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Office of the Secretary
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To: Each Regent

From: Judith A. Temby %{j
PUBLIC MEETING NOTICE

March 5, 2009
Van Hise Hall
1220 Linden Drive
Madison, Wisconsin

9:00 a.m. — 10:00 a.m. — Capital Planning and Budget Committee
19" Floor Conference Room, Van Hise Hall

9:30 a.m. — 10:00 a.m. — Business, Finance, and Audit Committee
Room 1511 Van Hise Hall

10:00 a.m. — 12:00 p.m. — Business, Finance, and Audit Committee with All Regents Invited
Room 1820 Van Hise Hall

e Update: Governor’s 2009-11 Biennial Budget

e Update: Federal Stimulus Package Effect on Higher
Education

e 2009-10 Budget Distribution Adjustments for
UW System

12:00 p.m. —12:30 p.m. — Board of Regents
e Approval of Minutes of February 5 and 6, 2009 Meetings

e Reports of Board of Regent President and System President
(as necessary)

e Report and Approval of Action Taken by the Business,
Finance, and Audit Committee

e Report and Approval of Action Taken by the Capital
Planning and Budget Committee

12:30 p.m. — 1:00 p.m. — Box Lunches
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1:00 p.m. — 3:00 p.m. — Board of Regents
Room 1820 Van Hise Hall

e Final Report on Plan 2008: Educational Quality through
Racial and Ethnic Diversity

e Discussion of Next Steps in the UW System’s Work on Equity,
Diversity, and Inclusion
B Major Policy Issues
B Inclusive Excellence

3:00 p.m. — 3:15 p.m. — Break

3:15 p.m. — 4:00 p.m. — Presentation of Board of Regents Diversity Awards
1820 Van Hise Hall

4:00 p.m. — 4:20 p.m. — Move into closed session to consider authorization to recruit a faculty
member at UW-Madison as permitted by Wis. Stats. 19.85 (1)(c).

4:00 p.m. —5:00 p.m. — Reception for Diversity Award Winners
19" Floor Conference Room, Van Hise Hall

Persons wishing to comment on specific agenda items may request permission to
speak at Regent Committee meetings. Requests to speak at the full Board meeting
are granted only on a selective basis and should be made in advance of the
meeting, to the Secretary of the Board at the above address.

Persons with disabilities requestin? an accommodation to attend are asked to
contact Judith Temby in advance of the meeting at (608) 262-2324.

Information regarding agenda items can be found on the web at:
http://www.uwsa.edu/bor/meetings.htm or may be obtained from the Office of the
Secretary, 1860 Van Hise Hall, Madison, Wisconsin 53706 (608)262-2324.

The meeting will be webcast at http://www.uwex.edu/ics/stream/regents/meetings/
on Thursday, March 5, 2009, beginning at 10:00 a.m. and lasting until a lunch
break at 12:30 p.m., and thereafter from 1:00 p.m. until approximately 4:00 p.m.
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Revised 02/20/09
BOARD OF REGENTS OF THE UNIVERSITY OF WISCONSIN SYSTEM

1.3. Capital Planning and Budget Committee Thursday, March 5, 2009
Van Hise Hall
1220 Linden Drive
Madison, Wisconsin

9:00 a.m.-10:00 a.m. Capital Planning and Budget Committee - Room 1920

a. Approval of the Minutes of the February 5, 2009 Meeting of the Capital Planning
and Budget Committee

b. UW-Madison: Authority to Adjust the Budget of the Chadbourne and Barnard
Halls Renovation Project
[Resolution 1.3.b.]

c. UW-Parkside: Authority to: (1) Convey Two Parcels of Land Located at the
Intersection of County Highway G and Inner Loop Road to Kenosha County for
Road Construction Purposes and (2) Adjust the Campus Boundary Accordingly
[Resolution 1.3.c.]

d. UW System: Recommended Statutory Revisions for Streamlining the Capital
Budget Process
[Resolution 1.3.d.]

e. Report of the Associate Vice President
1. Building Commission Actions
2. Other

f. Additional items may be presented to the Committee with its approval

9:30 a.m. — 10:00 a.m. — Business, Finance, and Audit Committee
Room 1511 Van Hise Hall

10:00 a.m. — 12:00 p.m. — Business, Finance, and Audit Committee with All Regents Invited
Room 1820 Van Hise Hall
e Update: Governor’s 2009-11 Biennial Budget
e Update: Federal Stimulus Package Effect on Higher
Education
e 2009-10 Budget Distribution Adjustments for UW System
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12:00 p.m. — 12:30 p.m. — Board of Regents

e Approval of Minutes of February 5 and 6, 2009 Meetings

e Reports of Board of Regent President and System President
(as necessary)

e Report and Approval of Action Taken by the Business,
Finance, and Audit Committee

e Report and Approval of Action Taken by the Capital
Planning and Budget Committee

12:30 p.m. — 1:00 p.m. — Box Lunches

1:00 p.m. — 3:00 p.m. — Board of Regents
Room 1820 Van Hise Hall

e Final Report on Plan 2008: Educational Quality through
Racial and Ethnic Diversity

e Discussion of Next Steps in the UW System’s Work on Equity,
Diversity, and Inclusion
B Major Policy Issues
® Inclusive Excellence

3:00 p.m. — 3:15 p.m. — Break

3:15 p.m. — 4:00 p.m. — Presentation of Board of Regents Diversity Awards
1820 Van Hise Hall

4:00 p.m. —5:00 p.m. — Reception for Diversity Award Winners
19" Floor Conference Room, Van Hise Hall
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Authority to Increase the Budget of the
Chadbourne and Barnard Residence Halls
Renovation Project, UW-Madison

CAPITAL PLANNING AND BUDGET COMMITTEE

Resolution:

That, upon the recommendation of the UW-Madison Chancellor and the President of the
University of Wisconsin System, authority be granted to adjust the budget of the Chadbourne
and Barnard Residence Halls Renovation project by $1,351,300 Program Revenue Cash —
Housing for a revised total project cost of $13,724,300 ($10,373,000 Program Revenue
Supported Borrowing and $3,351,300 Program Revenue-Cash).

03/05/09 1.3.b.



THE UNIVERSITY OF WISCONSIN SYSTEM

Request for
Board of Regents Action
March 2009

1. Institution: The University of Wisconsin—Madison

2.  Requests: Authority to adjust the budget of the Chadbourne and Barnard Residence Halls
Renovation project by $1,351,300 Program Revenue Cash — Housing for a revised total
project cost of $13,724,300 ($10,373,000 Program Revenue Supported Borrowing and
$3,351,300 Program Revenue-Cash).

3. Description and Scope of Project: This project involves the renovation of two residence halls,
Chadbourne Hall (83,649 ASF/138,808 GSF) and Barnard Hall (30,517 ASF/58,451 GSF).
Chadbourne Hall is located at 420 North Park Street, and Barnard Hall is located directly west
of Chadbourne Hall at 970 University Avenue.

The work in Chadbourne Hall encompasses approximately 57,200 GSF and will concentrate
on the core area on each of thirteen floors and the entire first floor. Work in the core areas
will involve demolition of one large community bathroom to develop three smaller bathrooms.
Two existing elevators will be removed, and an elevator tower with three new elevators will
be added. Lounge, den, kitchenette, and trash/recycling spaces will be created on each floor.

The renovation of 58,451 GSF in Barnard Hall will include the total replacement of the steam
radiator system with a hot water baseboard system, the addition of cooling to select common
areas, the removal of miscellaneous asbestos and asbestos-containing floor tile, some carpet
replacement, accessibility improvements, resident room floor tile and lighting replacements,
and painting.

4.  Justification of the Request: During the design phase, a number of bid alternates were
developed in order to keep the project estimate within budget. Bids for this project were
opened on February 10, 2009, for the base project and four alternates. The lowest numbers for
the base bid and all alternates exceeded the estimated budget by just over $1,350,000. Adding
these funds will allow the completion of the original scope within Chadbourne and Barnard
Halls. The Division of University Housing has the funds in hand to complete the scope of
work as bid.

03/05/09 1.3.b.



Revised Budget and Schedule:

Construction (includes abatement) $11,818,623

Contingency 473,000

AJE Fees 810,000

DSF Management 491,677

Other Fees 97,000

Percent for Art 34,000

Total Project Cost $13,724,300

Schedule

Bid Opening February 2009
Start of Construction May 2009
Substantial Completion/Occupancy August 2010

Previous Action:

April 11, 2008
Resolution 9460

August 17, 2006
Resolution 9225

Approved the Design Report of the Chadbourne and Barnard
Residence Halls Renovation project and granted authority to: (a)
substitute $2,000,000 Program Revenue-Cash for $2,000,000
Program Revenue Supported Borrowing and (b) construct the project
at a total cost of $12,373,000 ($10,373,000 Program Revenue
Supported Borrowing and $2,000,000 Program Revenue-Cash)

Recommended that the Chadbourn and Barnard Residence Hall
Renovation project be submitted to the Department of
Administration and the State Building Commission as part of the
UW System 2007-2009 Capital Budget at an estimated total project
cost $11,377,000 Program Revenue Supported Borrowing. The
project was subsequently enumerated at $14,627,000 Program
Revenue Supported Borrowing.



Authority to: (1) Convey Two Parcels of Land
Located at the Intersection of County Highway
G and Inner Loop Road to Kenosha County for
Road Construction Purposes and (2) Adjust the
Campus Boundary Accordingly, UW-Parkside

CAPITAL PLANNING AND BUDGET COMMITTEE

Resolution:

That, upon the recommendation of the UW-Parkside Chancellor and the President of the
University of Wisconsin System, authority be granted to: (a) convey two parcels of land
totaling 0.292 acres along County Highway G (Wood Road) at the intersection of Inner
Loop Road at the UW-Parkside campus to Kenosha County for the construction of a
roundabout intersection to serve the campus, and (b) adjust the campus boundary
accordingly.

03/05/09 1.3.c.



THE UNIVERSITY OF WISCONSIN SYSTEM

Request for
Board of Regents Action
March 2009

1. Institution: The University of Wisconsin-Parkside

2. Request: Authority to: (a) convey two parcels of land totaling 0.292 acres along County
Highway G (Wood Road) at the intersection of Inner Loop Road at the UW-Parkside campus to
Kenosha County for the construction of a roundabout intersection to serve the campus, and
(b) adjust the campus boundary accordingly.

3. Description and Scope of Project: The land to be conveyed consists of two triangular areas
on the west and east sides of the existing County right-of-way at the intersection of County
Highway G and Inner Loop Road on the UW-Parkside campus, tapering to points at both ends
from the widest area of approximately 40 feet in the middle of each parcel (see exhibit). The
university is constructing a main entrance boulevard from County Highway G at this
location. Traffic studies for the project recommended a roundabout configuration for the
safest and most efficient handling of large volumes of traffic. Kenosha County will provide
increased maintenance associated with the increased pavement, curb and gutter. The
university will pay all costs for construction of the new intersection.

4.  Justification of the Request: Reconstruction of this intersection is necessary in connection
with the ongoing redevelopment of the campus roadway network. New road and entrance
configurations were established in the 2006 Campus Master Plan, and include the closure of
the Outer Loop Road intersection located to the north of the Inner Loop Road intersection.
All traffic currently utilizing these two intersections will be consolidated at the single
roundabout entrance at Inner Loop Road. Projected traffic volumes, and the need to safely
and efficiently manage large volumes of traffic at peak campus hours, informed the decision
to reconfigure the intersection into a roundabout configuration.

5. Previous Action: None.

03/05/09 1.3.c.
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Exhibit 1

PROPOSED HIGHWAY
PAVEMENT CONFIGURATION

LEGAL DESCRIPTION FOR RIGHT-OF-WAY TO BE DEDICATED

i All that part of the Northwest One-quarter of Section 12, Township 2

| North, Range 22 East, Town of Somers, Kenosha County,
Wisconsin, bounded and described as follows: |
Commencing at the Southeast comner of said Northwest One-quarter,
thence North 88°33'37" West along the South line of said Northwest
One-quarter, 709.38 feet to the centerline of C.T.H. “G” ( also known
as Wood Road ) and the Point of Beginning of the parcel hereinafter
described; thence continuing North 88°33'37" West along said South
line, 36.91 feet; thence North 25°11'09" West, 85.74 feet to a point;
thence North 24°02'57" West, 172.97 feet to a point; thence North |
37°11'18" West, 162.37 feet to a point; thence North 02°30'26" East,
169.46 feet to a point; thence North 12°55'51" West, 137.69 feetto a
point; thence North 77°04'09" East, 66.00 feet to a point; thence
South 12°55'51" East, 136.28 feet to a point; thence South 26°24'38"
East, 161.82 feet to a point; thence South 06°07'42" East, 144.80
fest to a point; thence South 24°02'57" East, 171.21 feet to a point;
thence South 25°11'09" East, 118.17 feet to a point on the South line l
of said Northwest One-quarter; thence North B8°33'37" West along
said South line, 36.91 feet to the centerline of C.T.H. “G" and the
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Recommended Statutory Revisions for
Streamlining the Capital Budget Process,
UW System

CAPITAL PLANNING AND BUDGET COMMITTEE

Resolution:

That, upon the recommendation of the President of the University of Wisconsin System,
the Board of Regents recommend various statutory revisions to streamline the Capital

Budget process.

03/05/09 1.3.d.



March 5, 2009 Agenda Item 1.3.d.
Recommended Statutory Revisions for Streamlining the Capital Budget Process

EXECUTIVE SUMMARY

BACKGROUND

As an agency of the State of Wisconsin, the University of Wisconsin System capital building process is
governed by state statues (primarily Chapters 13 and 16) which designate that all university projects are
managed by the state Department of Administration. The statutes provide that the Department of
Administration shall hire architectural and engineering consultants for services related to state facilities
and that the Department of Administration’s Division of State Facilities is responsible for the
supervision and management of all state projects.

Most of the statutes and administrative rules governing the building program process were created in the
1970's, with only minimal changes occurring during the past 30 years. Today, these processes are
overly burdensome and time consuming for all state agencies. The building program is a major
enterprise of the state involving construction activity approaching $1 billion per biennium affecting all
state agencies.

REQUESTED ACTION

Approval of Resolution 1.3.d recommending statutory changes in the capital budget process and
directing UW System staff to work with the Executive and Legislative branches of government to enact
the modifications.

DISCUSSION AND RECOMMENDATIONS

Over the years, the process of authorizing and managing projects has not kept pace with modern
construction delivery methods and has not been refined to take advantage of efficiency measures
common in the industry. Major capital projects are enumerated by the Legislature in the biennial budget
every two years. However, biennial budgeting does not accommodate managing project schedules and
costs. The capital planning and enumeration process needs to be reformed to include incentives that will
deliver quality projects and contain costs.

Process improvements and efficiency measures can benefit all state agencies participating in the state
building program. Three specific initiatives are outlined in this paper that would improve the
construction process and meet state agencies’ needs. The recommendations relate to the lengthy period
of time expended between an agency’s initial project request and the start of project construction.

Various levels of approval are required depending on the project budget (see the table in Appendix A).
The current thresholds determining the level of approval are relatively low and have not been adjusted to
keep pace with inflation over the last three decades. The result is that low cost projects with little or no
risk consume a significant amount of staff time from the approving entities. For example, all projects
over $150,000 must be approved by the full Wisconsin State Building Commission, which is chaired by
the Governor. The recommended adjustments would allow smaller projects to proceed more quickly
which would save money and meet agencies’ needs.



A second recommendation relates to the manner in which projects are enumerated in the state biennial
budget. A cost estimate, which is based on gross assumptions of the required square footage and the
cost per square foot, is calculated years before the project will actually be designed or constructed. That
project cost is placed in the statutes as the project budget with an anticipated inflation factor. When the
project design begins, the design work becomes geared toward the budget estimate rather than the
intended scope of the project, and this situation can increase cost or reduce the amount of needed space.
Both alternatives are undesirable outcomes. An incentive can be created to appropriately set the budget
to match the program and contain costs (see Iltem.

State statutes also build in a disincentive for effective project management by requiring the design, bid,
build, multiple-prime project delivery method. For example, after enumeration, an
architectural/engineering firm designs the project fully to bid documents. The project is then advertised
for bid (each type of contractor submits separate, uncoordinated bids). The apparent low bids are
awarded for each discipline of work and each contractor begins working with the design firm. The
DOA/DSF issues separate contracts for each bid — generally four separate contracts. On the jobsite,
there is no single entity which is responsible for project quality or coordination.

The mandatory multiple-prime system should be replaced with a system that utilizes the appropriate
project delivery method best suited to the scope of project work. The methods would include multiple-
prime, single-prime, construction manager at risk, and design build.

Assembly Bill 75, the Biennial Budget Bill
The Biennial Budget Bill includes the following modifications related to these recommendations:

(@) increasing the threshold for projects requiring commission approval from $150,000 to
$250,000;
(b) increasing the threshold permitting simplified bidding from $150,000 to $500,000;

(c) increasing the authority of the secretary of the commission to determine the best project
delivery method for projects above $500,000 to $5,000,000;

(d) increasing the threshold for requiring solicited bids from $40,000 to $100,000; and

(e) authorizing the Department of Administration to require prime contractors to submit a list of
subcontractors if a single-prime bid is permitted.

Items A and B are in concert with UW Systems recommendations. Other are a step in the right
direction, but will have a limited impact on improving efficiency throughout the entire capital building
program.



SPECIFIC STATUTORY RECOMMEDATIONS

Increase the statutory thresholds that trigger various levels of approval. Update the values to allow

smaller projects to move into construction more quickly saving time and money.

Statutes specify dollar thresholds for capital projects that in turn require increasing higher levels of

approval. For example, any project over $150,000 must be approved by the Wisconsin State Building

Commission and any new construction over $500,000 must be enumerated in the statutes by the full
Legislature. Enumeration was established in 1969 at $250,000 and has only been raised one time since;

to $500,000 in 1997.

Retain the statutory thresholds, but update the dollar amounts to allow smaller projects to move into

construction more quickly saving time and money.

The Wisconsin
State Building
Commission
would retain
its current
budget and
design
authority for
all projects
over $250,000

Approval Required | Current Threshold | RECOMMENDED Threshold
DSF, and $150,000 or more. $250,000 or more.
Building Commission | All Agency Projects
DSF, Use of simplified | Up to $150,000 Up to $500,000
bidding
May be delegated to | $40,000 or less $250,000 or less
the agency with Agency self-perform, or bid,
solicited bids with professional design
e Legislative $500,000 or more. $2,500,000 if general fund
Enumeration, New construction borrowing.
e DSF, and Major Projects
e Building $5,000,000 if no general fund
Commission Includes gift funded dollars.
projects.
If 100% gift/grant funded,
then no enumeration
required; retain Building
Commission.
DSF Scope/budget If no general fund dollars,
Building Commission | changes delegate approval to agency

head or governing board.

The current statutory thresholds are out-of-date and cause unnecessary delays in the design, bidding, and

construction process. Each month of delay causes unnecessary inflationary spending that can be avoided by

moving the project into construction earlier. For example a $3,000,000 non-state funded project that
requires enumeration may add one-to-two years to the project costing up to $300,000 in inflation alone.

Agencies are increasingly using gifts, grants and program revenue funding to construct and rehabilitate

facilities. The State's enumeration process is lengthy, impacting all projects over $500,000 and adding up to
three years to the process. State agencies should have the flexibility to request State Building Commission
approval any time adequate gift/grant or other non-GPR cash funding becomes available. Enumeration
should be limited to large projects using bonding instead of cash. The current procedure requires relatively
minor projects to go through the same approval process as the largest ones. The Legislature’s oversight
should be focused on the projects involving the majority of funding and taxpayer funds.



2.

Encourage agencies to control project costs by managing the total amount of capital funds expended,

rather than rough budget estimates for each project. In this approach an agency is allocated a total
capital budget based on an approved set of projects that have been justified and prioritized. The capital

funds are released by the Building Commission at the time of the Design Report when scope and costs are
established. The agency is encouraged to contain cost on every project in order to complete more projects.

Currently, capital projects are submitted to the Department of Administration and the Legislature through
the biennial budget process. This means that project “budgets” are established long before the project has
been designed or programmed or will be constructed. This budget “guesstimate” is based on crude square
foot estimates and the estimated cost per square foot long before the project design process has begun and

is locked in place by statutory enumeration.

The solution is to manage the total capital funds expended, rather than the amount estimated for each
project. See the following examples of budget controls.

Current Enumeration Process

Enumerated Projects Estimate
New Science Lab Building $26.5M
New General Classroom Building $24.5M
Physical Education Remodeling $12.0M
Library Renovation and Addition $30.5M
Academic Offices and Classrooms $29.0M
Total Agency Biennial Capital Budget $122.5M

In the current enumeration system when a project
actually costs more than the preliminary estimate,
the only solution is to reduce the project scope to
meet the budget. Conversely, if a project costs less
than the preliminary budget only the State
Building Commission can reallocate the savings to
another project.

When projects bid in “under budget” it is usually
the result of significant scope cuts that have been
made in anticipation of higher costs.

Proposed Enumeration Process
Total Agency Biennial Capital Budget $122.5M
(based on list of proposed projects and estimates)

Projects eligible for funding Actual Cost
New Science Lab Building $24.0M
New General Classroom Building $25.5M
Physical Education Remodeling $10.0M
Library Renovation and Addition $32.0M
Academic Offices and Classrooms $28.0M
$119.5M
Surplus $3.0M

(could be applied to next project,
or held in reserve)

In the proposed method the Building Commission
and the Legislature would continue to enumerate
projects, but with approximate budgets and a fixed
total capital budget cap. The control is on the total
amount authorized and does not cut the quality of
the project to remain within an arbitrarily
established budget.

The agency would manage cost and maximize
efficiency on each project with the intent to
reallocate savings to additional projects. The
agency and DSF could reallocate savings to
authorized projects.

There is an incentive to manage costs on every
project in order to accomplish additional projects.

If all projects could not be appropriately
constructed with the total cap; project(s) would
lapse into the next biennium.




Modernize project delivery methods by improving the method of managing construction projects
(project delivery) to conform to modern business models and best practices geared toward

controlling cost and saving time.

State statutes require the design, bid, build, multiple-prime project delivery method for most projects. This
means that after enumeration, an A/E firm designs the project fully to bid documents. The project is then
put out for bids (each type of contractor submits separate, bids). The low bids are awarded for each
discipline of work. The DOA/DSF has to issue separate contracts for each bid - generally four or more
separate contracts.

In the construction industry, with the exception of the state, mechanical, electrical, and plumbing (MEP)
contractors are typically subcontractors to a general contractor who is responsible for overall project
coordination and schedule. In a multiple-prime bid, each contractor is a prime (independent) contractor.
This runs counter to not only the private sector, but also to other public projects in local governments,
school districts, and Technical Colleges.

The multiple-prime system should be replaced with a system that utilizes the appropriate project delivery
method best suited to each project. The methods would include multiple-prime, single-prime, construction
manager at risk, and design build.

Protections should be included to prevent bid-shopping and ensure fairness for all subcontractors
regardless of the delivery method. In multiple-prime bidding, the state must process four or more bid
packages and contracts for most projects, all of which consume significant staff time. The statute should also
stipulate that the user agency would choose the most appropriate delivery method with DSF approval. The
size of the project budget should not be the primary indicator of the delivery method because a project with
arelative small budget could be highly complex to implement and best suited for a construction manager.
Likewise, a project with a large budget may be relatively straightforward and suitable for design/bid /build.

Technology changes are rapidly impacting the construction industry that contain costs and promote
efficiency. Design/bid/build, through single or multiple primes, will have to change to reflect new software
design tools that utilize Building Information Modeling (BIM), to allow for the transfer of digital designs
from A/E to construction team to owner. If the state is going to realize the benefits and power of these tools,
contractors will need to be much more integrated and single-prime will facilitate this greatly. State projects
will eventually have to require contractors to utilize these tools during project delivery. Design/build and
CM projects may be best positioned to capture the benefits of these tools for owners.



BOARD OF REGENTS OF THE UNIVERSITY OF WISCONSIN SYSTEM

1.2. Business, Finance and Audit Committee Thursday, March 5, 2009
1220 Linden Drive

Madison, Wisconsin

9:00 a.m.-10:00 a.m.-Capital Planning and Budget Committee
19" Floor Conference Room, Van Hise Hall

9:30 a.m.-10:00 a.m.-Business, Finance, and Audit Committee
Room 1511 Van Hise Hall

a. Committee Business
1. Approval of UW-Madison Contractual Agreement with
GlaxoSmithKline for Data Analysis Research Center
[Resolution .2.a.1.]

b. Consent Agenda
1. Approval of the Minutes from the February 5, 2009 Meeting of the
Business, Finance, and Audit Committee

10:00 a.m.-12:00 p.m. — Business, Finance, and Audit Committee with All Regents Invited
Room 1820 Van Hise Hall

c. Update: Governor’s 2009-11 Biennial Budget
d. Update: Federal Stimulus Package Effect on Higher Education

e. 2009-10 Budget Distribution Adjustments for UW System
[Resolution .2.e.]

12:00 p.m. — 12:30 p.m. — Board of Regents
e Approval of Minutes of February 5 and 6, 2009 Meetings
e Reports of Board of Regent President and System President

(as necessary)

e Report and Approval of Action Taken by the Business, Finance,
and Audit Committee

e Report and Approval of Action Taken by the Capital Planning
and Budget Committee
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12:30 p.m. — 1:00 p.m. — Box Lunches

1:00 p.m. — 3:00 p.m. — Board of Regents
Room 1820 Van Hise Hall

e Final Report on Plan 2008: Educational Quality through
Racial and Ethnic Diversity

e Discussion of Next Steps in the UW System’s Work on Equity,
Diversity, and Inclusion
B Major Policy Issues
B Inclusive Excellence

3:00 p.m. — 3:15 p.m. — Break

3:15 p.m. — 4:00 p.m. — Presentation of Board of Regents Diversity Awards
1820 Van Hise Hall

4:00 p.m. — 5:00 p.m. — Reception for Diversity Award Winners
19" Floor Conference Room, Van Hise Hall
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UW-Madison Contractual Agreement
With GlaxoSmithKline

BUSINESS, FINANCE, AND AUDIT COMMITTEE

Resolution:

That, upon the recommendation of the Chancellor of the University of Wisconsin-Madison and
the President of the University of Wisconsin System, the Board of Regents approves a Data
Analysis Research Agreement between the University of Wisconsin-Madison and
GlaxoSmithKline.

03/05/09 Agenda Item 1.2.a.1.



March 5, 2009 Agenda Item I.2.a.1.

UW-MADISON CONTRACTUAL AGREEMENT
WITH GLAXOSMITHKLINE

EXECUTIVE SUMMARY

BACKGROUND

UW Board of Regents policy requires any grant or contract with private-profit making
organizations in excess of $500,000 be presented to the Board for formal acceptance prior to
execution.

REQUESTED ACTION
Approval of Resolution 1.2.a.1.

That, upon the recommendation of the Chancellor of the University of Wisconsin-Madison and
the President of the University of Wisconsin System, the Board of Regents approves a Data
Analysis Research Agreement between the University of Wisconsin-Madison and
GlaxoSmithKline.

DISCUSSION AND RECOMMENDATIONS

The Office of Research and Sponsored Programs at the University of Wisconsin-Madison has
negotiated a Data Analysis Research Agreement with GlaxoSmithKline Research &
Development Limited (GSK). In consideration for providing certain statistical research services,
GSK will pay UW-Madison a total amount of $1,980,772 over the 5 ¥ - year term of the
agreement. This research will be conducted by Statistical Data Analysis Center within the
Clinical Trials Program in the Department of Biostatistics & Medical Informatics under the
direction of Dr. Marian Fisher.

The Statistical Data Analysis Center (SDAC) agrees to be the statistical data analysis center for
the Independent Data Monitoring Committee for the Phase 111 Clinical Trial Program
LPL100601 and SB480848/033 sponsored by GSK. The SDAC shall provide the analysis plan
and detailed confidential interim analyses to the Independent Data Monitoring Committee
(IDMC). The IDMC is an independent panel of experts in the relevant clinical fields and is
responsible for monitoring patient safety and treatment efficacy data while the trial is ongoing.



The objective of this pivotal Phase I11 clinical trial program is to evaluate the efficacy and safety
of long-term treatment with the investigational Lp-PLAZ2 inhibitor darapladib in men and women
with chronic coronary heart disease (CHD). Phase Il clinical trials are randomized, controlled,
multicenter trials on large patient groups designed to assess the effectiveness of a new
intervention prior to regulatory review and thereby, its potential role in clinical practice.

SDAC research involves the design, conduct and analysis of clinical trials. Collaboration in
ongoing clinical trials supports the research vision of SDAC.

RELATED REGENT POLICIES

Regent Resolution 8074, dated February 2000, Authorization to Sign Documents.



2009-10 UW System Annual
Distribution Adjustments

BUSINESS, FINANCE, AND AUDIT COMMITTEE

Resolution:

That, upon recommendation of the President of the University of Wisconsin System, the
Board of Regents approves the 2009-10 UW System Annual Distribution Adjustments
for GPR/Fee funds.

03/05/09 Agenda Item 1.2.e.
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2009-10 UW SYSTEM ANNUAL DISTRIBUTION ADJUSTMENTS

l. DISTRIBUTION ADJUSTMENTS FOR NEW GPR/FEE FUNDING
A. NEW UW SYSTEM DISTRIBUTION ADJUSTMENTS

1. OPERATIONS BUDGET REDUCTION
The budget reduces UW System’s state operations appropriations expenditure
authority by $65,000,000 in 2009-10 and by $35,000,000 in 2010-11. The
reduction would be allocated based on each institution’s share of the UW
System’s 2008-09 GPR/Fee budget excluding debt service, utilities, financial
aid, separately budgeted academic tuition, and Extension credit programs. The
2009-10 reduction amounts by institution are as follows:

Campus Reduction
Madison $24,342,500
Milwaukee 8,632,000
Eau Claire 3,237,000
Green Bay 1,560,000
La Crosse 2,697,500
Oshkosh 3,100,500
Parkside 1,482,000
Platteville 1,826,500
River Falls 1,833,000
Stevens Point 2,691,000
Stout 2,450,500
Superior 975,000
Whitewater 2,775,500
Colleges 2,470,000
Extension 2,821,000
System Administration 2,106,000

Total $65,000,000

Institutions will be provided maximum flexibility to manage reductions within the
following principles:

a. Institutions should seek to minimize, to the extent possible, reductions that
directly impact the ability to instruct and serve students while recognizing that
some impact is unavoidable.

b. Institutions should consider eliminating or merging academic programs and
majors that have low enrollments or are similar to programs elsewhere in the
UW System. Such eliminations should be coordinated across the System so
that the same majors are not simultaneously removed everywhere.

c. One-time reduction opportunities, e.g. hiring slowdowns, travel restrictions,
etc. should be considered in the short term to give Provosts and Chancellors
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time to plan more permanent modifications including changes to program
array.

d. Minority and Disadvantaged Programs will receive no more than a
proportionate share reduction in budget cuts.

e. The 2008-09 Growth Agenda will be slowed during this period due to budget
reductions.

2. ACROSS -THE-BOARD ONE PERCENT (1%) REDUCTIONS
The Governor’s budget reduces most nonfederal appropriations by one percent
(1%) for a reduction of $24,491,400 in 2009-10 and another $24,491,400 in
2010-11. This will require a reduction of $10,224,800 GPR and $14,266,600
Program Revenue funds in each year of the biennium.

In general for GPR cuts, the distribution will be based on the proportional share
of the appropriation total for the institution.

Reductions to Student aid ($13,500), Utilities ($1,316,300) and the Advanced
Opportunity Program- AOP ($78,000) are distributed separately in sections A.4,
A5, and A.7.

The distribution of the GPR Across-the-Board reductions are as follows:

Campus Reduction
Madison $3,311,763
Milwaukee 1,193,616
Eau Claire 408,554
Green Bay 206,855
La Crosse 340,352
Oshkosh 402,107
Parkside 188,836
Platteville 243,876
River Falls 233,928
Stevens Point 341,342
Stout 326,902
Superior 124,338
Whitewater 362,013
Colleges 321,409
Extension 355,714
System Administration 455,395
Subtotal $8,817,000
AOP, Utilities and
Student Aid $1,407,800
Total $10,224,800
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3. RECRUITMENT AND RETENTION OF FACULTY, INSTRUCTIONAL
AND RESEARCH ACADEMIC STAFF
The 2009-11 biennial budget provides an additional $5,000,000, in 2009-10 and
$10,000,000 in 2010-11 to support competitive compensation for faculty,
instructional academic staff and research academic staff in high-demand and/or
mission-critical academic disciplines. Funding will be distributed based on each
institution’s proportion of the approved all funds October 2008 payroll base for
faculty, instructional academic staff and research academic staff. The
$5,000,000 in 2009-10 is distributed as follows:

Campus Distribution
Madison $2,548,000
Milwaukee 597,500
Eau Claire 190,500
Green Bay 75,500
La Crosse 167,000
Oshkosh 187,000
Parkside 77,500
Platteville 122,000
River Falls 115,000
Stevens Point 162,000
Stout 140,500
Superior 53,500
Whitewater 184,500
Colleges 152,500
Extension 227,000
System Administration 0

Total $5,000,000

Guidelines for Use of Funds

Use of funds is limited to salary dollars.

Because of the critical need for funding to address competitive salary
concerns, all recruitment and retention dollars should be used in the year
allocated.

Funding is not limited to matching outside offers but can be used to
support proactive market based salary increases when those disparities
can be documented.

Recruitment and retention funding cannot be provided in an across-the-
board fashion.

This funding may not be used to address widespread compression issues.
Funding may not be granted to officials with titles of Dean and above.
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4. LAWTON UNDERGRADUATE MINORITY RETENTION
GRANT/ADVANCED OPPORTUNITY PROGRAM (AOP)
The budget increases funding for the Lawton program by $339,700 and the
AOP by $351,000 in 2009-10. The AOP funding amount represents an increase
of $429,000 minus a $78,000 across the board reduction. Total funding for
2009-10 will be allocated based on each institution’s proportion of a three-year
rolling average headcount of minority students.

5. UTILITIES
The budget provides a decrease of $3,062,500 for utilities in 2009-10 and an
across the board reduction of 1,316,300 for a total decrease of $4,378,800. The
base level of funding is the 2007-08 expenditure level. The base is adjusted
using the Department of Administration (DOA) inflation scalers by commaodity
code. Funding for new space, debt service on energy projects, solid waste
removal, and operational adjustments for the cogeneration power plant on the
UW-Madison campus is added, based on the amounts requested in the biennial
budget, by campus.

6. STUDENT TECHNOLOGY FEE
The budget provides an additional $106,900 in 2009-10 and $1,196,000 in
2010-11 to reflect changes related to additional tuition revenue generated by the
student technology fee to meet student needs for instructional technology and
information access. Allocation of the student technology fees is based on a
percentage of the 2008-09 academic year and summer session tuition budgets
excluding the student technology fee.

7. STUDENT AID
The budget reduces funding by $13,500 for Student Aid (Fund 107) in 2009-10.
Total funding in 2009-10 will be allocated based on a proportional reduction on
each institution’s 2008-09 allocation for student need-based aid through this
appropriation.

B. INSTITUTIONAL INITIATIVES
Funding for institutional initiatives will be allocated to the designated institutions
based on gubernatorial and legislative intent.

1. WISCONSIN INSTITUTES FOR DISCOVERY
The budget provides $8,198,100 in 2010-11 for the Wisconsin Institutes for
Discovery, a public research institute charged with enhancing human health and
welfare through interdisciplinary research spanning biotechnology, nanotechnology,
and information technologies. This funding is allocated to UW-Madison.

2. WISCONSIN GENOMICS INITIATIVE
The budget provides $2,000,000 one-time in 2009-10 to support the Marshfield
Clinic, the Medical College of Wisconsin, the University of Wisconsin School of
Medicine and Public Health, and the University of Wisconsin-Milwaukee in
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combining resources to develop scientific models to predict an individual’s
susceptibility to disease, target personalized treatments, determine individual
responses to treatment and prevent disease before it occurs. Funding will go to
UW-Madison.

1. PROGRAM REVENUE FUNDING DISTRIBUTION

The biennial budget requires the transfer of $25,000,000 of Auxiliary Revenues to the
Higher Educational Aids Board in 2009-10 for the Wisconsin Higher Education Grant —
University of Wisconsin Students (WHEG-UW). The $25,000,000 will be distributed as
a percentage of the 2007-08 auxiliary (Fund 128) cash balances excluding student
segregated fee balance. In addition, Program Revenue appropriations are reduced
$14,266,600 in both 2009-10 and 2010-11. These reductions are calculated as a
proportionate percentage of the budget for the appropriation. For auxiliaries, the
distribution is based on the auxiliary budget excluding student segregated fee funds. The
combined transfer and reduction amount, $39,266,600, in 2009-10 by campus is as

follows:

REQUESTED ACTION

That, upon recommendation of the President of the University of Wisconsin System, the Board
of Regents approves the 2009-10 UW System annual distribution adjustments for GPR/Fee

funds.

Campus Reduction
Madison $10,683,564
Milwaukee 3,015,114
Eau Claire 2,485,619
Green Bay 828,104
La Crosse 5,770,094
Oshkosh 1,577,385
Parkside 596,166
Platteville 1,618,819
River Falls 2,228,453
Stevens Point 2,652,877
Stout 1,566,022
Superior 108,585
Whitewater 1,937,294
Colleges 429,072
Extension 2,588,417
System Administration 1,181,015

Total $39,266,600
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BEYOND PLAN 2008:
NEXT STEPS IN THE UW SYSTEM’S WORK ON
EQUITY, DIVERSITY, AND INCLUSION

EXECUTIVE SUMMARY
BACKGROUND

In early 2009, the State of Wisconsin stands on the threshold of significant demographic
change and economic uncertainty. Wisconsin’s population is shrinking, as is the state’s pool of
high school graduates. As the UW System considers how best to educate students and deploy its
human and financial resources to serve the state and prepare citizens for the 21 century global
society, it must take this evolving context into account.

The Growth Agenda for Wisconsin seeks to do exactly that, with its focus on people, jobs,
and communities, and its plan to improve Wisconsin’s competitive edge, nationally and globally.
Developed with broad input from constituents throughout the state, the Growth Agenda offers a
blueprint for developing the state’s human potential, creating new jobs, and strengthening the
local communities that sustain citizens and businesses alike. With reinvestment from the state,
the University of Wisconsin System seeks to: 1) enroll more Wisconsin residents and graduate
more four-year college-degree holders; 2) attract college graduates from other states to
Wisconsin; and 3) use university resources to grow knowledge-economy jobs for Wisconsin’s
future. The ultimate goal is an economically robust Wisconsin, with a high quality of life, an
engaged citizenry, and a strong democracy.

