at the department level; yet, all senior 
projects and senior project policies shall adhere to the following requirements. 

Senior projects shall 
• Commence when, or after, a student has earned senior standing, though completion of 

preparatory courses and/or research may precede senior standing; 
• Serve as a bridge from the college experience to professional/postgraduate readiness; 
• Include clearly defined student learning outcomes that are aligned with program learning 

objectives; 
• Have faculty oversight with scheduled meetings for which specific timelines/outcomes 

are defined; · 
• Include a formal proposal and/or statement of intent to be submitted to the faculty 

advisor; 
• Involve inquiry, analysis, evaluation, and creation; 5 

• Demonstrate core competencies in critical thinking, written and/or oral communication, 
information literacy, 6 and quantitative and/or qualitative reasoning in line with the 
University's WASC accreditation criteria; 

• Require a process/production and culminate in a final product as defined at the program 
level; 

5 Because senior projects shall demonstrate mastery as appropriate for an undergraduate student, senior projects shall incorporate 
higher-level cognitive processes as identified in Bloom's revised taxonomy (see Airasian , Cruikshank, Mayer, Pintrich, Raths, & 
Wittrock, 2001). 
6 Information literacy is a set of abilities requiring individuals to "recognize when information is needed and have the ability to 
locate, evaluate, and use effectively the needed information" (American Library Association, 1989). 
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• Include an explicit element of self-reflection ( e.g. dialogue with a faculty advisor, a 
written reflection as part of the deliverable, an oral reflection during a presentation, a 
self-evaluation form, etc.); 

• Adhere to discipline-specific norms of academic integrity and ethical practices; 
• Be individually and formally assessed; 
• Include a minimum count of 3 units, or 90 hours of work, 7 with no maximum; 
• Take no more than three quarters to complete; 
• Be assigned grades consistent with Cal Poly's policy on grading.8 

Note: Senior projects shall neither consist solely of a co-op/internship experience nor solely of a 
test/exam of any kind, and senior projects shall not be unsupervised. 

Departments shall 
• Make senior project policies and practices publicly accessible in both the catalog and on 

the department website; 
• Instruct students, when applicaple, of the need to comply with the university's intellectual 

property policy; policy for the use of human subjects in research; procedures and 
guidelines for human subjects research; and regulations, policies, and standards for the 
care and use of animal subjects in research; 

• Discourage costly senior projects and/or ensure students are aware that they are 
responsible for identifying costs and potential funding sources prior to initiation of a 
project; 

• Set standards for group-completed senior projects, ensuring that the number of students 
participating in a group senior project is not so large as to und~ly limit individual 
experience or responsibility and initiative; 

• Ensure the scope of a project is robust enough for students to integrate and apply general 
and discipline-specific knowledge yet not overly ambitious thereby resulting in delayed 
time to degree; 

• Review senior project processes and assess senior project artifacts at least once within a 
single cycle of program/accreditation review; 

• Determine a process for archiving senior projects, whether at the department- or college
level and/or in collaboration with Kennedy Library. 9 

7 With the definition of a credit hour as 30 hours of work, as stated in Definition of a Credit Hour . 
8 A grade of RP (report in progress) may beappropriate for the first quarter of a two-quarter senior project or the first and second 
quarters of a three-quarter project. Similarly, an r(incomplete) grade may beappropriate for a project that remains incomplete at 
the end of the prescribed period, although instructors are encouraged to consider the positive impact that awarding a regular letter 
grade may have on a student's progress to degree completion. 
9 Policies and procedures governing submissions to Kennedy Library's institutional repository are based on University policies 
pursuant to the Family Educational rughts and Privacy Act (FERPA), Intellectual Property Rights, and CSU accessibility 
requirements. Senior projects submitted to the institutional repository hosted by Kennedy Library become part of university's 
scholarly record. 
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RECOMMENDATIONS 
While departments shall establish senior project practices within the context of their specific 
discipline, curriculum, and pedagogy, they should incorporate multiple pathways to senior 
project completion and adopt any or all of the following suggestions, which draw upon best 
practices in capstone experiences. 

Senior Projects should 
• Be student-directed; 
• Begin in inquiry; 
• Synthesize and apply prior learning in both GE and the major; 
• Involve individualized, independent learning opportunities; 
• Include a written element of at least 1,000 words; 
• Offer students an opportunity to create new knowledge, their learning legacy; 
• Help students develop their professional and leadership skills. 

Departments should 
• Consider hosting informational meetings for students prior to or concurrent with senior 

project course enrollment; 
• Scaffold the curriculum toward the senior project capstone experience by providing 

students with the opportunities to build their knowledge, skills, and experiences towards 
the level of accomplishment required by the senior project; 

• Ensure all senior projects within a program challenge each student equally; 
• Set the enrollment capacity for course-based senior project programs at 30 or fewer 

students in order to facilitate more direct interaction between a faculty member and an 
individual or team; 

• Offer interdisciplinary senior project opportunities within a department or in partnership 
with other majors; 

• Encourage students to engage in ethical practices and embrace principles of diversity, 
inclusion, and equity when completing their senior projects; 

• Engage in external review of senior project artifacts by alumni, professionals, and other 
disciplinary experts. 

For additional support, departments should consider 
• Collaborating with Kennedy Library to determine an effective archiving practice for all 

types of scholarly outputs including traditional, non-traditional, and non-digital native 
born research products; 

• Contacting the CTL T about workshops to help faculty develop senior project mentoring 
practices; 

• Reviewing the set of prompts available on the APP website to learn more about ways to 
design effective senior project policies and practices; and/or 

• Referencing some of the sources listed on the attached bibliography before 
developing/re-designing senior project programs. 
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Adopted: 

ACADEMIC SENATE 
of 

CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 

AS- -18 

RESOLUTION ON CAMPUS CLIMATE: 
UNIVERSITY OMBUDS AND TRAINING 

1 WHEREAS, Cal Poly is the least diverse campus in the CSU System; and 
2 
3 WHEREAS, Cal Poly has required periodic anti-harassment, discrimination, retaliation training for all 
4 faculty with direct supervisory responsibility over students; and 
5 
6 WHEREAS, Cal Poly faculty come in contact with students in other ways including classrooms as well 
7 as during advising; and 
8 
9 WHEREAS, Ombuds services provide early intervention that can resolve conflicts before they develop 

10 into more serious concerns; and 
11 
12 WHEREAS, Cal Poly has an Office of Student Ombuds Services that provides students with assistance 
13 in resolving university related issues, concerns, conflicts or complaints; and 
14 
15 WHEREAS, 13 of the CSU campuses have Ombuds Offices; and 
16 
17 WHEREAS, A majority o(these CSU Ombuds Offices serve all university constituents; and 
18 
19 WHEREAS, In 1998-2000, Cal Poly had an Ombudsperson who served all university constituents; 
20 therefore be it 
21 
22 RESOLVED: That the responsibilities of the Om buds Office shall be expanded to include all University 
23 constituents; and be it further 
24 
25 RESOLVED: That all Cal Poly employees shall undergo periodic sexual harassment anti-harassment, 
26 discrimination, retaliation training; and be it further 
27 
28 RESOLVED: That all Cal Poly employees shall undergo periodic implicit bias training; and be it further 
29 
30 RESOLVED: That Cal Poly shall establish rewards to encourage employees to participate in 
31 Employment Equity Facilitator training; and be it 
32 
33 RESOLVED: That the Academic Senate reaffirms its commitment to Academic Senate Resolution, 
34 AS-695-09, Resolution on the Cal Poly Statement on Commitment to Community. 

Proposed by: Paul Choboter- Math Department, Dianne DeTurris -
Aerospace Engineering, Ashley Eberle - Career Services, 
Harvey Greenwald - Emeritus Academic Senate Chair, 
Camille O'Bryant - Associate Dean, CSM 

Date: September 13, 2018 
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J 
INTERNATIONAL 

OMBUDSMAN 
ASSOCIATION 

IOA STANDARDS OF PRACTICE 

PREAMBLE 

The IOA Standards of Practice are based upon and derived from the ethical principle, stated in the IOA Code of Ethics. 

Each Ombudsman office should have an organiutional Charter or Terms of Reference, approved by senior management, articulating the principle, of the Ombudsman function 
in thar org-.mization and their consisrency wirh the JOA Standards of Pracrice. 

STANDARDS OF PRACTICE 

INDEPENDENCE 
1.I The Ombudsman Office and the Ombudsman are independent from other organizational enrities. 
1.2 The Ombudsman hold'ino other position within the organization which might compromise indepcndtncc . 
1.3 The Ombudsman exercises sole discretion over whether or how ro act regarding an individual's concern, a rrcnd or c.onc.erns of multiple individuals over time. The 

Ombudsman may also initiate action on a concern identified through the Ombudsman' direct observation. 
1.4 The Ombudsman has :access to all information and all individuals in the organization, as permitred by law. 
1.5 The Ombudsman has authority to select Ombudsman Office staff and manage Ombudsman Office budget and operations. 

NEUTRALITYAND 1Ml'ARTIAU1Y 
2.1 The Ombudsman is neutral, impartial, and unaligned, 
2.2 The Ombudsman strives for impartiality, fairness and objectivity in the trcatmem of people and the consideration of issues. The Ombudsman ad-.-ocues for fair and 

equitably administered processes and does not advocate on behalf of any individual within the organiuaion. 
2.3 The Ombudsman is a dc:sign:ued neutral reporting to che highesr possible l~el of the organization and operating independent of ordinary line and sraff structures. 

