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Report of the Diversity Task Force
30 June 2000

DIVERSITY AT RHODES?

In 1999-2000, Rhodes had 1496 students, of whom 61 (4%) were African Americans.

In 1999-2000, Rhodes had 42 housekeeping and groundskeeping staff, of whom 42
(100%) were African Americans.

In 1999-2000, Rhodes had 122 full-time faculty members, of whom four (3%) were
African Americans. None of these four faculty members was tenured or on a
tenure-track contract.

African American students and faculty, along with their family members, have

reported
frequent and consistent problems of harassment by Rhodes campus safety staff.

Students and faculty at Rhodes in overwhelming numbers expressed the concern that

efforts to address the issue of diversity will prove futile, as such discussion has

done in the past. This concern was not raised to question the value of opening the

college’s doors to a more diverse population, but rather to question whether the
Diversity Task Force’s recommendations would be taken seriously.
Many students and faculty question the college’s commitment to diversity and

express



the opinion that it has sufficient resources to accomplish the goals it truly desires.
Many African American students have considered leaving Rhodes.
Most of the college’s academic departments have little or no ethnic/racial diversity.
Some have no gender diversity.
Students and faculty generally agree that interactions with persons from different

backgrounds and with different points of view are vital to a liberal arts education.

THE DIVERSITY INITIATIVE

The lack of diversity in the Rhodes community is a long-recognized but seldom-
addressed phenomenon that has characterized the college for many years. In his first year
as the college’s President, Dr. William Troutt asked a group of students, faculty,
administrative staff, and trustees to come together to serve as the college’s Diversity Task
Force. This group’s charge was to identify the barriers to diversity at Rhodes --
particularly in regard to ethnic/racial diversity, with an emphasis on African American
representation -- and recommend methods to eliminate those barriers; its focus was to be
the college’s students, faculty, and administrative staff. Since the President has chosen to
address this issue through the creation of the Diversity Task Force, it is imperative that
the Rhodes community deal effectively with the barriers to diversity that exist on our
campus in a timely and energetic manner. It is to that end that the members of the

Diversity Task Force have created this document.



Although we have focused our information-gathering and our document primarily on the
three groups mentioned in the President’s charge (students, faculty, and administrative
staff), we have also come to realize that it is imperative to expand our charge to include
non-administrative staff. Since they were not included in our original charge, we did not
seek input from non-administrative staff at this time; however, as they clearly are an
important and visible part of the campus community, and since issues of diversity are
clearly connected to the non-administrative staff as well as the other groups mentioned,

we have included some discussion of non-administrative staff.

Prior to the writing of this document, the members of the Diversity Task Force met with a
number of campus student groups (Rhodes Student Government, Interfaith Circle, Black
Student Association, Panhellenic Council), faculty (in an open forum), and administrative
staff (Dean of Academic Affairs, Director of Human Resources). Many students and
faculty also responded to a number of questions about the Task Force and its charge
which were posed in an article in the Sou’wester and in general e-mailings to students
and faculty. It is important to note that each of the student groups and most of the
individual students who responded to our questions, as well as the faculty group with
whom we met (comprised of about 30 full-time faculty members who came to our
forum), observed that while the issue of diversity had been talked about for years on the

Rhodes campus, nothing at all had been done to address the issue in a meaningful way.

Rhodes’ problems in regard to diversity generally can be summed up in two words:

image and inertia. More than anything, Rhodes’ image as a conservative institution that



does not welcome diversity serves to foster a situation in which prospective students,
faculty, and staff who do not conform to the majority identity often choose not to seek
admission to the Rhodes community. Rhodes is still regarded by many as a place where
Black workers wear uniforms and push brooms, while White workers wear suits and push
pens. This image must be changed. Inertia -- whether wilful or not, whether promoted
by fear or apathy -- has prevented the actions that would allow this image to be changed.
With the creation of the Diversity Task Force, an effort has been made to overcome that
inertia. If the college can maintain forward momentum in this regard, it can work to
overcome its negative image in regard to diversity. If it does not maintain this
momentum, inertia will be victorious and the college’s negative image in regard to

diversity will remain; cynicism and frustration will flourish on our campus and beyond.