Wisconsin’s shifting demographics present both challenges and opportunities to enacting
the Growth Agenda. The Growth Agenda seeks to increase the number of baccalaureate degree-
holders in Wisconsin at a time when the state’s projected number of high school graduates is
going down, having peaked in 2008. According to the UW Applied Population Laboratory,
projections indicate that the number of graduates will decline steadily until 2015 (by about 8.9
%, or 6,121 graduates statewide), and then begin to increase again. This decline is true for every
race and ethnicity with the exception of Hispanic/Latinos, for whom dramatic growth is
expected. The number of Hispanic/Latino public school graduates is projected to nearly triple
between 2006 and 2019. So while the number of white high school graduates is going down, the
number of public school graduates of color is growing statewide. Between 2001 and 2006, the
percent of Wisconsin high school graduates of color increased from 11% to 15%. Such increases
are expected to continue: the projections for this group are that this percentage may increase to
18% in 2012, and to 22% in 2019."

These demographic projections have enormous implications for how the UW System will
serve the state’s citizens as they seek access to post-secondary opportunities, and for how the
System will create welcoming environments that address the needs of high school graduates of

! The population data and projections are taken from the March 2008 report, Wisconsin High School Graduate
Projections: 2008-2019, prepared by the UW-Madison Applied Population Laboratory for the UW System. For the
full report, go to: http://www.apl.wisc.edu/publications/apl_grad_projections2008.pdf.
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color as they enter its institutions. Despite having one of the highest public school graduation
rates in the nation, Wisconsin has relatively low graduation rates for students of color—below
the national average—in particular for African American students. This statistical backdrop has
informed and impacted the System’s ten-year effort to address educational quality through racial
and ethnic diversity in its Plan 2008.

At its March 2009 meeting, the Board of Regents will devote the afternoon to a policy
discussion of the next steps in the UW System’s work on equity, diversity, and inclusion, a
discussion that has everything to do with Wisconsin’s shifting demographic, economic, and
social contexts. The Board will consider the final report and evaluation of Plan 2008
(comprising the years 1998-2008), which highlights both the progress that has been made, and
the challenges that remain for the years beyond 2008. The Board will consider the set of
recommendations made in the final report, hear a presentation on several intermediate strategies
taken by the UW System and its institutions to advance diversity prior to the endpoint of Plan
2008, and begin a discussion of Inclusive Excellence, the umbrella framework under which the
UW System and its institutions will move forward in coming years to strategically address
diversity, equity, and inclusion.

REQUESTED ACTION

No action requested; for information only.
DISCUSSION
Final Plan 2008 Report

The final Plan 2008 report contains summary data from the entire period of time the Plan
was in effect, 1998 through 2008. It includes examples of practices and programs implemented
to advance the goals of Plan 2008 at the system and the institutional levels. The report assesses
the extent to which the UW System has met the Plan’s seven goals, identifies those goals that
remain to be incorporated into future strategic actions for equity and educational excellence, and
sets the stage for Inclusive Excellence.

This final Plan 2008 Report delivers an assessment of the progress the UW System has
made in its efforts to enhance educational excellence and diversity through expanded access and
opportunity for students and faculty of color, and for economically disadvantaged students. The
Report’s key findings cover the areas of enrollment, retention, bachelor’s degrees conferred,
financial aid, and accountability. As the key findings delineate, the UW System has made some
progress on the goals of Plan 2008, but not to the extent hoped for. Some of the major
challenges to progress continue to be systemic in nature, and, therefore, strategies to address
them require the attention and leadership of many educational sectors (elementary, secondary,
and post-secondary), and across all levels of the UW System (including the Board of Regents,
UW System Administration, and all UW Chancellors, Provosts, faculty, and staff).

The data contained in the final Plan 2008 Report provide a critical opportunity for the
UW System to reflect on its progress to date, to confront what has worked and what has not



worked, and to identify areas where additional attention must be paid. Further, the Report
provides baseline data the UW System can use to define its future strategic actions to: 1) achieve
equity in educational outcomes for students; 2) build and strengthen the precollege pipeline; 3)
achieve student and workforce diversity; 4) create inclusive and welcoming climates for all; and
5) strengthen assessment and accountability with improved measures and performance.

Finally, the final Plan 2008 Report includes a set of recommendations that are
prerequisites for any high-impact initiatives in which UW institutions will engage as they work
to make excellence inclusive. They include:

e UW System and institutional resources need to follow the stated priorities of
diversity, equity, and inclusion.

e UW System and the institutions must develop concrete, well-defined actions to
achieve workforce diversity.

e UW System and the institutions must develop concrete, well-defined actions to
achieve a critical mass of underrepresented students.

o UW System and the institutions must engage in assessment that focuses on
outputs/outcomes rather than inputs, building a culture of evidence in which data
informs policy and practice.

o UW System and the institutions need to retain intentional, focused efforts on
strategies and practices that close gaps in achievement, and ensure opportunity
and excellence.

¢ UW System must practice active, engaged, and sustained leadership to advance
the organizational change efforts resulting in equity, diversity and inclusion.

e UW System and the institutions must support well defined, broadly
communicated, and clearly understood systems of incentives and rewards.

Intermediate Strategies to Address Diversity and Equity

In the last few years, as Plan 2008 moved to the end of its decade-long tenure, the UW
System developed several intermediate strategies as UW System Administration (UWSA) and
the institutions confronted what was mixed progress on the Plan’s goals and a growing
understanding of what was and was not working. Three of these strategies were the Equity
Scorecard Project, the Campus Climate Study, and the Transfer Equity Study.

To focus efforts on eliminating unequal outcomes in education and closing gaps in
achievement, two cohorts of UW institutions are participating in the Equity Scorecard Project.
Developed by Dr. Estela Bensimon of the Center for Urban Education at the University of
Southern California, the Scorecard is a self-assessment process designed to improve institutional
performance and accountability for achieving equity in educational outcomes for all students,
particularly for underrepresented populations of students of color. In adopting the Scorecard, the
UW System was also responding to a directive from the Board of Regents. In February 2005,
the Board of Regents issued Resolution 8970, which not only reaffirmed the Board’s compelling
interest in and commitment to achieving educational diversity at all UW System institutions, but
also directed UWSA and the institutions to adopt a diversity accountability report card with



measurable goals that would track the progress made in closing the achievement gap between
UW students of color and white students.

The Equity Scorecard process enables UW institutions to do just that by identifying
unequal results in key areas related to institutional performance and educational outcomes for
student success. Using student data disaggregated by race and ethnicity, campus teams engage in
a systematic process of practitioner inquiry to help them understand and pinpoint the underlying
causes of student inequities in order to develop effective solutions that will eliminate the
inequities.

The first Equity Scorecard cohort began its work in 2006 and includes six UW
institutions: the UW Colleges, UW-La Crosse, UW-Oshkosh, UW-Milwaukee, UW-Parkside,
and UW-Whitewater. Beginning in 2008, five additional UW institutions became a part of the
second cohort: UW-Eau Claire, UW-Platteville, UW-River Falls, UW-Stout, and UW-Superior.
Through the analytical framework of the Equity Scorecard, these UW campuses have made
significant progress in identifying root causes of problems, and are now developing strategies to
remedy them.?

The Campus Climate Study Project was undertaken as a result of a growing awareness
at several UW institutions and System Administration of bias-related incidents at UW
institutions. This awareness led to the UW System’s decision to undertake a broad-based,
systemwide climate study that would provide data for institutions and the System. The firm
Rankin & Associates was chosen to lead the project because of their nationally recognized
reputation for conducting multiple-identity climate surveys in higher education.

In Fall 2006, five UW institutions volunteered to participate in the pilot year of the
Climate Study, including the UW Colleges, UW-Oshkosh, UW-La Crosse, UW-Milwaukee, and
UW-Stevens Point. Given in paper form and online, the survey measured climate via
perceptions and experiences of campus community members, including faculty, staff, and
students. Each participating campus’s climate of diversity and inclusiveness was assessed with
regard to multiple identity groups (e.g. race/ethnicity, gender, sexual orientation, religious
affiliation, veteran status, etc.). An overview of the Climate Study, including results, was
presented to the Board of Regents at their December 2008 meeting.

The conclusions of the Climate Survey are meant to aid each institution in developing
tailored action plans for inclusion and diversity that will assist in focusing their efforts to make
their campus inclusive and welcoming for all. UW-Eau Claire, UW-Parkside, UW-River Falls,
and UW-Whitewater are participating in the second round of the survey.

Just getting underway is the Wisconsin Transfer Equity Study. This two-year project,
focused on the UW System, is being led by Dr. Bensimon, developer of the Equity Scorecard,

2 Additional information on the Equity Scorecard, including interim reports on institutional findings can be found at:
http://www.uwsa.edu/edi/equity/index.htm.

® To view the presentation made to the Board, go to: http://www.wisconsin.edu/news/2008/12-
2008/CampusClimate.pdf. The written report can be found on pages 3-8 of the Regent materials from December
2008 at: http://www.uwsa.edu/bor/agenda/2008/december.pdf.
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and her Center for Urban Education at the University of Southern California. Funded by a two-
year grant from the Ford Foundation, the project will work to increase under-represented
students’ access to, and transfer from the UW Colleges two-year campuses and Wisconsin
Technical College institutions. The work will build on the findings from the Equity Scorecard
institutions, and will establish specific benchmarks to assess progress toward equity in transfer
practices and successful transfer outcomes at all levels.

Inclusive Excellence

The UW System’s Growth Agenda for Wisconsin recognizes that higher education plays
a significant role in providing students with the knowledge, skills, and habits of mind they need
to succeed in the 21st-century global economy. The UW System must prepare its students for
responsible, ethical, and engaged citizenship to meet the university’s broad educational goal of
promoting excellence in professional, civic, and personal life. To succeed in the 21st century,
students need certain knowledge, skills, and multicultural perspectives — including the ability to
empathically put themselves in another’s shoes.

One of the Growth Agenda’s action steps is to “model inclusive excellence in UW
System education and employment.” Inclusive Excellence is the umbrella framework under
which the UW System and its institutions will move forward in coming years to strategically
address equity, diversity, and inclusion as the successor to Plan 2008. It is not another plan with
a pre-determined time frame for implementation; nor does it abandon the goals of Plan 2008.
Establishing a critical mass of faculty, staff, and students from historically underrepresented
groups will remain a top priority for the UW System and its institutions under Inclusive
Excellence. The central premise of Inclusive Excellence holds that UW System colleges and
universities need to intentionally integrate their diversity efforts into the core aspects of their
institutions—including academic priorities, leadership, quality improvement initiatives, decision-
making, day-to-day operations, and organizational cultures—in order to maximize their success.

Inclusive Excellence is designed to help UW institutions establish a set of
comprehensive, well-coordinated strategic actions that foster greater diversity, equity, inclusion,
and accountability at every level of institutional life. Inclusive Excellence builds on both the
Equity Scorecard and the Campus Climate projects in their efforts to foster positive institutional
change, and their insistence that diversity is an integral part of academic and institutional
excellence. This approach is based on a model developed by higher education researchers and
practitioners working with the Association of American Colleges and Universities (AACU), the
UW System’s partner on the LEAP Campaign (Liberal Education and America’s Promise).

Key Policy Issues for Discussion

On the threshold between the conclusion of Plan 2008 and the movement towards
Inclusive Excellence, the UW System has a number of policy questions to consider:

1. What worked, what did not work, and what are the most important lessons learned
from Plan 2008?



2. Where should the UW System expend its energies and resources in the years to
come?

3. What type of leadership is required and expected from Chancellors/Institutions
and the UW System Administration?

As the umbrella framework for the UW System’s diversity work in the years to come—
and like the Growth Agenda—Inclusive Excellence sets out to prove that higher education
systems and institutions can act as catalysts for transformation, transformation that is at once
educational, social, civic, and economic. And, like the Growth Agenda, Inclusive Excellence
holds at its core the goal of a vibrant Wisconsin, determined to carry the UW System forward
into the multicultural democracy that exemplifies 21%-century America.

RELATED REGENT POLICIES

Plan 2008: Educational Quality Through Racial and Ethnic Diversity; A Report to the Board of
Regents, May 1998.

Plan 2008 Phase | Report - Report on Diversity: A Wisconsin Commitment, An American
Imperative, April 2004.

Plan 2008: Reflections on the Past, Prospects for the Future, June 2007

Regent Resolution 7692, adopted 5/8/98.
Regent Resolution 8850, adopted 6/10/04.
Regent Resolution 8970, adopted 2/11/05.
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Introduction

The goal of achieving racial and ethnic diversity in the UW System emerges from its
mission to serve all people of the state through educational access and opportunity. The core
missions of the System’s varied institutions include a commitment to:

Serve the needs of women, minority, disadvantaged, disabled, and non-traditional
students and seek racial and ethnic diversification of the student body and the
professional faculty and staff.

As a means to fulfill this mission, two principal documents have guided the UW System
in its efforts. In 1988, Design for Diversity was the first systemwide ten-year strategic plan to
focus on implementation of the vision of a diverse and culturally enriched academic
environment. In 1998, Plan 2008: Educational Quality Through Racial and Ethnic Diversity
was developed to continue the commitment begun by Design for Diversity. Both of these ten-
year plans have addressed diversity goals by focusing on African Americans, American Indians,
Asian Americans (with an emphasis on Southeast Asians), and Hispanic/Latino populations,
based on the principle that increasing the participation of these historically under-served
populations would enhance the educational experience of all students, better preparing them to
live and work in a multicultural society.

Following the adoption of Plan 2008, each UW System institution developed an
individualized institutional diversity plan focusing on race, ethnicity, and economic
disadvantage. The Plan’s ten-year time horizon was divided into two five-year segments so that
plans would be sufficiently flexible for institutions to respond to their unique experiences,
student demographics, and campus climates, as well as to ever-changing social, economic, and
legal environments.

For example, two recent court cases have had important implications for the UW
System’s implementation of Plan 2008. In June 2003, the United States Supreme Court handed
down decisions in Grutter v. Bollinger and Gratz v. Bollinger. These cases reaffirmed the
principle that institutions of higher education may use race as a "plus” factor in admission
decisions to achieve the educational benefits that flow from a diverse student body, when such
use is narrowly tailored. The Court also emphasized that race-conscious efforts should serve
institutional missions and the needs of all students. These decisions provided additional support
to the UW System’s future efforts to achieve equity and diversity for all students, faculty, and
staff. Among the conclusions drawn from the Supreme Court’s decisions was that attaining
equity and excellence in educational outcomes for all students requires the UW System to
integrate these efforts throughout all aspects of campus and institutional missions and operations.



Plan 2008 has sought to be such an integrated plan, the fundamental vision of which has
been to enhance the educational experience and success of all students. The seven goals of the
Plan have acknowledged that accomplishing this vision requires increasing the participation and
success of students of color and the economically disadvantaged throughout the UW System. To
do that, the UW System has needed to: partner with other entities to ensure that these students
are well-prepared to access and succeed in higher education; create an environment that
enhances learning and respect for racial and ethnic diversity and which includes a faculty and
staff that is racially and ethnically diverse; and hold itself accountable to achieving its goals and
realizing its vision. The Plan has acknowledged that the preparation for success in higher
education begins early in a child’s educational experience, and that resources must be available
to assist those who would otherwise be excluded from participation in higher education for
financial reasons.

During the first phase of the Plan, the UW System Office of Academic Diversity and
Development (OADD) worked with the institutions to help facilitate the implementation of their
individual plans. OADD presented its first major report on Plan 2008 to the Board of Regents in
fall 2001. In 2004, OADD followed with another Report to the Board, “Diversity: A Wisconsin
Commitment, An American Imperative,” a mid-point review and assessment outlining
institutional and System progress during the first five years of Plan 2008, as well as the
challenges that remained.

Throughout the implementation of Plan 2008, the Board of Regents has provided both
support and direction to UW System Administration and the institutions. After reviewing the
midpoint progress of Plan 2008 in April 2004, the Board established as a priority for Phase Il the
closing of gaps in retention and graduation between students of color and their white peers. The
Board also asked that institutions focus on critically assessing programs to provide for
continuous improvement.* The Phase Il institutional plans were submitted in December 2004,
and included a wide range of approaches to addressing the seven goals of Plan 2008, among
them the Regent focus on closing gaps in enrollment, retention, and graduation.

In February 2005, the Board of Regents adopted Resolution 8970, which reaffirmed the
Board’s compelling interest in and commitment to achieving educational diversity at all UW
System institutions through an array of programs, including Plan 2008. Resolution 8970
included specific recommendations to be undertaken by the UW System Administration
(UWSA) and the institutions in the implementation of Phase Il of Plan 2008. Among its
recommendations, the Board directed UWSA and the institutions to adopt systemwide by June
2005, a diversity accountability report card with measurable goals that would track the progress
made in closing the achievement gap between UW students of color and white students. The
Board also asked for the establishment of a systemwide diversity award recognizing excellence
in diversity programming or achievement, increased attention in Phase 1l to accountability, and
recommended that Chancellor evaluations include progress on Plan 2008 goals.

This report includes the UW System’s response to the directives provided by the Board of
Regents. Moreover, it reflects on the ten years of Plan 2008 and seeks to guide the development
of the UW System’s future strategic actions to achieve diversity, equity, and inclusive excellence
for economically disadvantaged and underrepresented racial/ethnic groups. This report provides
information under each of the seven goals of the plan (Appendix A), including precollege
participation, enrollment, graduation rates, faculty and staff data, and an array of other

! Plan 2008 Phase | Report - Report on Diversity: A Wisconsin Commitment, An American Imperative, April 2004,
April 2004 Report to the UW System Board of Regents.
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information for campus representatives, policy makers, and constituents. Data contained in this
report represent primarily the four race/ethnic groups specified by Plan 2008. Data specifically
on the economically disadvantaged are not available. However, all Plan 2008 goals and
initiatives serve both racial/ethnic groups and the economically disadvantaged.

Some of the Report’s key findings include:

e Enrollment: Since the inception of Plan 2008, the ranks of students of color enrolled
within the UW System have increased. From 1998 to 2008, the enrollment numbers for
students of color rose from 11,967 to 18,021, an increase of 6,054 students, 51percent
increase. In terms of their overall representation within the UW System, students of color
now comprise 10.3 percent of all students enrolled, an increase of 2.6 percentage points
from the 7.7 percent they first constituted in 1998.

e Retention: At the start of Plan 2008, the retention rate for students of color enrolled
within the UW System approximated 72.1 percent. Today, 75 percent of students of
color enrolled are retained from the first through the second year of college. In
comparison to their white peers, students of color are still being retained at a lower rate
though the gap has closed over time. In 1998, the gap in retention between white
students and students of color stood at 7.2 percentage points. Currently, that gap stands
at 4.7 percentage points.

e Bachelor’s Degrees Earned: Both the percentage and number of students of color
earning bachelor’s degrees has increased since the start of Plan 2008. In 1997-98, 6.4
percent or 1,256 students of color graduated with a bachelor’s degree from a UW
institution. In 2006-07, 7.4 percent or 1,761 students of color were awarded a bachelor’s
degree from a UW institution.

Financial Aid: The cost of postsecondary education is a potential barrier to completing
an undergraduate degree. Financial aid can help ease the burden and is critical to
continued progress, especially in order to reduce the higher debt burdens of students of
color. UW institutions increasingly rely on private dollars for minority and disadvantaged
students to help finance their educations. Despite increases in governmental and private
aid programs over the past ten years, a huge unmet need remains, one that is likely to
grow given the state and nation’s fiscal challenges.

Accountability: Progress has been made on accountability. Almost all UW System
institutions are in some phase of the Equity Scorecard Project, a self-assessment process
to advance institutional accountability and learning to close gaps in achievement and
attain equity in educational outcomes. Several of them have administered a Climate
Assessment Survey. The results of these assessment projects are beginning to inform
institutional actions and planning around student success and workforce development.
The UW System’s annual accountability report has also introduced additional measures
for assessing progress on diversity and equity indicators. Additionally, progress on Plan
2008 is now a factor in Chancellor evaluations. Work remains to be done in certain key
areas, as will be discussed later in the report.

The data contained in this final Plan 2008 Report provides a critical opportunity for the
UW System to assess its progress to date, and to identify areas where additional work is needed.
The Report data can provide a baseline from which the UW System can define its future strategic
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actions to: 1) achieve equity in educational outcomes for students; 2) build and strengthen the
precollege pipeline; 3) achieve student and workforce diversity; and 4) create inclusive and
welcoming climates for all. While the data provide a more complete picture of the inroads made
by the UW System in its efforts to fulfill the goals of Plan 2008, it is still an incomplete picture.
There are many programs, initiatives, and projects that work to implement the broad goals of
Plan 2008 that are not included in this report nor its appendices. And while the data sometimes
indicate progress and sometimes the lack thereof, they cannot flesh out the facilitators of, nor the
barriers to success to aid in the determination of what might be done differently to encourage a
different set of outcomes. Finally, the data cannot represent the individuals—faculty, staff and
—for whom the goals of Plan 2008 were written and upon whom the UW System’s failure or
progress exerts an impact.



Plan 2008: Final Outcomes (Fall 1998-Fall 2008) — Overview

Following is an overview with summary data of the final outcomes for each of Plan
2008’s seven goals. A more complete picture is provided in the body of the report.

Goal 1: Increase the number of Wisconsin high school graduates of color who apply, are
accepted, and enroll at UW System Institutions.

From 1998 to 2008, the enrollment numbers for students of color rose from 11,967 to
18,021, for a total increase of 6,054 students. In terms of their overall representation
within the UW System, students of color now comprise 10.3 percent of all students
enrolled, an increase of 2.6 percentage points from the 7.7 percent they constituted in
1998.

Among undergraduates of color in the UW System, enrollments have increased by
5,500 students or 55 percent. Relative to all UW System undergraduates,
undergraduates of color now comprise 10.3 percent of the population, an increase of
2.8 percentage points over the 7.5 percent they initially comprised at the start of Plan
2008.

Enrollments of graduate and professional students of color increased over the course
of Plan 2008 by 436 students or 18.1 percent. Relative to all UW System
graduate/professional students, students of color now comprise 10.3 percent of the
population, an increase of 1.4 percentage points from the 8.9 percent they comprised
at the outset of Plan 2008.

Despite significant increases in the number of students of color graduating from
Wisconsin public high schools, the service rates® for students of color have declined
over the last ten years, dropping from 23 to 22 percent.

UW Enrollment Totals
by Race/Ethnicity
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2 Service rates are defined as the rate at which Wisconsin public high school graduates immediately enroll in the

UW System.
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Goal 2: Encourage partnerships that build the educational pipeline by reaching children
and parents at an earlier age.

e Overall, participation in UW precollege programs has been substantial throughout the
course of Plan 2008; over twelve thousand grade school, middle school, and high school
students have participated each year since 2003-04.

e In comparison to the early years of Plan 2008, registration in precollege programs has
grown considerably over time, the result of increased programming activity, improved
marketing methods, and innovative outreach strategies undertaken by M/D Coordinators.

e Of the M/D precollege participants that the UW System is able to track, 22 percent
enrolled in the UW System as new freshmen through fall of 2005.

e UW System precollege programs reach fewer than 8 percent of K-12 students of color in
Wisconsin. While the number of precollege programs has increased dramatically in the
last ten years, assessment of these programs has been uneven and thus their impact is
difficult to gauge. See Appendix B for a list of selected programs.

Goal 3: Close the gap in educational achievement, by bringing retention and graduation
rates for students of color in line with those of the student population as a whole:

e The gap in retention and graduation rates between students of color and white students
persists. Among students of color, African Americans and American Indians have the
lowest retention and graduation rates.

e The number of bachelor’s degrees earned by students of color increased both in number
and as a percentage of all bachelor’s degrees conferred. From 1997-98 to 2005-06,
graduates of color increased from 6.4 percent to 7.2 percent of all bachelor’s degrees.

e Master’s, doctoral, and professional degrees earned by students of color increased in
number but declined as a percentage of all graduate and professional degrees conferred.
From 1998-99 to 2005-06, degree recipients of color decreased from 8.1 percent to 7.9
percent of all graduate and professional degrees awarded by the UW System.

e Guided by the Board of Regents, the UW System created a Regents Diversity Award to
recognize institutional change agents who foster access and success for historically
under-represented populations. The first awards will be made in March 2009.

New Freshman of Color and White Students
Returning to the Same UW Institution
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Goal 4: Increase the amount of financial aid available to needy students and reduce their
reliance on loans.

Goal 5:

Since the 1997-99 biennia, funding for the Lawton Undergraduate Grant and Advanced
Opportunities Programs has increased by 156.6 percent and 91.8 percent respectively.
UW institutions have established many privately funded scholarship programs under Plan
2008.

Almost three-fourths of undergraduates of color (71 percent) had financial need as
defined by the Federal Needs Analysis methodology, compared with less than half of
white undergraduates (43 percent), which has remained unchanged since 1998.

Debt levels for African American and Hispanic/Latino graduates remain higher than
those of Southeast Asian, white, and American Indian graduates.

Over the past fifteen years, the average cost of attendance at public four-year institutions
has increased at a greater rate than median income of low-income families, to the point
where tuition exceeds 65 percent of their household incomes.

Increase the number of faculty, academic staff, classified staff, and administrators

of color, so that they are represented in the UW System workforce in proportion® to their
current availability in relevant job pools. In addition, work to increase their future
availability as potential employees.

Employees of color have increased in every employment category, both in number and as
a percent of all employees, since 1998. Tenured and tenure-track faculty had the greatest
number of employees of color in 2008 (1,490). Non-instructional academic staff had the
greatest proportion of employees of color in 2008, 15 percent of employees.

Asian employees increased the most since 1998, both in number and as a proportion of all
employees.

UW Employees by Race & Ethnicity

1998 2008
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® Each UW institution prepares and calculates workforce availability data to prepare annual federal and state
Affirmative Action Programs. Workforce availability data formulas are based upon several factors, including: job
groups; relevant skills, knowledge and education; and reasonable areas of recruitment for each job group and
institution. Because there is no UW System-wide Affirmative Action Plan, there is no determination of workforce
availability and/or proportion at the System level.
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Goal 6

. Foster institutional environments and course development that enhance learning

and a respect for racial and ethnic diversity.

Goal 7:

Through a variety of programs, initiatives and activities, UW institutions continue efforts
to integrate multicultural content into courses, to deepen respect and understanding of
racial and ethnic diversity among majority students, and to create supportive learning
environments for students of color.

The UW System Office of Academic Affairs has integrated multicultural infusion and
contributions toward diversity into the assessment criteria used for academic program
review and approval. The UW System Office of Academic Affairs hosted a conference
on curricular infusion for UW System faculty and staff.

The UW System Office of Academic Affairs annually administers a number of grant and
professional development programs for UW System faculty and staff dedicated to
advancing diversity in the classroom and beyond.

Improve accountability of the UW System and its institutions.

The Board of Regents passed Resolution 8970 in February 2004, asking for greater
accountability across the UW System in its efforts to advance diversity.

Chancellor evaluations include an assessment of institutional progress toward
systemwide priorities, including diversity and Plan 2008.

UW institutions have included diversity efforts in program and performance reviews.
Eleven UW institutions participate in the UW System Equity Scorecard Project, a self-
assessment process to advance institutional accountability and learning to close gaps in
achievement and attain equity in educational outcomes.



University of Wisconsin System
Plan 2008: Years, 1998-2008
A More Complete Picture

GOAL #1: Increase the number of Wisconsin high school graduates of color who apply, are
accepted, and enroll at UW System institutions.

It is important to provide a context for the numbers and trends that are to be presented
here under Plan 2008’s first goal, a goal that can be defined broadly as one of access to the UW
System. Figure 1 offers a snapshot of the rapid and extensive demographic changes that the state
of Wisconsin has undergone from 1990 to 2007, a timeframe that spans nearly all of Plan 2008
as well as the UW System’s first strategic plan, Design for Diversity. Although Wisconsin
remains a disproportionately White state, demographic shifts such as those captured in Figure 1
show that this will not always be the case; as its populations of color continue to grow, the face
of Wisconsin will continue to evolve, taking on a far more multicultural countenance than ever
before.

Figure 1
Wisconsin Population of Color by Race/Ethnicity for Years
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There is a second context to consider as well, one that speaks directly to the role of UW
System institutions as educators of the next generation of college-goers. Figure 2 on the
following page provides projections for Wisconsin’s high school graduates of color over the
course of the next 10 years. If these projections prove accurate, there will be a far larger pool of
students of color—across all underrepresented groups—requiring access to higher education than
has been witnessed historically.

Collectively, these figures provide both a sense of history as it has unfolded over the
course of the last twenty years or so, and of the future as it has yet to unfold. Both perspectives
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should be kept in mind when considering the gains in access that have been made by people of
color during Plan 2008.

Figure 2
Wisconsin Public High School Graduate
Projections by Race/Ethnicity

2006 - 2019
817
755 804514
824 _ . .. 797 768 703 726 708 /
758 . 809 810 — 212343

6,626

4236 4,576 4,988 2451277
q7g 4, ,

763
TUr T

2,973 3,444
2,684 772,895 3,115~
‘ _‘_ .—— & & e & & P —

hd v v v v - v

4,848
4,040 4,350 77 "7 4,220 4,179 4,235 4,178 3 929 3 882 3,851 3,943 3,928 3,854 4,048

2,430

o A b O O N " > [ \e) o A ) )
\) Q QO Q % N oy N . .. . ‘.

AT A ST AT AT (BT BT 4T 4P (BT T 4 48T S
—4—Black -—@—Hispanic Asian/P| === AS|AN

Source: University of Wisconsin Population Lab

Enrollment of Students of Color in the UW System

Since the inception of Plan 2008, the enrollment of students of color in the UW System
has increased, both as a share of total enrollment and in absolute number. Table 1 on the
following page shows the overall growth in enrollment for each targeted group at the start,
midpoint, and endpoint of Plan 2008.
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Table 1
UW System Total Enrollment by Race/Ethnicity
Fall 1998 through Fall 2008

Start of Plan 2008 Midpoint of Plan 2008 End of Plan 2008

Racial/Ethnic Group Fall 1998 Fall 2004 Fall 2008
Percent of Percent of Percent of
Number Total Number Total Number Total
African American 4,178 2.7% 4,666 2.8% 5,211 3.0%
Asian 2,699 1.7% 3,174 1.9% 3,449 2.0%
Southeast Asian 1,149 0.7% 2,203 1.3% 2,751 1.5%
Hispanic/Latino 2,892 1.9% 3,598 2.2% 4,263 2.4%
American Indian 1,049 0.7% 1,143 0.7% 1,294 0.7%
Two or More Races n/a n/a n/a n/a 970 0.2%
Hawaiian/Pacific Islander n/a n/a n/a n/a 83 0.5%
SUBTOTAL 11,967 7.7% 14,784 8.9% 18,021 10.3%
International 5,295 3.4% 5,369 3.2% 5,918 3.4%
White 138,572 88.9% 146,092 87.9% 151,117 86.3%

UW SYSTEM TOTAL | 155,834 100% 166,245 100% 175,056 100%

From the perspective of shares—defined here as the representation of each racial/ethnic
group relative to the entire UW student population—the following may be noted:

= Almost every target group (African American, Southeast Asian, Hispanic/Latino, and
American Indian) now claims a larger share in representation than it did at the outset of
Plan 2008. The exception to that trend lies among American Indians whose overall
representation among UW students has not changed over time. As they did in 1998,
American Indian students still constitute just .07 percent of the entire UW student
population.

= Just as it had under the UW System’s first diversity strategic plan, Design for Diversity,
the representation of Asian students—particularly Southeast Asian students—and
Hispanic/Latino students has outpaced that of the other target groups.

= |n examining the actual growth in representation among target groups, however, it should
be noted that this growth ultimately never surpasses the threshold of a single percentage
point. The most sizable level of growth occurred among Southeast Asians whose
representation among all UW students increased by .8 percentage points overall. Second
to that of American Indians, the least sizable growth among target groups occurred
among African Americans whose representation among UW students increased by just .3
percentage points overall.

Figure 3 on the following page offers another view of student of color enrollment within
the UW System, this time from the perspective of rates. Rates represent the number of UW
students in a specific racial or ethnic group who succeed out of a total number of students from
that same racial or ethnic group who start in a given measure.
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Figure 3
UW System Enrollment Totals by Race/Ethnicity
Fall 1998 through Fall 2008
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Note: The UW System began collecting data on individuals identifying as Hawaiian/Pacific Islander and Two or More
Races in 2007.

Among the patterns to be noted here:

= Enrollments for every targeted group grew in absolute number over the course of Plan
2008. As before, however, these groups did not exhibit the same level of enrollment
growth. Enrollment among Southeast Asians more than doubled, for example, increasing
by 1,602 students overall. During the same period of time, the ranks of American Indian
students grew by just 245 students, the lowest increase among all target groups.
Hispanic/Latino students enjoyed the second highest increase in enrollment, growing by
1,371 students. Enrollment among African Americans grew by 1,035 students.

= In terms of percentage growth, the trend among target groups is as follows: Since 1998,
Southeast Asians have grown by 139 percent; Hispanic/Latinos have grown by 47.4
percent; Asian Americans by 27.8 percent; African Americans by 24.7 percent; and
American Indians by 23.4 percent.

UW System Service Rates for Students of Color

Service rates for students of color—the rate at which Wisconsin public high school
graduates of color immediately enroll in the UW System—have fluctuated slightly over the
course of the last decade. At the outset of Plan 2008, the UW System service rate for students of
color approximated 23 percent. Today, the service rate stands one percentage point lower at 22
percent, a small uptick from the years between 2003 and 2007 when the overall service rate for
students of color approximated 21 percent.
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Figure 4 below shows the service rates for public high school graduates of color in
comparison to their White peers at the start, middle, and end of Plan 2008.

Figure 4

UW System Service Rates for Immediate New Freshmen by
Race/Ethnicity
1998 - 2004 - 2007
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Based on the information provided in Figure 4, several observations can be made:

= When compared to their Asian and White peers, access to UW institutions as immediate
new freshmen has not expanded significantly among target groups during Plan 2008. In
fact, access to UW institutions has narrowed overall for African Americans and
Hispanic/Latinos, two student populations whose service rates are now lower than they
were in 1998. The only target group to show an increase under Plan 2008 is that of
American Indian students.

= Using the service rate for White students in 2007 as a benchmark, the gaps in service
rates for target groups range from 20 percent (African American) to 13 percent
(American Indian and Hispanic/Latino). Overall, the gap in service rates between
students of color as a collective whole and White students has increased from 10 percent
in 1998 to 13 percent in 2007.

= Among all groups, Whites are the only group whose service rate has grown steadily and
consistently over the course of Plan 2008.

Given that, as a collective whole, students of color have increased their ranks as public
high school graduates every year of the Plan, one would reasonably expect a corresponding
increase in service rates for these students. This increase has not materialized over the course of
Plan 2008. Overall, the number of public high school graduates of color has grown by 4,364
students, expanding from 5,527 in 1998, to 9,891 students in 2007. Among target groups,
African Americans experienced the largest increase in public high school graduates growing by
approximately 1,805 students. Latinos grew by nearly 1,298; Asian students by 1,013; and
American Indian by 248 students. The decrease in service rates among high school graduates of
color, then, cannot be attributed to a decrease in the overall pool of available students given that
the size of that pool—across all target groups—has actually grown bigger over time.
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Figure 5 provides in absolute numbers the immediate new freshmen enrollments that UW
System service rates have engendered over the duration of Plan 2008.

Figure 5
UW System Wisconsin Immediate New Freshmen of Color by Race/Ethnicity
Fall 1998 through Fall 2007
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Appendix C provides fall enrollments, high school graduate counts, and service rates
across all ten years of Plan 2008. Examining that data from the perspective of annual yields, it
can be noted that, the largest increase in the number of students of color enrolling in all UW
institutions as immediate new freshmen amounted to 217 students. These leaps occurred
between 2003 - 2004 and again 2006 - 2007. In terms of the lowest annual yield, the smallest
number of public high school graduates of color who enrolled at a UW institution as immediate
new freshmen was 29 students, occurring during the year 2001 -2002.

Enrollment by Level

Between 1998 and 2008, the number of undergraduates of color enrolled in UW
institutions (including Wisconsin residents as well as non-residents) increased by approximately
5,500 students or 55.4 percent. Similar to their overall enrollments, each targeted group
exhibited varying rates of growth. The racial/ethnic group that showed the greatest growth
during Plan 2008 was that comprised of Southeast Asian undergraduates; this group more than
doubled its ranks growing from 1,058 to 2,563 students overall. Latino undergraduates had the
second highest increase, growing by 55.4 percent over ten years’ time. The enrollments of Asian
American and American Indian undergraduates increased by 31 percent and 28 percent,
respectively, while the population of African American undergraduates increased by 27 percent.
In comparison, White undergraduates increased by 9.4 percent over the same span of time. See
Appendix D for details.

Figure 6 shows the overall growth in absolute numbers among undergraduates of color during all
ten years of Plan 2008.
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Figure 6

UW System Undergraduates of Color by Race/Ethnicity

Fall 1998 to Fall 2008
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Figure 6, along with data presented in Appendix D, reveal several patterns:

All targeted groups showed steady growth in terms of their undergraduate enrollment
during Plan 2008. Growth among undergraduates of Southeast Asian and Latino descent,
in particular, outpaced that of all others. By the end of Plan 2008, there were 2,563
Southeast Asian undergraduates and 3,723 Latino undergraduates enrolled in UW
institutions, increases of 1,505 and 1,327 students, respectively.

African American undergraduate enrollment increased by 937 students or 27 percent.
American Indian undergraduate enrollment fluctuated throughout the tenure of Plan
2008, but eventually grew to 1,136, an overall increase of 269 undergraduates.

The year between 2000 and 2001 saw the greatest increase in undergraduate enrollment
among targeted groups. Approximately 527 additional students of color enrolled in UW
institutions as undergraduates. The second greatest leap in enrollment occurred in the
year between 2003 and 2004 when 385 additional students of color enrolled in UW
institutions.

Since 2005, undergraduate enrollment among students of color has steadily increased by
roughly 250 students each year.
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Figure 7 shows the growth in graduate/professional enrollment among students of color
since the onset of Plan 2008. As a whole, the enrollment of students of color in UW graduate
and professional programs has increased by 26 percentage points. In absolute numbers, this
represents an overall increase of 515 graduate/professional students on a systemwide basis. See
Appendix E for further information.