TI,e Ombudsman should not report to nor be structurally affiliated \\ith any compliance function of che organization. 
2.4 The Ombudsman s,rvc, in no additional role within the organization which ivould compromise the Ombudsman' neutrality. The Ombudsman should not bealigned 

with any fonnal or informal associations within the organization in a waythat mightcr~te actual or perceived contlias of inrercst for the Ombudsman. The Ombudsman 
should ha\'e no personal inrertst or :stake in, and incur no gain or loss from, ~he outcome o~ an is.sue. 

2.; The Ombudsman has a r~ponsibility to consider the legirimate concerns and interests of aJI individuals affected by rhe matter under consideration. 
2.6 The Ombudsm211 helps develop a range of responsible options to resolve problems andfacilitate discussion to identify the best options. 

CONFIDENTIALIIT 
3.1 The Ombudsman holds all communications with those seeking as.sisrance in strict confidence and takes all reasonable steps to safeguard confidenriality, including the following: 

The Ombudsman does nor reveal, and must not be required to reveal, the identity of any individual conracting the Ombudsman Office, nor does the Ombudsman reveal 
information provided in confidence that could lead to the identification of any individm.l contacting the Ombudsman Office, without that individual's exprtsS permission, 
given in the course of infurmal discussions with the Ombudsman; the Ombudsman rakes specific action rdated to an individual's is.sue only with the individual's express per
mission and only to the extent permitted, and even then at the sole discretion of the Ombudsman, unless such action can be tdken in a way that safeguards the identity of 
the individual contacting the Ombudsman Office. The only exception to this privilege of confidentiality iswhere rl1ere appears to bc imminent risk of serious harm~ and 
where there is no other reasonable option. Whether rhis risk exists is a determination m be made by the Ombudsman. 

3.2 Communications between the Ombudsman aud others (made while the Ombudsman is ocrving in that e1paciry) are considered privileged. The privilege belongs to the 
Ombudsman and rhe Ombudsman Office, rather than to any parry to an issue. Others cannot waive this privilege. 

3.3 The Ombudsman docs nor testify in any formal process inside tht org.miuttion and resists testifying in any formal proces.! outside of the organization regarding a \'isi1ot's 
conracr with the Ombudsm.an or confidential information communicated tor.he Ombudsman, even if given permission or rtquem~d ro do so. The Ombudsman may, 
however, provide general, non-confidential information about the Ombudsman Office or the Ombudsman profession. 

3.4 If the Ombudsman pursues an issue S)'litemically (e.g., provides feedback on trends, issues, policies and practice,) the Ombudsman does so in a way that safeguards the 
identity of individuals . 

.3.5 The Ombudsman keepsno records c011r~ining identifying informacion on beh:tlf of the organization. 
3.6 The Ombudsman maintains information (e.g., notes, phone messages, appointment calendars) in a secure location and manner, protected from inspection byothers 

(including management), and has a consistent and standard practice for the destruction of such information. 
3.7 The Ombudsman prepares any data and/or reports in a manner char protects confidemialiry. 
3.8 Communications made to the ombudsman are not notice ro the organization. The ombudsman neither acts as agent for, nor accepts notice on behalf of, the org,U1ization 

and shall not serve in a position or role that is designated by the organization as a place to receive notice on behalf of the org,miz.ation. However, the ombudsman may 
refer individuals to the appropriate place where formal notice can be made. 

INFORMAUTY AND OTHER STANDARDS 
4.1 1l1e Ombudsman functions on an inform:11 basisby such means as: listening, providing and receiving information, identifying and reframing issues, d~eloping a range of 

responsible options, and - with permission and at Ombudsman discretion - engaging in informal third-party incervencion. 'Wl1enpossible, the Ombudsman helps people 
develop new ways to solve problems themselves. 

4.2 111e Ombud-.m::l!n as an informal and off-the-record resource pursues resolution of concerns and looks into procedural irregularities and/or broader systemic problems 
when appropriate. 

4.3 The Ombudsman does nor make binding decisions, mandate policies, or formally adjudicate issues for the organization. 
4.4 The Ombudsman supplcme.ms, bur docs not replace, any formal channels. Ust of rhe Ombudsman Office is \--oluncary, and is nor a required step in any grievance process 

or organizational policy. 
4.5 The Ombudsman does not participate in any formal investigative or adjudicative procedures. Formal ill\'tstigations should be conducted byothers, When a formaJ investigation 

is requested, the Ombudsman refers individuals to the appropriate offices or individual. 
4.6 The Ombudsman identifies trends, issu"5 and conct.rns about policies and procedures. including pottnriid future is.sues and concerns, wichout breaching confidentiality or 

anonymity, and provides recommendations for responsibly addressing rhem. 
4.7 The Ombudsman acts in accordance -..ith the IOA Code of Ethics and Standards of Practice, keeps professionally current by pursuing continuing education, and provides 

oppommitic:s for staff to pursue profrssional training. 
4.8 The Ombudsman endeavors to beworthy of the trust placed in the Ombudsman Office. 

wv,;w,ombudsassociation.org 

Rev. 10/(19 

http:wv,;w,ombudsassociation.org
http:supplcme.ms
http:Ombudsm.an
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Adopted: November 17, 2015 

ACADEMIC SENATE 
of 

CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 

AS-807-1S 

RESOLUTION ON CAL POLY STATEMENT ON DIVERSITY AND INCLUSIVITY 

I WHEREAS, The Academic Senate has approved several resolutions since 1987 regarding the 
2 importance of diversity and educational equity; and 
3 
4 WHEREAS, Among these resolutions includes the "Cal Poly Statement on Diversity,"which 
5 wasapproved in 1998 (AS-506-98/DTF); and 
6 
7 WHEREAS, In the ensuing years since the Cal PolyStatement on Diversity was approved 
8 faculty, staff, and students have worked to gain a deeper understanding of the 
9 importance of diversity and educational equity through a myriad of approaches, 

10 · including the adoption of the Inclusive Excellence Model in 2009 (AS-682-09); 
11 and 
12 
13 WHEREAS, Today at Cal Poly we continue to strive to increase diversity, but in addition, we 
14 attend more closely than ever to fostering a culture of inclusivity for every 
15 faculty, staff, and student member on this campus; therefore, be it 
16 
17 RESOLVED: That the Inclusive Excellence Council has developed a new statement on diversity 
18 to reflect the incJusivity aspect of our university; and be it further 
19 
20 RESOLVED: That the Academic Senate approves the attached Cal PolyStatement on Diversity 
21 and Inc)usivity. 

Proposed by: Inclusive Excellence Council 
Date: September 29, 2015 
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Cal Poly Statement on Diversity and Inclusivity* 
September 29, 2015 

Revised- November 12, 2015 
Approved- November 17, 2015 

At Cal Poly we believe that academic freedom, a cornerstone value, is exercised best when there is 
understanding and respect for our diversity of experiences, identities, and worldviews. 
Consequently, we create learning environments that allow for meaningful development of self
awareness, knowledge, and skills alongside attention to others who may have experierices, 
worldviews,andvalues that are different from our own. In so doing, we encourage our students, 
faculty,and staff to seek out opportunities to engage with others who are both similar and 4ifferent 
from them, thereby increasing their capacity for knowledge, empathy, and conscious participation 
in local and global communities. 

In the spirit of educational equity, and in acknowledgement of the significant ways in which a 
university education can transfonn the lives of individuals and communities, we strive to increase 
the diversity at Cal Poly.· As an institution that serves the state of California within a global 
context, we support the recruitment, retention, and success of talented students, faculty, and staff 
from across aU societies, including people who are from historically and societally marginalized 
and underrepresented groups, 

Cal Poly is an inclusive community that embraces differences in people and thoughts. By being 
open to new ideas and showing respect for diverse points of view, we support a climate that allows 
all stude~ts, faculty, and staff to feel to feel valued, which in tum facilitates the recruitment and 
retention of a diverse campus population. We are a culturally invested university whose members 
take personal responsibility for fostering excellence in our own and others' endeavors. To this end, 
we support an increased awareness and understanding of how one's own identity facets (such as 
race, ethnicity, gender, sexual orientation, religion, age, disability, social class, and nation of 
origin) and the combinations of these identities and experiences that may accompany them can 
affect our different worldviews. 

•The definition of diversity is specifically inclusive of, but not limited to. and individual's race/ethnicity, sex/gonder. socioeconomic slatus, cultural 
heritage, disability, and SIS!lual orientation. 
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Adopted: Ji.me 9, 1998 

ACADEMIC SENA.TE 
Of 

CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 

AS-506-98/DTF 
RESOLUTION ON 

THE CAL POLY STATEMENT-ON DIVERSITY 

RESOL YEO: That the Academic Senate at Cal Poly accept and endorse The Cal Poly Statement on Diversity 
attached; and, be It further 

RESOLVED: That the Academic Senate in partnershipwithits administration devise plans and strategies to 
promulgate and implement the diversity and educational objectives outlined inThe Cal Poly Statement 
on Diversity; and, be· it further 

RESOLVED: That the Academic Senate recommend to its administration that the Provost/Vii:;e President for 
Academic Affairs provide an annual assessment of the previously mentioned partnership's diversity 
related activities. to the Academic Senate. 