Research published in the National Association of Student Personnel Administrators’
“Diversity on Campus: Reports from the Field” (Washington, D.C., 2000) bears this out,
as can be seen from this statement: “Although generally positive and optimistic by nature,
students tend to detect quickly whether their college or university is making a genuine
commitment to diversity as a positive campus value. Students are frankly disdainful of
‘paper missions’ and want to see substantive proof that their institutions are making a

serious effort to create a diverse and accepting community.”

Action -- rapid action that will send a strong message to those who see Rhodes as not
welcoming to diversity -- is imperative. This action must be both meaningful and

symbolic; that is, it must promote real change at Rhodes as well as being highly visible to



the world beyond our gates. It must be powerful enough to change the college’s image so

that Rhodes will come to be an institution that truly embraces diversity.

Action requires resources. Unless Rhodes devotes significant resources to this diversity
initiative, inertia and cynicism will triumph. The members of the Diversity Task Force
realize that the college’s resources are not infinite; however, commitment of resources is
proof of commitment to the effort and the ideal. We are hopeful that the college, and
particularly the Board of Trustees, will seek creative means to find the resources
necessary to implement our recommendations. This must not be a one-time allocation,

but should represent an ongoing commitment from the college.

Diversity means different things to different people. In the context of the college,
diversity is primarily seen as encompassing differences of race and ethnicity, religion,
sexual orientation, geographical background, and socio-economic background. The
members of the Diversity Task Force are eager to see Rhodes become more diverse in all
these areas. However, given the college’s location in Memphis -- a city that has a
predominant African American population and which was the site of the assassination of
our nation’s most eminent Civil Rights leader, we have chosen to focus on racial
diversity. It is important to note, however, that many of our recommendations can serve
to break down barriers to many kinds of diversity; that is, not all of them are specific to

racial diversity.



Rhodes aspires to become one of the finest colleges of the liberal arts and sciences in the
world; in this effort, the college asserts that it will offer students (as one of several skills
to be obtained at Rhodes) “an informed understanding of the world.” Yet the college’s
outlook is often provincial rather than worldly. Most faculty members believe that
exposing students to what the rest of the world look, acts, and thinks like is one of the
best things they can do as educators, and vital to a liberal arts education. The members of
the Diversity Task Force strongly endorse this opinion, and firmly believe that Rhodes’
students, faculty, and staff would benefit from greater exposure to diversity in regard to
many factors, especially racial/ethnic identity (particularly African Americans, Hispanic
Americans, Asian Americans, and Native Americans), religious identity, sexual
orientation, socio-cultural background, geographical background, and foreign citizenship.
Homogeneity supports provincialism and is increasingly anachronistic in our society.
Further, it promotes homogeneity of thought -- the very antithesis of what a liberal arts
education, which promotes openness and progressiveness, seeks to do. The conservative

nature of homogeneity has a negative effect on free and open discourse at Rhodes.

Rhodes’ historic affiliation with the Presbyterian Church, a very important part of its
identity, should not be neglected in this consideration of diversity. In its covenant with
the Presbyterian Synod of Living Waters, Rhodes is obligated “to work toward the
effective recruitment of racial ethnic persons at every level of the college’s life.” This is
clearly stated in the college handbook -- the only statement in that publication which
celebrates diversity -- and provides a rationale for many of the suggested policies

outlined below. Such a moral imperative indicates that Rhodes can and should play a



role in advancing opportunites for minorities by making a college education -- regarded
as a key component to advancement in modern American society -- open to persons from

all types of backgrounds.