Figure 7
UW System Graduate and Professional Students of Color by Race/Ethnicity
Fall 1998 to Fall 2008
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Much of what can be seen in Figure 7 is double-digit growth that did not consistently
begin to unfold until 2003. Southeast Asians, once again, more than doubled their
graduate/professional enrollments, growing from 91 to 188 students. The group with the second
largest increase was not among those targeted by Plan 2008 yet their presence expanded
nonetheless: Asian American graduate/professional students grew by 27.3 percent for an overall
increase of 146 additional students. African Americans increased their ranks by 14.3 percent for
total of 96 students, while Latino students grew by 8.9 percent, an overall increase of 44
additional graduate/professional students. American Indian graduate/professional students fared
the worst overall, closing out Plan 2008 with a decline of 13.2 percent or approximately 24 less
students.

Enrollment by Gender

Figure 8 on the following page presents the distribution of men and women within each of Plan
2008’s target groups. Overall, women have maintained a stronger presence among students in
the UW System than their male counterparts. The representation of American Indian women, in
particular, has outpaced both the representation of all other women of color as well as American
Indian men. The gap between American Indian women and men has increased over time by 18
percentage points, the largest differential between men and women among all target groups. In
addition to American Indian men, Southeast Asian men have also endured a decline in
representation, falling from 54 percent in 1988 to 47 percent in 2008. See Appendix F for
further details.
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Figure 8
Percent Males and Females of UW System Enrollment by Race/Ethnicity
Fall 1998 Fall 2004 Fall 2008
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GOAL #2: Encourage partnerships that build the educational pipeline by reaching
children and their parents at an earlier age.

Precollege programs play a critical role in enhancing multicultural and disadvantaged
(M/D) students’ access to higher education. At their best, these programs cultivate greater
aspirations and expectations for a postsecondary education, augmenting students’ exposure to
college life and strengthening their academic preparation so that they are more likely to apply,
enroll, and succeed in college. In this regard, ensuring access to college through precollege
programs encompasses a two-part mission. First, these programs strengthen academic skills and
performance so that multicultural and disadvantaged students are retained from grade school
through high school, graduated, and ultimately prepared to take on college-level work. Second,
they provide the requisite knowledge and skills needed to successfully navigate the college-
choice process, from the point of application, to final decision-making, to eventual enrollment in
a UW institution.

Because of their potential to influence the pipeline of students of color entering the
System, UW System and its institutions have made concerted efforts to increase precollege
opportunities for M/D students under Plan 2008. In comparison to the early years of Plan 2008,
registration in precollege programs has grown considerably over time, the result of increased
programming activity, improved marketing methods, and innovative outreach strategies
undertaken by M/D Coordinators in particular. It is important to note here that precollege data
collection and analyses were not done uniformly in the early years of Plan 2008. Thus, the
figures presented in the pages ahead only account for precollege activity and participation from
the midpoint of Plan 2008 to its end.

M/D Precollege Enroliment

Figure 9 on the following page provides a snapshot of UW System M/D precollege
program enrollments during this timeframe. Overall, participation in UW precollege programs

18



has been substantial through the course of Plan 2008; over twelve thousand grade school, middle
school, and high school students have participated each year since 2003-04.

Figure 9

UW System M/D Precollege Enrollments Unduplicated Annual Headcount
2003 through 2008
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As Figure 9 also reveals, however, precollege enrollments have fluctuated, most notably
after 2004-05, a year in which these enrollments reached an all-time high of 17,073 students.
The decline over time is partly the result of significant cutbacks in funds and student scholarship
monies from two key sources: the federally-sponsored GEAR UP program and the Wisconsin
Department of Public Instruction. See Appendix G for further details.

The decline looks even starker when one considers the growing numbers of students of
color enrolled in Wisconsin public schools. Since 2003-04, the representation of students of
color has increased from 21 percent to 30 percent of all Wisconsin public school students. In
absolute numbers, the population of public school students of color has grown from 186,264 to
202,495 students in just five years’ time (www.dpi.state.wi.us). At most, UW System precollege
programs have been able to accommodate no more than 7.5 percent of these students in any
given year. Table 2 summarizes the M/D service rate for students of color from the 2003-04
academic years through 2007-08.

Table 2
UW System M/D Precollege Service Rates for Students of
Color (SOC) Enrolled in Wisconsin Public Schools
2003-04 through 2007-08
UW System M/D

Academic Students of Color (SOC) Precollege Program M/D Precollege
Year Enrolled in WI Public Schools Participant Service Rate
Number Percent of Total Number Percent of Total SOC
2003-04 186,264 21% 13,953 7.5%
2004-05 187,748 22% 14,023 7.5%
2005-06 194,414 22% 13,512 7.0%
2006-07 199,373 29% 10,043 5.0%
2007-08 202,495 30% 11,840 5.9%

Clearly, there is a substantial gap between the number of public school students of color that
might be served by UW institutions, and the actual capacity of UW precollege programs to
recruit and prepare them for college.
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Precollege Participation by Race/Ethnicity

Who has taken part in UW precollege programs during Plan 20087 Figure 10 details the
participation of students of color in UW precollege programs according to their specific
racial/ethnic backgrounds. As the enrollment numbers reveal, there has been widespread
distribution in terms of the racial/ethnic groups participating in precollege programs; students
from all target groups have enrolled in a UW-sponsored precollege program over the course of
the last five years.

Precollege enrollments have been dominated by African American and Hispanic/Latino
public school students for much of that time. Overall, these two groups have the highest
enrollments, averaging roughly 7,800 and 2,800 participants, respectively, over a five-year
period. Southeast Asian students have the third-highest enrollment, with an average enrollment
of approximately 800 students since 2003-04. American Indian students averaged roughly 400
students in the same time period, while the average enrollment for Asians came to about 300
students. In comparison, White students averaged approximately 1,100 enrollments in
precollege programs in the same span of time.

As Figure 10 reveals, however, there has been a decrease in the number of overall
precollege enrollments among almost every group except for Southeast Asians and individuals
whose identities consist of two or more races/ethnicities. These groups experienced growth in
precollege enrollments at exactly the same rate of 20 percent. The trend in diminishing
enrollments is as follows: American Indians have decreased their precollege enrollments by 41
percent; Whites by 33 percent; Hispanic/Latinos by 28 percent; Other Asian Americans by 23
percent; and African Americans by 13 percent.

Figure 10
UW System M/D Precollege Enrollments by Race/Ethnicity
2003-04 though 2007-08
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Figure 11 Precollege Pipeline

Precollege Pipeline
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Of the 80,309 precollege participants in the database, only 47,282 are traceable by their
social security numbers. An estimated 34,665 of these traceable students are to have graduated
from high school. Of this pool of graduates, 10,593 have taken the ACT, a major indicator of
their intent to attend college. Of those ACT test takers, 7,637 have enrolled as new freshmen in
the UW System. To date, the UW System is still not able to determine how many precollege
students attended non-UW institutions.

GOAL #3: Close the gap in educational achievement, by bringing retention and
graduation rates for students of color in line with those of the student population as a
whole.

Though they are often discussed in terms of numerical trends and patterns, retention and
graduation rates represent processes that are altogether far more personal in nature. The degree
to which students are able to navigate the complex transition from high school to college, and the
extent to which they are determined to persist in the pursuit of a college degree, are major
elements of the college-going process that retention and graduation rates help make understood

Retention and graduation rates are also critical indicators of how well colleges and
universities meet the academic, social, and emotional needs of their students. The more robust
these rates are, the more likely it is that institutions are providing the necessary resources and
support their students need to achieve their educational aspirations.

The UW System has made concerted efforts to increase the retention and graduation rates
among students of color throughout Plan 2008’s tenure with the central aim of closing the
achievement gap known to separate them from their white peers. As the data presented in the
following pages will show, these rates have not improved substantially over time; the gaps in
retention and graduation between students of color and white students still persist though not to
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the same degree as they did at the start of Plan 2008. It should be noted that the UW System
measures retention rates by determining the persistence of freshmen into the second year of
college. Consistent with national practice, graduation rates are calculated based on full-time
freshmen who graduate within six years. The graduation rates presented are for the cohort that
entered in 1998 and matriculated in 2002.

Retention
Figure 12 reveals the overall retention patterns of UW freshmen of color as compared to

that of their white peers within the same UW institution in which they first enrolled. See
Appendix H for additional details.

Figure 12
UW New Freshmen Students of Color & White Students Returning to the
Same Institution for the Second Year, by Entering Year
1998 to 2007
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Several key patterns are worth noting:

e The retention rates for both groups have fluctuated unevenly over time. Neither group
has grown consistently from one year to the next across the entire ten-year period of Plan
2008.

e Of the two groups, it is only among students of color that there has been any overall
change in the rate at which they are retained. The retention rate of students of color
increased from 72 percent to 75 percent while the retention rate for white students has
showed no change. White students exhibited a retention rate of 80 percent in 1998; they
did the same in 2008.

e The highest rates of retention to be achieved by both groups occurred in 2002, six years
before the end of Plan 2008. At that time, the retention rate for students of color
approximated 76 percent. For white students, the retention rate was calculated at 81
percent.

e The gap in rates between the two groups has narrowed since the start of Plan 2008. In
1998, there was an eight percentage point difference in retention rates between them.
White students stood at 80 percent while students of color stood at 72 percent. In 2008,
that difference was reduced further to a five-point difference. White students stood at 80
percent while students of color stood at 75 percent.
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Figure 13 shows these retention rates among UW students further disaggregated by

race/ethnicity.

Figure 13
UW New Freshmen Returning to the Same Institution for the Second
Year, by Race/Ethnicity and Entering Year
Fall 1998, Fall 2004, Fall 2007
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In examining the retention rates specifically among Plan 2008 target groups, the

following can noted:

Almost every target group has exhibited growth in the overall percentage of students who
persist from the first year to the second year of college. The only exception is that of
African American students whose rate of persistence has decreased by 4 percentage
points in the course of Plan 2008, falling from 71 percent to 67 percent.

The target group which has experienced the greatest growth in retention is that of
Southeast Asians whose overall rate of persistence has increased by 8 percent. American
Indians have the second highest retention rate among target groups, increasing by 6
percent over the course of the last ten years. Other Asian students follow with an increase
in their overall retention rate of 2 percent while that of Hispanic/Latino students has
grown by 1 percent.

Only for American Indians, Southeast Asians, and Hispanic/Latinos are their 2008
retention rates the highest they have ever been. In all other cases, the retention rates for
target groups were higher in years other than 2008. For African Americans, the highest
retention rate they exhibited was 68 percent, a rate which held steady for the years 2002
through 2004. For Southeast Asians, the top year was 2002, a year in which they
persisted at a rate of 83 percent. For Other Asian students, the year in which they
persisted at a top rate of 85 percent came in 2004. To a certain degree, then, the increases
reported for the end of Plan 2008 are not true increases but ground that has been made up
since these pinnacle years transpired.
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Graduation

The gap in retention rates between students of color and white students carries over to the
rates at which they graduate as well. Figure 14 depicts the overall graduation rate between these
two groups within the cohort that entered in 1998 and through 2002.

Figure 14
UW New Freshmen Students of Color & White Students Graduating From

any UW Institution Within Six Years, by Entering Year
Entering 1998 and Through 2002
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The gap in degree completion between the students of color and white students in this
cohort remains relatively constant over the course of six years. There is slight fluctuation
downward from 1999 through 2000, a small trend that begins to reverse in 2001 and move
upwards into the year 2002. In terms of percentages, that movement upward amounts to overall
graduation rate gains of 4 and 2 percentage points among students of color and white students,
respectively. In 1998, the graduation rate for students of color approximated 43 percent. In
2008, that rate had increased to 47 percent. The graduation rate for white students in 1998 was
roughly 65 percent. In 2008, that rate had increased to 67 percent. See details in Appendix I.

In terms of the overall gap in graduation rates, there remains a substantial difference in
degree completion between the two groups. In 1998, the gap in graduation rates between
students of color and white students came to 22 percent. In 2008, that gap had narrowed to 20
percent, a total of 2 percentage points in ten years’ time. As Figure 15 on the following page
reveals, when disaggregated by race/ethnicity, the graduation rates for students of color have not
increased at a uniform pace, however. Thus the gains in completion are not equally shared by all
target groups.
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Figure 15

UW New Freshmen Graduating From any UW Institution Within
Six Years, by Entering Year and Race/Ethnicity
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In terms of overall trends, Figure 15 reveals the following:

Among all racial/ethnic groups, white students have shown nearly flat growth that is
consistent and steady over time, averaging a 1 percent growth from Fall 1998 to Fall
2002. The range of growth during this time span ranged upwards from 65 percent to 67
percent.

In contrast, African Americans have shown the smallest growth over time, effectively
graduating no greater than 33 percent of their ranks at any point in the six-year time
period. In terms of absolute numbers, this translates to 593 African American graduates
in 1998 and 635 African American graduates in 2002.

Across all target groups, African Americans have graduated at a lower rate every year
except for Fall 1998. That year, American Indians held the dubious distinction of having
graduated at a rate of 30 percent or 136 students. African Americans meanwhile
graduated at a rate 33 percent or 593 students.

With the exception of African Americans, every target group has experienced growth in
their overall graduation rates. The trend in percentage growth is as follows: American
Indians increased by 11 percent overall; Southeast Asian increased by 7 percent;
Hispanic/Latinos by 6 percent; and Other Asian students by 4 percent.

In terms of a banner year or the year in which a group exhibited the highest rate of
growth in their graduation rates, Fall 1999 appears to be the critical time point for most
target groups except African Americans and Hispanic Latinos. The graduation rates for
American Indians, Southeast Asians, and Other Asians topped out at 40 percent, 48
percent, and 68 percent, respectively. Among Hispanic/Latinos, the banner year proved
to be 2002 when their graduation rates rose to a high of 52 percent. A banner year has
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yet to occur among African Americans, whose rates have yet to grow beyond 33 percent
since Plan 2008 began.

Degrees Conferred

Figure 16 presents the number of bachelor’s degrees earned by UW students of color during Plan
2008’s implementation.

Figure 16

UW System Bachelor’s Degrees Conferred to Students of Color
1997-98 to 2006-2007

800

700

600
500

400

300
200
100

o o f\N > I\ I\ > g P S
3 oP o P Q¥ NZ NG Na Y ©

W African American B American Indian Asian American B Hispanic/Latino

In comparing the starting point of Plan 2008 to its endpoint, it is clear that there have
been increases in the numbers of UW students of color earning bachelor’s degrees. Every target
group has grown, though that growth has not come in a steady or consistent pattern over time.
Asian students showed the greatest growth in bachelor’s degree-earners, increasing by 251
students or 52 percent. Hispanic/Latino degree-earners increased by 152 students or 40 percent.
The number of African Americans earning a bachelor’s degree increased over time by 85
students or 19 percent, while American Indians degree-holders increased by 45 students or 46
percent. Though not listed in Figure 16, the one racial group that has increased at a steadier pace
over time is that of white students, whose ranks of bachelor’s degree-recipients rose from 17,851
in 1997-1998, to 21,557 in 2006-2007, an increase of 21 percent. See Appendix J for further
details.

In comparing the representation of these target groups in relation to one another, few
differences are found from the start of Plan 2008 to its end. American Indian and
Hispanic/Latino degree-earners, for example, showed no growth in overall representation among
target groups as a collective whole. American Indians comprised 8 percent of student-of-color
degree-holders in 1997-1998; they remained at 8 percent in 2006-2007. Hispanic/Latinos
constituted 25 percent of students of color earning bachelor’s degrees at both time points as well.
In contrast, the representation of Asian Americans among student-of-color degree-earners has
grown from 38 percent to 41 percent. The representation of African Americans among student-
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of-color bachelor degree-earners has actually decreased from the start of Plan 2008 to its end,
falling from 29 percent to 25 percent overall.

Figure 17 shows the numbers of graduate/professional students of color earning degrees
over the course of Plan 2008.

Figure 17
UW System Graduate and Professional Degrees Conferred to Students of Color
1997-1998 to 2006-2007
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In terms of master’s degrees earned by students of color, every target group has shown an
increase from the starting point of Plan 2008 compared to its endpoint. The overall growth of
these groups has not been substantial, however. Only African Americans and Asians exhibited
double-digit growth in the absolute number and percentage of students of color earning master’s
degrees. For African American students, this increase amounted to 21 additional students or a 19
percentage point boost since the academic year 1997-1998. For Asian students, the increase
constituted of an additional 22 students earning master’s degree or a 20 percentage point boost.
In contrast, American Indian master’s degree-earners increased by 6 students or 27 percent,
while Hispanic/Latinos increased by 5 students for an overall increase of 9 percent. See
Appendix K for further details.

In terms of doctoral degrees earned among students of color, there is a similar pattern of
growth, though the target groups showing growth differ. Among African American students
earning doctorates, their ranks increased by 10 additional students over the course of Plan 2008,
an increase of 83 percent. American Indians earning Ph.D.s also increased but just by 2 students
overall, as did Asian students. Finally, Hispanic/Latinos earning doctorates increased overall by
6 students or 33 percent.

It is in the category of professional degrees that the pattern of growth is replaced by a
pattern of loss over the course of Plan 2008, particularly among African American and
Hispanic/Latino professional degree-earners. There were approximately 19 fewer African
Americans and seven fewer Hispanic/Latinos earning professional degrees at the end of Plan
2008. American Indians increased by just one additional student in this timeframe, while Asian
students increased by 20 students overall or 69 percent.
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Among white students, a pattern of triple-digit growth occurs within master’s degree
recipients and professional degree-earners. White master’s degree earners grew by 751 or 20
percent by the end of Plan 2008, and by 102 additional professional degree recipients or 24
percent. In the category of doctorate degree-earners, the number of Whites decreased
dramatically by minus 13 percent or 73 students.

Goal #4: Increase the amount of financial aid available to needy students and reduce their
reliance on loans.

The cost of a postsecondary education is a potential barrier to completing an
undergraduate degree. Financial aid can help ease this burden. Since the 1970s, incomes and
living standards have been persistently distributed according to educational attainment.* Those
with the most higher education have prospered and those with the least education have suffered.
It used to be true that attaining middle class status could be accomplished by working hard and
playing by society’s rules. That is no longer the case and now one must have higher education
too.

The question of who has access to higher education is a question most central to the
identity and future of this country. Historically, higher education in this country was reserved
for the elite, white social class. By and large higher education today still reflects those historic
patterns of access as it remains largely affluent and white, and, according to the Postsecondary
Education Opportunity Newsletter, the college admissions tests used today still reinforce this
race and class structure in U.S. higher education.’

The affordability crisis is most profound for students from families in the bottom half of
the parental income distribution, that is, income below $62,240, and these students are
disproportionately students of color. Thus the college affordability crisis is disproportionately a
problem for students from racial/ethnic minority families—students from Black, Hispanic/Latino
and American Indian families. It is much less a problem for students from white families
because these families tend to be more affluent than persons of color. °

Nationally, over the past ten years, the portion of household income of middle-income
families needed to pay the costs of higher education—tuition, fees, room and board—has
increased from 20 percent to 27 percent. For high-income families the percentage increased
from 10 percent to 14 percent. However, higher education costs have increased at a significantly
greater rate than has income for low-income families. Total charges for four-year institutions
now represent 67 percent of income for low-income families compared to 49 percent in the
1998-99 academic year. [See, Figure 18 on the following page]. Grants and financial aid,
therefore, play a pivotal role in providing access to college for the economically disadvantaged.

* Postsecondary Education Opportunity Newsletter Number 199, January 2009
5 -
Ibid.
® Postsecondary Education Opportunity Newsletter, Number 172, October 2006
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Figure 18
National Total Charges at Public Four-Year Institutions as a Share of
Household Income, 1976-77 to 2007-08 (Enrollment Weighted)
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Source: Annual Survey of Colleges, The College Board, New York, NY; pre-1987-88 tuition data are from Integrated Postsecondary Education
Data System (IPEDS), U.S. Department of Education, National Center for Education Statistics, ; family income data from the U.S. Census
Bureau, Current Population Survey. Lowest quintile (up to $27,864 for 2007), median income ($61,355 in 2007), and high income quintile
range + $112,638 or more in 2007.

In 2007, the median income for all

families in Wisconsin was $60,804. Median Family Income in Wisconsin
Consistent with national trends, except for by Race and Ethnicity
Asians, families of color in Wisconsin 2007

typically have lower incomes than white
families. In 1999, the end of the first year
Plan 2008 was in effect, the median
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Overall a total of 110,112 UW System students, 64 percent of all students enrolled,
received financial aid. © Among UW System undergraduates, students of color are more likely to
have financial need than white students. The majority of UW System undergraduates of color
have financial need as defined by the Federal Needs Analysis methodology.

" Office of Policy Analysis and Research, Informational Memorandum - Student Financial Aid: 2007-2008 Update,
University of Wisconsin System
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As shown in Figure 19 below, 71 percent of undergraduates of color had financial need in
2007-08, up from 69 percent in 1998-99, an increase of 2 percentage points. During that same
period the percent of white students with financial need did not change. Forty-three percent of
White undergraduates had financial need in 1998-99 and 2007-08. Among racial/ethnic groups,
since the inception of Plan 2008, African American undergraduates are most likely to have
financial need, with 84 percent having financial need in 2007-08. American Indian
undergraduates follow with 73 percent having financial during this same period. Sixty-five
percent of Asian American students have financial need, followed by Hispanic/Latino, with 62
percent of those undergraduates having financial need. See Appendix L for details.

Figure 19
Percent of UW System Undergraduates with Financial Need

by Race/Ethnicity
1998-99 through 2007-08
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Lawton Undergraduate Retention and Advanced Opportunity Program Grants

- There are several sources of financial aid available to students in the UW System,
including federal (e.g., Pell Grants) and state funding from the Higher Education Aids Board
(HEAB), which includes the Wisconsin Higher Education Grant Program (WHEG). Two
Wisconsin programs funded through the Legislature target students of color at UW institutions.

The Ben R. Lawton Undergraduate Grant Program for undergraduates and the Advanced
Opportunity Program (AOP) for graduate students provide grants to students of color and the
economically disadvantaged.

Lawton Undergraduate Grants provide supplementary financial aid to financially needy
sophomore, junior, and senior students of color. The grants are a “last grant award,” made after
all other state, federal, and scholarship aid has been granted; hence, only the neediest students
receive a Lawton grant.
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Since the 1997-99 budget years, the Lawton Undergraduate Grant increased by 91.8
percent and the Advanced Opportunity Programs increase 156.6 percent. The Lawton

Changes in Lawton and AOP Grants in the
State Biennial Budget

1997-99 and 2007-09

Lawton AOP
1997-99
Biennial Budget
Increase $400,000 $266,700
Appropriation
Total $2,406,900 $4,065,500
2007-09
Biennial Budget
Increase $644,400 $708,700
Appropriation
Total $ 6,175,800 $7,799,500

Source: UW System Office of Budget and Planning

Undergraduate Grant increased from
$400,000 in 1997-99 biennia to $644,000 in
the 2007-09 biennia. During those same
budget years, the Advanced Opportunity
Program increased from $266,000 to
$708,000. See Figure 20 below.

Increases in the Lawton and AOP
Programs have been valuable; however, they
have not kept pace with increases in tuition,
fees, books or other costs of attendance at
UW institutions. Nor have they kept pace
with the increases in the number of
financially needy undergraduate students of
color attending UW institutions. See Figure
21 on the following page.

Figure 20
Lawton Minority Undergraduate Grant Program & Advanced
Opportunities Program, 1998-99 to 2008-09
$9,000,000 -
$8,000,000 | —+—LawtonUndergraduate Program i $T.453.1DG$7'?99'50D
$7‘[}00‘{}00 4 —&—Advanced Opportunites Program 6,555,000 $6.818,100 45,175,800
5.730.900 $5,007,500"" """
$6,000,000 - ey 5,218,300 $5,531,400
$4,905,900 $4922000°
$5,000,000 1 5y $4.309,400 84,309, 4g0 3450300
o §3,842,80
$4,000,000 -
$3,080,800
$3,000,000 -J52,405 g0 $2538,00 §2,638,000 $2756.700
$2,000,000 -
$1,000,000 -
$0 T T T T T T T T T
00 =2} Q - ol [32] < n (o] M~ [=2]
2% 22 S5 3§ 323 33 38 28 35 S8 33
- - (2] [a] ol (3] 3] 2] (2] [a] 2]

31



Figure 21
UW Undergraduates with Financial Need
By Race & Ethnicity
1998-99 through 2007-08
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Student Debt

While there are grants and loans available to students, loan aid comprises the largest
component of financial aid to UW students. This leads to significant student debt. Seventy
percent of total financial aid dollars awarded are loans, 2 percentage points less than when last
reported in 2007.

Except for American Indians and Asians, students of color graduate with higher levels of
debt than white students, as shown in Figure 22 below. Consistently over the years since 1998,
African American bachelor’s degree recipients incurred the highest level of debt. Among those
with debt in 2007-08, African American graduates incurred an average level of debt of $26,751.
Asian graduates incurred the next highest level of debt, an average of $24,609, followed by
Hispanic/Latinos with average debt of $23,879. White graduates had the next highest level of
loan debt at $22,925. American Indian and Southeast Asian graduates at $21,815 and $18,016,
respectively, incurred less loan debt than all other graduates. See Appendix M for further details.
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Figure 22
Average Loan Debt of UW System Bachelor’s Degree Recipients
With Debt, by Race/Ethnicity
1998-99 through 2007-08
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Note: The numbers in the graph above are not adjusted for inflation.

To reduce the need for loans, many UW System institutions augment Lawton, AOP, and
other forms of state and federally funded financial aid with privately funded scholarships and
grants [See Appendix N Multicultural/Disadvantaged (M/D) Program Funding].

Goal #5: Increase the number of faculty, academic staff, classified staff, and
administrators of color, so that they are represented in the UW System workforce in
proportion to their current availability in relevant job pools. In addition, work to increase
their future availability as potential employees.

Overall, the UW System workforce grew by 16 percent, or by 5,089 employees during
the ten-year period that Plan 2008 was in effect, that is, from 31,801 to 36, 890 employees.
During that same period, the total number of employees of color increased from 2,744 to 4,502,
increasing from 8.6 percent to 12.2 percent of the workforce, an increase of 64 percent. When
averaged over the 10-year period of Plan 2008, people of color were hired at a rate of
approximately 175 employees per year, throughout the UW System.

Across the UW System employees of color increased in every employment category
since the inception of Plan 2008, as illustrated in Figure 23 on the following page. Asians
account for almost half of the increase among employees of color in the UW System, followed
by Hispanics. During the span of Plan 2008, the numbers of faculty of color increased by 552,
from 938 in 1998, to a total of 1,490 in 2008, a 59 percent increase. Instructional academic staff
increased from 307 in 1998, to 488 in 2008, an increase of 59 percent. During the same period,
non-instructional academic staff of color realized the greatest increase from 550 in 1998, to a
total of 1,373 in 2008, an increase of 154 percent. Classified staff of color had the next greatest
increase, from 573 in 1998, to 1,029 in 2008, an increase of 80 percent. Administrators of color
had the smallest increase from 97 in 1998, to 122 in 2008, an increase 26 percent. The increases
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were quite incremental, however, averaging only 1-2 percentage points per year over the ten-year
period that Plan 2008 was in effect. See details, Appendix O(a).

Figure 23
UW System Employees of Color by Employment Category and Year
1998 - 2008
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Over the 10-year period Plan 2008 was in effect, the total number and percent of
Asian®employees almost doubled, increasing from 3.7 percent to 6 percent of all employees.
Asian employees increased from 1,185 in 1998, to 2,228 in 2008, an increase of 86 percent.
From 1998 through 2008, tenured faculty who are Asians increased from 485 to 866, an increase
of 78 percent. In the Instructional Academic Staff category, Asian employees increased from
139 employees in 1998, to 243 employees in 2008, a 75 percent increase. Asians experienced
the greatest percentage increase in the Non-instructional Academic Staff category, increasing
from 448 employees in 1998, to 810 employees in 2008, an increase of 83 percent. See details,
Appendix O(b).

From 1998 through 2008, the number of Hispanics in the workforce almost doubled,
increasing from 513 to 987 employees (from 1.6 percent of the workforce to 2.7 percent of the
workforce), a 92 percentage point increase. Among the faculty, from 1998 to 2008, Hispanic
employees increased from 172 to 275, a 60 percent increase. In the Instructional Academic Staff
category, Hispanic employees increased from 61 to 102 employees, an increase of 67 percent.
Hispanic employees in the Non-instructional Academic staff increased from 152 to 234
employees, an increase of 54 percent. Among Classified staff, the number of Hispanic
employees more than doubled, increasing from 112 to 345 employees, an increase of 208
percent. While Hispanics have increased in all job classifications, they experienced the greatest
rate of growth among classified staff, followed by Instructional Academic Staff and faculty.

As shown in Figure 24 on the following page, African Americans and American Indians
experienced the least amount of growth in the UW System workforce. In 1998, the UW System

8 State and federal regulations that proscribe racial/ethnic definitions and data collection practices for purposes of
equal employment opportunities and affirmative action do not distinguish various Asian racial/ethnic groups.
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workforce included 185 American Indian employees, only 0.6 percent of the workforce.
Although their numbers increased over time to 22, they still represented only 0.6 percent of the
work force in 2008.

From 1998 to 2008, Blacks/African Americans increased by only 215, from 861 (2.7
percent) to 1,076 (2.9 percent of the UW System workforce). Among faculty, Blacks/African
Americans increased by 48 from 227 to 275 employees, an increase of 21 percent.
Blacks/African Americans realized the greatest increase in the Instructional Academic Staff
category, from 87 to 116 employees, an increase of 33 percent. Among Non-instructional
Academic Staff, African Americans increased from 181 to 234 employees, an increase of 29
percent.

During the period that Plan 2008 was in effect, American Indians are the only group that
experienced a net decrease in some job classifications despite a very small increase in number.
Overall, American Indians increased by 19 percent, increasing by 36 employees, from 185 (0.6
percent) in 1998 to 221 (0.6 percent) in 2008. Despite the increase in number, American Indians
still represented only 0.6 percent of the UW System workforce. American Indians realized the
greatest increase in the faculty classification, increasing from 54 to 77 employees, an increase of
43 percent. The next highest increase for American Indians was in the Non-instructional
Academic Staff classification, increasing from 48 to 62 employees, an increase of 29 percent.

Figure 24
UW System Employees by Race and Ethnicity
1998 - 2008
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Goal #6: Foster institutional environments and course development that enhance learning
and a respect for racial and ethnic diversity.

Higher education institutions are complex social systems defined by the relationships
between faculty, staff, students, alumni, and the structures, policies and practices within.
Climate significantly affects an individual’s ability to succeed, as well as an institution’s ability
to create success and excellence for students as it carries out its teaching, learning, and research
missions.

Having institutional missions, visions, and core values that foster appreciation for the
myriad benefits of diversity for all students is critical to creating campus climates that support
excellence and success for all members of an institutional community. Increasing the retention,
persistence, and graduation of all students are widely recognized indicators of institutional
success. The role of campus climate and curricula that are hospitable to diverse students and
staff cannot be underestimated in supporting increased retention, persistence, and graduation.
Learning, living, and socializing with students with varied backgrounds and perspectives greatly
augments the preparation college graduates need to live, work, and lead in a global society.

Throughout the tenure of Plan 2008, the UW System and its institutions have worked to
foster institutional environments in which the value and benefits of diversity are well
comprehended. For example, UW institutions have: incorporated diversity into the academic
program and review process; integrated multicultural content into courses and syllabi to deepen
respect and understanding of racial and ethnic diversity among majority students; conducted
climate surveys to understand how to create supportive working and learning environments for
employees and students of color; and supported student programs and activities, as well as
professional development programs for employees to deepen awareness and understanding.

Climate Assessment Survey

During 2007- 2008, the University of Wisconsin System supported implementation of the
Climate Assessment Project at five institutions: the UW Colleges, UW-La Crosse,
UW-Milwaukee, UW-Oshkosh, and UW-Stevens Point. The implementation of the Climate
Survey emerged from a growing awareness at several UW institutions and System
Administration of bias-related incidents at UW institutions, making campus climates hostile and
unwelcoming for a number of students and staff

Each participating institution administered the survey and invited participation of all
members of the campus community. A total of 13,469 surveys were returned for a 16.4 percent
response rate. Seventy-one percent of the respondents were undergraduate or graduate students.
Ten percent of the respondents were faculty, 8.9 percent were academic staff members, and 6.8
percent were classified staff members. 10.8 percent of the respondents identified as a person of
color, and 5.4 percent identified as lesbian, gay, bisexual, transgender or questioning (LGBTQ).
Analysis of survey respondents indicated that there were four major areas of challenge and
concern emerging from traditional systems of power and privilege:

Racial harassment;

Institutional classism;

Gender discrimination and harassment; and
Institutional homophobia and heterosexism.
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Analysis of survey responses generally revealed that: 1) institutional classism was a
source of difficulty for staff, particularly for classified staff members; 2) both academic and
classified staff reported having less status and privilege than faculty members; 3) members of
sexual minorities reported higher incidents of institutional homophobia, heterosexism, and
harassment based on sexual orientation and, therefore, were less satisfied with the progression of
their academic careers; 4) women and respondents of color reported harassment due to gender
and race; 5) women students reported experiencing greater rates of sexual assaults than men; and
6) students and employees of color reported higher incidents of offensive, hostile, exclusionary,
and intimidating conduct and were less likely than whites to feel comfortable at their institutions,
in their classes, and in their workplaces.

The UW System institutions that participated in the Climate Study are in the processs of
analyzing their Climate Survey results, many of them along with findings from their Equity
Scorecard assessment, in order to define strategic actions and establish priorities to ameliorate
the problems identified. In Fall 2009, the UW System will support Campus Climate
Assessments at five additional institutions, UW-Eau Claire, UW-Parkside, UW-River Falls, UW-
Stout, and UW-Whitewater.

UW System Board of Regent Diversity Awards

In response to a directive from the Board of Regents in 2005, the UW System established
the Regents Diversity Awards to recognize institutional change agents who have fostered access
and educational success for historically under-represented populations. Up to three awards will
be made annually to individuals, programs, and/or initiatives in recognition of their exceptional
impact on their institutions. The first awards will be given in March 2009.

Syllabi Bank - Institute on Race and Ethnicity

The Syllabi Bank, developed and housed at the UW System’s Institute on Race and
Ethnicity, contains 484 different courses taught by 329 faculty/instructors across the System.
Though not a condition for inclusion, a significant number of the courses meet the three-credit,
ethnic studies/cultural diversity graduation requirement. Many of the courses emanated from the
Category "B" Curriculum Development grants offered by the Institute on Race and Ethnicity.

The history of the three-credit, cultural diversity/ethnic studies graduation requirement
stems back to the UW System’s Design for Diversity plan that was in effect from 1988 to 1998.
In that document, seven UW System goals were listed, including the goal to “Educate all
students for an increasingly multicultural society in Wisconsin, our nation and the world,” with
an emphasis on curricular infusion.

Only courses that include significant racial/ethnic studies content are included in the
Syllabi Bank, and the course must have been offered within the past three academic years.
Approximately 40-50 different departments or disciplines are represented, including in the social
sciences, humanities, the professions (education, social work, medicine and nursing, law,
engineering), as well as some of the natural sciences (biology and chemistry). Following is a list
of the UW System institutions indicating the number of courses they have in the Syllabi Bank:
Colleges-44; Eau Claire-69; Extension-16; Green Bay-34; La Crosse-11; Madison-62;
Milwaukee-65; Oshkosh-37; Parkside-18; Platteville-5; River Falls-10; Stevens Point-27; Stout-
9; Superior-21; and Whitewater-56.
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IRE Faculty Retention/Workforce Development Information
Academic Program Review — UW System, Academic Affairs

As part of the UW System’s revised process for the approval of new academic programs,
the Office of Academic Affairs now requires proposals for new academic programs to address:
1) how diversity is incorporated into the curriculum; and 2) how the proposed program plans to
attract and retain diversity among its faculty, staff, and students. For purposes of this process
“diversity” encompasses race, sex, gender identity or expression, religion, color, creed,
disability, sexual orientation, national origin, ancestry, socioeconomic status, and age. This
information is a part of every academic program proposal brought before the Board of Regents
for its approval, and is evaluated as a part of the joint program review done by UW System and
the institution five years after a program is approved.

Goal #7: Improve accountability of the UW System and its institutions.

Accountability, at all levels, is a hallmark of a well-managed institution. Accountability
is a necessary, but not sufficient condition to ensure that the goals of the institution are being
advanced. As mentioned above, in early 2005 the Board of Regents passed Resolution 8970,
which called for greater accountability through a variety of measures to be implemented in the
second half of Plan 2008. The Board directed UWSA and the institutions to adopt some kind of
diversity accountability report card with measurable goals that would track the progress made in
closing the achievement gap between UW students of color and white students. The Board also
asked for the establishment of a systemwide diversity award recognizing excellence in diversity
programming or achievement, and recommended that Chancellor evaluations include progress on
Plan 2008 goals. Progress has been made on each of these recommendations.

The Equity Scorecard Project

To focus efforts on eliminating unequal outcomes in education and closing gaps in
achievement, two cohorts of UW institutions are participating in the Equity Scorecard Process.
The first cohort included the following six UW institutions: Colleges, La Crosse, Oshkosh,
Milwaukee, Parkside, and Whitewater. Five UW institutions are a part of the second cohort:
Eau Claire, Platteville, River Falls, Stout, and Superior. The Scorecard, developed by Dr. Estela
Bensimon of the Center for Urban Education at the University of Southern California, is a self-
assessment process designed to improve institutional performance and accountability for
achieving equity in educational outcomes for all students, particularly for underrepresented
populations of students of color. The process enables UW institutions to identify unequal results
in key areas related to institutional performance and educational outcomes for student success
through four perspectives: Access, Retention, Institutional Receptivity and Excellence. Using
student data disaggregated by race and ethnicity, “evidence” teams engage in a systematic
process of practitioner inquiry to help them understand and pinpoint the underlying causes of
student inequities in order to develop effective solutions that will eliminate the inequities.
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UW System Chancellor Performance Review

The performance review process is one mechanism for assessing results and
accountability. Currently, President Reilly asks Chancellors to “assess progress toward certain
Regent and systemwide priorities for which they are accountable,” including, “enroliments,
meeting retention/graduation goals, diversity and Plan 2008 progress.”