Proposed by:The Diversity Task Force 
Date: April 21, 1998 
Revised: June 8, l998 
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THE CAL POLY STATEMENT ON DIVERSITY* 

At the heart of a university is the responsibility for providing its students with a well-rounded education, an education 
that fosters their intellectual, pel'$0nal and social growth. For students preparing to embark upon work and life in the 
21st eentury,a critical element of a well-rounded education is the ability to understand and to function effectively in a 
diverse andincre11Siriglyinterdependent global society. As noted in a recent statement &om the American Association of 
Uni versily Professors (AA UP), "theargument for the necessity of diversity is perhaps stronger in higher education than 
in any other context .. The ultimate product of universities is education in the broadest sense, including preparation for 
life in the Working world." In this regard, it is in che compelling interest of Cal Poly, the state, and the nation to .provide 
our students with an education that is rich with a diversity of ideas, perspectives, and experiences. 

Thus, diversity serves as a fundamental means to enhance both the quality and value of education. It cannot be a mere 
adjunct to such an education but must be an integral element of the educational experience. infused throughout the 
community (faculty, students, and staff), the curriculum, and the cocurricular programs of the Univ~ily. 

As a University whose motto is "to learnby doing," Cal Poly explicitly understands the importance that 
experience brings to education. When students are exposed personally and directly to faculty, staff, and other 
students from diverse backgrounds. their stereotypes about "the other" are challenged. As the AAUPstatement 
notes, suchpersonal interaction givesstudents an understanding of the "range of similarities and differences 
within and among ... groups" 1ha1Hnotextboi:,k or computer" can provide. For this reason, both the fonnal and 
informal classroom (i.e., tlic rich learning experiences that occur for our students during their cocurricular 
activities},must be constitutedln a way that reinforces the value of encountering and considering diversity. 

Moreover, diversity in the curriculum is a fundamental component of a well-rounded and beneficial education. 
The perspectives provided by the University are contingent upon the content and purpose of its courses. Since 
the CWTiculum is theprincipal expression of our educational goals and values, it must signal theirnportance of 
diversity to the CalPoly mission, to the institutionalculture,and to our teaching and learning environment in 
clear and unambiguoustenns. 

Thus, ~he University community (its students, faculty, and staff), the curriculum, and the co-curricular environment must 
be de~1cated to the principle of ensuring that all of our students routinely encounter diverse people, ideas,and 
expenences. 

Only through intellcc;tual and first-hand personal eicposure to diversity in its myriad fonns-racial, ethnic, cultural, 
gender, geographic, socioeconomic, etc,-will students gainthe understanding, empathy, and social skills that they will 
~qui~ to_ be ~ffi:ctive. engaged citi7.ens in an increasingly crowded and interrelated global communi~. The benefit o'. 
div~rs,~ is ?mve~al. Cal Poly's commitment to diversity signals an affirmation of the highest educational goals oftlus 
Umvers1ty, mclud1ng mutual respect, civility, and engagedlearning. 

*The definition of diversity is specifically inclusive of, but not limited to, an individual's race/ethnicity, sex/sender, socioeconomic status, culturst 
heritage, disability, and sexual orientation. 
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State of California 
Memorandum 

Date: September 18, 1998 To: Myron Hood 
Chair, Academic Senate 

Copies: Paul J. Zingg
Harvey Greenwald 
Linda Dalton 

From: Warren J. Baker 
President 

Subject: AS-505-98/DTF, Resolution on the Academic Value of Diversity 
AS-506-98/DTF, Resolution on The Cal PolyStatement on Diversity 

I am pleased to accept Resolutions AS-505-98/DTF and AS-506-98/DTF. 

The Academic Senate is to be applauded for its clear affinnation of the educational values of 
diversity and its recognition that diversity strengthens our community and prepares our students 
more fully for effective citizenry, responsible careers and engaged lives. 

Both resolutions underscore the University's values that are imbedded in our Mission Statement and 
Strategic Plan. The voice of the Senate in these matters willstrengthen the University's ability to 
continue its efforts to foster greater diversity amongour students, faculty and staff. Clearly aligning 
Cal Poly with the important statements on diversity that the nation's principal educational 
associations have madesignals our ~ommitment and resolve. 

1 look forward to working with the Senate and our entire University community in achieving the 
promise within these resolutions. 



-105-

Adopted: May26 2009 

ACADEMIC SENATE 
of 

CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 

AS-682-09 

RESOLUTION ON 
MAKING EXCELLENCE INCLUSIVE AT CAL POLY 

I WHEREAS, The Academic Senate has a 30-plus year history of ei;pousing the principles of Making 
2
3 
4 

Excellence rncJusive as a learning-community imperative- mostrecently in the Senate's 
Fall '08 retreat and(AS-663-08) Resolution on Diver.,ity Learning Objectives; and 

5 
6 

WHEREAS, "Build an Inclusive Community" is one of seven goals of the Cal Poly Strategic Plan; and 

7 WHEREAS, A learning environment lhat supports attention to diversity is a standard of accreditation 
8 
9 

as promulgated by the Western Association of Schools and Colleges; and 

IO WHEREAS, The Academic Senate has affirmed the academic value of diversity (AS-505-98); 
l l therefore be it 
12 

J3 RESOL YEO: That the Acade1t1icSenate support Making Excellence Inclusive as a goal and organizing 
14
15 

principle of the Cal Poly learning community; and, be it further 

16 RESOLVED: That resources for the professional development of faculty in Making Excellence 
17 lnclusive be establis1'ed, sustained, and Identified by the University, colleges, and other 
18 instructionally-related entitiesas part of their inventory of efforts to promote Inclusive 
19 
20 

Excellence; and, be it further 

21 RESOLVED: That faculty efforts in Making Excellence Inclusive be recognized as a substantive 
22 
23 

component of voluntary service in the Retention, Promotion, and Tenure (RP'T) 
evaluation process. 

Proposed by: Academic SenateExecutive Committee 
Date: March 30 2009 
Revised: April 28 2009 
Revised: May 202009 
Revised: May26 2009 
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State of California 

Memorandum SAN LUIS OBISPO 
CA 93407 

To: John Soares 
Chair, Academic Senate 

ll I /11,,_,,/l(.:.i~ /4 )___ _ 
From: \t'~rrenJ. Bake/ 

President , 

Date: June 22, 2009 

Copies: R. Fernflores, R. Koob, 
D. Conn. P. Bai1ey, 
D. Christy, L. Halisky, 
T. Jones, B. Konopak, 
M. Noori, D. Wehner, 
M. Suess 

Subject: Response to Academic Senate Resolution AS-682-09 
Resolution on Makin g Excellence Inclusive at Cal Poly 

This is to formally acknowledge receipt and approval of the above-referenced Academic Senate 
resolution. 

Please express my appreciationto the Academic Senate members for their work on this issue. 
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MEMORA NDU M 
Cal Poly I Office of the President 

To: Gary Laver Date: March 28, 2016 

 
ies: K. Enz Finken 

C J. DeCosta

JeffreyD.ArmstronlJ.,,J} /I/½A ~From: 
President T//1t,V ,.Y

Subject: Response to Academic Senate Resolution AS-807-15 
Resolution on Cal Poly Statement on Diversity and Jnclusivity 

I am pleased to accept and support the above-entitled Academic Senate Resolution. 

The Academic Senate has a long history of supporting diversity and inclusivity initiatives going 
back into the l 980's. I applaud this history. I appreciate deeply that the Academic Senate has 
shown repeatedly that it understands why it is critical to the success of our faculty, staff and 
students that we continue to evolve in our approach to not only recruiting diverse faculty, staff and 
students, but also in improving our campus climate so that everyone can work and learn in an 
environment that is welcoming. 

Please express my appreciation to the Inclusive Excellence Council for their attention to this 
important matter. 

Phone: 805-756-6000 I presldentsofflce@calpoly.edu 

mailto:presldentsofflce@calpoly.edu
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Adopted: November 17 2009 

ACADEMIC SENATE 
of 

CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 

AS-695-09 

RESOLUTION ON 
THE CAL POLY STATEMENT ON COMMITMENT TO COMMUNITY 

BACKGROUND: The Committee on University Citizenship (CUCIT) is a University-wide standing 
committee charged with exploring issues and making policy recommendations related to the 
preservation and ongoing development of a vital, effective tradition of University citizenship at 
Cal Poly. The committee explores and makes recommendations on strategies designed to foster 
and expand: 

• an engaged, civil. and mutually respectful classroom and other educational 
environments; 

• a tradition of confident, effective, and civil public campus discourse that prepares 
students for active civic engagement and leadership roles; 

• a greater awareness of factors that lead to hostile campus work environments and 
strategies for further promoting campus work environments that are free from 
harassment and characterized by mutual respect and support; and 

• the civic engagement of students, faculty, and staff beyond the University -and for 
strengthening Cal Poly's role as a good institutional citizen in regional, state, national, 
and international contexts. 

(Distilled from http://www.president.calpoly.edu/committees/CUCIT.pdf) 

1 RESOLVED: That the Academic Senate accept and endorse the Cal Poly Statement on 
2 Commitment to Community; and, be it further 
3 
4 RESOLVED: That the Academic Senate work with its University's administration in developing 
5 plans and strategies to help realize the values of the Cal Poly Statement on 
6 Commitment to Community. 

