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As an African American administrator serving in a Council for Christian Colleges &

Universities (CCCU) member institution, I am not surprised at the results of the 1998 faculty survey. Statistical information in the March 1, 2001 journal of Black Issues in Higher Education gives validity to the CCCU survey results in addition to providing contextual background information. 

According to the article “Disparities and Gaps in America”, the statistical record substantiates the enormity of the gap that exists between the dominant culture and minority cultures in American society. The article reports minorities represent only 13.4% of the full-time faculty population in higher education institutions. Within the CCCU, the percentage is even smaller: only 3.6% of our faculty are persons of color.

To offer solutions to the dilemma of how CCCU institutions might increase support for faculty of color, we must be willing to address two challenges: how to recruit more minority students and faculty to CCCU institutions and how to retain them.

To successfully recruit faculty of color to CCCU institutions, the pool from which to recruit qualified candidates must become substantially larger. Therefore, it becomes imperative to analyze the preparation process that leads to this desired result. This process unfortunately does not begin at higher education institutions, nor is it a short-term solution for meeting the current and immediate demand to increase the number of faculty of color on CCCU campuses. It is a complex and multi-faceted challenge, which begins at the common (PreK-12) education level. 

According to studies by the National School Boards Association, two thirds of all minority students (63.3%) attend urban schools (Hacker, 1992). Kozol (1991) describes urban schools as places in which the dropout rate is as high as 87%, there are not enough textbooks for the students, and the student-teacher ratio is forty-to-one. He repeatedly articulates concerns for the vast difference in the money allocated to educate children who attend prominent schools as opposed to the amount allocated to educate children who attend urban schools. It is believed that the statistical information made available in the article “Disparities and Gaps in American,” comes as a result of the substandard educational conditions described by Kozol at the elementary and secondary level. According to the article, “Disparities and Gaps in American,” the U.S. Department of Education reports that minorities continue to lag behind in enrollment in high school college-prep programs, thus engaging them in a perpetual cycle leading to lower SAT test scores, lower college enrollment, and ultimately resulting in a lower number of minorities with advanced degrees. At the same time, minorities continue to lead in the number of high school dropouts, as well as those embroiled in the criminal justice system. 

It is reasonable to surmise that if Kozol’s descriptions are factual and the statistical records provided in the article, “Disparities and Gaps in America” are accurate, few  people of color are prepared to become faculty members in CCCU institutions. Therefore, strategies to resolve the challenge of recruiting and retaining faculty of color to CCCU institutions cannot exist without addressing the needs of urban common education.

While common education must continue to be a major focus, the minority population in higher education must also be given attention. CCCU institutions must continue to implement strategies to encourage minority students to enroll in their institutions and then provide the support needed to keep them enrolled until they graduate. Heavy recruitment along with personal, financial and spiritual support must be a part of any strategy to keep minority students at CCCU institutions. Mentoring programs must also be a part of the strategic plan. It is also imperative that these students know they are wanted, accepted, and are an integral part of the institution’s existence.

Instituting a philosophy of “growing your own” is imperative if CCCU institutions are going to increase the number of faculty of color on their campuses. Universities and colleges should  be encouraged to track alumni of color to encourage and support them through earning additional graduate degrees. 

Encouragement and support could come in the form of providing financial aid assistance for graduate studies and encouraging alumni to attend other CCCU institutions that offer post-graduate study programs.

Offering monetary incentives in an effort to recruit and retain faculty of color could create controversy and division among colleagues. However, institutions currently engage in this practice in an effort to meet the demands for academic disciplines experiencing shortages such as business, engineering, mathematics and many of the sciences. Leadership should give serious consideration to the development of a well thought-out plan, providing evidence, which demonstrates that the entire university or college would benefit from supporting such a plan. 

This would help to convince stakeholders that a monetary incentive for recruiting minority faculty would be advantageous for their institutions. In general, most people find that they are more comfortable when they are around people from the same identity group rather than when they are the single minority member of a group; this can have a profound effect upon their productivity and commitment to work as well as feelings of satisfaction.

Therefore it is necessary for CCCU institutions to engage in discussions that will focus on these dynamics. Professional development that deals with self-awareness and awareness of others in the workplace team building strategies with a diversity focus, conflict and diversity in the workplace, and multicultural sensitivity must become a primary focus for institutions committed to increasing their support for faculty of color.

 

Finally, CCCU institutions must provide an environment that offers faculty of color support, care and compassion, along with opportunities for advancement. The institution must include persons with dispositions intent on building authentic relationships with faculty of color. Max van Manen (1991) suggests that a relationship only exists when all parties bring the necessary requisites, and are actively and intentionally involved. You cannot have a relationship unless all parties perceive that you do. This perception is born out of care and compassion shown towards individuals.
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