The Chancellor evaluation process currently in effect was first revised and implemented
during the 2007-08 evaluation period. The primary change introduced into the process was to
include quantitative and qualitative measures, including equity, diversity, and campus climate, to
assess the Chancellor’s progress toward mutually agreed upon goals and performance indicators.
Last year, in a letter to Chancellors, President Reilly specifically outlined the evaluation process
and stated: “Specifically, | want to assess progress made on diversity and Plan 2008 as we
complete that plan and take steps to further our diversity goals as part of the Growth Agenda for
Wisconsin and the Advantage Wisconsin strategic planning structure now being developed.” He
emphasized further, that the UW System’s diversity goals and the Growth Agenda are
inextricably linked stressing that “one cannot be accomplished without the other.”

President Reilly also uses the annual evaluation when developing the pay plan request he
makes to the Board of Regents for Chancellor salary increases. Performance across all of the
measures is considered when making this request, including diversity and campus climate
considerations and goals. Each of the quantitative and qualitative measures is considered in
totality with emphasis added on one or more measures depending on the specific goals and
priorities established for the Chancellor/institution.

Budget and Expenditures

The implementation of Plan 2008 required significant budgetary commitment from the
UW System and its institutions. The changing context of public higher education financing in
Wisconsin has meant increased private funding of institutional programs in response to fewer
GPR resources. Institutions have aggressively raised private funds and reallocated internal
resources in order to fund the programs listed throughout this report. Since April 1992, the
Legislature has required that the Board of Regents provide an annual report to the governor and
legislature on the UW System’s precollege, recruitment, and retention plan for minority and
disadvantaged students, and financial aid distributed to students. The changing context referred
to above is documented over time in this annual report, known as the Minority and
Disadvantaged Student Report. Summary information from this report can be found in Appendix
N.
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Conclusion: Lessons Learned, Remaining Challenges, and
Recommendations for the Future

The Board of Regents took a bold step in 1998 when it adopted Plan 2008. The UW
System has made some progress throughout the implementation of the Plan, confronted
challenges, faced disappointments, and learned a great deal. Pride can be taken in the
accomplishments, but energies must remain focused on the areas that present the most vexing
challenges.

As the UW System reflects upon its achievements and anticipates new directions under
the strategic framework of Inclusive Excellence, the unfinished goals of Plan 2008 must remain
front and center as priorities for the UW System. Insufficient progress under Plan 2008—the
story told by the data above—makes clear that the UW System and its institutions have much
work remaining when measured against equity, inclusion, and the attainment of critical mass.
For, in the end, these must be the benchmarks by which meaningful progress under Inclusive
Excellence will occur. Consequently, race and ethnicity have to remain key components of
diversity under Inclusive Excellence.

Since the inception of Plan 2008 ten years ago, the UW System and the state of
Wisconsin have undergone many changes, politically and economically as well socially. Rapid
shifts in the demographic composition of the state, forecasted high school graduation rates, and
an uncertain economy are conditions that will undoubtedly affect how the UW System pursues
its diversity goals for the foreseeable future. Recognizing and grappling with these factors
deepens understanding of the significance that demographic realities have upon political, social,
and economic opportunities and constraints.

In the past few years, moreover, the UW System has launched a series of allied initiatives
that are intertwined with many of the goals of Plan 2008, most prominent among them the
Growth Agenda for Wisconsin, the UW System’s vision to help the state of Wisconsin and its
citizens thrive in the 21st-century, innovation economy. The UW System’s ability to further
diversify its institutions greatly influences the degree of success with which the Growth Agenda
and other initiatives will meet, including the Making Opportunity Affordable grant program and
the System’s work with AAC&U on Liberal Education and America’s Promise.

Major Challenges for the Work Ahead

The challenges that remain fall into four major and interrelated areas: 1) Fiscal; 2)
Assessment and Accountability; 3) Workforce Diversity and Climate, and 4) Institutional
Excellence and Student Success.

A. Fiscal

a. Program Funding: Renewing gifts and grants to support programming has become
increasingly difficult in the current political and economic climates. This results in
greater fundraising pressures at a time when the UW System is faced with declining
human and financial resources available to support those efforts. Reductions in federal
and state funding also causes increased competition among worthy projects, from high-
profile educational programs to bricks and mortar projects.
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b. Precollege Funding for Pipeline Programs: Precollege programs at UW System
institutions have been unable to keep pace with the growth in multicultural and
disadvantaged student populations in K-12. Lack of sufficient state resources to mitigate
this trend undercuts the University of Wisconsin System’s capacity to maximize
opportunities for the very student populations experiencing the largest rate of growth in
this state. The UW System’s ability to fully realize the central goals of its Growth
Agenda’s—i.e., more baccalaureate degrees in this State—is dependent upon the ability
to greatly increase participation in postsecondary education among underrepresented
multicultural and disadvantaged populations.

c. Financial Aid: The Lawton and AOP grant programs have grown over the last five
years, but neither program has kept pace with tuition increases. The cost of participating
in higher education represents a significantly increasing portion of the income of low-
and middle-income individuals and families, making financial aid critically important if
higher education is to be accessible to lower income students. Increases in need-based
financial aid will assist in lowering this burden for some families, and steps recently
taken to hold harmless students from families with less than the median income in
Wisconsin. Again, the Growth Agenda plays a critical role in enhancing the UW
System’s ability to address this challenge.

d. TRIO Funding: TRIO funding—the federal program to support students from
disadvantaged backgrounds—has remained relatively flat and is insufficient to serve all
eligible students. In recent years, the federal government has either reduced funding, or
more narrowly proscribed participant eligibility in ways that limit access for students who
historically met TRIO requirements.

e. State Aid: State budget cuts have reduced the resources available to recruit and retain
students in general and students of color in particular. The city of Milwaukee and the
surrounding area, for example, have the highest concentration of African Americans,
Hispanic/Latinos, and urban American Indians in the state. However, precollege
programs reach only a very small proportion of underserved students in Milwaukee
County. UW institutions also have had to reduce the number of staff dedicated to
outreach and recruitment for specific student of color populations

B. Assessment and Accountability

Assessment of programs that address the goals of Plan 2008 has been a complex
undertaking even under the best of circumstances. As this report makes clear, there are many
variables that impact the success of students, the hiring of faculty and staff, and the achievement
of educational outcomes. Determining which of those variables contribute to the success or lack
thereof for any given program or student population requires a multi-faceted understanding of
how systematic, sustained and effective evaluation should be done in ways that are both
quantitative and qualitative. In order to be meaningful, assessment must be an institution-wide
responsibility and not just that of individual program directors.

Generally, there has been a paucity of data derived from the assessment plans for
institutional Plan 2008 programs. There are several reasons for this. Many institutions changed
course mid-way through Plan 2008, following their assessment of results for the mid-point
review, and the Board of Regents move to refocus efforts on closing gaps in achievement. For
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many of the new programs developed in Phase Il, data is not yet available or is available for only
one or two years. Real progress and institutional change must be measured over time.

While some institutions engaged in good program assessment practices, it is clear,
however, that lack of rigorous program development and assessment practices systemwide —
integrated as an essential component of a program’s implementation—impedes progress and
success. Even in a period of constrained resources, UW System Administration must find ways
to enable programmers to assess for sustained impact and to measure changes in practice and
behavior over time.

With assessment woven into the very fabric of the project design and implementation, the
Equity Scorecard Project and the Transfer Equity Study (just getting underway) show enormous
potential as effective models for collecting and analyzing data. These two projects allow for
program assessment that is formative and that can be used to improve student learning. They
also will lead to increased institutional accountability. Evidence of student success must come
from assessment of student learning, academic, and co-curricular programs. That evidence, in
turn, must be used to hold programs and ultimately institutions accountable to a wide variety of
constituents, including the Board of Regents, accreditors, legislators, taxpayers, and students and
their families.

There are also data gaps that need to be filled, resulting from data collection limitations.
For example, the UW System is still only able to track participants in its precollege programs for
whom there are social security numbers. The UW System has limited ability to track precollege
participants who enrolled in other, non-UW institutions, i.e., students who pursue technical
college education, or enroll at private institutions or public institutions outside of the state.
Several UW System institutions now subscribe to “Student Tracker,” a post-secondary student
data tracking service offered by the National Student Clearinghouse, and may be able to better
evaluate the numbers of precollege students who pursue postsecondary education.

C. Workforce Diversity and Climate

The number of employees of color in the UW System at the end of Plan 2008 has
increased. Almost all of the increase, however, is attributable to the doubling of the numbers of
Asian and Hispanic/Latino employees over the decade that Plan 2008 was in effect. UW System
Human Resources and Affirmative Action Officers need to collaborate on an intensive
assessment of recruitment and selection practices to uncover the reasons the continued
underrepresentation of minorities in the workplace persists (especially among certain groups).
Over-emphasis focused solely on the value of diversity in the educational environment can
unintentionally mask or obscure the still unattained and much needed progress toward inclusion
of underrepresented groups in the workplace. Diversity programs are not a substitute for
affirmative action, nor a remedy for racial underrepresentation.

D. Climate

Research in higher education shows that creating a welcoming climate helps to maintain
an institutional environment free from discrimination, with equal learning opportunities for all
students and academic freedom for all faculty. In fact, numerous publications have confirmed
the pedagogical value of a welcoming climate and a diverse student and faculty community on
enhanced learning outcomes.
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Assessment of climate helps institutions understand and account for variances in students’
identities and experiences that contribute to or impede their experiences of a “welcoming”
institution, such as race/ethnicity, sexual orientation, gender expression, socioeconomic
background and first generation status.

Studies have shown that campus climate not only affects the creation of knowledge, but
also impacts members of the academic community who, in turn, contribute to creating campus
environment (Hurtado, 2003; Milem, Chang, & Antonio, 2005). In fact, numerous publications
have confirmed the pedagogical value of a welcoming climate and a diverse student and faculty
community on enhanced learning outcomes.

E. Institutional Excellence and Student Success

While pipeline issues remain critical to the success of the UW System’s efforts to
diversify its student body, it has often been said that if UW institutions could successfully retain
and graduate all the minority and economically disadvantaged students they enroll, the UW
System could have claimed success with many of the Plan 2008 goals. Hence the thinking
behind the Board of Regents’ renewed focus on closing the achievement gap at the mid-point
review for Plan 2008.

The Equity Scorecard Pilot was adopted to mitigate and interrupt UW institutions
incremental progress on closing gaps in enroliments, retention, and graduation rates of
underrepresented racial/ethnic minorities. Rigorous analysis of key institutional performance
indicators using student data disaggregated by race/ethnicity and gender have led participating
UW System institutions into deeper inquiries focused on the areas of access, retention,
institutional receptivity, and excellence, thereby leading them to understand the “reasons” for
inequities in student outcomes. Moreover, the Equity Scorecard process has helped institutions
to relinquish typical deficit-model of assessing student achievement, (a model that often blames
the student for “lack of adequate preparation,” )and embrace a an institution-centered perspective
of the underlying causes of inequities. Finally, built in to its structure is the recognition that
equity is a condition for excellence, a recognition promised but not realized in the full title to
Plan 2008: Educational Quality through Racial and Ethnic Diversity.

A number of other issues will require close examination in the coming years, including
the access and opportunity for all high school students to take rigorous college preparatory and
advanced placement courses. Limited to no access to advanced placement (AP) courses—
particularly in the inner city, rural areas and tribal reservations—presents major obstacles to
equity and access to higher education, particularly to the top tier institutions in this state and the
nation. The UW System’s inability to maximize precollege opportunities for those student
populations has a direct bearing on its ability to increase the number of college-eligible high
school graduates.

As the Growth Agenda recognizes, the State’s economic vitality and growth is dependent
upon the degree to which its multicultural and disadvantaged students successfully complete
secondary and postsecondary education. Enhancing diversity must be a widely-shared
responsibility fulfilling the goals of Plan 2008 is central to the UW System’s collective capacity
to meet that responsibility. Future actions must address the lack of a critical mass of students
from diverse backgrounds, including barriers to access, equity and excellence for
underrepresented student populations, if the UW System is to be successful in preparing the next
generation of citizens and leaders to serve the emerging needs of the state.
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Recommendations for the Future

As the UW System proceeds with developing its next set of strategic actions to achieve
equity, diversity and inclusion, the State, the Board of Regents, UW System Administration, and
UW institutional leaders all have key roles to play in ensuring continued progress beyond 2008.
Access, equity and excellence for multicultural/disadvantaged students from traditionally
underrepresented populations must remain at the forefront of future efforts, if we are to ensure
excellence and success for all the state’s students and meet the state’s needs for economic growth
and development. This can only occur in an environment in which higher education is accessible
to, and welcoming and supportive of all students, and - recognizes and effectively addresses the
varied challenges and needs of students and staff.

As articulated above, the lessons learned upon the conclusion of Plan 2008 might best be
understood as a set of challenges that must be addressed when the UW System institutions define
for themselves Inclusive Excellence, the framework from which future strategic actions to
achieve diversity, inclusion, equity, and excellence will be developed. To be successful, those
actions—along with accountability for their impacts and outcomes—must be effectively
integrated throughout every major function, school or college in the UW System: by each
Chancellor, Provost, academic or administrative unit, department, faculty and staff, as well as by
UW System Administration.

UW System institutions and UW System Administration are already engaged in various
forms of diversity-related work beyond that which is addressed in Plan 2008. All of these are
efforts to be inclusive of difference and responsive to the perspectives of those who have been
historically underrepresented, marginalized, or excluded. And yet, certain questions remain,
which have not yet been adequately answered. For example, how can the UW System best
respond to Wisconsin’s rapidly changing demographics? How can UW System institutions
better assess existing programs to ascertain what is really working, and what is not? How can
the UW System collaborate with PK-12 to improve learning outcomes, strengthen academic
preparation, and increase college readiness for all students?

How can the UW System work to ensure that institution-wide responsibility to achieve
the objectives of diversity, inclusion, equity and excellence is integrated into every aspect of
institutional operations? How can UWSA and the institutions continue to support the attainment
of diversity, inclusion, equity and excellence for members of targeted, underrepresented
racial/ethnic groups, and simultaneously embrace a wider understanding of other major
dimensions of diversity (including, for example, ability, age, and sexual orientation)? How can
the System widen and strengthen the precollege pipeline to accommodate the ever-increasing
numbers of students of color and economically disadvantaged students? How can the UW
System strengthen the academic and social development of precollege students and increase
readiness for college?

Greater success for the UW System will come from integrating diversity into educational quality
efforts, locating the work within the core purposes and functions of each UW institution, and
anchoring it in the evidence of student achievement and excellence. Equity and excellence are
foundational to the work.
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The recommendations outlined below are prerequisites to improve equity and
participation of underrepresented and underserved students in high impact practices as UW
institutions strive toward making excellence inclusive:

e UW System and institutional resources need to follow the stated priorities of
diversity, equity and inclusion.

e UW System and the institutions must develop concrete, well-defined actions to
achieve workforce diversity.

e UW System and the institutions must develop concrete, well-defined actions to
achieve a critical mass of underrepresented students.

e UW System and the institutions must engage in assessment that focuses on
outputs/outcomes rather than inputs, building a culture of evidence in which data
informs policy and practice.

e UW System and the institutions need to retain intentional, focused efforts on
strategies and practices that close gaps in achievement, and ensure opportunity
and excellence.

e UW System must practice active, engaged, and sustained leadership to advance
the organizational change efforts resulting in equity, diversity and inclusion.

e UW System and the institutions must support well defined, broadly
communicated, and clearly understood systems of incentives and rewards.

What was noted in the mid-point review of Plan 2008 still holds true and bears repeating:
In the end, diversity must be viewed as a societal, indeed an American, imperative that plays a
critical role in developing an educated citizenry dedicated to strengthening democracy and
advancing equal opportunity for all people. The UW System’s mission goes beyond servicing
the individual entitlement to an education. The System exists to advance the public good and
invest in the human resources that will lead Wisconsin and the nation into the future. Even
though at the end of Plan 2008 the UW System has attained mixed progress in its efforts to
diversify its student and staff populations and to create a learning environment that is inclusive
of all, Wisconsin’s commitment remains strong.

When President Reilly first presented the UW System’s Growth Agenda in February
2006, he observed that it was a defining moment in the UW System’s evolution. And he invoked
the inspiration, aspiration, and vision that would be needed to move the UW System forward to
fulfill its mission as the state's premier developer of advanced human potential, of the jobs that
employ that potential, and of the communities that sustain it. As President Reilly has also
emphasized, the UW System’s diversity goals and the Growth Agenda are inextricably linked:
“one cannot be accomplished without the other.” In 2009, the UW System stands again at a
defining moment. It is now time for the UW System and its institutions to heed the imperatives
of demography, the knowledge economy, the globally connected world, and social justice. We
owe it to our students, individually and collectively.
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Appendix A

Seven Goals of Plan 2008

GOAL #1 Increase the number of Wisconsin high school graduates of color who
apply, are accepted, and enroll at UW System institutions.

GoAL #2 Encourage partnerships that build the educational pipeline by reaching
children and their parents at an earlier age.

GoAL #3 Close the gap in educational achievement, by bringing retention and graduation
rates for students of color in line with those of the student body as a whole.

GOAL #4 Increase the amount of financial aid available to needy students and reduce their
reliance on loans.

GOAL #5 Increase the number of faculty, academic staff, classified staff, and administrators
of color, so that they are represented in the UW System workforce in proportion
to their current availability in relevant job pools. In addition, work to increase
their future availability as potential employees.

GoOAL #6 Foster institutional environments and course development that enhance learning
and a respect for racial and ethnic diversity.

GOAL #7 Improve accountability of the UW System and its institutions.
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Appendix B

A Selection of Representative Examples of
PLAN 2008 Initiatives (Listed by Goal)
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Appendix B
A Selection of Representative Examples of UW System Plan 2008 Initiatives

Goal #1: Increase the number of Wisconsin high school graduates of color who apply, are
accepted, and enroll at UW System institutions.

UW System institutions have taken a variety of approaches towards increasing the recruitment of
Wisconsin high school graduates of color who apply, are accepted, and enroll at system
institutions. Strategies have included increasing high school students’ exposure to campus life
through residential precollege camps, campus visits, and overnight programs for admitted
students; developing targeted marketing campaigns instituted through the admissions office; and
partnering with community-based organizations and schools serving communities of color in
outreach efforts.

Recruitment Programs

UW-Green Bay NE Wisconsin Initiative

Established in 2003, this initiative seeks to increase the UW-Green Bay enrollment of students of
color from the Green Bay metropolitan and NE Wisconsin regional schools. The project
involves a series of highly focused programs, frequent visits, and follow-up activities to area
high schools that specifically target local students of color. Programs offered are customized to
the interests and needs of the prospective students. The total enrollment of students of color has
increased each year from 320 or 7 percent of the student body in 2004, to 399 or 7 percent in
2006. (Note: Even though there was an increase in the absolute numbers of students of color
enrollments, the percent representation of students of color did not change because of the overall
increase in total enrollments.) The percentage enroliments of the total students of color coming
from Green Bay public and other Brown County high schools has increased 44 percent in the
past 3 years: in 2004 by 91 students or 16 percent; in 2005 by 112 students or 19 percent; and in
2006 by 131 students or 21 percent.

UW-Platteville Paths to Platteville

This recruitment program involves bringing students of color to UW-Platteville for campus
visits. Students are recruited to visit, apply, and enroll at UW-Platteville. Since the inception of
the program in 2002, the number of students participating has increased from 50 to 400 per year.
Applications from African American students increased by 46 percent between Fall 2002 and
Fall 2006: from 36 in 2002, to 221 in 2006-07. During that same period, the number of
applications for Hispanic/Latino students increased from 31 to 51, doubled for American Indian
students from 10 to 20, and declined slightly for Asian students from 52 to 50.

From 2002 to 2006-07, new freshman enrollments of African American students increased
dramatically, from 9 to 54. Southeast Asian students realized the next largest increase among
student of color groups, from 2 to 9 and then to 7. During that same period, enrollments for
Hispanic/Latino students increased from 8 to 10, and American Indian enrollments fluctuated
between 5 and 7 students.

The program is a collaborative effort involving the Multicultural Educational Resource Center,

Admissions, Financial Aid, Student Success Center, the Pioneer Involvement Center, and Dining
Services.
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UW-Milwaukee — You @ UWM: A Multicultural Overnight Experience

This Overnight experience is designed to give students of color admitted to UW-Milwaukee the
opportunity to “try the campus on” before finalizing their college selection. The program
introduces students to support services, as well as providing the opportunity to meet with current
students, faculty, and staff. In addition to the student component, there is an opportunity for
parents to learn more about UW-Milwaukee at a banquet that concludes the program. In 2008,
36 students participated in the program, comprising 8 Latino/Hispanic, 15 African American, 5
Multi-ethnic, 4 Southeast Asian, and 4 Asian American students. Survey results indicated that
96 percent of students who participated in the program felt they learned something new about
UW-Milwaukee, and 94 percent or 34 of the students who participated in the program have
enrolled at UW-Milwaukee.

UW-Madison Academic Advancement

The Academic Advancement Program, housed in the College of Letters and Science, is a well-
established program at UW-Madison that focuses on providing access to higher education

for disadvantaged students who show high potential and who are academically at risk. The AAP
program offers support services for students and is designed to increase access, retention, and
graduation of multicultural and disadvantaged students. The Academic Advancement Program
works closely with the Admissions Office to identify students of color for whom UW-Madison is
a good match. In 2006, AAP welcomed 110 freshman and 4 transfer students. For the years
1996 through 2003, AAP student retention data from the first to third year ranged from 62.7 to
82 percent.

UW-Parkside Stepping Stones

Established in 1992, this is a comprehensive college preparation program that facilitates a
smooth transition from high school to college for students in the 9™ through 12" grades.
Programs are held at each high school in Kenosha and Racine, and one high school in
Milwaukee. Stepping Stones offers workshops on college selection and admissions, scholarship
resources, financial aid, and ACT preparation. Students develop personal portfolios and practice
writing competitive essays. This program is a collaborative effort involving multiple
UW-Parkside offices—Admissions, Financial Aid, Career Center, OMSA, Student Support
Services—and area high school districts. Over 150 high school students participate in this
program. Ninety-five percent of the graduating seniors who have participated in the program
enroll in college, and 47 percent of them have enrolled in UW institutions. This program is
funded by the Wisconsin Department of Public Instruction, area businesses in Kenosha/Racine,
and through in-kind donations.

UW-Stevens Point Multicultural Leadership Development Series

This recruitment program is a collaborative effort involving the Admissions and Student
Advising Offices. It targets prospective students of color who meet the admissions criteria. The
students participate in three events. The first event occurs during the summer months and is
designed to foster team building and leadership development while exposing the students to the
UW-Stevens Point campus and resources. The second event occurs during the fall and exposes
the students to the academic programs and campus life at UW-Stevens Point. This event also
allows the students to participate in a campus preview, and meet UW-Stevens Point students.
The third event, a recruitment outreach event, occurs during the spring and involves the
Admissions and Student Advising offices meeting with the prospective students to explain the
admissions process, and provide additional details about opportunities and challenges facing new
students.
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Approximately 90 percent of the summer participants apply for admission to UW-Stevens Point.
Since the inception of this program, the number of African American students has increased
from 59 to 85 students, Southeast Asian students increased from 66 to 131, and Hispanic/Latino
students increased from 63 to 87.

Goal #2: Encourage partnerships that build the educational pipeline by reaching children
and their parents at an earlier age.

UW System institutions have engaged in numerous partnerships that have aided in building the
educational pipeline. Partnerships include but are not limited to adopting elementary schools,
year-round tutoring at middle and high schools as well as community centers, linking precollege
programs with schools of education, as well as, various other academic departments to
strengthen educational services, and connecting with the Department of Public Instruction and
private funders to increase program capacity and expand services.

Precollege Pipeline Programs

UW-Madison PEOPLE

Established in 1999, the PEOPLE program is a year-round college pipeline program for middle
and high school students. This program has established a 10-year pre-college infrastructure and
built in-depth relationships with K-12 schools, community members, and others. This exemplary
program is funded through state, foundation, and corporate sources. PEOPLE is a partnership
between the UW-Madison School of Education and designated school districts to provide
educational services to Wisconsin students in Madison, Milwaukee, Racine, and Waukesha, and
from the Bad River, Ho-Chunk, Lac Courte Oreilles, Lac du Flambeau, and Menominee Indian
Nations. The program requires substantial parent and teacher commitments. The same cohort of
students participates in the program each summer until high school graduation.

To date, 99 percent of PEOPLE participants graduated from high school, and 94 percent have
enrolled in higher education. Overall, 52 percent of the PEOPLE graduates have enrolled at
UW-Madison, and 67 percent enrolled somewhere in the UW System. Ninety-five percent
(95%) of the PEOPLE students who entered UW-Madison in fall 2005 were retained from the
first to the second year. Ninety-two percent (92%) of the PEOPLE students who entered
UW-Madison in fall 2004 were retained from the second to the third year.

Many UW-Madison academic programs and units collaborate with the School of Education
towards the success of the program including: the Schools of Business, Human Ecology,
Medicine and Public Health, Law, and Veterinary Science; the departments of Engineering,
Chemistry, Limnology, Theatre, Music, Anthropology, Art, Journalism; and the Center for
Biological Research, the Summer Science Institute, the Research Apprenticeship Program,
Career Services, and Information Technology.

The core mission of the program is to increase enrollments and graduation of Wisconsin students
who are members of racial/ethnic minorities and low-income students from UW-Madison or
other institutions of higher learning. PEOPLE students participate in a rigorous year-round
program to strengthen academic skills, explore and cultivate interest in potential college majors
and career options, learn about college admissions, major requirements and campus resources,
and to provide positive experiences with the UW-Madison campus. PEOPLE high school
students work in internships during the summer months.
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UW-Superior — High Contact Recruitment Program

This is a collaborative effort by the UW-Superior Admissions Office and Multicultural Affairs.
The two offices host a number of activities and programs that involve a series of campus visits
for students of color from area high schools. Each distinct race/ethnic group has a day when
high school students in that group visit the campus. For the entire day, each high school student
shadows a college student from the same racial/cultural background, attending classes, visiting
the residence hall, and eating in the cafeteria. Following the visit, the Admissions and
Multicultural Affairs Offices contact each student to help them with the application process.
From the inception of the program in 1998 to 2008, applications of students of color increased by
129 percent. The number of admits from this group has also increased, although not in
proportion to the number of applications. Since 1998, the numbers of students of color enrolled
at UW Superior increased from 90 to 175 in 2008. The increases result from an increase in those
admitted as new freshman, as well as increases resulting from transfer students from the
Wisconsin Indianhead Technical College in Superior.

UW-Green Bay Phuture Phoenix

Phuture Phoenix is an early outreach/precollege program that targets 5" grade students in the
neediest Title | schools in Northeastern Wisconsin. Initially, the program served 550 students in
10 target schools. Currently, it serves 1,500 students in 19 schools (elementary, middle, and
secondary). Since it’s inception in 2002, the program has served over 4,600 5™ grade students.
The service array includes campus visits to the UW-Green Bay campus, intensive site-based
follow-up activities (tutoring, mentoring, role modeling) by UW-Green Bay undergraduate
education students and student volunteers, and grade-specific classroom programs on topics such
as goal-setting, learning styles and organizational skills. The program is fully integrated into the
education curriculum such that all education majors must complete 3 credits of field experience
with Phuture Phoenix (~45 service hours). A fundraising campaign is simultaneously ongoing to
create an endowment for scholarships. Over $40, 000 of scholarship funds has been raised to
date. The program was the recipient of the Ann Lydecker Diversity Education Award, and has
been publicly cited by Governor Doyle as an inspiration for the Wisconsin Covenant.

UW-Oshkosh Project Estrella/ Adelante

Project Estrella/Adelante, funded in 2000 by the U.S. Department of Education and developed
by the College of Education and Human Services, was designed to help pre-service teachers,
school districts, administrators, and classroom teachers learn effective practices to improve
educational achievement for K-12 Limited English Proficiency students, and to improve
preparation of pre-service teachers and graduate teachers. UW-Oshkosh collaborated with UW-
Fox Valley, Fox Valley Technical College, and several area school districts (Oshkosh Area
School District, Neenah School District, Menasha Schools and Appleton Schools) to create this
program. The project aimed to train and license, over a five-year period, 160 new English as a
Second Language (ESL) teachers for grades PK-12, and to train at least 100 school
administrators and approximately 1,000 pre-service teachers enrolled in UW-Oshkosh’s teacher
education programs in ESL methods.

Within three years, 74 students acquired either initial- or professional-level ESL licensures
through the alternative venue of the project; half of those students enrolled in or completed M.S.
degrees. Since its inception, three-hundred teachers have been licensed in ESL and/or Bilingual
education; 24 bilingual counselors, administrators, reading specialists enrolled, prepared and
were licensed; 50 higher education faculty have revised curricula to be more inclusive of
bilingual/bicultural issues; and 1,000 parents/caregivers of PK-12 bilingual students have
attended workshops. Twelve school districts and two Head Start programs hired program
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graduates, doubling in four years the licensed ESL teachers in the Fox Valley region. In
response to Pl 34 requirements, the College of Education and Human Services has since
modified the program and shifted its focus in undergraduate teacher education.

UW-Parkside Always Reaching Upward Pre-Enrollment Mentoring Program

The Always Reaching Upward (ARU) Pre-enrollment Mentoring Program assists students in tier
transition from high school to college. This program works with six local high schools in the
neighboring communities of Kenosha and Racine. From 2003-2008, the ARU Program served
387 high school students. Of these 387 students, 219 or 57 percent enrolled at UW-Parkside.

At UW-Parkside, student mentors are selected and trained to facilitate monthly workshops
providing direction to high school students to assist with their transition into college. The
workshops include but are not limited to: how to complete the UW-System application, the
FAFSA, the Residence Life Application, Scholarship applications, as well as information on the
importance of student involvement and campus resources. The Office of Multicultural Student
Affairs, the Office of Admissions, the Office of Scholarships, Student Activities, the Office of
Residence Life, and the Career Center conduct trainings for mentors prior to their monthly
workshops at the high schools. The program benefits are twofold: it provides high school
students with guidance in college decision-making; and it connects entering freshmen to multiple
resources on campus to enhance their opportunity for success. The ARU Program also works to
develop the mentoring and leadership skills and potential of the student mentors.

Goal #3: Close the gap in educational achievement, by bringing retention and graduation
rates for students of color in line with those of the student body as a whole.

UW System institutions have engaged in numerous initiatives focused on closing the educational
achievement gap between students of color and their white counterparts. Across the system there
are tutorial programs, mentoring programs, as well as learning communities, to name a few.

“Closing the Gap” Retention Programs

UW-Eau Claire Commanding English Program (CEP)

Established in 1994, the Commanding English Program (CEP) helps U.S. bicultural students (i.e.
of Hispanic/Latino and Southeast Asian descent) to develop academic English, and learn
strategies to help their successful transition into the campus. Several academic and
administrative units collaborate to help the students, including a group of core faculty, academic
staff and advisors. They use something comparable to the learning community model to jointly
develop and coordinate curricula and guide the students’ academic experiences. In addition to
the courses, students work together in extracurricular activities, tutoring and mentoring, and
service-learning opportunities.

Evidence suggests that this program is having a positive impact upon efforts to close the
achievement gap for CEP program participants at UW-Eau Claire. The average GPA for the
2005-06 cohort of CEP students was 2.63, as compared with the overall GPA for all 1% year
students at 3.10; for non-CEP students the average GPA was 2.43. In English 110, the GPA for
CEP students was 3.03, as compared with all students at 3.14; the average GPA for non-CEP
students in English 099 (Developmental English) was 2.70. Moreover, 84.6 percent of CEP
students were retained for 3 consecutive semesters as compared to 80.7 percent for UW-Eau
Claire overall.
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UW-Milwaukee Access to Sucess

Access to Success (A2S) is UWM'’s campus blueprint to enhance access to UWM while, at the
same time, promoting greater student success. While it covers the range of recruitment to
graduation, A2S was launched in fall 2005 with a series of deliberate initiatives that currently
focus primarily on first-year students: their recruitment, admission, and enrollment; their
academic performance during their first year; and their retention to the second year. A2S also
places great emphasis on services for freshmen of color.

Access to Success includes, but is not limited to, the following initiatives: First Year Center/Peer
Mentoring, First-Year Transition Courses/Freshman Seminars/Study Skills, Living and Learning
Communities/Residence Halls, Math Pilot Courses/Course Redesign, Summer Bridge Programs,
Tutoring, Supplemental Instruction, Honors/Undergraduate Research, and Early Warning
System.

The most encouraging result to date of Access to Success is the increase in first-year retention of
targeted freshmen of color and the improvement of their academic performance for each of the
last three new freshman cohorts. The retention gap between targeted and non-targeted new
freshmen has narrowed since three years ago, i.e., gap was decreased from 15.1 PP for the fall
2005 cohort and 13.1 PP for the fall 2006 cohort to 9.4 PP for the fall 2007 cohort. In fact,
targeted students were retained at a higher rate than non-targeted students who participated in
Supplemental Instruction, which resulted in a “negative gap” between these two populations.

UW-Milwaukee U-Pace Psych 101

The U-Pace Initiative, developed by the College of Letters and Science at UW-Milwaukee, was
implemented in the large gateway course, Introduction to Psychology, in spring 2007. So far,
over 900 students at UW-Milwaukee far have experienced this highly successful teaching
method, which is mastery-based, self-paced, and delivered online. In U-Pace Psych 101,
students take quizzes only after they complete homework that includes interactive review
activities and video clips reinforcing key concepts. Likewise, students are allowed to progress to
new content only after they have mastered the material in a module and achieved a score of 90
percent or above on the corresponding quiz.

The teaching team, which consists of the instructor, teaching assistants, and undergraduate
teaching interns serving as role models for success, provide online, phone, and/or face-to-face
help with the materials, as well as extensive support and encouragement every step of the way.
The course structure and time management module help students learn the level of study required
to master materials at the college level, and develop and strengthen study skills and habits.

In addition to the undergraduate role models for success, there are video clips presenting first-
generation college students and student-of-color role models for success that help maintain
students’ motivation, and develop and strengthen their academic self-concept. Over the past
three years, an average 14.3 percent (2005-14.7 percent; 2006-13.8 percent; 2007-14.3 percent)
of new freshmen enrolling at UW-Milwaukee have been from targeted populations (i.e., are of
African American, Latino/a, American Indian, or Southeast Asian descent). U-Pace Introductory
Psychology, by contrast, has succeeded in drawing a higher rate of enroliment for students of
color (21.8 percent for Spring 2007, 22.5 percent for Fall 2007, and 19.3 percent for Spring
2008).
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In Spring 2007, 20.5 percent of students of color earned an A or B in the conventionally-taught
Psych 101 class, using the same textbook and exam questions as the U-Pace class. In contrast,
40 percent of students of color in the U-Pace Psych 101 course earned an A or B. Nearly five
times the percentage of students of color earned an A in the U-Pace course as compared to the
conventionally-taught course. Further, on a challenging, proctored, cumulative exam taken by
targeted and non-targeted students alike, it was demonstrated that the increase in A’s reflected
greater learning (M=68% vs. M=56%); t(71)=2.441, p<.05). The gains demonstrated for students
of color were replicated the following fall, Fall 2007.

UW-Stout

In 2004, UW-Stout instituted “academic success plans,” an intensive advising and tutoring
initiative for multicultural/disadvantaged students on the campus. The plans involve an
assessment of students’ strengths and weaknesses, identification of potential barriers to academic
success, discipline-specific tutoring, a course on academic skill development, and cultivation of
relationships with the families of students of color. The purpose of this initiative is to ensure that
students have the support needed to achieve success at UW-Stout.

Since the initiative was instituted in 2004, the retention rates for M/D students have increased,
failure rates have decreased, and contacts with students and families have increased. One feature
of the plan is discipline-specific tutoring in math and English. The introduction of the math lab
approach, in particular, has resulted in a 55 percent reduction in the rate of withdrawals, failures,
and drop rates in remedial math, and a 40 percent reduction in those rates for introductory
college math. Minority students represent about 5 percent of UW-Stout students overall but
comprise 15-20 percent of the enrollment in the remedial math course. After one year of the
math lab, the gap in failure and withdrawal rates between students of color and white students
decreased to less than 20 percent, from more than 40 percent. In the writing center, UW-Stout
saw a marked increase in the number of ESL tutorials, from 8 percent of all tutorials in 2005-
2006, to 25 percent in 2007-2008. Further, 39 percent of UW Stout ESL students were return
clients.

This initiative is a collaborative effort involving the following offices or units at UW-Stout: the
Dean of Students, Multicultural Student Services, Financial Aid Office, the Office of
Admissions, and the Student Support Services ASPIRE program.

UW-Madison First Wave Program

First Wave, established in Fall 2007, is the nation’s only spoken word and urban arts learning
community and is a cutting-edge multicultural artistic program for incoming students at UW-
Madison. Bringing together young artists and leaders from across the United States, First Wave
offers students the opportunity to live, study, and create together in a close knit, dynamic campus
community. Administered by the Office of Multicultural Arts Initiatives (OMAL), the First
Wave Learning Community is the first university program in the country centered on spoken
word and hip hop culture. OMAI’s mission is to provide cutting-edge, culturally relevant, and
transformative arts programming and outreach initiatives that promote positive social dialogue
across perceived boundaries of race, class, gender, culture, and sexual orientation. OMAI’s
programs foster a greater awareness and appreciation of diverse art forms. Its youth-centered
programs empower students and institutional partners to find, share and apply their voices
through spoken word, hip hop, and diverse art forms while also developing them as artists,
scholars and leaders.
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First wave participants receive full tuition. The program is in the process of establishing a study-
abroad program in Panama for its students. First wave has garnered international attention as an
innovative diversity program. It has consistently drawn favorable media coverage and praise
from highly regarded artists and scholars. The program has significantly improved campus
climate and serves as a focal point for hip-hop culture. Students from throughout the Midwest
routinely travel to Madison to attend events, and scholars in the program perform all across the
region and the country. In its first two years, First Wave has demonstrated a 100% retention rate.
The freshman cohort has an average GPA of 2.89 and the sophomore cohort has a GPA of 3.17.