Diversity has both friends and enemies at Rhodes. Many persons are comfortable with
the status quo, and find any threat to it disturbing. Others fear that commitment of the
college’s resources to this effort will mean fewer resources for other projects. Those who
support diversity fear that the college is not truly committed to this effort, and that the
only result will be increasing frustration and bitterness. The members of the Diversity
Task Force believe that this initiative must succeed, or the frustration and anger created
by what will be regarded as wasted effort will be deleterious to the campus community.
For this reason, it is imperative that the President and the Board of Trustees show their

commitment to the task of creating a more diverse community at Rhodes.

WHY IS IT IN RHODES’S BEST INTEREST TO INCREASE DIVERSITY?

In order to answer the question of why it is in the college’s best interest to focus on
increasing diversity, it is necessary to consider the costs associated with failing to become
more diverse. One very important component of this has to do with how the college is
perceived by current and potential students, faculty, and administrative staff, both from
minority and non-minority backgrounds. The current perception of the college, as
described by many of the groups with whom members of the Diversity Task Force met, is

that Rhodes is a place that welcomes and caters primarily to White, upper-class students



from predominately Protestant backgrounds. Several aspects people identified as
illustrating this include the lack of diversity of the student body, the lack of diversity on
the faculty and administrative staff, and a housekeeping and groundskeeping staff that is
entirely African American. In several of the group discussions, people stated that the
college is seen as a place where a homogeneous body of students come in order to
interact with others like them in a “country club setting.” Further, several people noted
that Rhodes students are seen as interacting with people who are different only when they
(students) are being served by them, having their (students’) rooms cleaned by them, or
when they (students) leave campus to “serve” those different people for a few hours per
week through various volunteer activities. Clearly, this is not true of our entire student
body or of the people with whom they interact, but many of the people with whom we
spoke seemed to feel that Rhodes students are learning damaging messages about the

roles, abilities, and value that minority and non-minority people have in our society.

This perception issue is an important one, not only for students, but for faculty and staff
as well. For example, it is equally important that faculty seriously consider the role that
diversity plays in their vision of what kind of place they want the college to be and how
they want it to be perceived. It also seems critical that in order for this to be effective,
this consideration of diversity must take place in an environment where non-minority
faculty interact with minority faculty on an equal level. This would help to ensure that
minority faculty would feel comfortable challenging non-minority faculty on issues such
as how the college defines itself and how diversity should be integrated into the

curriculum.



The perception of the college described above is consistent with the Diversity Task
Force’s belief that the college lacks racial diversity, and that if it continues on its current
trajectory, it is unlikely to be viewed as a place that welcomes people of diverse racial
backgrounds any time in the foreseeable future. Further, it is our opinion that unless the
college demonstrates that it is committed to creating a more diverse campus community,
it will continue to have extremely low numbers of minority students, faculty, and
administrative staff. In the remainder of this section we will further examine the costs
associated with having low numbers of diverse students, faculty, and administrative staff
that were identified in our meetings with different members of the campus community.
Specifically, the following four costs will be discussed: (1) a decreased pool of
prospective students, (2) a limited educational experience for our students, (3) the
difficulties in attracting and retaining African American faculty, and (4) remaining

removed from the area’s African American community.

Although this section will focus on racial diversity, the Diversity Task Force recognizes
that diversity ultimately should be defined in much broader terms. As has been
mentioned, however, our charge is to focus primarily on racial diversity, specifically
focusing on African American representation at the college. Further, it is our opinion that
historical and geographical factors make increasing the numbers of African American
faculty, students, and administrative staff at Rhodes the most pressing issue to address at

this time.



A Decreased Pool of Prospective Students

One of the most important reasons for Rhodes to increase diversity on our campus is that
by not doing so, we are decreasing our pool of prospective minority students, as well as
non-minority students who value a diverse campus. Indeed, the members of the Diversity
Task Force believe that the creation of a more diverse community is vital to Rhodes’
survival as an excellent liberal arts college. This belief is borne out by an examination of
those institutions to which Rhodes would like to compare itself in its mission to become
the one of the finest colleges of the liberal arts and sciences in the world. These colleges
and universities generally have a much higher percentage of minority students than does
Rhodes. Rhodes has fallen behind in this important effort, and now must make diligent
efforts to remedy this situation. If it does not do so, it will come to be seen as
increasingly irrelevant to -- and removed from -- the concerns of an increasingly diverse

society.