Proposed by: The Academic Senate Executive Committee 
Date: April 21 2009 
Revised: April 28 2009 
Revised: October 06 2009 
Revised: October 13 2009 

http://www.president.calpoly.edu/committees/CUCIT.pdf
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Cal Poly Statement on Commitment to Community 

The Cal Poly community values a broad and inclusive campus learning experience where its members 
embrace core values of mutual respect, academic excellence, open inquiry, free expression and respect for 
diversity. Membership in the Cal Poly community is consistent with the highest principles of shared 
governance, social and environmental responsibility, engagement and integrity. 

As students, faculty and staff of Cal Poly, we choose to: 

• Act with integrity and show respect for ourselves and one another 

• Accept responsibility for our individual actions 

• Support and promote collaboration in University life 

• Practice academic honesty in the spirit of inquiry and discovery 

• Contribute to the university community through service and volunteerism 

• Demonstrate concern for the well-being of others 

• Promote the benefits of diversity by practicing and advocating openness, respect and fairness 

Individual commitment to these actions is essential to Cal Poly' s dedication to an enriched learning 
experience for all its members. 

Committee on University Citizenship 
October 13 2009 
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RECEIVED C'ALPOLY 
SAN LUIS OBISPO 

CA 93407 

State of California 

Memorandum 

To: Rachel Femflores 
Chair, Academic Senate 

FEB I 9 2010 

ACADEMICSENATE 
Date: February 16, 2010 

From: 
President 

Copies: R. Koob, D. Conn, 
E. Smith, C. Morton 

Subject: Response to Academic Senate Resolution AS-695-09 
Resolution on the Cal Poly Statement on Commitment to Community 

I formally acknowledge receipt and approval of the above-referenced Academic Senate Resolution. 

Please express my appreciation to the Committee on University Citizenship for their work on this issue. 
As endorsed by the Academic Senate, the "Cal Poly Statement on Commitment to Community" provides 
a common sense set of principles for effective community participation and engagement, consistent with 
Cal Poly's core educational mission and values. I commend it to all Cal Poly students, faculty, and staff. 
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EXECUTIVE 
SUMMARY 

More than 900,000 Black undergraduates a.reenrolled at public colleges11.nd 
universitiei across the Uni<cd Su.tcs. This report lS about the status of <hcsc 
students at every four-year, non-specialized, public postsecondary institution in 
the nation. 

We combine U.S. Cmsus population ,tatistics with quantitative <hta from the 
U.S.Department of Education to measure postsecondary access and srudc:nt 
successfor Black undergraduates. Letter grades (A, B, C, D, F, a.nd I) are 
a~dcd toea.ch institution, 

Private schools, Historically Black Colleges and Universi<ies, Tribal Colleges, 
military academies,university health a.admedical institutes, graduate: 
universities, community colleges, and public institutions that prirnuily confer 
associate', degrees a.re not includedin our analyses. 

This report is_arranged by state. Statistics and grade$for 506 individual public 
institutions a.re provided on ca.ch state's list. 

EQUITY INDICATORS 
Hen a.re the four equity indi.caton on whkh we graded publiccolleges and 
universities: 

G Aepresentatlon Equity 
Extent to which Blick students' share of enrollment in the undc:rgrad.uatc: 
student population reflects their representation among 18-24 year~old citizens 
in that stare. 

8 Gender Equity 
Extent to which the proportioiull.ty of Black 1HOmcn's and Black men's 
respcctivt shares of Black student enrollments in the undcrgraduak student 
population reflects <he national genderenrollmcnc distributiOn across all rw.al/ 
ethnic groups (56.3% women, 43.7%men}. 

II Completion Equity 
Extent to which Blac~ 5tudcllts' six-year graduation rates, across four cohorts, 
matches overall !iix-yc:ar graduation rates during those same time pc:riodi at 
ca.chinstitution. 

0 Black Student-to-Black Faculty llatlo 
Ratio of full-time, degree-seeking Black undergraduates to fl11l-timc Black 
instructionalfacultymemberson each campus. 

MAJOR Fll,jDINGS 
•Black citizens are 14.6% of 18-24 year-olds across the SO states, yet only 
9.8% of full-time, degree-seeking undergraduates at public colleges and 

universities arc Bbck. At mote than thrce-founhs of public institutions, 
tt2ditional-agcd Black students arc: under-enrolled relative to their usidency 
in the states, 

• Acron all rac~l/ethnic groups, women compri&e 56.3% of full-titm:1 degree
seeking undergraduates at public postsc.conda.ry institutions. The enrollment 
gap be.tween Black women and men is less pronounced. Justover52%of 
Black undcrgradustes at public collcgcs and universities are women. 

1 

2 

http:postsc.conda.ry
http:proportioiull.ty
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,· Across four cohorts, 39.4% of Black student:! completed bachelor's degrtci 
at public innitutions within six years,compared to 50.6% of under~ 
overall Forty-one percent o(public coUcges and universities graduate onc
tbltd or fewczB1:a.ckstudents within six ~ars. 

•For tvcry full-time Black faeulty member at a public college or univcnity, 
there arc 42 full91:imc, degree-seeking Blade. undergraduates. forty 
institutiont employ no full-time Sb.ck instructors. On 44% of public 
campuses, there arc 10 or fewer full-time Black faculty mcmbcn across all 
ranlu and academicfields. 

fQU/ IV IND, X SCQ~[S 

lh addi~u to -a.wuding:l~ttett£radcl <iq d!-c four eq""i~,indiatort 1 -~ 

eakulated. an Equity Index ~..:. the cqtlivalc,;t ofir.gnde pob:llta\/UJ.gc- for 
each-inatitution. ln·thc wnc .f;i;s_hion · ·customuUy th.at ·collegesand Uni~tiC:, 
compUtc.GP.A,, we 2ssipcd :four poinu to·an A1three ~--B~ ao.d i;:o on. 

Tueaverage~E4i,ity is2-,02.refoLide,c·Soorc a.cross theS06 public h11t:ltutions 
c,.mpy1 ~d ·abovc 3.50. 't'W9 unlversititt e~ncd i;corcs hundred.cvl~i.~ _
l,clow 2<0().Lim .ofinstituti .. , with th, highcn and lowest Equlty •lndox 
$q,re1arc ip.~ludcd,o,n.pagc -10.of this icport; We also ulcula~ £qwiy,tni:lcx 
Soorc averages across~ a."mpuscswi.t~in.each state;-A,.-ipt.pwith 1ta:tcWide 
~ges isonpagc :9. 

USING THIS REPORT 
We hope this publication will be useful to Black itu.dcnts and their families, 
postsecondary leaden and fuculty members, policymakers, journalists, and 
a wide ra.ngc of stakeholders whO care about Black 3tudenu' educational 
experiences and attainment ntcs. As such, we present data in3titution-by
institutlon within each state. Our aims are to make incquitlc$ more transparent 
and to equip anyone concerned about ~nrollment, success, and college 
completion rates for Black students with numbers they can U5e to demand 
corrective policies and institutional actions. · 

This report should not be misused to reinforce deficit naru.tivcs about Black 
undugradua.tcs. Problematic trends presented herein arc not fullyexplained 
by the failure of K-12 schools to etfcctivcly prepare these student, for cotlcge 
a.dtn.issionand success or to bad parenting, student disengagement~ and low 
motivation.Theyalso Uc attributable to institutional practice,. policies, 
mindsets, andcultures that pcnlstently disadvanuge Black students and sustain 
inequities. 

Ideally, leaders on college campuses and in state 1ptcms of higher educuion 
will take seriouslythe s~ti.!itic$we furnish ln this document. We want them 
to respond by swiftly engaging in rigorou, , strategic, iandcollaborativeworkto 
imp;ovc the status of Black undctgraduatc.s at their institution1. Data presented 
in this publiotion ought to inform their efforts and help ensure accountability. 

EXECUTIVE 
SUMMARY 
(CONTINUED) 

MESSAGEFROM 
DR.ZAKIYA 

SMITHELLIS 
SECRETARYOF 

HIGHER EDUCATION 
State of New Jersey 

Prfor ro j(,ining liJe NewJmey 
G~, ahimt in 201B, 

Dr. Smith Ellis wasStrategy 
Dirtctor far Lumi1111- .Formt/JJ.tion

Siu ho.I abo serwd ttJ Srnior Poliry 
AdfJisrnfar Edumtion at the 

Whitt Houu and a smior polify 
adtlisor-at tin U.S.DepartmLn./ 

ofEducation. 

To ensure the best possible tducatioru..l experience.! and outcomes for our 
sru.dcnrs. critical self-examination hu to bt a common practice among 
postsecondary educators and leaders. Many cf us within instirutions and sta.te 
higher education systCOls routinely assess our progress toward goals, compare 
oU!scJvesto peers, and develop strategic plans to address our findings. New 
Jersey is currently,,in the midst of a long-01n:rduc exploration of this very sort. 

Sdf-a55e11mcnu must include an honest look ar where wt stand in addressing 
equity for studcnn of color. While th.is should be a component of our planning 
at all times, it tilis on even more $ignificancc within ouc current sociopoliti
cal climate. We arc hcing a.critical juncture in determining the type of nation 
we want to be - public colleges and universities have an especially urgent and 
influential role to play in shaping thac path. To say thiJ U important workwould 
be an understatement. 