UW System Grant Program: Closing the Achievement Gap

In 2008, the UW System Office of Equity, Diversity, and Inclusion initiated a pilot grant
program called Closing the Achievement Gap: Promoting Institutional Change to Foster Access
and Excellence for Historically Underrepresented Populations. Now in its second year, the
program awards grants to develop and support efforts that are effective in promoting institutional
change to foster access and excellence for historically underrepresented populations. A total of
$300,000 is available for academic year 2009-10 to fund projects in the following categories:
Start-up Grants for Emerging Needs; Grants to Further Implement Existing Initiatives; and
Evaluation Grants. The program seeks to fund initiatives that are replicable with explicitly
documented activities and evidence-based outcomes. Particular attention is given to models,
programs, and strategies with demonstrated success in closing gaps in achievement in the areas
of access, retention and graduation.
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UW Systemwide TRIO Programs

TRIO is the umbrella name for several programs established under the Higher Education Act of
1965 that allow low-income students, first-generation college students, and students with
disabilities to begin and complete a post-secondary education.

There are currently six TRIO programs:

e Upward Bound — precollege programs that help eligible students and veterans prepare for
higher education.

e Upward Bound Math & Science — precollege programs that help eligible students and
veterans prepare for higher education.

e Talent Search — precollege program that serves young people in grades six through twelve by
helping them better understand educational opportunities and options.

e Student Support Services — assistance for disadvantaged or disabled students.

e McNair Program — encourages eligible students to consider careers in college teaching, as
well as prepare for doctoral study.

e Educational Opportunities Centers — programs that serve displaced or underemployed
workers by helping them choose a college and a suitable financial aid program.

TRIO is an essential part of UW System institutional efforts to achieve Plan 2008 goals,
specifically, Goals 1, 2, 3, and 4. Without TRIO, UW System would experience a considerable
decline in college participation rates for students of color and low-income students. In 2007-08,
the following UW System institutions received TRIO funding — a total of $11,871,324 in TRIO
grants, with 8,746 participating students:

Institution Students Institution Students
UW-Eau Claire 1,489 UW-Colleges 680
UW-Green Bay 117 UW-La Crosse 460
UW-Madison 303 UW-Parkside 210
UW-Milwaukee 2,200 UW-Oshkosh 325
UW-Platteville 300 UW-River Falls 296
UW-Stevens Point 290 UW-Stout 1,130
UW-Superior 235 UW System 95
UW-Whitewater 796 UW-Waukesha 450

TOTAL for UW System:
Funding: $11,871,324
Students: 8,746

Funding for the McNair program increased because of two new programs, one at UW-Parkside
and another at UW-Fox Valley. However, funding levels for other TRIO programs have
remained relatively flat. In particular, as the UW System institutions focus efforts on increasing
diversity across the sciences, Upward Bound Math & Science programs lag behind in funding
when compared with general precollege programs. Most importantly, UW System has identified
as a priority the improvement of retention and graduation rates of students of color and low-
income students in the near future. Efforts in this area have been hampered by flat funding levels
in Student Support Services.
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Mentoring Programs

UW-Eau Claire Office of Research & Sponsored Programs (ORSP) Diversity Mentoring
Program

Established in 2006, the ORSP developed this program to encourage M/D students to participate
in faculty/student research collaborations. Research shows that students who develop a positive
relationship with faculty mentors are more likely to succeed in college. The ORSP works with
the Office of Multicultural Diversity and Office of Student Support Services to identify potential
students and match them with faculty mentors to conduct research projects. During its first year
(2005-06), the program served 8 students. One student received an award for his poster
presentation at UW-Eau Claire’s Research Day; another student presented her findings at a
national disciplinary meeting.

UW-La Crosse College of Business Administration Student Mentor Program

Established in 2001, this program is designed to ensure that faculty mentors are assigned to all
first-year students of color majoring in business administration. Each year, 12-15 faculty
members serve as mentors in addition to their regular academic advising responsibilities. The
Office of Multicultural Student Services conducts workshops about effective mentoring of
students for faculty in the department. Faculty from each academic department in the College of
Business—Accounting, Finance, Economics, Information Systems, Management, and
Marketing— participate. In 2001, the first year of this initiative, 13 (92.8 percent) of the 14
students assigned mentors were retained to their fourth year, five of those students graduated
(57.1 percent) and three students are still enrolled. Eight (80 percent) of the 10 students assigned
mentors in 2003 have been retained through their third year.

UW-Stevens Point Peer Mentoring

Established in 1997, this program has demonstrated long-term success toward improving the
overall retention rate for students of color at UW-Stevens Point. Three-year retention rates have
improved from 46.5 to 51.6 percent, with African American students experiencing the largest
gain from 39.3 to 63.1 percent. Assessment and evaluation data indicate that 80 percent of the
students contacted by the peer mentors realize overall gains. This project is a collaborative effort
of the Multicultural Resource Center, the American Indian Center, and the Peer Mentors.

Programs to Improve Graduation Rates

UW-Stevens Point Project Forward

Established and organized by the School of Education in 2000, this program is funded by the
U.S. Department of Education. It is designed to increase the enrollment, retention, and
graduation of Hmong students, and to help them become certified teachers in Wisconsin. To
date, 20 graduates of the program are teaching in Wisconsin school districts, 15 students are still
enrolled in the program, and their GPAs are above the UW-Stevens Point average.

UW-Superior Office of Multicultural Affairs

The Coordinator of the Multicultural Affairs Office established the improvement of UW-
Superior’s six-year graduation rate as a target for the campus. The initiative involved the
collaborative efforts of the Provost and Multicultural Affairs Coordinator, using an integrated
planning and strategic actions approach to support their work to close the gap in graduation rates
between students of color and white students. They created a Multicultural Center to serve as a
base of support and programming for multicultural/disadvantaged students on the campus. The
Center houses the student of color organizations, the Office of Multicultural Affairs, and the
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American Indian Studies program, as well as a computer lab and study tables. Various academic
departments also use the Center for classes, study areas, meetings, and receptions. Since the
Center opened, second-year retention rates, and graduation rates have increased for students of
color. In 2003, the second-year retention rates for students of color were higher than for students
as a whole, 73.3 percent as compared with 63.4 percent. When averaged over a 5-year period,
the gap in second-year retention rates narrowed to a 4 percent difference, 63.4 percent for
students of color, as compared with students as a whole at 67.8 percent.

University of Wisconsin System Alliant Energy/Erroll B. Davis Achievement Awards

In 2006, the Alliant Energy Foundation presented to the UW System a $400,000 endowment
fund to establish the ALLIANT ENERGY/ERROLL B. DAVIS, JR. ACHIEVEMENT AWARDS. The UW
System Administration, UW-Madison, and UW-Platteville have collaborated with Alliant
Energy to define and present the awards to eligible students. To date, 6 UW-Madison and 6
UW-Platteville students have received this award.

The awards honor outstanding scholarship and community service of undergraduate students
from traditionally underrepresented minority groups pursuing a degree in Business or
Engineering at UW-Madison and UW-Platteville. The awards provide an incentive for eligible
students to engage in community service while attending college, and to graduate with high
academic standing. Alliant Energy established the program to recognize and honor Erroll B
Davis, Jr., former CEO of the Alliant Corporation, who was the first Black to head a "Business
Week 1000 company and reportedly the only Black CEO of a major public power utility. From
1987 to 1994, Mr. Davis served as a member of the UW System Board of Regents.

Goal #4: Increase the amount of financial aid available to needy students
and reduce their reliance on loans.

UW System institutions have implemented scholarship and award programs in an effort to
increase the amount of financial aid available to needy students and reduce their reliance on
loans.

UW-Whitewater

UW-Whitewater awarded more than $106,000 in scholarships to students of color in 2007-2008,
which represented nearly 16 percent of the total scholarship monies awarded to students at the
University. In addition, the UW-Whitewater Foundation, Admissions Office, and Academic
Support Services have worked to increase the number of King/Chavez Scholarships from 25 in
1999, to 62 in 2008. Additionally, development efforts by the UW-Whitewater Foundation have
resulted in an increased number of multicultural alumni contributing to and endowing
scholarships for students of color.

UW-Whitewater has leveraged its Lawton and AOP awards to provide incentives for students to
complete undergraduate studies, and to pursue graduate studies. From 2001 through 2007,
participation of the M/D students increased from 199 participants to 627, an increase of 215
percent. During that same period, the participation rate in AOP increased from 29 to 62
participants, an increase of 114 percent.

UW-Platteville Alliant Energy Paths to Platteville Scholarship
Established in 2006, this scholarship fund results from the collaborative efforts of the
Multicultural Resource Center and the UW-Platteville Foundation Office. The program provides
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5 students of color with a $1,000 scholarship for 5 years. Each year, 5 new students come into
the program. This scholarship program was created to positively influence retention, graduation,
and reduce student reliance upon loans.

UW-River Falls USDA Multicultural Scholars Program

The College of Agriculture Food and Environmental Sciences (CAFES) received a $120,000
grant to enhance collaborations with two high schools, one in Minnesota and the other in
Milwaukee, to recruit and retain students of color. Students interested in receiving a scholarship
must indicate an interest in pursuing a program in the CAFES. Five students of color in the
CAFES received renewable scholarships.

UW-Eau Claire

The Financial Aid office works collaboratively with the Office of Multicultural Affairs to ensure
that multicultural/disadvantaged students apply for and receive the maximum amount of
financial aid they are qualified to receive. The aim is to leverage tuition waivers, scholarships,
and other forms of financial aid—federal, state and private—to mitigate the impacts that loans
have upon this population of students.

In addition, the UW-Eau Claire College of Business established three scholarship funds
(Leinenkugel, Jacob Brewing Co. C.O.B. Diversity Scholarship, Wells Fargo Eau Claire
Business Diversity Scholarship, and Xcel Energy Business Diversity Scholarship) to retain
minority students who might otherwise drop out of the university or transfer to another
university. Scholarships in the College of Business are awarded at the sophomore, junior, and
senior levels, often after university scholarships have ended for a student.

UW-Green Bay

UW-Green Bay established a Multicultural/Disadvantaged Scholarship program in 1999 funded
by the Founders Association with a $10,000 initial endowment. The total annual fund has varied
from $5,000 to $12,000 and has been distributed to a varying number of minority and
disadvantaged students each year.

In addition, in 2001, UW-Green Bay applied for and received $108,594 from the Refugee
Teacher Training Grant to offset tuition, fee, and book expenses for refugee students enrolled in
or intending to enroll in the Education program.

UW-Milwaukee Chancellor’s Scholarship for Diversity and Leadership

This program was established in 2008 to provide renewable scholarships for up to $20,000 to
entering freshmen. The primary purpose of the scholarship program is to attract highly qualified,
historically underrepresented students who demonstrate the potential for leadership and
intellectual development, and are committed to becoming engaged citizens of the university and
the broader community. Scholarship funds will be disbursed on a semester basis and are
renewable annually for three additional years provided the student maintains the conditions of
the award. UW-Milwaukee has provided the initial seed funds for this initiative and will be
soliciting private gift support with a goal to fund 100 new entering students per year at full
implementation.

For Fall 2008, eleven underrepresented new freshmen received the Chancellor’s Scholarships.
Nine received full and 2 received partial scholarships; 5 are African American, 1 is American
Indian, 3 are Latino/as, and 2 are Southeast Asians. Eight are from the metropolitan Milwaukee
area; 1 is from another city in Wisconsin; and 2 are from out of state (Minnesota and Illinois).
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The students are part of a Leadership Development Program that is designed to foster leadership
skills and personal growth. The program includes individualized assessment, employment
responsibilities, and co-curricular activities or volunteer service.

UW-0Oshkosh Project Alpha

In 2005, the Financial Aid office revamped its financial aid process to take a more “holistic”
approach to several financial aid programs. In doing so, it concluded that there was a need to
include program components that focused upon relationship- and community-building with an
emphasis on integrating policy, marketing, development, and cultural considerations with the
goal of improving all processes and practices related to financial aid. The changes resulted in
better collaboration among the Financial Aid, Admissions, Academic Support and Diversity,
Academic Advising, and the Registrars Offices, and better connections to business, civic, social,
and other off-campus groups that support diversity. For 2005 — 2007, the financial aid office
realized a 13-15 percent increase in on-time financial aid applications from
multicultural/disadvantaged students.

UW-Stout

Established in 2008, the Multicultural Student Scholarship Program consists of eight annual
awards in the amount of $2,500 each year for four years, totaling $10,000 per student. These
awards are made through an application process and evaluated by a committee. Criteria include:
being a member of an identified ethnic group, U.S. citizenship or legal residency, enrolling at
UW-Stout full-time, high school GPA minimum of 3.3, and demonstrated leadership and
involvement activities. For annual renewal (up to four years) students must maintain a 3.00
cumulative GPA, earning 12 credits each term. Seven scholarships were awarded in Fall 2008.

Goal #5: Increase the number of faculty, academic staff, classified staff, and
administrators of color, so that they are represented in the UW System workforce in
proportion to their current availability in relevant job pools. In addition, work to increase
their future availability as potential employees.

UW System institutions have implemented various recruitment and retention programs in an
effort to increase the number of faculty, academic staff, classified staff, and administrators of
color represented in the UW System workforce. Some of the strategies taken include, but are not
limited to, changing how job are posted and advertisement processes, providing diversity
workshops for search and screen committees, faculty mentoring programs, and providing
funding for faculty and staff success and advancement.

UW-La Crosse Recruiting for Diversity

In 2006, the Dean of the College of Business Administration hosted a workshop for chairs of
search and screen committees for each academic department—Accounting Finance, Economics,
Information Systems, Management and Marketing. Of the 22 finalists for eight different
teaching and administrative positions, 10 (50 percent) were women and 7 (35 percent) were
people of color. This is a promising practice.

UW-Parkside Support for Tenure Faculty of Color

Between 2002 and 2006, Plan 2008 and the Provost’s Office provided support for a program to
support the retention of tenure-track faculty of color. The program provided funding for research
and creative activity for tenure-track assistant professors who made significant contributions to
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the campus or community in attaining the goals of Plan 2008. All of those who participated
were members of groups designated as underrepresented by Plan 2008.

Professors in these groups are typically in great demand for advising, committee responsibilities,
and community service. These demands may conflict with the requirements of the research or
creative activity programs needed for tenure, giving faculty of color a greater workload than that
of other assistant professors. The Provost, Deans, and Department Chairs collaborated in this
special retention program by making funds available to provide a variety of opportunities to
support research and creative activity, including: student or LTE support for assistance with
projects; summer support for research or creative activity; travel funds to present research papers
and/or conduct research projects; and course release time, if appropriate for the department.
Seven of the ten members (70 percent) who were in tenure-track positions and participated in the
program received tenure at UW Parkside.

UW-Stout Recruitment and Retention

UW-Stout has successfully increased the number of minority faculty and staff at Stout — from 77
in 2006-07, to 90 in 2007-08, to 100 in 2008-09 — by providing additional coordination and
support for the recruitment and retention of minority employees. This was a three-pronged effort
that: 1) Established a Chief Diversity officer to direct and coordinate university diversity efforts
that are currently housed in several different offices, to lead diversity planning efforts, and to
promote recruitment of minority faculty and staff; 2) Established a Minority Faculty and Staff
Network to promote recruitment and retention of minority faculty and staff. Any employee at
Stout who is interested in diversity issues is invited to participate in the network, and the network
has established mentoring groups for minority groups for minority faculty, academic staff, and
classified staff; and 3) Established a half-time Assistant for Equal Opportunity Recruitment and
Training position to provide additional support for training, recruitment, and retention of
minority faculty and staff. This individual provides training to all search committees, monitors
composition of search committees and applicant pools, and engages in direct recruitment of
minority candidates.

UW-Superior Proactive Recruitment Efforts

UW-Superior set a goal to double the number of faculty and staff of color by 2008. Each
department developed an action plan for diversity that included specific, proactive strategies,
including the use of a diversity value-added statement on each position announcement. The
campus achieved its hire goal in 2004. Since 1998, the number of faculty of color increased
from 5 to 11; the number of academic staff of color increased from 6 to 17. The campus is in the
process of identifying effective retention practices.

UW-Whitewater Recruitment and Retention Efforts

UW-Whitewater has made a strong commitment to support faculty and academic staff of color so
that faculty can achieve tenure and promotion, and academic staff can achieve job success and
promotion. Several ongoing university-wide initiatives have been put in place to emphasize the
importance of diversity and equal opportunity for faculty and staff of color. The Assistant to the
Chancellor for Affirmative Action, who co-chairs the UW-Whitewater Affirmative
Action/EEO/Diversity Committee, and the campus’s Equity Scorecard team members met with
40+ academic units during the spring of 2008 to present a summary of the UW-Whitewater
Diversity Plan’s goals and objectives, as well as the results of the Equity Scorecard report. That
meeting included discussion of the importance of creating a supportive environment for faculty
and staff of color.
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In the past five years, departments have instituted or continued to provide support for all tenure-
track faculty through mentoring programs or initiatives. Between 2003 -2008, the LEARN
Center’s First-Year Mentoring program reported that 25.3 percent of the First Year program
faculty were individuals of color. Between 2000 and 2008, the number of faculty of color at
UW-Whitewater who have attained promotion to Associate Professor with tenure is as follows:
3 African Americans (1 female and 2 males); 21 Asians (8 females and 13 males); and 3
Hispanics (2 females and 1 male). During the same period, 5 Asians (2 females and 3 males), 2
African American females, and 1 Hispanic male were promoted to full Professor. In addition,
the Academic Staff Assembly is working with the LEARN Center to explore the feasibility of
implementing a comparable set of programs for Instructional Academic Staff.

In 1998, UW-Whitewater’s “Grow Our Own program” established a systematic means for
grooming individuals for success (i.e., helping people move from staff to faculty positions, from
classified to staff positions, and/or assume administrative responsibilities). The structure allows
Academic Support Services, all Academic Affairs units, as well as the Office of Human
Resources and Diversity to identify UW-Whitewater faculty, staff, and graduates with potential
and provide opportunities and support for their advancement. The “Grow Our Own” program
monitors the academic and professional development of those individuals with special attention
paid to those who have participated in on-campus programs, including various precollege
programs as well as such targeted programs as the McNair Post-Baccalaureate Achievement
program.

In addition to setting up the structure for identifying promising individuals, a series of activities
has been scheduled to nurture these individuals. In conjunction with the existing McNair
seminars and the ongoing Undergraduate Research Seminars, a series of pre-doctoral lectures
have been set up in which UW-Whitewater alumni currently enrolled in doctoral programs are
invited to present their work.

UW System Institute on Race and Ethnicity Development Programs for Faculty and
Graduate Students

The Institute on Race and Ethnicity Faculty Diversity Research Awards program is designed to
provide release time and research support for targeted tenure-track faculty members on
University of Wisconsin System campuses. The award frees the individuals from all teaching
responsibilities and additional service responsibilities during the Fall or Spring semester,
allowing them to focus solely on research and scholarly activities. The intent of the award
program is to increase publishing opportunities for recipients, thereby aiding them in achieving
tenure.

Since 1998-99, forty-three tenure track faculty from a wide variety of academic disciplines
received a Faculty Diversity Research Award, including 28 females and 15 males. The award
recipients included: 20 African Americans; 15 Hispanic/Latinas/os; 1 American Indian; 6 Asian
Americans; and 1 White. The faculty came from the following UW institutions: 15 from UW-
Madison; 11 from UW-Milwaukee; 6 from UW-Oshkosh; 3 each from UW-La Crosse and UW-
Whitewater; 2 from the UW Colleges; 1 each from UW-Green Bay, UW-Parkside, and UW-
Platteville. Twenty-eight of these recipients are currently tenured at a UW System campus, and
a good many others are awaiting their tenure decisions.

The Graduate Scholars Associates Program provides financial support to graduate students from
the UW System’s two research campuses. These students may be in their last year as a
dissertator, are close to completing their doctoral programs, or have completed their dissertations
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and are teaching at universities or colleges both in and outside of Wisconsin. As a part of the
program, the Scholars are obligated to attend periodic meetings with IRE staff and other graduate
associates and are expected to present a paper at an IRE-sponsored “Works in Progress”
symposium. To date, the program has served 16 Graduate Scholars in a variety of academic
disciplines, 10 of whom have come from UW-Madison, and 6 from UW-Milwaukee. Of the
program’s 11 women and 5 men, 5 have been African American, 6 have been
Hispanics/Latinas/os, 5 have been white, and 1 has been Asian American.
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Goal #6: Foster institutional environments and course development that enhance learning
and a respect for racial and ethnic diversity.

UW System institutions have engaged in fostering institutional environments and course
development that enhance learning and a respect for racial and ethnic diversity on many levels.
Across the System, institutions have created ethnic studies departments and certificates, held
events and dinners, organized poster contests, held button campaigns, hired chief diversity
officers, established equity and diversity offices, held curriculum infusion seminars and summer
institutes, and provided spaces for open, honest dialogue about difference.

Programs and Initiatives

UW-Parkside Summer Institute: Infusing Diversity in the Curriculum

Established in 2007, the Summer Institute is a year-long faculty development project designed to
help faculty participants restructure and redesign their courses with the goal of closing the
achievement gap between students of color and majority students. Curricular and pedagogical
approaches to diversity are discussed in a learning community of faculty and instructors. The
year begins with an intensive two-week Summer Institute in June, followed by a full-day August
retreat, monthly meetings in the Fall semester, and follow-up meetings in Spring. In the context
of the Summer Institute, “diversity” is defined in terms of race and ethnicity, although
intersections with gender, sexual orientation, religion, nationality, social class, and disability are
included. The Summer Institute uses an emergent process of intellectual and emotional
engagement, informed by critical race theory, cultural studies, and the scholarship of teaching
and learning.

Participants represent academic departments throughout the university from the College of Arts
& Sciences and the School of Business & Technology. The project manager is the Center for
Ethnic Studies with support from the Teaching & Learning Center, the Provost’s Office, Plan
2008, and the Office of Equity & Diversity. Some of the early outcomes of the program include
the strengthening of existing diversity (DV) courses, including Jazz Appreciation, a Music
course that has the largest enrollment of all DV courses (500+ students a year). Another
outcome is the development of a new course, Multicultural Theatre in America, the first DV
course offered in the Theatre Arts Department. Another new course is Multicultural Marketing,
developed as the first DV course in the College of Business. A new Sociology course has been
designed to give students of color experience in conducting research for community
organizations and in response to the professor’s recognition that many students of color were
unable to seek internships (many of them unpaid) and service-learning opportunities because of
economic reasons. All of these courses can assist in closing the achievement gap between
minority and majority students.

UW-Eau Claire’s Dismantling Racism Program

Dismantling Racism is a process created by the organization dRworks, a group of trainers,
educators, and organizers working to build progressive anti-racist organizations and institutions.
In 2007, the Arts and Sciences Diversity Advisory Committee (ASDAC) selected dRworks to
work with the College of Arts and Sciences in its efforts to become an anti-racist organization.
A multi-year process, Dismantling Racism helps groups and organizations deal with issues of
racism, inclusion, and oppression. The work progresses in a series of phases, beginning with an
assessment of organizational climate and culture (May 2008). At UW-Eau Claire, that
assessment involved interviews with about 40 majority and minority faculty and staff, and the
results guided ASDAC and the dRworks consultants in planning their work. The next stage was
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a two-day workshop in September 2008 that included about 45 faculty and staff and several
community members. The focus of that workshop was on building relationships; understanding
racism in all its forms—individually, institutionally, and culturally; understanding how racism
impacts people of color and white people, culturally and organizationally; experiencing and
understanding the role of caucuses (where people of color spend time together and separately
from white people to address issues of racism and internalized racist oppression and where white
people spend time together and separately from people of color to address issues of white
privilege and its internalization within the organization).

In November 2008, about 35 people who had taken part in the earlier training participated in the
third phase of the process, an Anti-Racist Organizational Development and Assessment (AROD)
workshop. At this workshop, participants assessed the state of the College of Arts and Sciences
along a continuum from racist to anti-racist, and further explored the work of caucuses. As of
this writing (November 2008), the caucuses are forming, and will meet separately over the
coming weeks to discuss and determine what the College of Arts and Sciences would look like as
an anti-racist organization (with regard to identified categories of decisions, budget, money,
power and pay, accountability, culture, location, members, and programs). At a later date, the
two caucuses will come together to form a joint vision for the College. This work will result in a
plan of organizational change to be implemented by the caucuses and a “change team” that
includes members of each caucus. This work will take place over a multi-year period. Over
time, more and more members of the College will join the effort. A second two-day training
session will occur in winter 2009 to broaden the knowledge about racism among College
members, and additional members will join the caucuses as the work progresses. Because of the
size and centrality of the College of Arts and Sciences, it is felt that changing the climate and
culture within the College will naturally change that of the overall University. Nonetheless, as
the work progresses, effort will be made to extend it to other units within the University.

This work is supported by a $10,000 private gift from an anonymous donor, a successful grant
proposal (funded for $16,807 during 2008-2009) written by ASDAC members and the College of
Arts and Sicences Dean to the UW System “Closing the Achievement Gap” program, modest
funds from the College of Arts and Sciences budget, and commitment of modest foundation
funds from UW-Eau Claire Academic Affairs.

UW-Fond du Lac Diversity Circles

Representatives from 11 community organizations,’ agencies, and government collaborated to
organize and implement Diversity Circles, largely in response to survey results indicating that
people of color did not feel welcome and accepted in the Fond du Lac community. Recognizing
the impact and significance of the increased representation of African American,
Hispanic/Latino, and Asian populations in the community, the group decided to implement
proactive measures to facilitate discussions that would increase participants’ understanding of
their and others’ attitudes and beliefs about race and racial issues. To date, 100 adults have
participated in the Diversity Circles discussions. Eleven high school students and 9 elementary
school students participated in a Diversity Study Circle at their respective schools. 67 percent of
the participants said the workshops helped them to talk openly about issues related to race; 80
percent responded that the program increased an understanding of their own attitudes and beliefs

° UW-Fond du Lac Continuing Education, Fond du Lac Council Extension, UW Fond du Lace Student
Government, Moraine Park Technical College, Marian College, City of Fond du Lac, Mercury Marine, Safe and
Stable Families, Fond du Lac School District/21% CCLC, Boys & Girls Club, Moraine Park Diversity Association,
United for Diversity, Inc., and Agnesian Health Care.
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about race; 84 percent said the program increased their understanding of other’s attitudes and
beliefs about race; and 91 percent said their understanding of “racial issues” increased.

UW-Green Bay Diversity Programming and Outreach Education

Over 2,300 community members, educators, and students have participated in an extensive array
of courses, workshops, and programs designed to foster dialogue and education about
multiculturalism and diversity. The programs, offered by the UW-Green Bay Office of Outreach
and Extension included: 1) the “American Indian Studies Summer Institute” (for tribal
educators, leaders, and parents to focus on Menominee Indian student achievement); 2) the
“Exploring Hmong Transitions: Enhancing Teaching and Learning for Hmong Students”, to
focus the attention of NE Wisconsin educators on strategies to positively impact Hmong student
achievement; 3) Practical Strategies of Teaching English Language Learners (ELL), a program
to assist NE Wisconsin educators to support ELL student achievement; 4) Spanish for Educators,
to help NE Wisconsin educators better support Hispanic student achievement; 5) Brown County
Diversity Circles, to foster dialogue and understanding about diversity; and 6) the Leadership
Summit on Diversity, to bring together Community leaders, elected officials, and agency
representatives to foster dialogue and positive changes across the community in support of
diversity and inclusion.

Several university, community, and business entities collaborated to develop and implement the
programs, including the UW-Green Bay Office of Outreach and Extension, the Modern
Languages Department, the Green Bay Packers Organization, the Green Bay Chamber of
Commerce, Brown County Extension and the YWCA of Green Bay-DePere.

UW-La Crosse Campus Climate Office

The Campus Climate Office at UW-La Crosse was established in 2005 to foster an inclusive,
collaborative, social-justice approach to achieving equity across the entire campus. The Office
works to build community and facilitate understanding through educational programming, the
development of a hate response team, safe space and diversity center, work-life advocacy for
faculty and staff, community outreach, and by providing diversity resources for students, faculty,
and staff. Since its inception, the office has had over 1,500 contacts. Students fund this Office
through fees gained from a tuition differential that they requested. A broad cross-section of
campus offices and organizations collaborate and contribute to the success of this Office,
including the Campus Climate Council, the Equity Scorecard Team, the Joint Minority Affairs
Council, the Individual with Disabilities Council, and the Multicultural Recruitment Group.

UW-Oshkosh Workforce Diversity and Infusion of American Indian Culture into Nursing
Curriculum and Practice

Established in 2003, this program is a collaborative effort involving UW Oshkosh and its
College of Nursing, the College of Menominee Nation, area high schools, and health care clinics
and institutions. The overall purpose of this program is to increase the number of culturally
diverse baccalaureate-prepared nursing students through educational collaboration and
supportive activities designed to: (1) increase the awareness of health professional careers
among middle and high school students who are American Indians, students of color generally,
and disadvantaged students; (2) establish a collaborative baccalaureate outreach nursing program
in a format relevant to and accessible by American Indians; (3) increase the retention rates of
students in the pre-professional and professional phases; and (4) prepare culturally competent
nurses. Twenty-four nursing students were involved in the program; 15 are still in the program
with only two lost to attrition. The program resulted in curricular changes, a curriculum review

67



that includes a cultural competence assessment, and the establishment of a local chapter of the
American Indian Association.

UW System Office of Academic Affairs Academic Program Approval and Review Process
As part of the UW System’s process for the approval of new academic programs, the Office of
Academic and Student Services, requires academic departments to address: 1) how diversity is
incorporated into the curriculum; and 2) how the programs plan to attract and retain diversity
among its faculty, staff and students. Proposals for new programs are expected to include
information describing how the program will address diversity in the curriculum, and to address
the degree to which the program will attract and retain diverse students, faculty, and staff. The
Office also requires institutions to include their diversity enhancement plans in program
authorization requests to the Board of Regents.

UW System Administration Inclusive Excellence Leadership Team

In 2008, the Inclusive Excellence Leadership Team was created to enhance the capacity of the
Office of Academic Affairs to provide leadership statewide and within the UW System in its
emerging Inclusive Excellence (IE) efforts. The team-building and learning will bolster the
ability of Academic Affairs to provide leadership for the Inclusive Excellence work that will be
forged at UW System institutions.

Members of the Inclusive Excellence Leadership Team participated in a 3 ¥2-day training
presented by Visions, Inc. In this training, participants were introduced to a research-based
model which facilitates and supports individuals and organizations as they create collaborative
working environments that promote creativity, innovation, productivity, and social justice. The
training provided important tools and strategies to assist in the understanding of multicultural
processes of change that will help the team members facilitate the desired changes across the
UW System.

In addition, UW System Multicultural/Disadvantaged Coordinators participated in a similar 2 %2-
day training in an effort to equip these individuals and their institutions with the knowledge,
tools, and confidence to recognize, understand, appreciate, and leverage differences for positive
transformative outcomes and become effective change partners in the organizational
transformation process.

UW System Climate Assessment Study

Beginning in 2007 and continuing through 2009, the University of Wisconsin System has been
supporting implementation of the Climate Assessment Project at ten institutions: the UW
Colleges, UW-La Crosse, UW-Milwaukee, UW-Oshkosh, UW-Stevens Point, UW-Eau Claire,
UW-Parkside, UW-River Falls, UW-Stout and UW-Whitewater. The UW System implemented
the climate survey in response to growing awareness of bias-related incidents and reported
incidents of harassment at UW institutions. Each institution administering the survey invites
participation from all members of its campus community. As the results come in, UW System
institutions analyze the results and work to define strategic actions and establish priorities with
which to ameliorate the problems identified.

Goal #7: Improve accountability of the UW System and its institutions.

Extensive data is emerging from the UW System institutions that have participated in the Equity
Scorecard Project. Undertaken initially in response to a Board of Regents directive to improve
accountability, the Scorecard has become the UW System’s primary initiative to foster
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educational excellence through closing the achievement gap for historically underrepresented
students. .

Annual Accountability Report -Reporting Progress on Plan 2008 Goals

A variety of UW System reports include information related to Plan 2008 goals, including the
annual systemwide and institutional accountability reports. The systemwide accountability
report includes data by race/ethnicity on access, enrollments, retention, graduation, employee
diversity, and other topics. Each institutional report provides additional detail by race/ethnicity
on enrollments, retention, and graduation, as well as information on particular areas of inequity
identified through the Equity Scorecard process.

UW System Equity Scorecard Project

Two cohorts of UW institutions are participating in the Equity Scorecard Process. The
Scorecard, developed by Dr. Estela Bensimon of the Center for Urban Education at the
University of Southern California, is a self-assessment process designed to improve institutional
performance and accountability for achieving equity in educational outcomes for all students,
particularly for underrepresented populations of students of color. The process enables UW
institutions to identify unequal results in key areas related to institutional performance and
educational outcomes for student success through four perspectives: Access, Retention,
Institutional Receptivity and Excellence. Using student data disaggregated by race and ethnicity,
“evidence” teams engage in a systematic process of practitioner inquiry to help them understand
and pinpoint the underlying causes and meaning of the student inequities in order to develop
effective solutions to eliminate them.