In an important new study, described recently in The Chronicle of Higher Education, the
Educational Testing Service of Princeton, New Jersey stated that by 2015, enrollment at
colleges and universities in the United States will increase by 19% to a total of 16
million. The vital statistic to note in this study is that the bulk of that growth -- 80% --
will be accounted for by minority students, particularly African Americans, Hispanic
Americans, and Asian Americans. The percentage of White students will decline (to
about 62% of the total), despite a modest increase in the actual number of White students

attending college.



At a time when all schools are competing for the best students, it is imperative that we
identify factors that might increase our chances of attracting the best minority students.
Two factors that may play a role in a minority student’s decision to attend a small liberal
arts college are the college’s reputation and its commitment to diversity. Perhaps the first
place that students and parents turn for this information is the U.S. News and World
Report’s annual assessment of colleges and universities. The Rhodes community also
values the information in the U.S. News and World Report, as is is discussed in the most
recent accreditation report for the Southern Association of Colleges and Schools (SACS)

as informing our recently revised list of 50-college peer group institutions.

When prospective minority students and their parents seek information on the ranking
and racial/ethnic make-up of liberal arts colleges, those schools listed in the top tier (i.e.,
top 40 schools) in the U.S. News and World Report likely receive a good deal of
attention. Further, as many of those schools are not in the South, it is possible that
prospective minority students in the southern region, and any who are interested in
attending college in the South or an urban center, might also consider Rhodes as a
potential college and compare Rhodes to those schools in regard to the variables that they
deem important. It is quite probable that one of the variables on which comparisons are
made is diversity of the college campus in terms of the racial make-up of the student

body.



To give a sense of how minority students interested in diversity might perceive some of
these top-tier schools as compared to Rhodes with respect to the racial make-up of the
student body, the members of the Diversity Task Force selected all of the top-tier schools
located in cities or major cities and compared them to Rhodes in regard to the number
and percentage of African American students and the total percentage of minority
students (see Table 1). All of these 14 schools are also among the 50-college peer group
institutions identified in the SACS report. To supplement the data provided by the U.S.
News and World Report, we also obtained diversity information from the 1998 Integrated
Post-Secondary Education System (IPEDS) which is one of the reports given to the U.S.
Department of Education. We should note that the number of African American students
presented for Rhodes in these tables (53) is slightly different from that presented on the
front page of this report (61) because the latter represents the 1999-2000 academic year.
The information below presents the 1998 data for Rhodes in these tables in order to be
consistent with the time frame from which the data were available for the comparison

schools.

The information in Table 1 indicates that of the four top-tier institutions located in major
cities (as Rhodes is located), the percentage of minority students ranges from 17% to
48% as compared to Rhodes with 9%. Additionally, when considering African American
students, although the percentages of students at these four institutions are equal or only
slightly larger than at Rhodes, the numbers of African American students are greater at
these institutions than at Rhodes. Specifically, the numbers of African American students

at these four institutions range from 65 to 116 as compared to 53 at Rhodes. Taken



together, these greater total percentages of all minority students and overall larger
numbers of African American students create a climate where being diverse with respect
to racial background is less conspicuous and more of the norm. This is a climate that

clearly does not exist at Rhodes.