Leaming in college is not confined to classrooms. Iruread, it is woven through
out the educational experience. Higher education leaders often spend a great 
deal of time thinking about expanding college opportunity and improving 
learning within and beyond damooms . We should also cuef'ully conside, how 
the experiences we provide students of color alignwith stated goals for their 
success. Collcgei and universities convey messages about who is valued in 

society through signals such as the ru.rurc of the fa.culty, the composition of 
chc student body1 and the wlci; people of color play in keyleadership positions. 

lhe-se signab uc ,cnt at a time when 1tudc.ntsa.retkvcloping their senseof 
iclf ind determining how they willinteract with others in society. So then, 
meaningful equity work is imperative to ensuring a better future, not just 
for our students, but also for Oil! institutions. 

When outlining goah and charting progl'CSsit is necessary to be specific, 1 

ru such, I am thankful to the USC Race and Equity Center-for being specific 
in identifying Black undergraduates in this report. Too often •students of color" 
uc lumped together as if their "'other-nen·" makes them a11the same. If Wt: arc 
to be scriou1 a.bout our cncka.von; we must be cartful to examine challengesas 
specifically u p05sible ln order to be clear about the kinds of remedies that arc 
needed. The valuable, carefully curated information furnished in this SO-state 
rcpon cud allowseducatorsand leadersto uh: suiowly ow: task of aitical 
sc:lf-rc8ection and assessment. Only by focusing our attention in spcdtic ways 
and acknowledging our specific challenges can we begin to spcc.ificallyaddress 
them. I look forwardto this work in the Garden State, and hope that other 
higher education leaden across the countrywill take seriously this task u well. 

3 
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Starting with the Motrill Act of 1862, publie universities were built to expand 
access and ,ucccss for sr.tte residents undcncrvcd by prMtc institutions. 
Low-income students came to land-grant universities to explore the world of 
ideas, including citizenship in a democracy. It is interesting and somewhat 
ironic that also in 1862 President Abraham Lincoln issued the Emancipation 
Proclamation. 1 would tW'misc that in the midst of the Ovil War no one made 
a connection between the Morrill kt and the Emancipa.tion Prod:un:nion 
because fewAmericans then were thinking about higher education for Black 
student,. Yet today-it is imperative for public universitic1to embrace their 
original conceptual mission ofinclwivity and to give special attention to those 
initially excluded. 

In 2018, Black ,rodents are now rocmbcrs Of higher education's New-Majority: 
first gmcration, student.! of color, adult leuncrs, and vctcnru. Everypubllc 
university is responsible for educating this majority.Thegoodnews ls that the 
public sector Ms expanded since 1862. Land-gn.nt univcnirics have been joined 
by munCWJ.sregionalpublics, like my own uni\/Criity, Governors Sta.t.c. Privat1:= 
post"seconduy institutions must also contribute to equity goab. Working 
together, we have the capacity to provide excdlent educational opportunities to 
what used to be. considered minority populations. High qutlity education for 
the New Majority, as well as for the new minority (traditional students), mwt 
be the mini.on of state universities. 

Actualizing this mission requires new wa~ of thinking and transformations 
in tr:acliing, teaming,and leadership. 0uucanding researchpublished byUSC 
Professor Shaun Harper and other 5cholarsin recent year, tndkates that we 

must rcpact deficit frameworks with models that amplify students' as5Ctl 
and institutional responsibility. ldentifying strength! is bard wark, requiring 
breaking through barriers andinculcating confidence and trust. The widelyused 
deficit modelis the euy way out, emphasizing the correction of surface features 
rather than in-depth undcrstanding. ln essence, universities must commit to 
rcscuch-based tn.nsfonnations, nOC' simply to eduatr: Black nudents oreven to 
improve service to the New Majority1 but to improve college access, students' 
experiences, and postsecondary educational outcomes in the twcnty-fint 
century. 

Educational transformations arc impetia.tiVc,if public universities aregolng 
to fulfill our mission to Black students and others in the New Majority. But 
change has a price. Certainly, public; w:Uvenitica must be ready to rcalloc-atc: 
lntc.rnall'C$Ource5, but that responsibility becomes exce~ingly difficult u 
state appropriations decline. It is time for governors and lcgish.tors in all 50 
staies to understand the necessity oflnvcsting in human capital, A word of 
nution: Even with better funding, improvement will rarely be immediateor 
linear. Thu l.s important for policymakers and othersto understand as they 
readreport cards. Certainly, this 50 .. state study en Black student access and 
success is informative, and evecyuniversity 5hould strive for better ,csults.But 
it is nC(essatyto ~ember that real, long-tcnn changels often recursive, even 
messy.Transformationrequires investment, strategy,patience, accountability, 
consistent measurement, determination, and courage. 

MESSAGE 
FROM P.·DR. ELAINE 
'4AIMON 
PRESIDENT 
GovernorsSta te University 

Dr. Maimon su·ved as Chllncellor 
ojtbl Un"1mity of Aladll 
.ArulJoragt,Pr&11GttofArivma 
State Univmity-Wm, anJ 

VittPrtdtknt of.ArizoMStak 
Uniwrsitypri4rto /Jting 1141ntd 
tb, fifth Pnndmt ofG..,,.or, 
State UnifJtt'Jity. Her r,t'fJJQt 

boo,t, "'Le11ding Academil Changt: 
fru~n, Strottgy, Trrmsfomu,tion,• 
W4t p@IUhcdin 2018. 

PUBLICHIGHER 
EDUCATIONAS 

A PUBLIC GOOD 
Higher education in the United States is a public 
good.While it confers ·enormow personal and 
mat'Cria.lAdvantage,to individuals, it more ,ignifi
cantly pmfits our broader society. Increasing 
postsecondary degree attainment strengthens our 
economy and bolsters innovation. Americans who 
graduate from college are considerablyltu likely 
than arc those without degrees to be unemployed, 
dependent on government assistance, andconfined 
to low-wage jobs with inackquate employee benefits 
and limited opportunities for upward professional 
advancement. Institutions ofhigher education 
help make this possible. While tll colleges and 
uriivmitics contribute, those that ate publicplay 
an especially significant role. Public imtitu -
tions were originally built to educate the public. 
Taxpa~raineach of the SO stttr:s help support 
them. These campuses, therefore, belong tO the 
public. A portion of the public is Black. As data in 
this report make ptlnfully clear, too many public 
colleges and universities fail to offtt Black students 
equ.iuble access ro one of our nation's most valuable 
public goods. 

lnequltics in higher education are inextricably 
linked to larger social forces. Forexample, 
citizens who live jn poor neighborhoods with high 
unemployment and excessive crime aho typically 
lack access to quality healthcare. nutritious foods, 
fair pollc.ingj and K-12 school$ that a.re high 

performing and equitably ~ourccd. Unfortunately, 
a disproporti~nate number of American1 diwlva.n
tagd by these. factors arc Black. Som_c might 
argue such challenges arc beyond the control cf 
public postsecondary institutions. Actually, highcr 
education helps sustain (and in some Ulst2necs, 
aacc:rbatc) these inequities. The overwhelming 
majority cf our nation's elected officials arc college 
graduates - so, too, arc CEOs, physic.wu:and 
nu"rscs,judges:tnd lawyers, school ceuhcn and 
administrators, and leaders in mo.st sccton of our 
economy.Ascollegesanduniversities routinely fail 
to teach future professionals how to correct forces 
that cyclically di,ad.vantage Black Amcrkans, 
these: institutions remain complicit in maintaining 
engines of racial Inequity that severely limit 

Black scudcnts' chances of ever making it to and 
succeeding in college. 

Inequities arcnot fullyexplained by fore.cs external 
to a '°liege campus. Then: arc numerous factors 
and conditions within it that determine who gets 
admitted, hew they arc treated once they matric
ulate, the inclusiveness of their learning environ
ments, the cultural relevance of what they arc 
taught, rhe racial diversity of their profcuors, and 
their likelihood {or personal wcllnes5 and academic 
rucccu . As our data.show, &culty mcmbtn aod 
leaders on too many campwcs arc bad 1tcwards 
of the public good, at lea.st as it pertains to Black 

nudents. ln:itcad of asking, "'why arc Black 
undergraduates doing so poorly at public imtil:u
tions,~we c:ncoura.gcreaders to question why 
public college, and universities do so poorly at 

enrolling and graduating Black students; ensuring 
gender equity among them; and affording them 
grea.lcr, more reucnablc acccH to same-nee &culty 
members. 

Clculy , policymaking u:tivltics concerning 
poststcondary education fail to level the playing 
field for Blu:k Ameticans. This is partly attrib
utableto racclcss appro:tchc! to policymaking.Few 
state and federal policymakcra are Black. Policy 
actorsacrossall ncial/cthnic groups arc responsible 
forguaranteeing that public post!cconduy institu-· 
tions equitably serve tlte publtc1 induding Bll.ck 
rcsidc:nts within states they represent. Moreover, 
most college presidents, trunecs, senior adminis
trarors,professor,,and admission officcn are 
Whi te. They,too, uc rtiporu.iblc for better serving 
Bia.ckstudentsand affording them greater access 
to the public goodthat is public higher education. 