The first cohort included the following six UW institutions: the Colleges, La Crosse, Oshkosh,

Milwaukee, Parkside and Whitewater. Five UW institutions have formed the second cohort:
Eau Claire, Platteville, River Falls, Stout and Superior.
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Appendix C
UW System Service Rates for Wisconsin Immediate New Freshmen by Race/Ethnicity

1998 - 2007
1998 1999 2000 2001 2002 2003 2004 2005 2006 2007
UW System Fall Enroliment 447 416 436 446 432 465 554 573 586 653
African American WI Public HS Graduates 2,528 2,581 2,573 2,835 3,148 3,196 3,815 3,751 4,040 4,333
Service Rate 18% 16% 17% 16% 14% 15% 15% 15% 15% 15%
UW System Fall Enroliment 105 113 107 87 109 115 126 156 148 173
American Indian WI Public HS Graduates 528 538 532 547 623 668 688 700 776 776
Service Rate 19% 20% 20% 16% 17% 17% 18% 22% 19% 22%
UW System Fall Enroliment 440 472 518 590 638 637 726 696 775 807
Asian WI Public HS Graduates 1,189 1,373 1,520 1,567 1,757 1,859 2,063 2,011 2,150 2,202
Service Rate 36% 34% 34% 38% 36% 34% 35% 35% 36% 37%
UW System Fall Enroliment 276 319 312 341 314 368 396 419 432 525
Hispanic/ Latino WI Public HS Graduates 1,282 1,405 1,446 1,557 1,792 1,870 2,023 2,201 2,430 2,580
Service Rate 21% 22% 22% 22% 18% 20% 20% 19% 18% 20%
UW System Fall Enroliment 1,268 1,320 1,373 1,464 1,493 1,585 1,802 1,844 1,941 2,158
Students of Color WI Public HS Graduates 5,527 5,897 6,071 6,506 7,320 7,593 8,589 8,663 9,396 9,891
Service Rate 23% 22% 23% 23% 20% 21% 21% 21% 21% 22%
UW System Fall Enroliment 17,296 | 17,524 | 17,214 | 17,493 | 17,483 | 18,352 | 18,023 | 18,364 | 18,392 | 18,857
White/ Unknown WI Public HS Graduates 52,042 | 52,415 | 52,474 | 52,835 | 53,255 | 55,677 | 52,390 | 54,566 | 53,610 | 54,071
Service Rate 33% 33% 33% 33% 33% 33% 34% 34% 34% 35%
UW System Fall Enroliment 6 8 8 8 21 7 15 15 10 11
International WI Public HS Graduates dna dna dna dna dna dna dna dna dna dna
Service Rate dna dna dna dna dna dna dna dna dna dna
UW System Fall Enroliment* 18,570 | 18,852 | 18,595 | 18,965 | 18,997 | 19,944 | 19,840 | 20,223 | 20,343 | 21,026
Public High School Total WI Public HS Graduates 57,569 | 58,312 | 58,545 | 59,341 | 60,575 | 63,270 | 60,979 | 63,229 | 63,006 | 63,962
Service Rate 32% 32% 32% 32% 31% 32% 33% 32% 32% 33%

*Total UW System Fall Enrollments includes a small number of International students who graduated from Wisconsin public high schools.
Sources: Wisconsin Department of Public Instruction and University of Wisconsin System.




by Institution, Student Level and Fall Term

Appendix D
UW System Students of Color (SOC), Number and Percent of All Students,

1998 through 2008

1998 1999 2000 2001 2002 2003 2004 2005 2006
UW System Total Underarad SOC # 9992 10483 10,730 11,504 11,803 12060 12702 13209 13,713
9 % of Total 7.5% 7.7% 7.8% 8.2% 8.3% 8.5% 8.9% 9.1% 9.4%

Grad /Prof. SOC # 1,975 1,999 1,879 1,897 1,957 2,052 2,082 2,110 2,249

[/ETOL. % of Total 8.9% 9.0% 8.5% 8.4% 8.3% 8.6% 8.8% 9.0% 9.4%

UW-Eau Claire Underarad SOC # 439 463 458 519 488 495 482 462 475
9 % of Total 4.3% 4.6% 4.5% 5.0% 4.7% 4.9% 4.8% 4.5% 4.7%

# 15 10 18 18 15 14 19 23 28

Grad./Prof. SOC o/ ¢ Total 2.4% 1.9% 37%  3.5% 28%  25%  35%  43%  4.6%

UW-Green Bay Underarad SOC # 286 273 291 299 293 310 316 370 381
9 % of Total 5.1% 5.1% 5.3% 5.3% 5.50% 5.6% 5.8% 6.6% 6.9%

# 19 12 9 19 8 16 11 7 8

Grad /Prof. SOC o/ ¢ Total 75%  4.2% 20%  5.2% 31%  57%  4.6%  3.5% 5.1%

UW-La Crosse Underarad SOC # 363 392 418 421 421 457 451 459 524
9 % of Total 4.2% 4.5% 4.9% 4.9% 5.2% 5.6% 5.7% 5.6% 6.3%

# 23 37 42 48 44 41 34 39 49

Grad./Prof. SOC % of Total 2.7% 4.2% 4.4% 4.1% 3.0% 2.8% 2.9% 3.1% 3.2%

UW-Madison Underarad SOC # 2,570 2677 2,628 2,724 2,882 2,985 3,129 3,330 3,551
9 % of Total 8.8% 9.1% 8.8% 9.1% 96%  10.0%  10.7%  11.2%  12.0%

Grad /Prof. SOC # 1,138 1,147 1,050 1,020 1,036 1,090 1,101 1,121 1,227

[/ETOL. % of Total 10.8%  10.6% 9.6% 9.2% 9.3% 9.6% 9.7% 9.9%  10.8%

UW-Milwaukee Underarad SOC # 3,233 3,332 3,432 3,636 3,547 3,484 3,698 3,701 3,755
9 % of Total 17.6%  17.5%  17.5%  17.8%  17.2%  16.3%  16.3%  159%  15.9%

Grad /Prof. SOC # 540 547 520 522 557 544 564 573 583

JPTOr. % of Total 12.0%  122%  12.0%  122%  12.6%  12.3%  12.3%  12.3%  12.4%

UW-Oshkosh Underarad SOC # 380 388 381 435 486 549 568 683 734
9 % of Total 3.8% 3.9% 3.8% 4.2% 4.5% 5.0% 5.20 6.2% 6.7%

# 61 58 57 66 63 77 83 76 76

Grad./Prof. SOC % of Total 3.3% 3.6% 3.5% 4.0% 3.6% 4.9% 5.2% 5.0% 5.0%

UW-Parkside Underarad SOC # 708 796 843 898 892 886 932 982 993
9 % of Total 15.8%  16.5%  17.4%  18.2%  185%  17.9%  18.8%  20.0%  20.4%

Grad /Prof. SOC # 13 14 13 14 13 17 11 11 14

/PTOL. % of Total 7.6%  10.0% 8.7%  10.4% 8.3%  10.8%  10.3%  10.7%  10.4%
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1998 1999 2000 2001 2002 2003 2004 2005 2006

UW-Platteville Undergrad SOC # 167 153 163 160 186 163 185 186 247
% of Total 3.4% 2.9% 3.1% 3.0% 3.3% 2.9% 3.3% 3.2% 4.0%

Grad /Prof. SOC # 12 19 16 17 32 52 58 58 53

/FTOL. % of Total 5.0% 7.5% 6.2% 7.1% 7.3% 9.4%  10.1% 8.6% 7.8%

UW-River Falls Undergrad SOC # 184 215 242 273 287 329 329 347 346
% of Total 3.5% 4.0% 4.4% 5.0% 5.5% 6.1% 6.0% 6.1% 6.0%

# 15 13 10 10 13 15 13 24 19

Grad./Prof. S0C % of Total 3.9% 3.8% 2.4% 2.3% 3.2% 3.1% 2.9% 5.4% 4.0%

UW-Stevens Point Undergrad SOC # 250 264 258 276 327 388 423 426 437
% of Total 3.0% 3.2% 3.1% 3.3% 3.9% 4.6% 5.0% 5.0% 5.1%

# 10 10 11 10 14 15 9 9 12

Grad./Prof. SOC % of Total 1.7% 1.7% 2.3% 2.3% 2.8% 2.8% 1.9% 2.4% 3.0%

UW-Stout Undergrad SOC # 239 259 265 257 303 291 309 339 377
% of Total 3.4% 3.7% 3.7% 3.5% 4.1% 4.0% 4.4% 4.6% 5.0%

Grad /Prof. SOC # 48 52 33 47 42 52 49 47 50

/Prol. % of Total 6.8% 6.5% 5.2% 6.4% 5.2% 6.3% 6.7% 5.9% 5.8%

UW-Superior Undergrad SOC # 83 95 82 111 119 106 142 157 155
% of Total 3.7% 4.0% 3.3% 4.5% 4.7% 4.2% 5.6% 6.1% 5.9%

# 15 12 16 18 13 8 14 12 11

Grad./Prof. SOC o\ ¢ To1al 38%  31%  43%  44%  35%  23%  45%  42%  3.7%

UW-Whitewater Undergrad SOC # 627 651 684 724 741 806 942 914 849
% of Total 6.5% 6.8% 7.2% 7.7% 7.8% 8.5% 9.9% 9.7% 9.2%

Grad /Prof. SOC # 66 68 84 88 107 111 116 110 119

[PToL. % of Total 5.7% 5.6% 6.9% 7.3% 8.3% 8.0% 8.3% 8.1% 9.2%

UW Colleges Undergrad SOC # 463 525 585 771 831 811 796 853 889
% of Total 4.7% 4.8% 5.1% 6.2% 6.6% 6.4% 6.4% 6.8% 7.0%
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UW System Total
UW System Total
UW System Total
UW System Total
UW System Total
UW System Total
UW System Total
UW System Total
UW System Total
UW-Eau Claire
UW-Eau Claire
UW-Eau Claire
UW-Eau Claire
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UW-Eau Claire
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UW-Green Bay
UW-Green Bay
UW-Green Bay
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UW-Green Bay
UW-Green Bay
UW-Green Bay
UW-La Crosse
UW-La Crosse
UW-La Crosse

African American
American Indian
Southeast Asian
Other Asian American
Hawaiian/Pacific
Hispanic/Latino

Two or more races
White/Unknown
International

African American
American Indian

SE Asian American
Other Asian American
Hawaiian/Pacific
Hispanic/Latino

Two or more races
White/Unknown
International

African American
American Indian

SE Asian American
Other Asian American
Hawaiian/Pacific
Hispanic/Latino

Two or more races
White/Unknown
International

African American
American Indian

SE Asian American

UW System Graduate and Professional Enrollments

98
671
182

91
535

0
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0

17,679
2,653

Appendix E

by Institution & Race / Ethnicity
Fall 1998 through Fall 2008
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Appendix F

UW Systemwide Enroliment by Race/Ethnicity and Gender

Fall 1998 through Fall 2008

1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008

African American # Female 2,376 2,488 2,525 2,694 2,572 2,593 2,702 2,768 2,788 2,894 2,934
# Male 1,802 1,813 1,772 1,862 1,914 1,860 1,964 1,960 2,035 2,220 2,277

Total 4,178 4,301 4,297 4,556 4,486 4,453 4,666 4,728 4,823 5,114 5,211

% Female 57% 58% 59% 59% 57% 58% 58% 59% 58% 57% 56%

% Male 43% 42% 41% 41% 43% 42% 42% 41% 42% 43% 44%

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

American Indian # Female 595 589 621 659 626 652 694 765 737 782 760
# Male 454 437 434 414 428 439 449 503 529 545 534

Total 1,049 1,026 1,055 1,073 1,054 1,091 1,143 1,268 1,266 1,327 1,294

% Female 57% 57% 59% 61% 59% 60% 61% 60% 58% 59% 59%

% Male 43% 43% 41% 39% 41% 40% 39% 40% 42% 41% 41%

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

Southeast Asian # Female 523 633 732 842 980 1,020 1,177 1,210 1,267 1,372 1,479
# Male 626 671 748 807 933 932 1,026 1,057 1,122 1,201 1,272

Total 1,149 1,304 1,480 1,649 1,913 1,952 2,203 2,267 2,389 2,573 2,751

% Female 46% 49% 49% 51% 51% 52% 53% 53% 53% 53% 54%

% Male 54% 51% 51% 49% 49% 48% 47% 47% 47% 47% 46%

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

Other Asian # Female 1,429 1,450 1,432 1,497 1,566 1,656 1,677 1,737 1,865 1,919 1,814
# Male 1,270 1,309 1,253 1,329 1,325 1,455 1,497 1,568 1,653 1,728 1,635

Total 2,699 2,759 2,685 2,826 2,891 3,111 3,174 3,305 3,518 3,647 3,449

% Female 53% 53% 53% 53% 54% 53% 53% 53% 53% 53% 53%

% Male 47% 47% 47% 47% 46% 47% 47% 47% 47% 47% 47%

Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%

Hawaiian/ Pacific # Female 43
# Male 40

Total 83

% Female 52%

% Male 48%

Total 100%

77




Hispanic/ Latino

Two or more races

White/ Unknown

International

Grand Total

1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008
# Female 1,553 1,711 1,713 1,843 1,916 1,955 1,961 2,057 2,127 2,270 2,326
# Male 1,339 1,381 1,379 1,454 1,500 1,550 1,637 1,694 1,839 1,978 1,937
Total 2,892 3,092 3,092 3,297 3,416 3,505 3,598 3,751 3,966 4,248 4,263
% Female 54% 55% 55% 56% 56% 56% 55% 55% 54% 53% 55%
% Male 46% 45% 45% 44% 44% 44% 45% 45% 46% 47% 45%
Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%
# Female 556
# Male 414
Total 970
% Female 57%
% Male 43%
Total 100%
# Female 77,251 78,985 79,968 81,355 82,243 82,399 81,670 82,515 82,032 82,731 82,158
# Male 61,321 61,934 62,490 63,228 63,475 64,137 64,422 65,381 66,482 68,242 68,959
Total 138,572 140,919 142,458 144,583 145,718 146,536 146,092 147,896 148,514 150,973 151,117
% Female 56% 56% 56% 56% 56% 56% 56% 56% 55% 55% 54%
% Male 44% 44% 44% 44% 44% 44% 44% 44% 45% 45% 46%
Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%
# Female 2,123 2,171 2,207 2,272 2,325 2,335 2,321 2,322 2,260 2,419 2,632
# Male 3,172 3,272 3,293 3,401 3,252 3,198 3,048 2,967 2,970 3,092 3,286
Total 5,295 5,443 5,500 5,673 5,577 5,533 5,369 5,289 5,230 5,511 5,918
% Female 40% 40% 40% 40% 42% 42% 43% 44% 43% 44% 44%
% Male 60% 60% 60% 60% 58% 58% 57% 56% 57% 56% 56%
Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%
# Female 85,850 88,027 89,198 91,162 92,228 92,610 92,202 93,374 93,076 94,387 94,702
# Male 69984 70,817 71,369 72,495 72,827 73,571 74,043 75,130 76,630 79,006 80,354
Total 155,834 158,844 160,567 163,657 165,065 166,181 166,245 168,504 169,706 173,393 175,056
% Female 55% 55% 56% 56% 56% 56% 55% 55% 55% 54% 54%
% Male 45% 45% 44% 44% 44% 44% 45% 45% 45% 46% 46%
Total 100% 100% 100% 100% 100% 100% 100% 100% 100% 100% 100%
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Appendix G
UW System M/D Precollege Enrollments by Race/Ethnicity, Unduplicated Annual Headcount
2003-04 through 2007-08

Other Two or
African American | Southeast Asian Hispanic/ more
American Indian Asian American Latino races/ White
Year alone alone alone alone alone ethnicities alone Unkown Total
UW System 03/04 8,555 568 722 400 3,272 436 1,931 1,005 16,889
UW System 04/05 8,882 505 725 317 3,251 343 1,560 1,490 17,073
UW System 05/06 8,196 358 933 291 3,405 329 1,694 1,225 16,431
UW System 06/07 6,369 312 912 218 1,802 430 1,656 828 12,527
UW System 07/08 7,446 337 866 308 2,361 522 1,289 996 14,125
UW-Madison 03/04 282 12 48 60 186 135 387 146 1,256
UW-Madison 04/05 222 36 77 22 113 46 20 41 577
UW-Madison 05/06 333 56 135 47 161 99 243 243 1,317
UW-Madison 06/07 392 60 139 70 164 213 381 181 1,600
UW-Madison 07/08 509 81 143 68 240 203 256 457 1,957
UW-Milwaukee | 03/04 6,549 101 177 170 2,433 124 547 543 10,644
UW-Milwaukee | 04/05 7,117 56 145 126 2,576 125 572 899 11,616
UW-Milwaukee | 05/06 6,512 50 92 166 2,579 103 554 781 10,837
UW-Milwaukee | 06/07 4,565 29 80 89 1,090 114 408 328 6,703
UW-Milwaukee | 07/08 5,747 74 63 163 1,650 144 479 324 8,644
UW-Eau Claire | 03/04 38 48 34 45 10 0 601 8 784
UW-Eau Claire | 04/05 73 44 15 19 24 12 610 51 848
UW-Eau Claire | 05/06 40 20 64 17 22 4 381 87 635
UW-Eau Claire | 06/07 70 36 60 19 23 8 396 3 615
UW-Eau Claire | 07/08 21 9 81 1 20 9 30 171
UW-Green Bay | 03/04 92 45 49 21 54 5 68 22 356
UW-Green Bay | 04/05 67 45 53 20 69 1 60 15 330
UW-Green Bay | 05/06 62 51 70 0 87 1 63 28 362
UW-Green Bay | 06/07 45 41 46 9 60 4 67 22 294
UW-Green Bay | 07/08 43 26 53 14 59 17 81 7 300
UW-La Crosse | 03/04 53 42 65 31 41 122 19 16 389
UW-La Crosse | 04/05 57 5 145 0 44 8 0 26 285
UW-La Crosse | 05/06 40 0 139 0 60 10 3 23 275
UW-La Crosse | 06/07 31 3 134 0 106 7 8 18 307
UW-La Crosse | 07/08 21 4 150 0 79 8 8 2 272
UW-Oshkosh 03/04 123 11 0 29 10 3 3 6 185
UW-Oshkosh 04/05 108 0 37 1 0 3 154
UW-Oshkosh 05/06 89 20 0 33 1 8 0 152
UW-Oshkosh 06/07 79 0 11 24 1 9 1 128
UW-Oshkosh 07/08 80 13 11 0 16 13 16 7 156
UW-Parkside 03/04 254 4 6 16 68 5 41 68 462
UW-Parkside 04/05 182 2 1 13 70 36 49 50 403
UW-Parkside 05/06 195 5 2 11 24 24 32 20 313
UW-Parkside 06/07 192 5 3 6 17 23 29 17 292
UW-Parkside 07/08 80 1 1 2 12 8 11 7 122
UW-Platteville 03/04 74 0 1 0 2 0 0 1 78
UW-Platteville 04/05 58 0 4 1 0 4 0 1 68
UW-Platteville 05/06 100 0 2 1 8 8 4 0 123
UW-Platteville 06/07 80 0 3 0 1 3 6 2 95
UW-Platteville 07/08 50 0 4 0 3 9 0 3 69




Appendix G
UW System M/D Precollege Enrollments by Race/Ethnicity, Unduplicated Annual Headcount
2003-04 through 2007-08

UW-River Falls | 03/04 24 10 31 1 15 1 3 11 96
UW-River Falls | 04/05 110 45 0 11 6 2 8 140 322
UW-River Falls | 05/06 94 5 10 27 11 3 88 15 253
UW-River Falls | 06/07 106 1 2 0 28 14 9 3 163
UW-River Falls | 07/08 36 1 3 13 7 5 5 0 70
UW-Stevens

Point 03/04 75 86 88 10 101 3 38 0 401
UW-Stevens

Point 04/05 100 94 44 86 53 2 42 19 440
UW-Stevens

Point 05/06 56 43 114 8 115 9 39 3 387
UW-Stevens

Point 06/07 119 12 124 7 108 2 72 15 459
UW-Stevens

Point 07/08 49 55 122 2 36 12 52 83 411
UW-Stout 03/04 94 27 51 0 0 3 6 0 181
UW-Stout 04/05 56 21 69 2 3 10 4 169
UW-Stout 05/06 42 6 57 1 1 10 1 127
UW-Stout 06/07 34 15 40 0 0 0 11 1 101
UW-Stout 07/08 32 21 38 39 1 0 15 1 147
UW-Superior 03/04 134 10 10 0 0 13 0 176
UW-Superior 04/05 73 0 43 2 0 6 0 128
UW-Superior 05/06 17 0 30 0 0 0 0 47
UW-Superior 06/07 4 0 40 0 0 0 0 48
UW-Superior 07/08 51 0 0 0 3 3 12 2 71
UW-

Whitewater 03/04 708 27 52 1 247 9 87 24 1,155
Uw-

Whitewater 04/05 573 47 36 3 200 78 82 24 1,043
UWw-

Whitewater 05/06 522 39 40 2 230 39 108 9 989
UW-

Whitewater 06/07 564 47 65 4 104 29 88 214 1,115
UW-

Whitewater 07/08 601 18 66 3 130 73 98 93 1,082
UW Colleges 03/04 55 145 110 16 105 13 122 160 726
UW Colleges 04/05 86 110 93 7 56 12 109 217 690
UW Colleges 05/06 94 82 158 11 74 18 162 15 614
UW Colleges 06/07 88 63 165 11 77 12 168 23 607
UW Colleges 07/08 126 34 131 3 105 18 226 10 653
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Appendix H

UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity

Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other Hispanic Students White
American Indian Asian Asian / Latino of Color
System Total Fall 1997 | Cohort # 22,438 553 134 166 394 397 1,644 20,518
Rate (%) 78.8 71.4 62.7 72.9 80.7 76.3 74.3 79.4
Rate (%) 78.8 64.6 58.1 75.6 81.9 75.8 72.1 79.6
Rate (%) 79 65.1 65.1 74.9 85.7 69.6 71.8 79.6
Rate (%) 79.1 66 58 76.6 82 72.8 71.9 79.8
Rate (%) 79.7 69.3 65.3 77 84 72.8 74.3 80.2
System Total Fall 2002 | Cohort # 22,924 635 123 417 426 457 2,058 20,649
Rate (%) 80.7 68.3 66.7 83.2 83.1 73.7 75.5 81.2
System Total Fall 2003 | Cohort # 23,494 670 148 389 451 523 2,181 21,014
Rate (%) 80.2 65.4 73.6 77.1 83.6 75.7 74.3 80.7
System Total Fall 2004 | Cohort # 23,720 761 160 453 486 563 2,423 21,061
Rate (%) 80.5 67.8 64.4 73.3 85.4 74.1 73.6 81.3
System Total Fall 2005 | Cohort # 25,125 784 189 459 511 588 2,531 22,272
Rate (%) 79.2 64.8 64 72.1 79.6 73.6 71.1 80
System Total Fall 2006 | Cohort # 24,836 777 181 466 551 605 2,580 21,893
Rate (%) 79.2 65.9 61.3 80.5 82.4 75.9 74.1 79.8
System Total Fall 2007 | Cohort # 25,997 867 216 459 518 712 2,772 22,713
Rate (%) 79.2 67.4 69.4 80.8 82.6 76.7 75 79.7

First to Second Year Retention Rates at Institution Where Started
*Indicated five or fewer students were retained to the second year.
Note: Total includes international students. Data are insufficient to report separate rates for international students.




Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY =
Total African American | South-East | Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color
Eau Claire Fall 1997 Cohort # 2,160 17 12 40 16 28 113 2,031
Rate (%) 78.2 70.6 75 72.5 56.3 75 70.8 78.8
Eau Claire Fall 1998 Cohort # 2,139 23 11 22 27 16 99 2,025
Rate (%) 80.7 69.6 * 81.8 88.9 81.3 76.8 80.9
Eau Claire Fall 1999 Cohort # 2,006 17 10 35 19 24 105 1,900
Rate (%) 80.5 76.5 70 77.1 73.7 91.7 79 80.6
Eau Claire Fall 2000 Cohort # 2,079 6 10 27 20 13 76 1,984
Rate (%) 79.6 * 60 81.5 80 69.2 73.7 79.7
Eau Claire Fall 2001 Cohort # 2,125 18 9 35 24 20 106 2,009
Rate (%) 81.3 61.1 88.9 80 87.5 90 81.1 81.4
Eau Claire Fall 2002 Cohort # 2,050 8 11 22 30 13 84 1,957
Rate (%) 82.9 75 * 90.9 90 69.2 79.8 83.1
Eau Claire Fall 2003 Cohort # 1,869 7 7 31 28 14 87 1,772
Rate (%) 81.3 100 85.7 71 82.1 71.4 78.2 81.7
Eau Claire Fall 2004 Cohort # 2,026 7 8 23 23 20 81 1,934
Rate (%) 83.7 * 87.5 87 91.3 75 84 83.7
Eau Claire Fall 2005 Cohort # 2,063 10 11 29 30 15 95 1,956
Rate (%) 83.7 100 100 79.3 70 86.7 82.1 83.7
Eau Claire Fall 2006 Cohort # 2,020 8 13 34 35 26 116 1,899
Rate (%) 82.4 100 61.5 88.2 85.7 76.9 82.8 82.3
Eau Claire Fall 2007 Cohort # 2,026 14 15 33 26 29 117 1,900
Rate (%) 84.7 92.9 60 97 73.1 75.9 81.2 85.1
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Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY =
Total African American | South-East | Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color
Green Bay Fall 1997 Cohort # 895 4 8 8 6 4 30 859
Rate (%) 69.7 * * * * * 56.7 70.5
Green Bay Fall 1998 Cohort # 947 6 14 6 5 6 37 907
Rate (%) 69.1 * 50 * * * 51.4 69.9
Green Bay Fall 1999 Cohort # 880 6 14 9 5 2 36 829
Rate (%) 73.2 * 50 66.7 * * 61.1 73.9
Green Bay Fall 2000 Cohort # 929 4 12 8 5 2 31 890
Rate (%) 74.2 * 50 * * * 58.1 74.7
Green Bay Fall 2001 Cohort # 866 6 9 8 6 6 35 824
Rate (%) 74.1 * * * * * 60 74.8
Green Bay Fall 2002 Cohort # 896 11 5 22 8 8 54 825
Rate (%) 81.4 63.6 * 72.7 * 87.5 70.4 83
Green Bay Fall 2003 Cohort # 960 8 7 23 8 9 55 903
Rate (%) 74.9 * * 82.6 * 88.9 70.9 75.2
Green Bay Fall 2004 Cohort # 989 11 10 22 12 11 66 920
Rate (%) 75.7 63.6 * 72.7 66.7 81.8 65.2 76.5
Green Bay Fall 2005 Cohort # 904 6 12 14 8 11 51 844
Rate (%) 76.2 * 66.7 64.3 * 54.5 60.8 77.1
Green Bay Fall 2006 Cohort # 1,019 11 13 25 16 15 80 934
Rate (%) 75.1 54.5 61.5 76 81.3 73.3 71.3 75.4
Green Bay Fall 2007 Cohort # 987 12 10 19 8 14 63 914
Rate (%) 72.4 66.7 70 78.9 87.5 85.7 77.8 72
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Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY =
Total African American | South-East | Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color
La Crosse Fall 1997 Cohort # 1,700 13 12 5 27 21 78 1,620
Rate (%) 81.9 69.2 75 * 59.3 71.4 66.7 82.8
La Crosse Fall 1998 Cohort # 1,740 11 8 21 27 17 84 1,649
Rate (%) 82.1 54.5 * 71.4 88.9 88.2 77.4 82.6
La Crosse Fall 1999 Cohort # 1,631 21 11 18 15 15 80 1,544
Rate (%) 82.5 71.4 63.6 88.9 73.3 80 76.3 82.8
La Crosse Fall 2000 Cohort # 1,609 16 11 18 24 32 101 1,501
Rate (%) 84.5 75 * 83.3 91.7 81.3 78.2 84.9
La Crosse Fall 2001 Cohort # 1,596 14 9 21 21 18 83 1,504
Rate (%) 85.2 71.4 100 85.7 71.4 72.2 78.3 85.6
La Crosse Fall 2002 Cohort # 1,555 9 9 24 27 27 96 1,456
Rate (%) 84.8 77.8 66.7 91.7 81.5 74.1 80.2 85.2
La Crosse Fall 2003 Cohort # 1,506 11 13 16 25 29 94 1,401
Rate (%) 86.5 72.7 76.9 87.5 76 96.6 84 86.5
La Crosse Fall 2004 Cohort # 1,539 14 3 24 33 21 95 1,435
Rate (%) 87.7 78.6 * 62.5 69.7 95.2 75.8 88.4
La Crosse Fall 2005 Cohort # 1,755 18 13 22 33 31 117 1,626
Rate (%) 85.6 88.9 84.6 81.8 84.8 61.3 78.6 86.1
La Crosse Fall 2006 Cohort # 1,751 12 9 29 45 27 122 1,615
Rate (%) 87 100 88.9 86.2 82.2 81.5 85.2 87.2
La Crosse Fall 2007 Cohort # 1,750 19 12 36 32 25 124 1,579
Rate (%) 86.2 78.9 75 77.8 84.4 96 83.1 86.6

84




Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY =
Total African American | South-East | Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color
Madison Fall 1997 Cohort # 5,864 119 17 34 224 127 521 5,183
Rate (%) 91 86.6 94.1 88.2 91.1 89 89.4 91.7
Madison Fall 1998 Cohort # 5,578 112 38 43 213 155 561 4,878
Rate (%) 91.6 85.7 68.4 81.4 90.1 84.5 85.6 93
Madison Fall 1999 Cohort # 5,580 129 35 43 201 142 550 4,887
Rate (%) 91.8 86.8 80 81.4 91.5 82.4 86.5 92.3
Madison Fall 2000 Cohort # 5,713 126 29 79 178 126 538 5,053
Rate (%) 91.2 86.5 72.4 78.5 91 82.5 85.1 91.9
Madison Fall 2001 Cohort # 6,050 143 24 73 235 141 616 5,223
Rate (%) 92 86.7 75 78.1 90.6 84.4 86.2 92.7
Madison Fall 2002 Cohort # 5,488 139 26 113 206 150 634 4,742
Rate (%) 92.8 84.2 88.5 90.3 93.7 90 89.9 93.1
Madison Fall 2003 Cohort # 5,553 149 34 85 209 148 625 4,715
Rate (%) 92.9 85.9 91.2 92.9 91.9 91.9 90.6 93.1
Madison Fall 2004 Cohort # 5,617 153 45 107 222 182 709 4,770
Rate (%) 94 91.5 80 90.7 95 86.3 90.4 94.6
Madison Fall 2005 Cohort # 6,118 173 35 116 248 207 779 5,137
Rate (%) 93 89.6 77.1 88.8 92.7 91.8 90.5 93.6
Madison Fall 2006 Cohort # 5,633 185 36 114 260 206 801 4,603
Rate (%) 93.2 89.2 77.8 92.1 93.1 90.3 90.6 93.9
Madison Fall 2007 Cohort # 5,980 181 55 130 243 220 829 4,848
Rate (%) 93.6 93.9 94.5 90.8 88.9 93.6 91.9 94.2

85




Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY =

Total African American | South-East | Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Milwaukee Fall 1997 Cohort # 2,272 194 17 41 54 87 393 1,866
Rate (%) 72.4 62.9 76.5 68.3 74.1 66.7 66.4 73.7
Milwaukee Fall 1998 Cohort # 2,527 224 26 71 56 105 482 2,031
Rate (%) 69.8 51.8 57.7 77.5 69.6 71.4 62.2 71.6
Milwaukee Fall 1999 Cohort # 2,759 193 18 72 49 117 449 2,295
Rate (%) 71.1 56.5 72.2 72.2 79.6 61.5 63.5 72.6
Milwaukee Fall 2000 Cohort # 2,815 224 32 68 57 112 493 2,307
Rate (%) 73.9 64.3 62.5 76.5 75.4 65.2 67.3 75.2
Milwaukee Fall 2001 Cohort # 2,884 225 16 90 67 135 533 2,335
Rate (%) 72.2 60.9 56.3 76.7 70.1 67.4 66.2 73.9
Milwaukee Fall 2002 Cohort # 3,178 255 15 103 52 105 530 2,633
Rate (%) 71.6 58.8 60 80.6 71.2 61 64.7 72.9
Milwaukee Fall 2003 Cohort # 3,716 238 31 81 79 145 574 3,131
Rate (%) 72.6 55.5 71 65.4 78.5 69.7 64.5 74.1
Milwaukee Fall 2004 Cohort # 3,714 240 30 123 68 124 585 3,121
Rate (%) 71.8 55 56.7 62.6 82.4 71 63.2 73.3
Milwaukee Fall 2005 Cohort # 4,218 282 37 138 75 155 687 3,518
Rate (%) 69.3 53.9 48.6 62.3 66.7 61.3 58.4 71.4
Milwaukee Fall 2006 Cohort # 3,977 244 33 113 89 141 620 3,339
Rate (%) 71.8 57 57.6 69 69.7 67.4 63.4 73.3
Milwaukee Fall 2007 Cohort # 4,465 270 38 108 102 205 723 3,701
Rate (%) 69.2 58.1 50 70.4 78.4 63.9 64 70.1
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UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES

By Institution, and Race/Ethnicity

Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Oshkosh Fall 1997 Cohort # 1,719 16 9 11 6 13 55 1,656
Rate (%) 72.9 62.5 * 72.7 * 84.6 63.6 73.2
Oshkosh Fall 1998 Cohort # 1,894 19 7 13 10 19 68 1,820
Rate (%) 73.5 68.4 * 76.9 60 73.7 69.1 73.7
Oshkosh Fall 1999 Cohort # 1,834 19 12 11 10 18 70 1,750
Rate (%) 71.2 68.4 58.3 72.7 80 61.1 67.1 71.2
Oshkosh Fall 2000 Cohort # 1,624 12 9 11 14 22 68 1,550
Rate (%) 72.2 75 66.7 81.8 64.3 63.6 69.1 72.3
Oshkosh Fall 2001 Cohort # 1,822 23 13 19 12 20 87 1,726
Rate (%) 72.1 78.3 46.2 63.2 100 70 71.3 72.1
Oshkosh Fall 2002 Cohort # 1,775 17 18 24 17 25 101 1,669
Rate (%) 75.8 64.7 50 87.5 58.8 56 64.4 76.4
Oshkosh Fall 2003 Cohort # 1,765 31 8 21 19 31 110 1,647
Rate (%) 76.4 51.6 * 66.7 73.7 71 64.5 77.1
Oshkosh Fall 2004 Cohort # 1,708 14 13 41 18 23 109 1,588

Rate (%) 76.9 71.4 61.5 73.2 77.8 78.3 73.4 77
Oshkosh Fall 2005 Cohort # 1,617 19 22 42 18 24 125 1,489
Rate (%) 74.4 52.6 59.1 73.8 55.6 62.5 63.2 75.4
Oshkosh Fall 2006 Cohort # 1,726 23 25 44 13 27 132 1,583
Rate (%) 73.5 56.5 48 72.7 46.2 74.1 62.9 74.5
Oshkosh Fall 2007 Cohort # 1,723 22 21 36 15 33 127 1,586
Rate (%) 76.8 72.7 66.7 83.3 80 84.8 78.7 76.6
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Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Parkside Fall 1997 Cohort # 726 78 5 2 9 47 141 583

Rate (%) 65.3 76.9 * * 88.9 72.3 75.2 63

Parkside Fall 1998 Cohort # 790 80 3 2 16 40 141 644
Rate (%) 61.4 53.8 * * 62.5 65 58.9 61.8

Parkside Fall 1999 Cohort # 811 84 5 3 14 58 164 644

Rate (%) 62.4 61.9 * * 85.7 67.2 65.2 62

Parkside Fall 2000 Cohort # 747 77 7 5 16 52 157 578
Rate (%) 60.8 42.9 * * 68.8 73.1 54.8 62.5

Parkside Fall 2001 Cohort # 854 87 5 9 8 59 168 678

Rate (%) 63.3 65.5 * 66.7 75 66.1 65.5 63

Parkside Fall 2002 Cohort # 760 65 2 9 12 42 130 627
Rate (%) 67 66.2 * 77.8 66.7 71.4 68.5 66.5

Parkside Fall 2003 Cohort # 863 78 4 8 12 45 147 713
Rate (%) 61.5 65.4 * 75 66.7 48.9 59.9 61.9

Parkside Fall 2004 Cohort # 890 119 6 * 26 63 214 674
Rate (%) 64.7 63 * * 84.6 55.6 63.1 65.3

Parkside Fall 2005 Cohort # 783 126 4 * 15 48 193 585
Rate (%) 63.1 59.5 * * 60 58.3 59.6 63.9

Parkside Fall 2006 Cohort # 814 123 6 10 17 59 215 591
Rate (%) 60.1 48 * 70 76.5 57.6 53 62.3

Parkside Fall 2007 Cohort # 833 128 6 5 17 53 209 614
Rate (%) 66.4 57 * * 88.2 64.2 61.7 68.2
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UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color
Platteville Fall 1997 Cohort # 978 8 6 2 9 11 36 940
Rate (%) 75.1 75 * * * 72.7 66.7 75.4
Platteville Fall 1998 Cohort # 1,118 18 7 1 8 10 44 1,070
Rate (%) 78.8 77.8 * * 75 * 65.9 79.5
Platteville Fall 1999 Cohort # 1,094 11 3 2 11 6 33 1,060
Rate (%) 77 * * * 90.9 * 60.6 77.5
Platteville Fall 2000 Cohort # 958 7 1 1 10 7 26 925
Rate (%) 74.9 * * * 80 85.7 76.9 74.8
Platteville Fall 2001 Cohort # 1,039 6 1 2 7 9 25 1,010
Rate (%) 76.4 * * * 85.7 * 72 76.5
Platteville Fall 2002 Cohort # 1,120 9 7 2 12 10 40 1,076
Rate (%) 81.2 66.7 * * 66.7 60 62.5 81.9
Platteville Fall 2003 Cohort # 1,116 4 5 2 10 10 31 1,084
Rate (%) 77.4 * * * 80 60 64.5 77.9
Platteville Fall 2004 Cohort # 1,164 11 5 5 6 12 39 1,123
Rate (%) 76 * * * * 50 48.7 77
Platteville Fall 2005 Cohort # 1,218 15 5 9 6 9 44 1,172
Rate (%) 76.8 66.7 * 77.8 * 77.8 68.2 77
Platteville Fall 2006 Cohort # 1,387 49 5 7 5 15 81 1,305
Rate (%) 75.2 57.1 * 85.7 * 60 59.3 76.2
Platteville Fall 2007 Cohort # 1,466 27 10 4 0 23 74 1,390
Rate (%) 74.8 48.1 60 * * 60.9 56.8 75.7
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UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity

Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color
River Falls Fall 1997 Cohort # 1,144 3 7 8 11 13 42 1,100
Rate (%) 76.2 * * * 81.8 69.2 66.7 76.7
River Falls Fall 1998 Cohort # 1,199 8 5 7 16 8 44 1,149
Rate (%) 77.6 75 * 100 68.8 75 77.3 77.5
River Falls Fall 1999 Cohort # 1,118 11 8 15 11 11 56 1,051
Rate (%) 75.8 * * 60 72.7 * 46.4 77.3
River Falls Fall 2000 Cohort # 1,119 14 7 25 10 17 73 1,040
Rate (%) 73.1 57.1 * 64 70 58.8 61.6 74
River Falls Fall 2001 Cohort # 1,108 22 4 19 13 19 77 1,028
Rate (%) 70.4 59.1 * 63.2 46.2 63.2 58.4 71.3
River Falls Fall 2002 Cohort # 1,045 16 3 30 9 11 69 971
Rate (%) 76.1 62.5 * 70 77.8 81.8 68.1 77
River Falls Fall 2003 Cohort # 1,220 20 8 37 18 15 98 1,118
Rate (%) 77.2 50 87.5 51.4 77.8 66.7 61.2 78.7
River Falls Fall 2004 Cohort # 1,197 16 5 39 14 21 95 1,100
Rate (%) 76.1 81.3 * 69.2 64.3 61.9 67.4 77
River Falls Fall 2005 Cohort # 1,192 13 7 28 26 9 83 1,106
Rate (%) 71.4 53.8 * 46.4 61.5 * 50.6 72.9
River Falls Fall 2006 Cohort # 1,289 18 6 31 20 11 86 1,191
Rate (%) 75 83.3 * 67.7 70 72.7 70.9 75.5
River Falls Fall 2007 Cohort # 1,276 23 10 16 14 13 76 1,193
Rate (%) 73.5 52.2 70 37.5 71.4 69.2 57.9 74.6
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UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity

Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Stevens Point Fall 1997 Cohort # 1,527 8 15 5 9 7 44 1,445
Rate (%) 72.1 * 66.7 * * * 63.6 73.7
Stevens Point Fall 1998 Cohort # 1,503 12 6 8 7 7 40 1,442
Rate (%) 76.4 58.3 * * * * 57.5 77.6
Stevens Point Fall 1999 Cohort # 1,490 12 11 5 14 13 55 1,409
Rate (%) 75.8 66.7 72.7 * 64.3 46.2 61.8 77.3
Stevens Point Fall 2000 Cohort # 1,518 9 8 15 8 15 55 1,438
Rate (%) 76.9 100 * 86.7 * 46.7 69.1 78.1
Stevens Point Fall 2001 Cohort # 1,505 11 11 13 9 12 56 1,424

Rate (%) 77.7 72.7 72.7 100 88.9 83.3 83.9 78
Stevens Point Fall 2002 Cohort # 1,464 15 9 16 13 19 72 1,369
Rate (%) 76.2 66.7 77.8 68.8 69.2 68.4 69.4 76.6
Stevens Point Fall 2003 Cohort # 1,498 8 11 33 7 20 79 1,403
Rate (%) 79.5 * 63.6 87.9 85.7 80 79.7 79.9
Stevens Point Fall 2004 Cohort # 1,525 17 11 20 8 18 74 1,436
Rate (%) 76.2 82.4 63.6 80 87.5 55.6 73 76.6
Stevens Point Fall 2005 Cohort # 1,521 12 11 19 11 10 63 1,439
Rate (%) 77.3 66.7 72.7 73.7 * 60 63.5 77.9
Stevens Point Fall 2006 Cohort # 1,640 16 9 12 11 25 73 1,544
Rate (%) 76 68.8 66.7 75 63.6 64 67.1 76.6
Stevens Point Fall 2007 Cohort # 1,611 33 6 23 16 35 113 1,470
Rate (%) 75.3 72.7 * 87 75 74.3 77 75.1
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NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity

Appendix H

UNIVERSITY OF WISCONSIN SYSTEM

Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Stout Fall 1997 Cohort # 1,241 12 9 8 8 9 46 1,185
Rate (%) 74.4 58.3 * 75 * * 58.7 75.1

Stout Fall 1998 Cohort # 1,333 6 3 12 13 5 39 1,287
Rate (%) 73.7 * * 58.3 69.2 * 64.1 73.9

Stout Fall 1999 Cohort # 1,317 10 5 14 14 11 54 1,259
Rate (%) 77.4 90 * 57.1 92.9 63.6 75.9 77.4

Stout Fall 2000 Cohort # 1,307 9 8 9 11 9 46 1,258
Rate (%) 75.1 66.7 * 66.7 54.5 * 56.5 75.8

Stout Fall 2001 Cohort # 1,272 11 3 9 10 11 44 1,225
Rate (%) 73.8 63.6 * 77.8 90 * 63.6 74.2

Stout Fall 2002 Cohort # 1,303 10 4 21 11 12 58 1,243
Rate (%) 72.7 80 * 66.7 81.8 50 70.7 72.8

Stout Fall 2003 Cohort # 1,267 13 4 14 7 8 46 1,220
Rate (%) 73.4 * * 71.4 85.7 * 58.7 73.9

Stout Fall 2004 Cohort # 1,277 15 8 18 23 11 75 1,187
Rate (%) 73.5 53.3 * 50 78.3 54.5 58.7 74.6