Two additional points also warrant attention when comparing Rhodes to these top-tier
institutions. First, the four urban institutions that we highlight appear to have taken
advantage of their metropolitan settings in terms of attracting minority students. Rhodes
has not been successful at doing this. Rather, Rhodes is doing worse than these four
institutions and most of the remaining ten institutions listed in terms of total percentage
of minority students despite most of these institutions being located in smaller, less
metropolitan settings. Second, we note that one of the concerns that was raised in the
majority of the meetings that we had with groups on campus was the idea that admitting
larger numbers of African American and minority students would lead to a lowering of
the college’s standards, which would in turn damage the college’s reputation and lower
its prestige. The statistics presented above do not support this hypothesis, as the schools
discussed above typically have larger numbers of African American and minority
students than Rhodes and are also ranked higher than Rhodes. It may be that part of their
ability to maintain standards has to do with attracting high quality students in general and
for many students, minority and non-minority, this likely means being attracted to

schools that are able to demonstrate a commitment to diversity.



Table 1: African American and total minority student population of all top-
tier schools located in cities or major cities as compared to Rhodes

School Location Setting | Total Percent Percent of

(Rank) number of | of student | student
African body that is | body that
American | African is minority
students | American

Wesleyan Middletown, | city 257 8.08 26.72

University CT

(10)

Smith College | Northampton, city 137 4.26 22.38

(13) MA

Colby College | Waterville, | city 36 1.97 14.04

(18) ME

Trinity College | Hartford, CT | major | 116 5.14 17.09

(22) city

Bates College | Lewiston, MH city 31 1.81 10.68

(23)

Macalester St. Paul, MN | major | 65 3.63 22.61

College (24) city

Barnard New York, | major |94 4.14 36.56

College (25) NY city

Colorado Colorado city 36 1.81 13.71

College (25) Springs, CO

College of the | Worcester, | city 71 2.55 10.18

Holy Cross (30)] MA

Lafayette Easton, PA | city 82 3.65 10.74

College (33)

Franklin and Lancaster, PA city 58 3.13 17.57

Marshall Colleg

(39)

Whitman Walla Walla, | city 18 1.30 13.19

College (35) WA

Lawrence Appleton, WI| city 15 1.21 12.63

University (40)

Occidental Los Angeles, | major | 85 5.32 47.53

College (40) CA city

Rhodes Memphis, TN major | 53 3.62 9.28

College city

Although Rhodes does aspire to compete with the top-tier schools of Table 1, the case

could be made that Rhodes, which is in the U.S. News and World Report’s second tier



and located in the South, is not in direct competition with them. For this reason, Table 2
(see below) presents those schools listed in the second of the U.S. News and World
Report ‘s annual assessment (the tier in which the publication places Rhodes) that are
located in the southern region. They are presented in alphabetical order, and not

according to any particular ranking.

When comparing Rhodes to schools in the U.S. News and World Report’s second tier,
those institutions that are in major cities have strikingly larger percentages of African
American students than Rhodes. Specifically, Agnes Scott and Millsaps have 18% and
8% of their student body identified as African American, compared to Rhodes with 4%.
Also notable is Birmingham-Southern, which is located in a city that in many ways
mirrors our own (e.g., the city’s history of Civil Rights battles, its majority African
American population). However, Birmingham-Southern has an African American
student population of 13%, which exceeds Rhodes by a 9% margin. Further, given that
the college gets a relatively large percentage of students from Alabama, and that
Birmingham-Southern has steadily improved its reputation over the past five to ten years,
it is likely that we are losing out on many minority students in Alabama who are opting to

go to Birmingham-Southern rather than Rhodes.

Rhodes does not aspire to be like other second-tier schools such as Agnes Scott,
Birmingham-Southern, or Millsaps, but to be better. However, students who consult the
U.S. News and World Report for information on schools in the second tier or those that

are in the South probably do consider these other schools to be our competition even if



we do not. It should also be repeated that it is not only African American and other

minority students that we are likely failing to attract. Rather, we may also be failing to

attract non-minority students who also value attending a college with a diverse student

body. This suggests that we are failing to attract those students, regardless of ethnicity,

who value diversity and who are willing to engage in the kind of effort necessary to

create a campus climate that embraces diversity.