5 

6 

http:c:ncoura.gc
http:physic.wu
http:Land-gn.nt


--
INCICUOR DAT.HCURtr(S} [OUITVMUSURC 

A1present.tionfqulty IPEOSinn:illrMnta(A~d,rnlc Dltr.re~• bctwHn tha ptl'CHt 
'lur 201' •17) 1nd U.S. CIAtUI ofBl1el1 undargaduatu attti. 
American cornmunfty Svrwy fnrdtudan and th p1rccntof 
Po,v\allon EltJll'lltH ('19ar2Gl8) IL&ck 11·24yur~d dtlanr In 

"''""' 
i nrollntintppbawMnllac k 

_undl,.,adiat11M11andll&clt 
unde,.raduaCawon.-nlatM 
tothlw.raU•ftl&INIIINb~--~--"(4S.f"M,Ja,c,ma.U~ -llk 

COfflpl1ticinEqulty i,e:0SSIJl.'t'urGrac:lu11JonR1t11 oltfarenc• - b1twee11a"nip 
forcohorb btg!nnl111ln 200'7, si~)·ur1Plduatlonratssforb.ir 
2001,2009.1nd20101nd cohorb of II.ck underJr&du1W 
1nuluatlng.b)'20U. 2014, 2015, msdlnuandfoe1tcohoraof 
an:11011 under~ttucknt10ftffU. 

Ul£Dl&:M1Um1im(la dwnlc i.. t1o~Ml-tflnl.dlpl ..... ta1 
.,_,10 1•17) andll'IOINl· llaclt~Ult•tot..lU. • 
111M1~FM:11lly titMILlctlutlucT:lanll.flelllty 
(Ac:idttnlcYNrl011-17) 

-115-

Examined in this report arc four access and equity indicators for Black 
undergraduates at evtry four-year, non-specWi:zcd, public postscconduy 
institution in the United States. We analyw:i quantitative data from two op~
aca:H federal ~ta source:5:U.S. Census American Community Survey and 
the U.S. Department of Education's Integrated Postse<:ondary Education Data 
System (JPEDS). 

-
On the Re-presentation Equity indicator, A's were :awardedto all 120 collcgc.!i 
and univen.itics at which Black enrollments c.ithcr matched or exceeded Black 
representation in the states where those school, arc located. The remaining 
Jetter gnLdc1 were distributed 1nfounhs across the remaining 386 irutitutions. 
On the three other equity indiaton, gndc:a: were distributed evenly in 
quintiles, except in ascs where tics did not permit exact spliu . Put differently, 
one-fifth ofirutitutions rtteived A:s, one-fifth received B's, and so on. 

We did not award letter grades to Texas Woman's University and Mini.uippi 
Univcnity for Women on the Gender Equity indicator, Though both arc now 
co-educatiooa1, their single-s~ origins explain whyBlack women's enrollments 
so drastically outpace Black men's. 

IPEDS graduation rab:i data were milsing for l 1 colleges and univcnitics. 
WeaWUdi:d incomplctci O's) to thote schooh on the Completion Equity 
indicator and did not factor it into their Equity lndcx Scores. 1hcie institutions 
likely have a variety of exoisable expla.na.tlom for non-reporting.For lnstuu:c:, 
Govcrno!$ State University did not admit its firu frcshma.n class until 201-4, and 
therefore does not yet have a six-yur gradu1tion nte . Calculating GSU's rates 
across four cohotts of six--year graduatci will not be possible until 2023. The 10 
other non-reporting institutions probably have similarly unique circumstances. 

CAUTIONARY NOTE ABOUT A'S AND B'S 
Unlike most report cards,high grades (A's and B·s) in thll publK:ation arc not 
necessarilyindicaton of exceptional performance. Instead, they are marku. of 
equity between Black undergraduates andcompari5on groups. Wepresent two 

illustrative examples ln this section. 

First, at New Mexico State UnMrsity, the six-year graduation rate across 
four cohorts of Black undergraduates ·wu 18.6%,compared to 20.1% foi 
studcnu overall On average, across all public institutions, 11.2 percentage 
points separate Black undergraduates 
andstudents overall on our Completion 
Equity indicator. Hence, New Mexico 

1\lp20"6 ..,,...._
fl

-
iln:tQulnl .. 

8Gtl0ffl20"6 

State's relatively low 1.5percentage 
point gap places it amOng the top 2096 
of public institutions. Thar four af every 
five undergraduates who start a"t New 
Mexico State do not attain degrees from 
there within six years renders it a IO'W'" 
performing institution, despite its grade 
on this particular indicator. 

RESEARCH 
METHODS, 

GRADING,AND 
Second, an A was awarded to Michigan Technological University heea.usc its 12:lLIMITATIONSBlack students-to-Black facultyratio U one of the lowest among public institutions 

(CONTINUED)in the n2tion 1 therebyplacingit in the top quintile. However, it is worth noting 
that Michlgan Tech h,d only 48. full-rune, degree-seeldng Black unde,gndu.ares 
and a toul of four full-time Black instructional faculty members across all ranks 
and academic fields during the 2016-17.acadcmic $chool year. Black representation 
at Michigan Tech Is alarminglylow,especially given its size and the relatively high 
numbcetof Blsck residents a.:ross the state in which it is lowed . 

In light of these two examples,we strongly encourage readers. to look at all data we 
provide for eaeh institution, not just its letter grades and Equity Index Score. 

LIMITATIONS 
Each equity indicator in this report has at least one noteworthy limitation. 

Representation Equity includes only 18-2,4 year-old Black citiuns in each 
itate, thwe who arc the nme ageas traditional college enrollees. Some Blade 
undergraduates atttnding public four-year institutions arc returning adult learners. 
Black student enrollment percentages include them, but the state residency 
pcrcentag1:$ do not. It U important to acknowledge that at many public four-year 
instirutions (C5pecia.llyreseuch univusities) the overwhelming majority of full-time, 
dc~e-seeking Black undergrtduates arc traditional age. 

Our Gender Equity measure treats gender as a binary (women and men), whkh is 
a limlt:ltion. We analyud and teport the data this waybecause IPEDS hat no other 
gender identity options, 

RESEARCH 
METHODS, 
GRADING,AND 
LIMITATIONS 

Federalgraduationrates do not account for undergraduates who transferred from 
one institution to another, which is a limitation of our Completion Equity meu~e . 
Tn.nsfet students arc counted u dropouu in JPEDS, No published evidenceor 
anecdotal reports 5uggcst that ,Black undcrgrad~ates a.re any more or less likely tha.n 
are members of other racial groups to uansfcr from public college• and universities 
to other postsecondary institutions. 

Lastly, as prmously noted in our Michigan Tech example. we awarded A's to 
some inSti.tutions that employ a padietically low number of full-time Black 
initructional faculty members and enroll vuy few full-time, degree-seeking Black 
undergraduates. Thii U a limitation of our Black Studcnta-to-Black Faculty Ratio 
measure.It extend! acrou the other three indicators u wdl. Distributing gradca by 
quintile• demanded that we inevitably award A's and B's to some instirutions that 
perform pOOrly, but relatively not as bad as three-fifths of other public colleges: and 
universities. 

DATA ACCURACY 
lnstitutional data we present in thh report a.re from the U.S. Department of 
Education's publicly aVJ.llablc Integrated Postsecondary Education Data System 
(IPEDS). Every college and university in the nation receiving federal fun(UjUi 
required to annually submit thc,e and o<her dan to IPEDS. StttUtica1 inaccuncics 
in this report arc most likelyattributable to erroneous institutional reporting to 
the fedttal government or to technical processing errors in IPEDS. Qiiestions or 
conccrns about data accUttcy should be directed to the IPEDS Data Uie Help Desk 
at 1-866-558-0658. 
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RECOMMENDATIONS 

We do not believeBia.ckiitudentsan: largdy 
responsible for their und.crttp1escntation and 
lack of successat public colleges and universities. 
Fa.ctou such as low motivation, insufficient 
aodcmic: effort, fixed mindsets, low classroom and 
out-of•dass engagement, and pucntal inBucnces 
uc indeed partly responsiblefor some trends noted 
in this publica.tlon.NotwithnandU\g 1 r~eardiers 
and posti ccomb.ryleaders relytoo heavilyon these 
&ctors as they attempt to explain the educational 
status of Blac.kundergraduates. 1ht onus for 
succcn is too often placed entirely on students , 
their families, and K-12schoolsthey attended. In 
th is section, we shift more of the i'esponsibilityto 

higher education leaders and policyrnaken. 

Recommendations offeredbeloware for 
profcn ionals who work at and on behalf of public 
collegesand universities.We do not maintain that 
simplydoing the few things we suggest will be 
cnougli to fi:i,oilproblemsthat undermine access 
and succ«s for Bia.ckundergraduates. We arc 
confident, howcw:r,that our recommendations will 

help remedyJr;wu. inequities documented in this 
report. 

ACHIEVINGEQUITYACROSS 
THE FOURINDICATORS 
Many institutions performed cxceptiond!yon one 
or more of ou.requity indicaton. Leadersat system 

~ campus levelsshould reach out to coUcagutsat 

these institutions to undcratand how they achieved 
such extraordinary results. Creating opportunities 
for organizational learning acrou-urn.puses isone 
recommendation weMve for publk postsecondary 
system executives.At sta.teWidcconvcnings, 
professionals from it1stitutionsthat ca.med& on 
oneindicator couldsharehelpfulstrategicswith 
colleaguesfrom lower-performing institu tions-. 