Stout Fall 2005 Cohort # 1,699 24 15 28 16 17 100 1,590
Rate (%) 71.5 50 66.7 57.1 75 58.8 60 72.1

Stout Fall 2006 Cohort # 1,507 17 14 27 19 14 91 1,407
Rate (%) 69.6 41.2 64.3 88.9 63.2 50 64.8 69.7

Stout Fall 2007 Cohort # 1,489 11 12 32 14 16 85 1,394
Rate (%) 71.8 72.7 * 87.5 78.6 56.3 70.6 71.9
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Appendix H

UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES

By Institution, and Race/Ethnicity

Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Superior Fall 1997 Cohort # 330 4 13 * 3 2 22 304
Rate (%) 63 * * * * * 31.8 65.5

Superior Fall 1998 Cohort # 377 * 2 * 1 1 4 357
Rate (%) 61.8 * * * * * * 62.7

Superior Fall 1999 Cohort # 412 3 5 * 1 1 10 393
Rate (%) 67 * * * * * * 67.4

Superior Fall 2000 Cohort # 406 1 7 * 3 * 11 378
Rate (%) 65.5 * * * * * 63.6 64.8

Superior Fall 2001 Cohort # 339 3 11 * 5 2 21 297
Rate (%) 70.2 * 63.6 * * * 66.7 69.7

Superior Fall 2002 Cohort # 286 3 6 1 4 3 17 254
Rate (%) 66.4 * * * * * 47.1 66.5

Superior Fall 2003 Cohort # 336 1 8 2 4 * 15 303
Rate (%) 67 * * * * * 73.3 65.3

Superior Fall 2004 Cohort # 329 6 6 * 2 2 16 299
Rate (%) 71.7 * * * * * 68.8 71.6

Superior Fall 2005 Cohort # 336 2 7 * 8 1 18 297
Rate (%) 69 * * * 75 * 61.1 68.7

Superior Fall 2006 Cohort # 293 5 4 4 * * 13 260
Rate (%) 62.5 * * * * * 53.8 63.5

Superior Fall 2007 Cohort # 343 6 7 * 2 1 16 309

Rate (%) 65.9 * * * * * 56.3 67
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Appendix H
UNIVERSITY OF WISCONSIN SYSTEM
NEW FRESHMEN ENTERING FULL TIME -- EXCLUDING UW COLLEGES
By Institution, and Race/Ethnicity
Fall 1997 through 2007

INSTITUTION RACE / ETHNICITY
Total African American Southeast Other | Hispanic | Students | White
American Indian Asian Asian / Latino of Color

Whitewater Fall 1997 Cohort # 1,882 77 4 2 12 28 123 1,746
Rate (%) 76.1 75.3 * * 50 75 73.2 76.5
Whitewater Fall 1998 Cohort # 1,902 74 6 3 22 28 133 1,756
Rate (%) 75.6 77 * * 77.3 71.4 73.7 75.9
Whitewater Fall 1999 Cohort # 1,877 71 9 12 13 42 147 1,718
Rate (%) 74.4 54.9 66.7 100 76.9 59.5 62.6 75.3
Whitewater Fall 2000 Cohort # 2,052 100 9 25 28 52 214 1,829
Rate (%) 74.6 58 77.8 80 71.4 78.8 68.2 75.2
Whitewater Fall 2001 Cohort # 1,857 79 6 20 20 44 169 1,681

Rate (%) 77.3 67.1 100 80 75 70.5 71.6 78
Whitewater Fall 2002 Cohort # 2,004 78 8 30 25 32 173 1,827
Rate (%) 78.3 74.4 87.5 90 76 71.9 77.5 78.4
Whitewater Fall 2003 Cohort # 1,825 102 8 36 25 49 220 1,604
Rate (%) 76.9 69.6 * 88.9 68 67.3 71.8 77.6
Whitewater Fall 2004 Cohort # 1,745 138 10 31 31 55 265 1,474
Rate (%) 77 66.7 70 74.2 64.5 72.7 68.7 78.4
Whitewater Fall 2005 Cohort # 1,701 84 10 14 17 51 176 1,513
Rate (%) 74.6 57.1 60 78.6 76.5 74.5 65.9 75.5
Whitewater Fall 2006 Cohort # 1,780 66 8 16 21 39 150 1,622
Rate (%) 77 71.2 * 93.8 76.2 79.5 76 77.2
Whitewater Fall 2007 Cohort # 2,048 121 14 17 19 45 216 1,815
Rate (%) 76.1 59.5 85.7 58.8 63.2 66.7 63 77.7
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Appendix I
UW New Freshmen Students of Color and White Students
Number Entering and Percent Graduating From Any UW Institution Within Six Years,
by Entering Fall Term

INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
System Total | Fall 1997 | Cohort | 22,438 553 134 166 394 397 1,644 | 20,518
#
Rate 62.2 32.9 32.8 39.8 60.2 43.1 42.6 64.3
(%)
System Total | Fall 1998 | Cohort | 23,047 593 136 209 421 417 1,776 | 21,015
#
Rate 62.5 33.2 30.1 38.3 60.8 45.8 43.1 64.7
(%)
System Total | Fall 1999 | Cohort | 22,809 587 146 239 377 460 1,809 | 20,739
#
Rate 63.9 31.7 39.7 48.1 67.9 46.1 45.7 65.6
(%)
System Total Fall 2000 | Cohort | 22,876 605 150 291 384 459 1,889 | 20,731
#
Rate 64.5 31.7 32 43.3 63.3 45.8 43.4 66.6
(%)
System Total Fall 2001 | Cohort | 23,317 648 121 318 437 496 2,020 | 20,964
#
Rate 64.8 32.6 36.4 42.5 63.6 45.8 44.3 66.8
(%)
System Total | Fall 2002 | Cohort | 22,924 635 123 417 426 457 2,058 | 20,649
#
Rate 64.9 33.2 40.7 44.6 65 52.1 46.7 66.8
(%)
Eau Claire Fall 1997 | Cohort 2,160 17 12 40 16 28 113 | 2,031
#
Rate 64.9 58.8 50 42.5 37.5 57.1 48.7 66.1
(%)
Eau Claire Fall 1998 | Cohort 2,139 23 11 22 27 16 99 | 2,025
#
Rate 67.4 39.1 * 45.5 63 62.5 48.5 68.5
(%)
Eau Claire Fall 1999 | Cohort 2,006 17 10 35 19 24 105 | 1,900
#




INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color

Rate 69.6 76.5 * 48.6 47.4 70.8 58.1 70.3
(%)

Eau Claire Fall 2000 | Cohort 2,079 6 10 27 20 13 76 | 1,984
#
Rate 68.7 * * 44.4 65 61.5 52.6 69.7
(%)

Eau Claire Fall 2001 | Cohort 2,125 18 9 35 24 20 106 | 2,009
#
Rate 67.5 38.9 * 42.9 70.8 60 50.9 68.7
(%)

Eau Claire Fall 2002 | Cohort 2,050 8 11 22 30 13 84 | 1,957
#
Rate 69 * * 45.5 60 * 48.8 70.1
(%)

Green Bay Fall 1997 | Cohort 895 4 8 8 6 4 30 859
#
Rate 57.2 * * * * * 26.7 58.6
(%)

Green Bay Fall 1998 | Cohort 947 6 14 6 5 6 37 907
#
Rate 57.9 * * * * * 24.3 59.3
(%)

Green Bay Fall 1999 | Cohort 880 6 14 9 5 2 36 829
#
Rate 57.4 * * 66.7 * * 38.9 58.5
(%)

Green Bay Fall 2000 | Cohort 929 4 12 8 5 2 31 890
#
Rate 64.3 * * * * * 35.5 65.4
(%)

Green Bay Fall 2001 | Cohort 866 6 9 8 6 6 35 824
#
Rate 64.2 * * * * * 40 65.4
(%)

Green Bay Fall 2002 | Cohort 896 11 5 22 8 8 54 825
#
Rate 61.8 * * 50 * * 48.1 63.6
(%)

La Crosse Fall 1997 | Cohort 1,700 13 12 5 27 21 78 | 1,620
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 68.4 * * * 40.7 47.6 42.3 69.7
(%)
La Crosse Fall 1998 | Cohort 1,740 11 8 21 27 17 84 | 1,649
#
Rate 71 * * 38.1 48.1 58.8 44 72.7
(%)
La Crosse Fall 1999 | Cohort 1,631 21 11 18 15 15 80 | 1,544
#
Rate 72.7 47.6 63.6 66.7 53.3 53.3 56.3 73.8
(%)
La Crosse Fall 2000 | Cohort 1,609 16 11 18 24 32 101 | 1,501
#
Rate 72.9 43.8 * 38.9 62.5 75 54,5 74.4
(%)
La Crosse Fall 2001 | Cohort 1,596 14 9 21 21 18 83 | 1,504
#
Rate 76.4 50 * 52.4 52.4 55.6 53 78
(%)
La Crosse Fall 2002 | Cohort 1,555 9 9 24 27 27 96 | 1,456
#
Rate 75.2 * * 25 48.1 44 4 40.6 77.5
(%)
Madison Fall 1997 | Cohort 5,864 119 17 34 224 127 521 | 5,183
#
Rate 78.2 59.7 41.2 50 70.5 63 63.9 81.5
(%)
Madison Fall 1998 | Cohort 5,578 112 38 43 213 155 561 | 4,878
#
Rate 79 55.4 47.4 48.8 73.7 61.3 62.9 82.9
(%)
Madison Fall 1999 | Cohort 5,580 129 35 43 201 142 550 | 4,887
#
Rate 80.4 58.1 48.6 46.5 77.1 64.1 65.1 82.4
(%)
Madison Fall 2000 | Cohort 5,713 126 29 79 178 126 538 | 5,053
#
Rate 81.5 58.7 51.7 57 81.5 63.5 66.7 83.2
(%)
Madison Fall 2001 | Cohort 6,050 143 24 73 235 141 616 | 5,223
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 82.1 59.4 58.3 57.5 77 70.2 68.3 84
(%)
Madison Fall 2002 | Cohort 5,488 139 26 113 206 150 2,058 | 4,742
#
Rate 84 59.7 57.7 65.5 82.5 78 46.7 85.6
(%)
Milwaukee Fall 1997 | Cohort 2,272 194 17 41 54 87 393 | 1,866
#
Rate 43.1 14.9 35.3 22 44.4 25.3 22.9 47.6
(%)
Milwaukee Fall 1998 | Cohort 2,527 224 26 71 56 105 482 | 2,031
#
Rate 41.3 18.8 * 28.2 42.9 24.8 24.1 45.4
(%)
Milwaukee Fall 1999 | Cohort 2,759 193 18 72 49 117 449 | 2,295
#
Rate 46.5 20.2 38.9 38.9 55.1 30.8 30.5 49.8
(%)
Milwaukee Fall 2000 | Cohort 2,815 224 32 68 57 112 493 | 2,307
#
Rate 47.6 21.9 21.9 324 45.6 22.3 26.2 52.4
(%)
Milwaukee Fall 2001 | Cohort 2,884 225 16 90 67 135 533 | 2,335
#
Rate 475 16 * 26.7 31.3 29.6 235 53.2
(%)
Milwaukee Fall 2002 | Cohort 3,178 255 15 103 52 105 530 | 2,633
#
Rate 479 17.6 40 22.3 42.3 29.5 24 52.7
(%)
Oshkosh Fall 1997 | Cohort 1,719 16 9 11 6 13 55| 1,656
#
Rate 54 * * * * 53.8 32.7 54.7
(%)
Oshkosh Fall 1998 | Cohort 1,894 19 7 13 10 19 68 | 1,820
#
Rate 53.2 * * * * 42.1 32.4 53.9
(%)
Oshkosh Fall 1999 | Cohort 1,834 19 12 11 10 18 70 | 1,750
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 57.6 47.4 * 63.6 * 55.6 50 57.8
(%)
Oshkosh Fall 2000 | Cohort 1,624 12 9 11 14 22 68 | 1,550
#
Rate 55 * * * * 36.4 35.3 55.9
(%)
Oshkosh Fall 2001 | Cohort 1,822 23 13 19 12 20 87| 1,726
#
Rate 52.7 39.1 * * 75 * 34,5 53.5
(%)
Oshkosh Fall 2002 | Cohort 1,775 17 18 24 17 25 101 | 1,669
#
Rate 54.2 35.3 * 62.5 58.8 36 41.6 54.9
(%)
Parkside Fall 1997 | Cohort 726 78 5 2 9 47 141 583
#
Rate 38.8 29.5 * * 66.7 27.7 31.9 40.3
(%)
Parkside Fall 1998 | Cohort 790 80 3 2 16 40 141 644
#
Rate 375 25 * * 43.8 325 29.8 39.1
(%)
Parkside Fall 1999 | Cohort 811 84 5 3 14 58 164 644
#
Rate 37.7 15.5 * * 57.1 31 24.4 41.3
(%)
Parkside Fall 2000 | Cohort 747 77 7 5 16 52 157 578
#
Rate 37.2 18.2 * * 37.5 28.8 22.9 41.3
(%)
Parkside Fall 2001 | Cohort 854 87 5 9 8 59 168 678
#
Rate 38.2 23 * * * 35.6 27.4 41
(%)
Parkside Fall 2002 | Cohort 760 65 2 9 12 42 130 627
#
Rate 38.4 18.5 * 66.7 * 38.1 27.7 40.7
(%)
Platteville Fall 1997 | Cohort 978 8 6 2 9 11 36 940
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 56.4 * * * * * 41.7 57.1
(%)
Platteville Fall 1998 | Cohort 1,118 18 7 1 8 10 44 | 1,070
#
Rate 55.2 * * * * * 25 56.6
(%)
Platteville Fall 1999 | Cohort 1,094 11 3 2 11 6 33| 1,060
#
Rate 60 * * * 63.6 * 33.3 60.8
(%)
Platteville Fall 2000 | Cohort 958 7 1 1 10 7 26 925
#
Rate 57.1 * * * 70 * 46.2 57.6
(%)
Platteville Fall 2001 | Cohort 1,039 6 1 2 7 9 25| 1,010
#
Rate 59.3 * * * * * 40 59.9
(%)
Platteville Fall 2002 | Cohort 1,120 9 7 2 12 10 40 | 1,076
#
Rate 60.7 * * * * * 35 61.8
(%)
River Falls Fall 1997 | Cohort 1,144 3 7 8 11 13 42 | 1,100
#
Rate 60.4 * * * 63.6 * 40.5 61.3
(%)
River Falls Fall 1998 | Cohort 1,199 8 5 7 16 8 44 | 1,149
#
Rate 62 * * * 50 * 56.8 62.4
(%)
River Falls Fall 1999 | Cohort 1,118 11 8 15 11 11 56 | 1,051
#
Rate 61.6 * * 60 63.6 * 41.1 62.8
(%)
River Falls Fall 2000 | Cohort 1,119 14 7 25 10 17 73| 1,040
#
Rate 60.6 * * 44 60 35.3 42.5 62.2
(%)
River Falls Fall 2001 | Cohort 1,108 22 4 19 13 19 77 | 1,028
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 56.3 27.3 * 42.1 * * 31.2 58.4
(%)
River Falls Fall 2002 | Cohort 1,045 16 3 30 9 11 69 971
#
Rate 58.3 * * 23.3 * 63.6 33.3 60.4
(%)
Stevens Point | Fall 1997 | Cohort 1,527 8 15 5 9 7 44 | 1,445
#
Rate 63.9 * 40 * * * 47.7 65.6
(%)
Stevens Point | Fall 1998 | Cohort 1,503 12 6 8 7 7 40 | 1,442
#
Rate 67.1 * * * * * 52.5 68.4
(%)
Stevens Point | Fall 1999 | Cohort 1,490 12 11 5 14 13 55| 1,409
#
Rate 67.2 50 545 * 64.3 * 49.1 68.7
(%)
Stevens Point | Fall 2000 | Cohort 1,518 9 8 15 8 15 55| 1,438
#
Rate 67.5 66.7 * 66.7 * 40 49.1 69.1
(%)
Stevens Point | Fall 2001 | Cohort 1,505 11 11 13 9 12 56 | 1,424
#
Rate 66.7 54.5 * 76.9 77.8 58.3 60.7 67.7
(%)
Stevens Point | Fall 2002 | Cohort 1,464 15 9 16 13 19 72 | 1,369
#
Rate 66.7 60 * 62.5 61.5 57.9 59.7 67.8
(%)
Stout Fall 1997 | Cohort 1,241 12 9 8 8 9 46 | 1,185
#
Rate 53.5 * * * * * 32.6 54.3
(%)
Stout Fall 1998 | Cohort 1,333 6 3 12 13 5 39| 1,287
#
Rate 56.4 * * * 46.2 * 41 56.9
(%)
Stout Fall 1999 | Cohort 1,317 10 5 14 14 11 54| 1,259
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 57.8 * * 42.9 64.3 * 46.3 58.2
(%)
Stout Fall 2000 | Cohort 1,307 9 8 9 11 9 46 | 1,258
#
Rate 58.5 * * * * * 17.4 59.9
(%)
Stout Fall 2001 | Cohort 1,272 11 3 9 10 11 44 | 1,225
#
Rate 58.9 * * * 70 * 38.6 59.7
(%)
Stout Fall 2002 | Cohort 1,303 10 4 21 11 12 58 | 1,243
#
Rate 55.9 * * 28.6 * * 39.7 56.7
(%)
Superior Fall 1997 | Cohort 330 4 13 * 3 2 22 304
#
Rate 37 * * * * * * 38.5
(%)
Superior Fall 1998 | Cohort 377 * 2 * 1 1 4 357
#
Rate 38.7 * * * * * * 39.2
(%)
Superior Fall 1999 | Cohort 412 3 5 * 1 1 10 393
#
Rate 40.8 * * * * * * 41
(%)
Superior Fall 2000 | Cohort 406 1 7 * 3 * 11 378
#
Rate 39.9 * * * * * * 39.7
(%)
Superior Fall 2001 | Cohort 339 3 11 * 5 2 21 297
#
Rate 43.1 * * * * * * 42.4
(%)
Superior Fall 2002 | Cohort 286 3 6 1 4 3 17 254
#
Rate 39.9 * * * * * * 40.2
(%)
Whitewater Fall 1997 | Cohort 1,882 77 4 2 12 28 123 | 1,746
#
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INSTITUTION= RACE / ETHNICITY =
Total African | American Southeast Other | Hispanic | Students | White
American Indian Asian Asian | /Latino of Color
Rate 58.8 36.4 * * * 28.6 37.4 60.4
(%)
Whitewater Fall 1998 | Cohort 1,902 74 6 3 22 28 133 | 1,756
#
Rate 60.8 48.6 * * 59.1 50 48.9 61.8
(%)
Whitewater Fall 1999 | Cohort 1,877 71 9 12 13 42 147 | 1,718
#
Rate 57.8 21.1 * 58.3 61.5 40.5 33.3 59.7
(%)
Whitewater Fall 2000 | Cohort 2,052 100 9 25 28 52 214 | 1,829
#
Rate 59.4 25 * 52 28.6 63.5 38.8 61.7
(%)
Whitewater Fall 2001 | Cohort 1,857 79 6 20 20 44 169 | 1,681
#
Rate 60.9 31.6 * 60 55 40.9 42 62.9
(%)
Whitewater Fall 2002 | Cohort 2,004 78 8 30 25 32 173 | 1,827
#
Rate 62.2 38.5 75 60 64 43.8 48.6 63.6

(%0)
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UW System Degrees Conferred to Students of Color (SOC),

Appendix J

in Number and as Percent of Total, by Degree Level

1998-99 1999-00 2000-01 2001-02 2002-03 2003-04 2004-05 2005-06

UW System Total Bachelor's Degrees # 1,193 1,242 1,374 1,290 1,363 1,604 1,543 1,641
% of Total 6.0% 6.2% 6.6% 6.1% 6.4% 6.9% 6.8% 7.2%

Grad./Prof. Degrees # 505 536 547 579 511 609 586 524

% of Total 8.1% 8.9% 8.7% 9.0% 7.9% 8.5% 8.6% 7.9%

UW-Eau Claire Bachelor's Degrees # 54 61 55 65 85 75 82 81
% of Total 3.2% 3.7% 3.4% 3.8% 4.8% 4.1% 4.4% 4.4%

Grad./Prof. Degrees # 6 5 2 5 2 10 0 1

% of Total 3.6% 2.9% 1.1% 4.1% 1.6% 7.5% 0.0% 0.8%

UW-Green Bay Bachelor's Degrees # 33 35 35 33 41 45 32 48
% of Total 4.3% 4.4% 4.3% 3.9% 4.3% 4.9% 3.4% 5.2%

Grad./Prof. Degrees # 1 0 0 4 3 5 1 4

% of Total 3.8% 0.0% 0.0% 6.9% 7.0% 10.4% 1.8% 7.5%

UW-La Crosse Bachelor's Degrees # 39 43 56 53 48 67 71 55
% of Total 3.0% 2.8% 3.8% 3.3% 3.1% 4.1% 4.6% 3.8%

Grad./Prof. Degrees # 6 9 16 18 21 19 17 12

% of Total 1.6% 2.8% 3.8% 4.3% 3.3% 2.7% 3.1% 2.6%

UW-Madison Bachelor's Degrees # 418 401 483 431 491 499 508 570
% of Total 7.5% 7.2% 7.8% 7.3% 8.0% 7.9% 8.0% 8.9%

Grad./Prof. Degrees # 305 323 315 292 278 292 303 262

% of Total 10.1% 10.8% 9.9% 9.5% 8.4% 9.0% 9.2% 8.6%

UW-Milwaukee Bachelor's Degrees # 340 364 397 351 314 484 435 417
% of Total 13.1% 14.4% 14.6% 12.9% 13.7% 13.1% 13.7% 12.9%

Grad./Prof. Degrees # 126 150 150 179 154 198 169 161

% of Total 10.2% 12.0% 12.5% 14.2% 15.1% 13.8% 12.7% 11.6%

UW-Oshkosh Bachelor's Degrees # 51 56 56 45 51 55 59 69
% of Total 3.7% 4.1% 4.2% 3.3% 3.3% 3.4% 3.8% 4.1%

Grad./Prof. Degrees # 12 13 11 12 10 17 19 13

% of Total 3.5% 3.8% 3.2% 3.5% 3.2% 5.2% 6.3% 3.9%

UW-Parkside Bachelor's Degrees # 62 81 64 82 85 106 104 98
% of Total 12.7% 15.4% 11.9% 15.1% 14.3% 17.3% 17.9% 16.9%

Grad./Prof. Degrees # 4 2 4 8 1 3 2 3

% of Total 8.2% 9.5% 11.1% 24.2% 3.3% 7.3% 6.5% 13.0%

UW-Platteville Bachelor's Degrees # 23 17 27 13 26 18 20 24
% of Total 3.0% 2.3% 3.3% 1.7% 3.1% 2.1% 2.3% 2.7%

Grad./Prof. Degrees # 8 4 7 4 2 13 16 13

% of Total 10.0% 5.6% 13.5% 6.0% 2.9% 10.0% 10.7% 7.0%

UW-River Falls Bachelor's Degrees # 30 22 23 38 41 36 41 41
% of Total 3.7% 2.5% 2.4% 3.6% 3.9% 3.5% 4.1% 4.4%

Grad./Prof. Degrees # 3 2 4 3 1 4 2 5

% of Total 2.3% 2.0% 2.4% 3.1% 0.9% 3.0% 1.6% 3.2%

UW-Stevens Point Bachelor's Degrees # 40 38 48 49 41 51 45 56
% of Total 2.8% 2.7% 3.3% 3.1% 2.7% 3.1% 3.0% 3.7%
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Grad./Prof. Degrees # 2 2 2 6 2 3 5 4

% of Total 1.3% 1.0% 1.5% 3.2% 1.5% 1.9% 3.7% 2.6%

UW-Stout Bachelor's Degrees # 36 31 35 27 36 46 35 40
% of Total 3.4% 3.2% 3.3% 2.4% 3.2% 3.8% 2.8% 3.5%

Grad./Prof. Degrees # 9 13 14 19 11 14 16 11

% of Total 3.9% 9.6% 6.9% 7.4% 4.7% 5.2% 6.5% 5.3%

UW-Superior Bachelor's Degrees # 12 15 9 19 8 12 10 24
% of Total 3.3% 4.6% 2.7% 5.5% 2.2% 3.0% 2.2% 5.9%

Grad./Prof. Degrees # 4 2 6 6 3 3 3 5

% of Total 3.7% 2.0% 5.2% 6.4% 2.7% 2.6% 3.0% 5.9%

UW-Whitewater Bachelor's Degrees # 55 78 86 84 96 110 101 118
% of Total 3.6% 4.7% 5.5% 4.7% 5.7% 6.7% 5.9% 6.9%

Grad./Prof. Degrees # 19 11 16 23 23 28 33 30

% of Total 6.5% 4.0% 6.0% 5.7% 6.1% 6.9% 8.7% 7.8%
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UW-Madison
UW-Madison
UW-Madison
UW-Madison
UW-Madison
UW-Madison
UW-Madison
UW-Madison
UW-Madison
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UW-Madison
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UW-Madison

UW-Milwaukee
UW-Milwaukee
UW-Milwaukee
UW-Milwaukee
UW-Milwaukee
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UW-Milwaukee
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UW-Milwaukee
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UW-Milwaukee

Master's
Master's
Master's
Master's
Master's
Master's
Doctorate
Doctorate
Doctorate
Doctorate
Doctorate
Doctorate
Professional
Professional
Professional
Professional
Professional
Professional

Master's
Master's
Master's
Master's
Master's
Master's
Doctorate
Doctorate
Doctorate
Doctorate
Doctorate
Doctorate
Professional
Professional
Professional
Professional
Professional
Professional

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown
African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown
African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown
African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown
African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

Appendix K

Graduate and Professional Degrees Conferred
1997-98 through 2006-07
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67
49
353
1433
15

23
21
281
430
22
10
49
28
13
528

51

35
29
125
932

Wk o~

36
54

1997-98 1998-99 1999-00 2000-01 2001-02 2002-03 2003-04 2004-05 2005-06 2006-07
51 39 51 32 33 44 51 42 28
8 10 7 7 9 9 10 13 4
62 64 63 67 56 46 55 65 50
58 53 52 49 43 37 44 35 43
446 422 425 506 383 522 496 428 379
1257 1189 1146 1246 1294 1361 1366 1413 1285
11 1 9 7 11 22 6 6 11
2 5 5 2 1 5 2 0 1
18 13 16 22 21 20 19 20 18
17 12 19 17 20 11 17 19 16
223 203 205 181 213 216 193 217 214
488 455 475 432 384 382 391 404 388
41 36 32 30 28 19 15 27 27
9 15 14 12 10 6 11 8 5
29 24 31 43 33 43 40 33 32
35 33 24 27 27 16 22 35 27
14 18 17 14 14 15 15 13 18
426 429 392 484 495 519 482 532 504
36 54 78 57 84 74 91 74 68
4 7 3 8 13 2 10 6 7
29 22 30 31 23 35 31 37 36
24 25 31 36 49 40 56 42 39
101 93 122 111 90 91 113 138 149
868 918 908 859 920 709 1059 939 990
1 6 2 7 5 2 6 6 6
1 0 1 0 0 0 0 0 0
4 7 3 6 0 1 2 4 5
1 5 2 5 5 0 2 0 0
26 23 20 32 24 20 19 34 33
69 70 50 48 52 47 46 46 54
0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0
0 0 0 0 0 0 0 0 0
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UW-Eau Claire
UW-Eau Claire
UW-Eau Claire
UW-Eau Claire
UW-Eau Claire
UW-Eau Claire

UW-Green Bay
UW-Green Bay
UW-Green Bay
UW-Green Bay
UW-Green Bay
UW-Green Bay

UW-La Crosse
UW-La Crosse
UW-La Crosse
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UW-Platteville
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Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
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UW-Platteville

UW-River Falls
UW-River Falls
UW-River Falls
UW-River Falls
UW-River Falls
UW-River Falls

UW-Stevens Point
UW-Stevens Point
UW-Stevens Point
UW-Stevens Point
UW-Stevens Point
UW-Stevens Point

UW-Stout
UW-Stout
UW-Stout
UW-Stout
UW-Stout
UW-Stout

UW-Superior
UW-Superior
UW-Superior
UW-Superior
UW-Superior
UW-Superior

UW-Whitewater
UW-Whitewater
UW-Whitewater
UW-Whitewater
UW-Whitewater
UW-Whitewater

UW System
UW System
UW System

Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's
Master's
Master's
Master's

Master's
Master's
Master's

White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
Hispanic/Latino
International
White/Unknown

African American
American Indian
Asian American
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UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System
UW System

Master's
Master's
Master's
Doctorate
Doctorate
Doctorate
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Doctorate
Doctorate
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Professional
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Hispanic/Latino
International
White/Unknown
African American
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Asian American
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White/Unknown
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12

22
18
249
557
41
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14
426

89
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3930

20
17
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36
15
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33
18
429
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3692
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225
525
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14
31
24
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392

110
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693
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14
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480
30
12
43
27
14
484
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539
4126
16
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25
237
436
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10
33
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690
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236
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19
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Race/Ethnicity

African American

American Indian

Asian American

Hispanic/Latino

Students of Color

Appendix L
Undergraduate Students with Financial Need, by Race and Ethnicity

# with Financial Need

% of Enrolled
Undergrads
# with Financial Need

% of Enrolled
Undergrads
# with Financial Need

% of Enrolled
Undergrads
# with Financial Need

% of Enrolled
Undergrads
# with Financial Need

% of Enrolled
Undergrads

1998-99

2,784
80%
622
2%
1,930
60%
1,510
63%
6,846

69%

2004-05

3,305
86%
672
70%
3,068
66%
1,859
62%
8,904

2%

2007-08

3,657
84%
832
73%
3,490
65%
2,252
62%
10,231

71%



Appendix M
Cumulative Student Loan Debt of UW System Bachelor’s Degree Recipients
With Debt, by Race/Ethnicity

1998-99 2004-05 2007-08
_ ) Loan Recipients 301 353 390
African American
Average Debt $18,307 $24,265 $26,751
_ ] Loan Recipients 87 76 102
American Indian
Average Debt $13,580 $16,208 $21,815
] Loan Recipients 275 381 462
Southeast Asian
Average Debt $14,522 $17,840 $21,541
) Loan Recipients
Other Asian
Average Debt
) _ Loan Recipients 188 304 330
Hispanic
Average Debt $16,286 $19,267 $23,879
Loan Recipients 851 1,114 1,284
Students of Color
Average Debt $16,154 $20,154 $23,746
) Loan Recipients 10,558 12,840 14,394
White/Unknown
Average Debt $14,897 $18,854 $22,925
Loan Recipients 11,409 13,954 15,678
Total*
Average Debt $14,991 $18,958 $22,992
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Appendix N
Multicultural/Disadvantaged (M/D) Program Funding

Since April 1992, the Legislature has required that the Board of Regents provide an annual report to the
governor and legislature on the UW System’s precollege, recruitment, and retention plan for minority and
disadvantaged students, and financial aid distributed to students. This annual report is known as the Minority
and Disadvantaged Student Report, and its results over the ten-year period of Plan 2008 are summarized below.

Since 1998, total funding for multicultural/disadvantaged programs and scholarships has increased
134% percent, from $22.6 million to $52.9 million. Much of the funding increase is attributable to the
successful, state-funded 1999-2001 UW System budget initiative of $1.7 million for Plan 2008, and efforts to
hold harmless M/D program funds through several cycles of state budget cuts. Institutional detail follows in
Tables C and D.

Table A

UW System Multicultural/Disadvantaged Program Funding (a)
All Fund Expenditures, 1998-99 and 2005-08*

Total Fund 402 Other State Extramural Total M/D Institutional
Program
Funds & M/D Funds Funds Program Scholarships
Scholarships  Appropriation Reallocated Funds (Non-
Expenditures to M/D Government
Programs Sources)
1998-99 $22,583,567 $5,939,563 $5,635,578 $7,907,964 $19,483,105 $3,100,459
2003-04 $42,162,295 $8,053,840 $9,757,942 $15,660,782 $33,472,564 $8,689,731
2007-08 $52,926,978 $8,726,829 $10,966,176 $22,578,719 $42,271,724 $10,655,254
$ Change
from 1998-99
to 2007-08 $30,343,411 $2,787,266  $5,330,598 $14,670,755 $22,788,619 $7,554,795
% Change
from 1998-99
to 2007-08 134% 47% 95% 186% 117% 244%

Source: UW System Office of Budget and Planning.

Extramural funds comprised 48 percent of total M/D funding in 2007-08 and increased at a much higher
rate than other funding sources, constituting a 186 percent increase since 1998. Increases in extramural and
institutional (privately financed) scholarships indicate that the largest investment in diversity is from non-state
sources, a trend that is also reflective of funding for the UW System as a whole. It is unclear whether this
upward trend will continue given the severity of the current budget and economic declines.

Since 1998-99, institutional (non-government) scholarships more than tripled, from $3.1 million to almost $10.6
million, indicating the ever-increasing need and support for financial aid and scholarship assistance. Extramural
funds almost tripled since 1998-99, increasing from $7,907,964 to $22,578,719, an increase of 186%. By
comparison, Fund 402, the legislatively earmarked state funds for Wisconsin multicultural/disadvantage
programs, saw an increase of only 47 percent since 1998-99, from $5.9 million to $8.7 million in 2007- 08.
Institutional scholarships (non-government sources) increased 244 percent, from $3,100,459 in 1998-99, to
$10,655,254 in 2007-08.
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Precollege, Recruitment, and Retention as a Percentage of All M/D Funds

Reflecting a shift in UW System institutional priorities, precollege program expenditures almost tripled,
increasing from $ 4.6 million in 1998-99, to $11.4 million in 2003-04. In 2007-08, UW Institutions served
11,840 precollege students and expended more than $11.2 million in state Fund 402 dollars, a decline of
$190,000 from 2003-04 (Table 8), despite steady increases in students eligible to participate in the M/D
precollege programs. Those expenditures represent an increase of $6.6 million, or a 143.4 percent increase over
the amounts expended in 1998-99.

Table B

Precollege, Recruitment and Retention as a Percentage of All M/D Funds
1998-99 through 2007-08

Pre- % of Recruitment | % of Retention % of Total
College Total Total Total
1998-99 $4,614,987 26.1% | $2,462,292 | 13.9% | $10,587,621 | 59.9% | $17,664,900
2003-04 $11,424,925 | 35.3% | $3,805,825 | 11.7% | $17,176,191 | 53.0% | $32,406,941
2007-08 $11,234,115 | 27.3% | $3,528,659 8.6% | $26,397,400 | 64.1% | $41,160,173
$ Change from
1998-99 10 2007-08 | $6,619,128 $1,066,367 $15,809,779 $23,495,273
% Change from
1998-99 to 2007-08 143.4% 43.3% 149.3% 133.0%

Source: UW System Office of Budget and Planning.

With only small annual increases in state funding for precollege programs, UW institutions have not
been able to keep pace with the rate of increases in multicultural and disadvantaged students in Wisconsin’s
public schools. Even though 83 percent of M/D precollege participants are students of color, at present funding
levels, UW institutions are able to serve only 5.9 percent of students of color in Wisconsin public schools,
down from 7.5 percent in 2005-06.

In 2007-08, almost $30 million or 72 percent of all M/D funds were expended on retention programs and

activities. Recruitment expenditures were 8.5 percent of the expenditures in M/D funds, or $3.5 million,
$277,166 less than in 2003-04.

114



Table C

UW System Minority/Disadvantaged Program Funding ©
All Fund Expenditures

1998-99
1997-98 1998-99
Total Program Fund 402_ _ Other State o
Institution Total Program I_:unds Funds & M/D Appropriation Funds Extramural Total M/D b Instltutlo_nal
& Scholarships Scholarships 20.285(4)(a) Reallocated to Funds Program Funds ® | Scholarships®
Expenditures M/D Programs

Madison $5,961,794 $6,530,945 $1,287,698 $2,361,766 $915,158 $4,564,622 $1,966,323
Milwaukee $4,920,678 $5,354,016 $1,877,300 $1,279,622 $1,361,506 $4,518,428 $835,588
Eau Claire $1,170,005 $1,306,450 $114,869 $344,260 $717,144 $1,176,273 $130,177
Green Bay $785,039 $886,317 $79,875 $54,657 $669,599 $804,131 $82,186
La Crosse $1,233,743 $1,427,708 $106,262 $528,785 $770,161 $1,405,208 $22,500
Oshkosh $760,927 $769,870 $380,828 $24,959 $349,982 $755,769 $14,110
Parkside $506,946 $536,327 $232,147 $11,944 $250,861 $494,952 $41,375
Platteville $354,222 $376,626 $89,453 $55,119 $231,854 $376,426 $200
River Falls $398,203 $387,864 $140,634 $8,383 $238,847 $387,864 $0
Stevens Point $899,476 $865,650 $202,258 $150,995 $512,397 $865,650 $0
Stout $740,304 $633,727 $218,843 $108,040 $298,844 $625,727 $8,000
Superior $396,354 $509,496 $87,029 $197,647 $224,820 $509,496 $0
Whitewater $1,556,414 $1,621,016 $671,740 $84,204 $865,072 $1,621,016 $0
Colleges $662,282 $704,211 $160,502 $41,990 $501,719 $704,211 $0
Extension $112,045 $124,604 $75,782 $48,822 $0 $124,604 $0
wcwce @ $39,670 $43,968 $43,968 $0 $0 $43,968 $0
Systemwide $452,900 $504,760 $170,375 $334,385 $0 $504,760 $0
Total $20,951,002 $22,583,564 $5,939,563 $5,635,578 $7,907,964 $19,483,105 $3,100,459

(@) Does not include fringe benefits. Also excludes Advanced Opportunity Program, Lawton Undergraduate Minority Retention Grants, and other financial aid

allocated by UW

System to the institutions. Includes precollege and institutional scholarships.
(b)  Includes program revenue funds from auxiliaries and special courses.
(c) Reflects institution awarded scholarships that go through institutional accounts. Does not reflect scholarships administered by foundations.
(d) WCWC expenditures are as follows: UW-Eau Claire, $13,824; UW-River Falls, $5,000; UW-Stout, $5,055; and UW-Superior, $20,089.
Source: UW System Office of Budget and Planning.
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Table 8

Minority and Disadvantaged Program Funding (a)

All Fund Expenditures

2007-08
Institution
S 2006-07 2007-08
Fund 402 M/D Other State
TotalI:le’rl]’ggram TotalI:lljrzggSgram Appropriation Funds Extramural Total M/D
& Scholarships & Scholarships 20.285 (4) (a) 4 a Reallocated to " Funds Program
Expenditures M/D Programs S Funds (b)
Madison $22,580,196 $28,335,064 $1,824,591 $6,792,104 $10,527,694 $19,144,389
Milwaukee $8,934,545 $9,042,623 $2,359,646 $1,942,359 $4,029,245 $8,331,250
$0
Eau Claire $2,067,429 $2,060,717 $238,803 $388,705 $1,279,669 $1,907,177
Green Bay $1,101,770 $1,189,847 $155,232 $106,748 $513,898 $775,878
La Crosse $2,280,735 $1,945,314 $239,741 $595,225 $1,045,505 $1,880,471
Oshkosh $1,040,606 $1,072,484 $564,761 $49,850 $427,419 $1,042,030
Parkside $900,576 $984,356 $368,937 $113,853 $454,916 $937,706
Platteville $602,406 $587,148 $172,347 $124,390 $290,411 $587,148
River Falls $1,027,996 $1,028,995 $181,434 $116,165 $731,396 $1,028,995
S;e(;’if]rt‘s $864,748 $1,040,348 $300,190 $196,956 $540,252 $1,037,398
Stout $1,211,358 $1,297,713 $327,509 $112,582 $821,522 $1,261,613
Superior $942,805 $962,057 $160,086 $169,498 $632,473 $962,057
Whitewater $1,593,386 $1,450,525 $916,071 $43,442 $491,012 $1,450,525
Colleges $1,096,636 $1,104,497 $298,299 $35,857 $765,641 $1,099,797
Extension $129,262 $140,532 $116,843 $23,689 $0 $140,532
Systemwide $650,014 $684,758 $502,339 $154,753 $27,666 $684,758
Total $47,024,467 $52,926,978 $8,726,829 $10,966,176 $22,578,719 $42,271,724

(a) Does not include fringe benefits. Also excludes Advanced Opportunity Program, Lawton Undergraduate Minority Retention Grants, and other financial aid allocated by UW System
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to the

institutions. Includes precollege and institutional scholarships.
(b) Includes program revenue funds from auxiliaries and special courses.
(c) Reflects institution awarded scholarships that go through institutional accounts. Does not reflect scholarships administered by foundations.
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Appendix O (a)
UW System Employees by Employment Category and Race/Ethnicity

Instructional Noninstructional.