Table 2: African-American and total minority student population of all
second-tier schools located in cities or major cities in the southern

region

School Location Setting | Total Percent Percent of
number of | of student | student
African body that i body that
American | African IS minority
students American

Agnes Scott Decatur, GA major 148 18.07 31.38

College city

Austin College | Sherman, TX | city 48 3.84 22.72

Birmingham- Birmingham, major 202 13.12 18.51

Southern AL city

College

Centre College* | Danville, KY | city 27 2.57 5.13

Furman Greenville, SC | city 136 4.54 7.12

University*

Millsaps College | Jackson, MS major 107 7.86 12.63

city

Randolph-Macon| Lynchburg, VA | city 47 6.86 20.44

Woman’s Collegg

Wofford College | Spartanburg, city 95 8.79 11.01

SC
Rhodes College | Memphis, TN | major 53 3.62 9.28
city

*Centre and Furman are also listed among the 50-college peer group institutions found in

the SACS report.




One final piece of information is presented below that is particularly important when
considering Rhodes’ ability to attract the best students in the Memphis area. On 29 May
2000, The Commercial Appeal published the biographies of 47 Memphis City Schools
high school valedictorians. This group included 16 African American students and 28
White students (based on photographs and first names, according to the faculty member
who compiled this data). The table below indicates the institutions which those

valedictorians plan to attend in the coming fall.

Table 3: Frequencies of Valedictorian Matriculations According to College

Ethnicity Rhodes | CBU TN Other/Outside
Universi- State
ty*

African 1 5 5 5

American

White 6 2 5 15

*any state university within Tennessee

There are a number of significant patterns to note from this information. Among these
valedictorians, African Americans were much less likely to go to school out of state than
were Whites, and they were much more likely to go to Christian Brothers University than
to Rhodes. Christian Brothers was able to recruit five of the 16 African American
valedictorians (31%), while Rhodes attracted only one (6%). This could be attributed to
Rhodes being a more selective college, but we notice that the reverse pattern occurred for
White students; Rhodes enrolled six of 28 White valedictorians (21%), whereas Christian
Brothers enrolled only two of 28 (7%). Again, one might say that we are not competing

with Christian Brothers, but the following analysis suggests that with respect to African



American students in Memphis, Rhodes definitely appears to be doing just that -- and
losing the competition.

Only one of seven (14%) Memphis City School valedictorians enrolled by Rhodes was
African-American, whereas five of the seven (71%) Memphis City School valedictorians
enrolled by Christian Brothers were African American. All of the African Americans
enrolled at Chistian Brothers had intended majors which are also available at Rhodes, so
it is clear that choice of major did not play a role in their decisions. It should be noted
that the faculty member who compiled this information carried out statistical analysis to

make certain that chance was not a significant factor in these calculations.

A Limited Educational Experience for Rhodes Students

A second major cost to not increasing diversity at Rhodes is that our students are
receiving a very limited educational experience with respect to learning how to interact
with diverse groups of people -- people who are different from them. Many of the
student groups and the faculty noted the changing racial demographics of our country and
how all people will need skills to successfully interact in a more multicultural
environment. Numerous students stated that they felt that they were not being fully
prepared and not learning how to function in the “real world” because of the lack of
diversity at Rhodes. Students also commented that they felt that part of what they expect
their liberal arts education to do is to make them more well-rounded than they were when

they came to college, with one aspect of this “well-roundedness” being exposure to more



diverse people. These students reported that they currently feel that Rhodes is failing

them in this regard.

Faculty also expressed serious concerns about the education that they are offering both
minority and non-minority students that often does not adequately address issues of
diversity. Specifically, faculty commented on such things as the difficulty associated
with trying to discuss issues of diversity with no minority students in a class, or even
worse, with one minority student in a class. Faculty also commented on the tremendous
pressure placed on the only minority student or few minority students in a class when
issues of diversity come up in class discussion. Additionally, faculty noted that the lack
of diversity at Rhodes seems to have a silencing effect in the classroom as students and
faculty seem hesitant to talk about these issues because of a lack of knowledge about how
to talk about them. Unfortunately, such a model that discourages dialogue in the
classroom about diversity runs the risk of teaching our students that this is not a topic that
warrants discussion. As a consequence, students who are on diverse campuses will likely
have a significant advantage over our students when they leave Rhodes with respect to
such things as how to engage in a discussion about diversity, how to negotiate a
relationship with someone from a racially different background, and how to intervene in
the workplace when issues of diversity need to be addressed. This lack of experience will
likely put our students at a great disadvantage as they leave Rhodes to compete in our

increasingly diverse society.