Facultymembersand lcadus at campus and system 
levels must spend time learning how to actually 
achieveracial equity . Out rtsca«:h at the use 
Ra.ccand Equity Center ma.kcspainfullycleu 
th.atmost people who work in highcr'edUlltion 
never learned much, if anything U all, about how 
to address ru::l.smor sa:atcgkally achieveracial 
equity. Since those who arc supposedto futracial 
inequities on umpu5e5 wuc not taught how-to 

do so, it is no surprise that widespreadinequity 
continually pcttists . The useEquity Institute >, 

our eight-week professionallearning series,is one 
r~ponsc to this problem. In addition to (:ac.Uiu.ting 

eight 90-minutiemodules (or 20 leaders a.tan 
institution, we also coach teams as they create 
sttatcgic plans fQ.rthe design, implementation, 
resourcing, assessment, accountability, 
communiat ion, and susminability offow racial 
equity projects.We believeit bard to athicve equity 
for Bl.a.ckundergradw.tcsat publiccollegesand 
universitieswithout this levelofcommitment to 
professionallearning and strategic organizational 
change. 

The workof Black studenr successcannot rest 
mostly on a chiefdiversity officer, black cultUR. 
center staff,or a few Black faculty members. 

Instead, WI: recommendCSta.blishingcros;.-umpus , 
cross-sectorteams comprised of faculty and staff 
mcmbcn, ~niot adrninutn.tors, alumni, 'lnd 81'lck 
undergraduates;these teams should includesome 
Wbi~ professors and tdminlmators. 
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INCREASING BLACK 
UNDERGRADUATE 
STUDENT ENROLLMENTS 
At many public institutions, a disproportionately 
high share of Black undergraduates come from 
only4--Scitie1 and just a small number r>fsupplier 
high schools within those cities. This signific1that 
recruiters return to the same pla.ces year after year 
to lin4 Blackapplicanu. While strong p:ttt~ 
ships between high 1ch00Js and postsecondary 
institutions are praiseworthy, heavy or exclusive 
rcli2.nccon a small number of them is unlikely 
to produce different results &om one year to the 
next. Admission officers must 5ubstantivt:ly engage 
a widerauay of high schools to find talented 
prospective Black students. 

State legislators and public postsecondary systctn 
cncutWCS must lnvctt more ruou«cs into 
programs that rpuiftcallyprepareBlack srudenu for 
college admission and success. Prep programs for 
lowaincomc, first generation, and undc:ncprcsenred 
students are oftentimes not specific enough. 
Consequently,too few Black students di.rcctly 
benefitfrom them. Legislators andpublic system 
cx((Utivcs who wish to align Black student cnro1l~ 
ments with Black representation in the state's 
populationshould make money aV1ilableto aeitt 

new putncrships, to esl:J.bllih college .1.ccess 
prognms specifu:aUy for Black students, and to 
increase admission officers' travel budgets to more 
hlgh schools1.aoss the State with the erplicit goal 
or enrolling mote Black st:ite residents. Haphaz
ardlyawarding such funds would be irruponslblc. 
Instcid, public irutltutions must be required 
to submit Black student recruitment plans tlut 
include goals, stn.tegies, and metrics. In addition, 
state S)'lum offices should launch systemwide 
campaigns to 1pccifi.callyincre:ase Black under
graduate enrollments. 

Any college recruiter from any racial/ethnic group 
who wishes to enrollmore Black sta.tc residents 
could do so by employing the right strategics. 
However, it is 'WOrthnoting that, nationally, 85%of 
college admiuion din:cton and 80% of admission 
officers arc White. Undoubtedly, increasing the 
number of Black recruiters a cam.pus 5Cnds to high 
schools across the state (espccia.l.ly those enrolling 
high numbers ofBhck students), to placc:&of 
religiou, wonhlp that Black families attend, 
uul to predomiruntly Black neighborhoods uul 
community centers would helpincrease a public 
postsecondaryinstitution's chances of recruiting 
more Black undergnduatcs. Diversifying the 
college ad.mission profcsaion requires intention
ality and caning 1 wider net. We write about a 

ricsource below in the BlaCkfaculty rcctuitment 
and retention section that wou1dalso help diversify 
admission offices. 

Last spring, our ccnttr published it1b!Lnnialreport 
on Blick malesrudcnt-athlc:tesand iacial inequities 
in NCAA Division I sports. £ighty,-rwo percent 
ofinsrkution 1 in the dataset were public. In the 
study, ProfeSsor ShaunHarper suggestedadmission 
officersshould behave fflOJ'C like coaches who seek 
to recruit talenrcd Black male high school students 
to.play on revt:nue,,gcncrating sports teams. "A 
coach docs not wait for high Khoo} students to 
exprcu interest in playing for the university- he 
and hiJ staff stout talent, cnablish collaborative 
partnerships with high school coaches, spend time 
cultivating one-on-one rcl.atiotuhip$ with rc.cruits, 
visit homes to ralk with parents and fam.ili~,host 
special 1/ilit days for 1tudcnt--athlctes whom they 
wi.sh lo recruit, and scuch far and widefor the 
most talented prospccu: Harper noted. Targeted 
activities such as these arc nccc,sary to recruit moic 
Blac:k srudents who arc not athletes. We reject thC 
exc.uscthat admiuiblc Blackundergraduatesctnnot 
be found, as public postsecondary institutions 
confirm yeu after year that they an: able to m.~n.c
ulously locate Black men when millions of dollars 
a.reto be mad,; from their bbor on football fields 
and ba.skctball COurts. 

(CONTINUED) 
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ENSURING GENDER EQUITY 
IN AND BEYOND ENROLLMENT 
For nearly two decades, highct education scholars 
and practitioners have invested. tremendous effort 
into narrowing the gender gap in Black student 
enrollments. That women are now 5296 and men 
ue 48% of full-time, dcgrcc:-sccking Bla~k under
graduates lll evidence that these efforts have been 
successful at pubiic institutions. It iJ note'Worthy 
that Blackwomen's enrollments did not decline 
as Bia.ck men's incrcucd. Whit did h.appcn, 
though, is that Black women'sgcndcr-spec:ific 
needs. experiences, and issues were largelyignored 
as institutions worked to address Bia.ck men's 
challenges. This was wrong. 

On campwcs where Black undergraduate women 
considerably outllumber Bl.ack uMcrgra.duate 
men, or vice vcraa, we recommend creating 
gc~der-spccificoutn:ach and enrollmco.t stn1tc

glcs. Together, specificity and 11trategy can help 
achieve genderbalance. Syncn1.wiclc Black male 
initiatives, recruitment plans aimed at enrolling 
more Black men who aric not srudent--2.thletcs, a.nd 
campw resource centen ilnd 1rudcnt orginiz:ations 
aimed at improving academic success forBlack 
undergraduate men are aU fine with us - so lang 
u institutions also commit energy andrcsoucces 
to undcrstulding and mc.c:ting Black women's 

gender-specific:needs. Just because Black women 
perform bctkr on cqulcy indicators such as the 
four used in this study docs not mean there a.re 
not other inequities that specifically d.i.sadvatJtagc 
them. We suggest conducting qualitative studies 
on Black women's and men's uniquely gendered 
e:xpcricnc:cs,as well as dinggrcgating quantitative 
data by race and gender. Analyzing Black women's 
edua.tional outcomes in comparl$on to women 
from other racial/ethnic groups, as opposed to 
alwaysuslngBlack men as their c:ompuison, would 
also reveal puticular ucia.l incquitic,. 

GRADUATING BLACK STUDENTS 
AT HIGHER RATES , 
Decade:, of research makes de~ that high school 
preparation, dfoidablllty and financial aid, the 
investlllent of ,c:ademit effort, and high levels 
of engagement inside and outside of classrooms 
arc seiious detuminants of college completion 
(Mayhewct al., 2016). Leaden at campus and 
system lcvelli, as well as state and federal policy
makcn, ncc:d to take this research seriously and 
invest rC!lources into initiatives that specifically 
prepa..re Black students for college and ensure they 
havt: the :financial support necessary to persist once 
they enroll. Funding Pell Gr1Jlts at levels that 
actually cover the coliit of attc.ndfflcc for low-in
come Bladt students is a serious rccommcnduion 

for federal policymakers. Giving institutions 
the rcsour«s theynctd to suatcgic:a.Uyaddrcs$ 
longstandingracialinequities must beamong state 
and fcdcnl po1icymalctrs' highest pf'oritics. 