2008-percent Faculty Acad. Staff Academic Staff Administrators. Classified  Total
Asian 7.7% 4.8% 8.9% 1.5% 2.8% 6.0%
Black 2.4% 2.3% 2.9% 4.7% 3.5% 2.9%
Hispanic 2.4% 2.0% 2.6% 2.3% 3.4% 2.7%
American Indian 0.7% 0.5% 0.7% 0.5% 0.5% 0.6%
Employees of color 13.3% 9.6% 15.0% 9.0% 10.2% 12.2%
White/Unknown 86.7% 90.4% 85.0% 91.0% 89.8% 87.8%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
2004-percent

Asian 6.7% 4.4% 8.1% 1.4% 2.2% 5.3%
Black 2.2% 1.8% 2.7% 5.1% 3.6% 2.8%
Hispanic 2.4% 2.1% 2.6% 1.8% 2.7% 2.5%
American Indian 0.7% 0.6% 0.6% 0.4% 0.5% 0.6%
Employees of color 12.0% 8.8% 14.0% 8.7% 9.1% 11.1%
White/Unknown 88.0% 91.2% 86.0% 91.3% 90.9% 88.9%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
1998-percent

Asian 4.8% 3.5% 6.4% 1.6% 1.0% 3.7%
Black 2.3% 2.2% 2.6% 3.9% 3.3% 2.7%
Hispanic 1.7% 1.5% 2.2% 1.2% 1.2% 1.6%
American Indian 0.5% 0.5% 0.7% 0.7% 0.6% 0.6%
Employees of color 9.4% 7.8% 11.8% 7.5% 6.0% 8.6%
White/Unknown 90.6% 92.2% 88.2% 92.5% 94.0% 91.4%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%
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Appendix O (b)

UW System Employees by Employment Category and Race/Ethnicity

1998 - 2008

Instructional

Non-Instructional

Faculty Academic Staff Academic Staff Administratol  Classified Total
African American 1998 227 87 181 51 315 861
2004 228 74 231 70 361 964
2008 275 116 267 64 354 1,076
American Indian 1998 54 20 48 9 54 185
2004 71 26 53 6 54 210
2008 77 27 62 7 48 221
Asian American 1998 485 139 448 21 92 1,185
2004 698 185 698 19 221 1,821
2008 863 243 810 20 282 2,218
Hispanic/ Latino 1998 172 61 152 16 112 513
2004 247 88 222 24 276 857
2008 275 102 234 31 345 987
Employees of Color 1998 938 307 829 97 573 2,744
2004 1,244 373 1,204 119 912 3,852
2008 1,490 488 1,373 122 1,029 4,502
White/Unknown 1998 9,087 3,639 6,204 1,198 8,929 29,057
2004 9,132 3,847 7,399 1,248 9,138 30,764
2008 9,745 4,573 7,776 1,233 9,061 32,388
Total 1998 10,025 3,946 7,033 1,295 9,502 31,801
2004 10,376 4,220 8,603 1,367 10,050 34,616
2008 11,235 5,061 9,149 1,355 10,090 36,890
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March 5, 2009 Agenda Item II.6.

INCLUSIVE EXCELLENCE

¢ Inclusive Excellence is the umbrella framework under which the UW System
and its institutions will move forward in coming years to strategically address
equity, diversity and inclusion beyond Plan 2008.

e The central premise of Inclusive Excellence holds that UW System colleges and
universities need to intentionally integrate their diversity efforts into the core
aspects of their institutions—including academic priorities, leadership, quality
improvement initiatives, decision-making, day-to-day operations, and
organizational cultures—in order to maximize their success.

¢ The following documents provide an introduction to Inclusive
Excellence:

1.

Inclusive Excellence FAQ

2. Table of the Benefits of Diversity
3.
4. Making Excellence Inclusive: A Framework for Embedding Diversity

Inclusive Excellence Timeline

and Inclusion into Colleges and Universities’ Academic Excellence
Mission — a working paper from AAC&U

Faculty & Staff
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INCLUSIVE EXCELLENCE FAQ (SHORT VERSION)

Inclusive Excellence is a planning process intended to help each UW

IWHAT = System institution establish a comprehensive and well-coordinated set
NGNS of systemic actions that focus specifically on fostering greater diversity,
EXCELLENCE?

equity, inclusion, and accountability at every level of university life.
The central premise of Inclusive Excellence holds that UW System
colleges and universities need to intentionally integrate their diversity efforts into the core
aspects of their institutions—such as their academic priorities, leadership, quality
improvement initiatives, decision-making, day-to-day operations, and organizational
cultures—in order to maximize their success.

Inclusive Excellence offers an approach for organizing our work in a

HOW DOES . : : [ :
. C\ZUSIVE deliberate, intentional and coordinated manner. This approach:

S AN GD ¢ Employs a dual focus in diversity efforts, concentrating on both

WORK? increasing compositional diversity, and creating learning environments

in which students of all backgrounds can thrive;

¢ Requires a more comprehensive, widespread level of engagement
and commitment ensuring that every student fulfills their educational potential;

¢ Places the mission of diversity at the center of institutional life so that it becomes a core
organizing principle, around which institutional decisions are made;

¢ Calls for a close attentiveness to the student experience itself, including the impact of race
and ethnicity, and the influence of physical ability, sexual orientation, gender expression,
socioeconomic background, and first-generation status on their learning experiences; and

¢ Demands that the ideals of diversity and excellence be pursued as the interconnected and
interdependent goals they are.

In many respects, Inclusive Excellence represents the next necessary

step in our evolution as a System committed to creating those diverse

WHY INCLUSIVE  |earning environments that we know are so vital to our students’

EXCELLENCE?  orowth, learning, and achievement. Our recruitment and retention

efforts as well as our engagement in such initiatives as the Campus

Climate Study and the Equity Scorecard Project have taught us that

our pursuit of diversity has to be a far more multidimensional, integrative, and student-

centered process if it is to produce the kinds of individual and System-wide transformation

we have been seecking. Inclusive Excellence is a change-oriented planning process that

encourages us to continue in our diversification efforts albeit with a greater intentionality

and attentiveness of how they serve the needs of our students. Informed by a well-

established body of empirical research as to the institutional contexts, practices, and cultures

that contribute to the establishment of a diverse learning environment, Inclusive Excellence

represents a shift not in the essence of our work but how we approach it and carry it out.

Above all, Inclusive Excellence asks us to actively manage diversity as a vital and necessary
asset of collegiate life rather than as an external problem.



Working Definitions for Inclusive Excellence

Inclusive Excellence brings together a comprehensive knowledge base - research and theory—
from a variety of sources. Within this framework there are some concepts and terms that are
fundamentally linked to the educational mission and institutional practice, and thus deserve to be
highlighted. The definitions have been categorized by four essential pillars of Inclusive Excellence-

Diversity, Equity, Inclusion and Excellence.

DIVERSITY

DIVERSITY: Individual differences (e.g
personality, learning styles, and life experiences)
and group/social differences (e.g. race/ethnicity,
gender, sexual orientation, country of origin,
and ability as well as cultural, political, religious,
or other affiliations) that can be engaged in the
service of learning,

COMPOSITIONAL DIVERSITY: The
numerical and proportional representation of

various racial and ethnic groups on a campus.
(Milem, Chang and Antonio).

CRITICAL MASS: Meaningful representation.
Refers to a number that encourages
underrepresented minority students to
participate in the classroom and not feel
isolated.

INCLUSION

INCLUSION: The active, intentional, and
ongoing engagement with diversity—in people,
in the curriculum, in the co-curriculum and in
communities (intellectual, social, cultural,
geographical) with which individuals might
connect—in ways that increase one’s awareness,
content knowledge, cognitive sophistication,
and empathic understanding of the complex
ways individuals interact within systems and
institutions.

EQUITY

EQUITY MINDEDNESS: Refers to the
outlook, perspective or mode of thinking
exhibited by practitioners and others who call
attention to patterns of inequity in student
outcomes, and are willing to assume personal
and institutional responsibility for the
elimination of inequity. This includes being
“color conscious,” noticing differences in
experience among racial-ethnic groups, and
being willing to talk about race and ethnicity as
an aspect of equity. Equity perspectives are
evident in actions, language, problem-framing,

problem-solving, and cultural practices.
(Bensimon, 2008)

DEFICIT MINDEDNESS: Deficit thinking
“posits that students who fail in school do so
because of alleged internal deficits (such as
cognitive and/or motivational limitations) or
shortcomings socially linked to the youngster-
such as familiar deficits and dysfunctions”
(Valencia, 1997). In other words, deficit
thinking “blames the student” for unequal
outcomes.

REPRESENTATIONAL EQUITY:
Proportional participation of historically
underrepresented racial-ethnic groups at all
levels of an institution, including high status
special programs, high-demand majors, and in the
distribution of grades. (Bensimon, 2008)

EXCELLENCE

EXCELLENCE: The quality of being excellent; state of
possessing good qualities in an eminent degree; exalted

merit; superiority in virtue.



Despite its twenty-year history of strategic plans for diversity, success

WHY NOT on the widespread scale the UW System intended remains frustratingly

IMPLEMENT out of reach, with only modest gains in key areas. Though Plan 2008

ANOTHER TEN- provided a bold, progressive vision for transforming the UW System,

YEAR PLAN? it did not—and could not—tfully anticipate the myriad of practices and

processes that its institutions would need in order to cultivate truly

diverse and equitable learning environments. Moving forward, we as a

system of higher education institutions intend to focus our efforts on driving diversity deep

into our everyday cultures, daily practices, and organizational patterns where it can take root
and eventually blossom.

Establishing a critical mass of faculty, staff, and students from
WHAT ABOUT historically underrepresented groups will remain a top priority for UW
THE GOALS OF  campuses under Inclusive Excellence. As institutions of learning, as a

PLAN 2008 collective system of higher education, and as a state, our futures
WHICH WE depend heavily on our ability to educate and hire those who will soon
HAVE YET TO constitute the new majority in this country. We shall maintain our
REACH? support of efforts aimed at diversifying our institutions, including our

multicultural/disadvantaged initiatives, pre-college programs, and
efforts such as the Equity Scorecard Project to enhance access, retention, and graduation
rates for students of color as well as to ensure their full and successful participation at all
levels of institutional life.

Success will be recognized by numerous hallmarks, some of which
WHAT DOES include:

SUCCESS ¢ Thorough institutionalization of equity and diversity where they are
ACCORDING TO  embraced as core values and used to inform campus decision-making,
INCLUSIVE educational practices, and policy-making;
EXCELLENCE ¢ Greater compositional and equitable representation diversity of
LOOK LIKE? among faculty, students, staff, and other university personnel;

¢ Steady and significant rates of retention and upward mobility for
faculty and staff who are members of underrepresented populations;
¢ Steady and significant increases in the retention and graduation rates for all UW students;
¢ Proportional representation of students from underrepresented and underserved
populations in competitive academic programs and co-curricular activities that are indices of
excellence;
¢ Improved campus climates that provide a strong, abiding sense of belonging and
community for all UW students;
¢ Better alignment and cohesiveness between diversity efforts and other institutional
initiatives, particularly those that focus on excellence in undergraduate education;
¢ Greater numbers of UW students who possess the requisite multicultural competencies
they need to navigate an increasingly diverse democracy; and
¢ The enhanced capacity of UW System institutions to meet the ever-emerging and
complex needs of its students, the state, and society, now and in the future.



WHAT KINDS OF
BENCHMARKS
WILL WE HOLD
OURSELVES TO
UNDER
INCLUSIVE
EXCELLENCE?

How LONG
WILL WE HAVE
TO IMPLEMENT
INCLUSIVE
EXCELLENCE
ON OUR
CAMPUSES?

WHAT KINDS
OF RESOURCES
DOES
INCLUSIVE
EXCELLENCE
REQUIRE?

UW System Administration and UW institutions will likely engage in
collaboration with one another to identify which reliable measures will
be used to assess how they are doing in their Inclusive Excellence-
related efforts.

The Inclusive Excellence process is an iterative one, something that
unfolds and develops over time, according to each institution’s mission,
culture, identity, and demographics. If institutions work diligently and
steadily to incorporate their diversity work into the larger institutional
culture, Inclusive Excellence and diversity more generally will simply
become integrated into the larger fabric of the institution.

Inclusive Excellence is not a free-standing initiative to be treated as
separate or distinct from other institutional planning -efforts.
Therefore, its implementation should not require any additional
resources of either the financial or human kind. It will require the
leveraging of institutional resources so that they are distributed
according to a campus’ most pressing diversity needs.



INDIVIDUAL

The Individual, Institutional, Private Business, and Societal Benefits of Diversity?

TYPE OF BENEFIT

INSTITUTIONAL

PRIVATE BUSINESS?

SOCIETAL

The critical ways in which
college students grow and
mature cognitively, affectively,
and interpersonally as result of
living and learning in campus
environments that have been
constructed to include some
measure of diversity according
to race, ethnicity, gender or
sexual orientation.

The significant ways that a
diverse faculty—in terms of race,
gender or sexual orientation—
serve and enhance the core
institutional missions of teaching,
learning, research, and service.

The ways in which a carefully,
deliberately managed diverse
workforce enhances the overall
efficacy and performance of
private sector businesses and
corporations.

The key ways in which
diversity positively impacts
democracy, citizenship,
and American public life.

= Enhanced critical and
complex thinking skills

= More student-centered
organizational cultures

= Increased flexibility

= Less ethnocentrism or
stereotyping

= Stronger leadership skills

= More inclusive and diverse
course offerings

= Higher levels of creativity

= Less occupational and
residential segregation

= Greater racial and cultural
awareness

= Greater use of student-
centered teaching and
learning approaches

= |mproved problem-solving
abilities

= Greater engagement in
social and political
issues

= A keener ability to
understand diverse
perspectives

= More institutional support for
lines of research related to
race, ethnicity, and gender

= Anincreased ability to
attract the best available
talent in the search for new

= Higher levels of
participation in
community and civic

employees organizations
= A heightened openness to = QGreater cross-cultural = A more informed
diversity competence citizenry
= Higher rates of educational = Greater overall equity
persistence in society

= QGreater satisfaction with
overall college experience

'This table is a composite of several others initially presented in Milem, 2003. The UW System has decided to include the category of sexual orientation in
its definition of diversity though the research this table is derived from defines the term specifically on the basis of race/ethnicity. As studies of diversity
and its benefits continue to emerge, we expect new findings to substantiate the positive impacts that environments which support sexual orientation

have as well. 2 This term has been adapted from the term “private sector” presented in Milem, 2003.




October 2008

Inclusive Excellence Roll-Out Schedule

e IE Presentation Detailed Description of the Model

O

O O O O O

IE Leadership Team -- October 9 & 16, 2008

President’s Cabinet — October 14, 2008

Provosts Videoconference Meeting — October 17, 2008
Chancellor’s Administrative Staff Meeting — October 24, 2008
UWSA Academic Affairs Council -- October 27, 2008
Faculty/Academic Staff Reps — October 31, 2008

November — December 2008

e Establish/appoint UW Systemwide Feedback Group (Development, Planning & Review)
o Stakeholder/Constituency Groups Identified — November - December 2008

O

O O O O O O O O o

Governance Groups

Multicultural/Disadvantage Coordinators
Precollege Directors

Equity Scorecard Team Leaders

Inclusivity Initiative

Affirmative Action Directors

Human Resources Directors

Women'’s Studies Directors

Status of Women Coordinators

Disabilities Coordinators (Employees and Students)

February — May 2009

o Systemwide Group for Feedback (2 representatives per campus; 2-4 student representatives)

O
©)

O O O O O O

Reactions, Input About the Model
Implementation Planning & Development
= Professional Development & Skill Building
Begin Campus Visits
Draft Framework
Circulate Drafts for Review
IE Advisory Group Meeting
President’s Council on Diversity
BOR Presentation

April — August 2009

@)

Constituency Group Meeting

Synthesize Data, Integrate Feedback

Circulate Rough Draft of the Framework (internal, institutions, governance, faculty,
staff, students, stakeholders & constituency groups, President's Council on Diversity,
etc.) — April, 2008



September- November 2009

o Circulate Final Draft (UWSA, Institutions, Governance, Constituency/Stakeholder Groups,
President’s Council on Diversity, etc.)

o Present to BOR

o Planning - Statewide IE Professional Development Conference followed by a series
of IE Institutes (Spring/Fall 2010)

o Topics/Tracks — IE Theory & Practice, IE Strategic Planning, Facilitating/Leading
Institutional and Cultural Change, Faculty Development, Workforce Equity &
Diversity, Program Planning & Assessment Tools (Scorecard, etc.)



Making Excellence Inclusive

A Framework for Embedding Diversity and Inclusion into
Colleges and Universities’ Academic Excellence Mission

Alma R. Clayton-Pedersen
Nancy O’Neill
Caryn McTighe Musil

This paper and the accompanying chart are intended to be used as a guiding framework for the
next generation of campus work. We welcome your feedback as the definitions and guidelines
for this important initiative evolve to reflect new conceptions of diversity and inclusion, and new
campus efforts to make excellence inclusive. Contact Nakia Bell at bell@aacu.org



Introduction

Over time, campus leaders have begun to understand that incorporating more diverse
student populations, diversity in the curriculum, and other such efforts into campus life raises
profound questions about higher education’s mission and purpose and necessitates a new
approach to the work of doing higher education. Although many leaders agree on the need
for systemic change, current institutional engagement with diversity more often consists of
scores of isolated initiatives that have been insufficiently linked to the core academic mission
and inadequately coordinated across different parts of the academic enterprise.

The Supreme Court decisions regarding the University of Michigan in June 2003
signaled colleges and universities to connect their diversity efforts to their educational
mission and practices more fundamentally and comprehensively than ever before. Business
and community leaders echoed what educational researchers had documented—that
learning in an environment that engages rich diversity provides all students with the cognitive
skills, intercultural competencies, and civic understanding to help them thrive in work and
citizenship. Yet the Court did not leave campuses to conduct business-as-usual in creating
compositionally diverse learning environments. In effect, the justices challenged higher
education to address diversity as a core dimension of educational excellence.

Responding to a critical need for guidance in doing this work, AAC&U designed
Inclusive Excellence: Diversity, Inclusion, and Institutional Renewal—a project that explored
how colleges and universities can fully utilize diversity as a resource to achieve academic
excellence for all students. The Ford Foundation provided a grant in October 2003 for
AAC&U to support this work. This initial Inclusive Excellence work sought to understand and
then demonstrate how campuses can coherently and comprehensively link their diversity,
inclusion, and equity initiatives to their central work of achieving academic excellence. It also
sought to provide guidance for how institutions can use their commitment and progress
already made to broaden, deepen, align, and sustain their efforts to connect inclusion and
excellence. The Inclusive Excellence grant culminated in October 2005 with the online
publication of three substantive research syntheses, the print publication of one of these
three reports, and the launching of a major new initiative, Making Excellence Inclusive, for
which we now seek funding.

Under the leadership of the Office of Education and Institutional Renewal and the
Office of Diversity, Equity, and Global Initiatives, this initiative draws upon more than a fifteen

years of earlier AAC&U work with several hundred colleges and universities that participated
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in American Commitments: Diversity, Democracy, and Liberal Education. It is also shaped by
AAC&U'’s reports—Greater Expectations and College Learning for a New Global Century,
the foundational report of the Liberal Education and America’s Promise campaign—and by
AAC&U’s work as partner in the Pathways to College Network, a national coalition focused
on college access and success for students from underserved communities. Making
Excellence Inclusive continues to be informed by the work of campuses that have
participated in the Greater Expectations Institute: Campus Leadership for Student
Engagement, Inclusion, and Achievement each summer since 2004. The work continues to
be informed by the work of several colleges and universities that have adopted it as a

framework for achieving their educational goals for diversity.

Re-envisioning Excellence, Diversity and Inclusion
Many people define diversity solely in terms of racial/ethnic differences, which is not
surprising given the particular historical legacies of race in the U.S. Others define diversity in

terms of multiple social identity dimensions, including race/ethnicity, gender, class, sexual

orientation, religion, and so on. We recognize the | Figure 1. Defining Diversity and Inclusion in a

. . . Campus Context
importance of these differences, and we define

Diversity: Individual differences (e.g., personality,

diversity to include these and other important learning styles, and life experiences) and group/social
. . . . differences (e.g., race/ethnicity, class, gender, sexual
dimensions that individuals and groups bring to orientation, country of origin, and ability as well as
. . . cultural, political, religious, or other affiliations) that can
the educational experience (see figure 1). Yet be engaged in the service of learning.

this definition of diversity, while necessary, is not Inclusion: The active, intentional, and ongoing

o . engagement with diversity—in people, in the curriculum,
sufficient for a campus to engage all of its in the co-curriculum, and in communities (intellectual,

. o . . social, cultural, geographical) with which individuals
dlverS|ty in the service of Iearnlng. Therefore, we might connect—in ways that increase one’s awareness,
content knowledge, cognitive sophistication, and
define inclusion as the engagement with diversity | empathic understanding of the complex ways individuals
interact within systems and institutions.

in the service of learning and knowledge

development, throughout the educational experience and by all members of the campus
community (see figure 1).

Many campus leaders recognize that they are ill equipped to connect their diversity
and educational quality efforts and so feel pressure to abandon their efforts to create diverse
communities of learners. Through Making Excellence Inclusive, AAC&U aims to help
campuses: (a) establish diversity and inclusion as hallmarks of academic excellence and
institutional effectiveness, (b) operationalize inclusion in all spheres and at all levels of
campus functioning, (c) ensure academic freedom and corollary responsibilities are
understood and practiced by students and faculty alike, and (d) create a reinvigorated, 21st
century educational process that has diversity and inclusion at the center, through which all

2



Figure 2. The Essential Learning Outcomes

Beginning in school, and continuing at successively higher levels across their college studies, students should prepare
for twenty-first century challenges by gaining

Knowledge of Human Cultures and the Natural and Physical World
=  Through study in the sciences and mathematics, social sciences, humanities, histories, languages and the arts
Focused by engagement with big questions, both contemporary and enduring

Intellectual and Practical Skills
L] Inquiry and analysis
Critical, and creative thinking
Written and oral communication
Quantitative literacy
Information literacy
Teamwork and problem solving
Practiced extensively, across the curriculum, in the context of progressively more challenging problems, projects,
and standards for performance

Individual and Social Responsibilities
= Civic knowledge and engagement—Ilocal and global
. Intercultural knowledge and competence
L] Ethical reasoning and action
. Foundations and skills for lifelong learning
Anchored through active involvement with diverse communities and real-world challenges

Integrative Learning
L] Synthesis and advanced accomplishment across general and specialized studies
Demonstrated through the application of knowledge, skills, and responsibilities to new settings and complex
problems

from College Learning for the New Global Century (2007)

This listing was developed though a multiyear dialogue with hundreds of colleges and universities about needed goals for
student learning; analysis of a long series of recommendations and reports from the business community; and analysis
of the accreditation requirements for engineering, business, nursing, and teacher education. The findings are
documented in previous publications of the Association of American Colleges and Universities: Greater Expectations: A
New Vision for Learning as a Nation Goes to College (2002), Taking Responsibility for the Quality of the Baccalaureate
Degree (2004), and Liberal Educations Outcomes: A Preliminary Report on Achievement in College (2005).

AACRU affirms, and evidence is beginning to show, that engagement with diversity—inclusion—is an essential
element in achieving every one of these outcome categories. In other words, one cannot achieve excellence in these
outcomes without engaging diversity as content; as a set of intercultural interaction skills; as an element of civic
responsibility; and as a necessary component in the integration of learning.

students advance in cognitive, affective, and interpersonal sophistication and in a set of
knowledge, skills, and abilities that are vital for participation in the workforce and in society
(see figure 2).

Our notion of Inclusive Excellence re-envisions both quality and diversity. It reflects a
striving for excellence in higher education that has been made more inclusive by decades of
work to infuse diversity into recruiting, admissions, and hiring; into the curriculum and co-
curriculum; and into administrative structures and practices. It also embraces newer forms of
excellence, and expanded ways to measure excellence, that take into account research on
learning and brain functioning, the assessment movement, and more nuanced accountability
structures. In the same way, diversity efforts move beyond numbers of students or numbers

of programs as end goals. Instead, diversity and inclusion, together, become a multilayered



process through which we achieve excellence in learning; research and teaching; student
development; institutional functioning; local and global community engagement; workforce
development; and more.

We are at a turning point in higher education where traditional indicators of student
success—and educational quality—are under intense examination, both inside and outside
the academy. AAC&U recognizes this as a period of transition. There have been significant
developments in robust new assessment mechanisms—particularly direct measures of
student learning, whether course-based or over students’ educational careers. At the same
time, there have been considerable advances in ways of reporting student engagement and
student satisfaction. We find great value in measures such as NSSE, since engagement and
satisfaction significantly influence all aspects of the student experience, from campus climate
to retention, and ultimately, success in college.

Still, as Williams, Berger and McClendon (2005) point out, in higher education as in other
realms, excellence is often conceived of in terms of “inputs” with little accounting for “value-
added organizational processes.” They further note that:

[TIhis narrow notion of excellence limits both the expansion of student educational
opportunities and the transformation of educational environments. As a result, too few
people from historically underrepresented groups enter into higher education, and those
who do may be pressed to assimilate into the dominant organizational cultures of
colleges and universities (Ibarra 2001). Another consequence of this model is the
continued investment of social capital in these traditional indicators, resulting in an
American postsecondary system that reproduces dominant patterns of social
stratification (p. 9).

The following chart illuminates some of the ways in which new forms of excellence will
play out in familiar parts of campus functioning. We think this chart provides guidance in
achieving part of the Greater Expectations vision—that of developing intentional institutions. The
goal is to illustrate the kinds of “value-added organizational processes” that contribute to
inclusive excellence, and ultimately to the level and kinds of learning all students will need to be

the next generation of leaders, workers, and citizens in an increasingly diverse democracy.



Traditional Notions Of Excellence

Inclusive Notions Of Excellence ALSO Include:

Attaining Inclusive Excellence - Institutional Hallmarks

Students

Entering students:
o Possess high average SAT score and high
average high school GPA
o Have taken high number of AP courses
o Are evaluated based on quality of high schools!
¢ Receive significant amounts of “merit” aid

Current students:

o Possess high overall GPAs in the aggregate and
within majors

o Regularly attain national/competitive scholarships
and internships

o Enter honor societies and appear on dean’s lists

e Enroll in post-baccalaureate studies?

o Are recruited by high-profile companies

Entering class:

Demonstrate their interest in and/or experience with engaging
diversity in the curriculum and in interpersonal relationships
Are resilient in pursuing academic endeavors and in the face of
academic and personal challenges

Current students:

Share responsibility for their learning with faculty and other
campus educators?

Are encouraged to explore their identities as scholars, leaders,
and citizens through curricular and co-curricular experiences
Strengthen intercultural competencies and the ability to work in
diverse groups over time

Build an increasingly sophisticated and coherent educational
experience from both curricular and co-curricular sources
Move through a career development process that incorporates
curricular and co-curricular experiences over time, charts
experiential learning opportunities, and helps clarify and prepare
for post-graduate plans

o Engage with diversity as part of broader learning
outcomes, in ways specific to institutional mission and type
o Apply knowledge to real-world problems in ways that
engage differences among stakeholders
o Undertake significant research experience or other
capstone project in their field of study and analyze how
aspects of diversity relate to findings
o Are assessed for key learning outcomes through capstone
experiences or other cumulative projects, including
outcomes that demonstrate engagement with diversity in
ways specific to the students’ major field(s)
o Demonstrate that they are prepared to:
o excel in a diverse and challenging work environment
o communicate effectively in a variety of contexts and
formats, including interculturally
o be responsible citizens in a diverse democracy
o take on graduate level coursework in one or more
domains

Faculty Members

o Work within accepted norms and practices of a
particular discipline

Conduct discipline-specific research

Produce publications in refereed journals

Present papers at national disciplinary conferences
Receive positive teaching evaluations

Raise significant funds for research

Adapt pedagogies to students’ varied learning styles (e.g.,

visual, experiential, cerebral learners)

Provide a challenging learning environment throughout the

undergraduate experience that encourages all students to

consider post-baccalaureate studies

Engage racial/ethnic and other differences in the context of

disciplinary and interdisciplinary scholarship and teaching

Understand how to positively influence classroom climate for all

students

Are able to teach broadly within their own discipline and help

students make connections other disciplines

Value:

o multiplicity of thought within the discipline, including emerging
scholarship and knowledge creation

o service to the institution to the same degree as research and
teaching, particularly as relates to inclusive excellence

o emerging pedagogy shown to be effective in achieving key
student learning outcomes

o scholarship of teaching and learning alongside traditional
disciplinary scholarship

o interdisciplinary learning and collegial relationships across
campus that enhance self and student learning

o Articulate key learning outcomes for all students and
embed these outcomes in the goals for the curriculum

o Communicate high expectations for learning to all students

o Challenge and support all students in ways that enhance
their learning of key outcomes

 Utilize engaging pedagogical practices to foster gains in
learning, including intercultural learning

o Ensure that general education and the majors work
together to foster intended outcomes, including
intercultural learning

o Use sound assessment methods to determine teaching
effectiveness*

o Model inclusive excellence in scholarship and teaching
practices

e Practice life-long learning and ongoing professional
development

1 Most give a ranking to the HS based on the # of AP courses available, rather than a ranking to students based on the ratio of AP offerings to AP courses taken.

2 Here we mean graduate education in humanities, science, social sciences, mathematics, as well as professional programs such as law, medicine, business, education, etc.

3 Other educators include those focused on students’ social, emotional, spiritual, as well as their cognitive ad intellectual development both on and off campus.

4 AAC&U is not advocating a particular assessment instrument, but rather calls on institutions to review those available and adopt one/s that help them know if the learning outcomes they desire are linked to the curriculum and teaching methods
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Traditional Notions Of Excellence

Inclusive Notions Of Excellence ALSO Include:

Attaining Inclusive Excellence - Institutional Hallmarks

Administrators and Staff Members

o Work to create a sense of institutional purpose and
community

o Address issues or problems when they arise

o Are rewarded for serving students within the confines
of their particular functional area or unit

o View diversity as the province of one or a few
designated people or office(s)

o Measure quality by speed of service in a unit or
quantity of students served

o Recognize that individuals experience environments differently
based on position in the organization, background, and identity

o Establish policies, structures, and practices that engage
differences for learning (i.e., be explicit about undertaking
coherent and comprehensive efforts to engage diversity to
achieve key learning outcomes)

o Offer and partake in regular professional development about how
to engage diversity for learning and build leadership skills to make
excellence inclusive

¢ Highlight contributions to student learning as well as quantity of
students served

o Form written goals and actions as units that contribute to inclusive
excellence, and are supported in these efforts

o Support a proactive, comprehensive, and collaborative approach
to making excellence inclusive

o Articulate, motivate, and guide action to achieve inclusive
excellence at each level of the organization

Proactively establish environments that foster engagement
with diversity

Align faculty/staff hiring, promotion, duties, and rewards
with the work of inclusive excellence in ways specific to
institutional mission and type

Hold units accountable for their progress in making
excellence inclusive

Direct resources toward the individual faculty and
departments that outline how they will integrate diversity
into their day-to-day practices and demonstrate progress
in doing so

Direct resources toward individual staff and units that
outline how they will integrate diversity into their day-to-
day practices and demonstrate progress in doing so
Establish communication channels to share successes as
well as setbacks in the movement toward inclusive
excellence

The Curriculum®

o Conveys well-established knowledge within the
confines of the classroom

o Emphasizes specialization in a discipline

o Focuses on majority Western cultures, perspectives,
and issues

o Assesses mastery of knowledge at discrete points in

time rather than cumulatively, over time

Values learning for learning’s sake

Emphasizes individual work

Promotes analysis and objectivity

Emphasizes what an educated person should know

o Facilitates learning through in and out of class experiences

o Fosters informed probing of ideas and values

o Emphasizes cultural complexity, a range of cultures and
identities, and global issues

o Values practical knowledge and experiential learning as well as
the integration and application of knowledge over time

o Values collaborative construction of knowledge and learning,
particularly in equal status diverse groups

o Draws on relevant personal experience of students and others
alongside third-person sources

o Emphasizes where to find needed information, how to evaluate
its accuracy, and how to put knowledge into action

o Assesses students’ learning directly, over time, and with tools
that reflect and engage different learning styles and strengths

Articulates aims and outcomes for student learning that
make engagement with diversity central rather than
peripheral or optional

Links to advising to help students understand intended
outcomes for learning and charts a curricular and co-
curricular plan for a coherent course of study

Engages diversity in ways specific to institutional mission
and type

Helps foster an environment that ensures the educational
benefits of diversity are derived through the learning
process

Fosters knowledge application to real-life problems in
ways that consider how context, history, and different
values and experiences shape the solutions derived and
the insights developed

5 The curriculum section is adapted from the chart, “Organizing Educational Principles,” in Greater Expectations (2002).




Traditional Notions Of Excellence

Inclusive Notions Of Excellence ALSO Include:

Attaining Inclusive Excellence - Institutional Hallmarks

The Institutional Environment

Has low faculty/student ratio

Has selective student application/admittance ratio

Attains high retention and graduation rates

Possesses extensive laboratory and library resources

and state-of-the-art facilities

o Houses “signature programs,” such as living/learning
programs, that serve subsets of students

o Involves board and alumni in enacting institutional
goals/mission

o Receives support from legislators and general public
regarding institutional mission

o Has designated office(s) collect data for internal and

external reporting purposes

Fosters a campus culture where diversity is essential to
intellectual and social development

Works to create coherence among the institutional mission and
vision, policies, and practices in the curriculum and co-
curriculum

Uses facilities strategically and intentionally to support student
learning and development

Receives support from external constituencies® in achieving
inclusive excellence

Recognizes historical legacy with regard to discrimination and
seeks to teach about it and redress lingering effects”

Makes signature programs and experiences available to all
students and demonstrates that they foster desired learning
outcomes

Ensures that students from all racial/ethnic groups fare well in
traditional markers of excellence

Ensures that historically underrepresented students are, at
minimum, proportionately represented in competitive
scholarships, honor societies, and other “honors” activities
Constituents across campus and at all institutional levels collect,
analyze, and use data for educational and institutional
improvement

o Has leadership that is strong, consistent, and clear about
sustaining efforts to engage diversity for learning and
knowledge development

e Engenders campus-wide discussion of what inclusive
excellence means in that specific context and how it can
be enacted by different programs and units

o Places diversity and inclusion at the center of the
institution’s mission, curriculum, and articulated student
learning outcomes

o Connects with larger communities in ways that engage
diversity in ways specific to institutional mission and type

e Promotes goals for inclusive excellence in measurable
terms so as to track and reward progress and provide
training and development where needed

¢ Supports training and development based on assessed
needs

o Collects and uses data disaggregated by relevant social
identity dimensions as part of robust assessment of
student learning

¢ Directs resources to ensure achievement of key learning
outcomes in ways that engage diversity throughout
students’ educational experiences

o Has developed capacity to engage diversity in the service
of student achievement of learning outcomes, in the
service of scholarship, and in contributions to the campus
community

Reference

Williams, D. A., J. B. Berger, & S. A. McClendon. 2005. Toward a Model! of Inclusive Excellence and Change in Postsecondary Institutions. Washington, DC: Association of
American Colleges and Universities. www.aacu.org/inclusive_excellence/pdfs/Williams_Final.pdf
Association of American Colleges and Universities. 2007. College Learning for the New Global Century

6 Alumni, business and local communities are among these constituencies.

7 The historical legacy dimension described here builds on the work of Hurtado, Milem, Clayton-Pedersen and, Allen (1998, 1999).
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2009 BOARD OF REGENTS MEETING SCHEDULE

February 5 and 6, 2009, in Madison

March 5, 2009, one-day meeting in Madison

May 7 and 8, 2009, hosted by UW-Milwaukee

June 4 and 5, 2009, in Madison

July 9, 2009, one-day meeting in Madison

September 10 and 11, 2009, hosted by UW-Whitewater
October 15 and 16, 2009, hosted by UW-Eau Claire

December 10 and 11, 2009, hosted by UW-Madison
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