In their 2018 srudy, USC Race and Equity Center 
researchers Shaun Harper and Charles Davis, tlong 
with their c:ollabora.torEdward Smith, discovered 
that co1leg-ccompletion is not ju5t about financial 
aid andthe other aforementioned factors. Their 
tcKuch makes clear that Blade. studenu aho drop 
out of college because of the racism theyfrequently 
encowitcron campus. Educators and 2dminl5· 
tra.tors must understand the relationship be~ 
environmental racism and Black student attrition. 
Data fromOU! center's National Assessment of 
Collegiate Campus Climates, an annual qwmti
tativc $\lJ'Vey,wouldbe helpful. Once institutions 
have data abouthow Black undcrgraduaks differ
entlya.ndspecifically experience the racial climate, 
various stakeholders across campus must begin 
to strategicallyaddress atudents' cncountcn with 

racial microaggrcssions, racist stereotypes, ciasurc 
in the curricu.lum, and oven: forms of racism. Those 
cxpc1ienca, not just academic ricadincss and finan
cial aid, help dilitingulsh Blade: undergraduates 
who dropout ofcollege from those who ultimately 
persist through baccalaureate degree attainment. 
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_{CONTINUED) 

,itics, Eventually, PRISM will include thousands 
of employable peopleof color with srtndardized 
profiles, as wellas downloadable CVs/resumes and 
worksa.mpks.Institutions will be a.ble to search 
for anddirect message professionals of color whom 
they deem qualincd andpotentially attractive 
foropportunities on their campuses. This will be 
one way to ensure that more cutrent and proS1pcc· 
dve Black faculty members know about pmitions 
a.tpublic institutionS1. ln addition ta faculty 
mcmbcn across a.cadcmk ranks and fields, PRJSM 
will include adroinistn.tors of color across sectors 
{;idmissions,student affairs, tttd.cmk affaus, a.nd 
business 1erviccs, to name a.few). 

Recruiting more Black full-time faculty members 
without addressing racial climate and work.load 
imbalance issues and cnauring that White faculty 
collea.gues respect their schola.rship would be a 
waste of institutional re&ources. Turner, Gonzile~ 
and Wood (200S) published a comprehensive 
synthesis of ~euch about fuulty of color.'Nh.ite 

professors and leaders should read this article, 
discuss it, and begin v.-or"1ng ln colla.boruion 
with Bb.ck colleagues and other fa.cult}' members 
of color on their campuses to su,tcgic.J.ly correct 
troublesome experiential realities. Anything short 
of this will guarantee pcrpetU&I imbalancesin 

Black student-to-Black fu:ultyratios and high 
turnover rates among Black professors. 

MU#ii#idi¥ - · - - -
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RECRUITINGAND RETAINING 
FULL·TIMEBLACK FACULTY MEMBERS 
Since its publication in thcjoim,a/ of Higher EdUUJ.
lion in 2004,-Jntcrrupting the Usual: Succes5ful 
Sttatcgics for Div1;1sifylng the Faculty" has be.come 
one of the m05t cited peCMevicwed articles on 
the topic of faculty divctsity. It abo has been 
used to guidepn.cticc on a countless number of 
campuses acres, the nation. We highlyrecommend 
that public institution leaders read it llnd employ 
strategics offered therein. Diwnijying r!JeFaculty: A 
GuitkbooAforSearchC.Ommillutis another incred
ibly useful publkation for cunpus leaden, faculty 
memWs, and search committees. 

Institutions mu5t go beyond simply posting job 
announcements on their HR W1:bsitesand in the 
C/;ronide efHigher Ed11u2twn. Search commit-
tees have ro be trdncd on biu, ht1daccountable 

for producing ncially divctscfina.Iht pools,and 
expectedto write position description$ that amp1:ify 
the institution's c0mmitmcnt to diversity, equity, 
and inclusion. Aggressively di$$eminating ads 
throughacademic nietworks that include&everal 
Bia.ck academician• also isrequited fo.r,uccen. 

The USC Race and Equity Ccnrcr will soon launch 
PRJSM, a professional networking and ncial 
equity rcuuitmenr resourcefor colleges a.ndunivcr-

39 

ABOUT 
THEAIJTHORS 
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1PdianaUniwcnity. Govmioni State UDm:r
sityawatdedhim an hanoruy documr, in 
2017.Dr.1-wpcris a Pm1"0ltProfcsaor in the 
Roaier SchoolofEducalim awl du, Manhall 
Schoolof BusintlS at the:Univtnit,- of Southern 
Calinmua.He alsois th, Cliffanl ,nd Betty 
Allen Chait in lhban Lcadcnhip, founder and 
...-diroctor of th, USC lue< ud Equity 
c.-, and immcdiw, put pttsulentof the 
Asociation fu,-th, Studyo!Highor Education. 

lulah Simm.omcamed his bachdot's degreein 
pOJChologyfr<lmTheCollege ofWilll,m II< 
Mary.a.public pomccondaty iruititution in the 
Commonwealth ofVirgiDia. He ii cu~ntly a 
grodua,. otudcntin th, Sol Price Schoolof Public 
Policy" th. Uniw,mty ofSouthem Calili>raia. 
haiah ii alsoa rC1Ca.n:hassociate in theUSC Rxe 
and EquityCaner, wl,,o: be prim,rily,ro,b 
ou cduation polk:ystudies . 

40 

http:Association.of
http:su,tcgic.J.ly


-132-

ABOUT 
THECENTER 

lbc Univcnity of Southern California is home to a dynamic research and 
organb.atlonal improvement center that helps professionals in educational 
institutions, corporations, and other contexts straregic~lly develop and achieivc 
equity goals, better undcntand and correct climate problems, avoid and recover 
from racial crises, and engineer sustainable culrurcs of inclusion aii.d respect. 
Evidence, as well as salable and adapublc moclc:ls of ,ucccss,inform our 
rigorous apprcw:h. 

The USC Race and Equity ~ntcr's strength largely resides in l1s 
interdisciplinary network of hrulty affiliates. We unite more than 100 
professors across academic schools at USC who arc experts on n.ce and racism, 
people of c:olo:, immigration, andother impomnt dimensions of equity. These 
scholars work together on research, as well as on the development of useful toob 
and n:sourcca. When journalists, policymaker1, andorgartiutional leaders call 
us for expertise and aSliisance,we lc-vetageow-brilliant cast of fuulty affiliatc.s. 

USCRaceand Equity Center 
University of Southem Ca\m,mia 

635 Downey Way 

Verna and Peter Dauterive Hall, Suite 214 

Los Angelos, CA 90089-3331 

Rigorous, evidence-based work that educates our nation, transform, in$tltutions 
and organizatioru, boldly confronts racism, and st1ttcgically achieves equity 
is wbatwc do at the USC Race and Equity Center. The Center is home to 
the Nationd Asle$smc.nt of Collegiate Campus ClimateS, the USC Equity 
Institutes, PRJSM (a profeuional netw0tlcing and r2.Cial equity recruiting 
resouice), 11,nd the Alliance for Equity, Divcnity, and Indusion LilBusinen. 

Webllte: ncc.mc.edu 
Phone: (213) 740-0J8S 
Twitter: @uscRaccEquity 
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Adopted: 

ACADEMICSENATE 
Of 

CALIFORNIAPOLYTECHNICSTATE UNIVERSITY 
San Luis Obispo, CA 

AS-_-18 

RESOLUTIONTO MODIFY THEBYLAWS OF THE ACADEMIC SENATE 

1 
2 
3 
4 
5 
6 
7 
8 

WHEREAS, The consent agenda is a tool for increasing the efficiency of meetings; 
and 

WHEREAS, The consent agenda is a procedure where a group of items are 
approved in a single motion without discussion; therefore be it 

RESOLVED: That the Bylaws of the Academic Senate be modified as shown on the 
attached copy. 

Proposed by: Academic Senate Executive Committee 
Date: August 21, 2018 
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ADDITION to Bylaws of the Academic Senate 

Section V. MEETINGS 

E. CONSENT AGENDA 

Items appearing on the Consent Agenda are expected to be routine and 
noncontroversial. Common uses include, but are not limited to, modifications to 
departments, courses, programs, degrees; new courses; and editorial revisions to 
personnel policies. (New departments, programs and degrees must include a resolution 
and follow the regular approval path for resolutions.) 

Any item on the Consent Agenda may be moved to the regular agenda at the request of 
a Senator within the allowed time. If an item is so moved, it shall be placed on the 
Business Items of the agenda as a First Reading item. Certain Consent Agenda Items, 
such as recommendations from the Curriculum Committee or Faculty Affairs 
Committee, may require special procedures. 

Debate is not allowed on any item on the Consent Agenda, but questions for 
clarification are permitted. 

Items not removed shall be approved by general consent without debate. 
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Adopted: 

ACADEMICSENATE 
Of 

CALIFORNIAPOLYTECHNICSTATE UNIVERSITY 
San Luis Obispo, CA 

AS-_-18 

RESOLUTIONTO MODIFY SECTION V. MEETINGS OF THE BYLAWS OF THE 
ACADEMIC SENATE 

Impact on Existing Policy: i None. 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 
14 
15 
16 
17 
18 

WHEREAS, The Bylaws of the Academic Senate indicate that attachments are not 
amendable; therefore be it 

RESOLVED: That the Bylaws of the Academic Senate be modified as shown below: 

SECTION V. MEETINGS 
D. FIRST AND SECOND READINGS 

Second reading: the motion to adopt a resolution must be moved 
and seconded before debate ensues. It then belongs to the body 
and may be amended. Documents attached to a resolution are not 
amendable, and cannot be removed or added to a resolution. 
Voting on substantive resolutions shall take place only after a 
second reading of the resolution at a meeting subsequent to the 
meeting at which it was first introduced, except that the 
Academic Senate, by two-thirds vote of the senators present, 
may waive this requirement. After the motion has been moved 
and seconded, amendments may be presented for action by the 
Senate. 

Proposed by: Academic Senate Executive Committee 
Date: October 24, 2018 

i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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