The American Council on Education’s “Does Diversity Make a Difference? Three
Research Studies on Diversity in College Classrooms” (Washington, D.C., 2000) makes
the point abundantly clear: “Racial and ethnic diversity increases the educational
possibilities of the classroom.” The converse was also found to be true: “The absence of
diversity from a classroom results in diminished educational opportunity.” These
assessments come from both students and faculty in the ACE study. The participants
agreed that classroom diversity has a positive impact on students’ cognitive and personal
development since it challenges stereotypes, broadens perspectives, and sharpens critical
thinking skills. The study found this to be true not only in more “obvious” disciplines,
but even in disciplines such as math, science, and accounting. As the ACE study points
out, “Exposure to others’ experiences and viewpoints made students more aware of their
own opinions and biases.” Diversity enriches the classroom experience, while lack of

diversity can have an impoverishing effect.

The Difficulty of Attracting and Retaining African American Faculty

Given the small pool of African American Ph.D.s, attracting potential African American
faculty is a difficult task for all schools. Historically, however, Rhodes has attracted
high-quality African American faculty, and some of those faculty have become tenured at
the college. Unfortunately, Rhodes has been unable to retain any of its tenured African
American faculty. Further, one of the reasons noted by several of those faculty for

leaving the college has been its lack of commitment to diversity, especially with respect



to increasing the numbers of African American students given Rhodes’ location in

Memphis.

Current African American faculty are also concerned about the college’s commitment to
diversity and whether or not it will be viewed as a priority. Specifically, concerns were
raised about the fact that Rhodes has only four African American faculty, none of whom
are tenured or on tenure-track appointments. It was noted that this would not be viewed
positively by potential African-American candidates who come to our campus for
interviews. In addition, this situation creates serious problems in retaining African
American faculty already on our campus. Unless efforts are put into place that
demonstrate a sincere commitment to diversity, it is very likely that recruiting and

retaining African American faculty at Rhodes will remain a significant problem.

Remaining Removed from the Area’s African American Community

Rhodes’ distant relationship with the African American community in Memphis was
touched upon most in the meeting with faculty and when discussing attempts to get
support from African Americans in the community to encourage African American
students to come to Rhodes. Specifically, faculty talked about being in the
uncomfortable position of trying to explain the college’s low numbers of African
American students, faculty, and administrative staff. Similarly, the difficulty that some
faculty and admissions staff have had in contacting guidance counselors at some of the

Memphis City Schools -- who feel that the college has a long history of neglecting them



and their students -- exemplifies the estranged relationship that Rhodes has with the

African American community in Memphis.

This type of relationship has ramifications for attracting African American students and
hiring potential African American faculty and administrative staff, as they are often
interested in the college’s relationship with the African American community in
Memphis. When they learn of this distant relationship, they may feel that this is
indicative of how they may be treated if they were to come to the campus. Further,
hearing about this relationship may be enough to dissuade some of those people from
coming to the college altogether as they may want to avoid being labeled as “sellouts” by
coming to an institution that is perceived as showing a lack of concern for cultivating true

partnerships with African Americans in its own community.

RECOMMENDATIONS

The most important of our initial objectives are to increase the number of minority
students, faculty, and staff at Rhodes, and to foster interaction and dialogue among
minority and non-minority groups. This would go a long way to help mitigate Rhodes’
negative image as unwelcoming to diversity. To the end of promoting greater diversity at
Rhodes, we offer a number of proposals, which are vital to the creation of a diverse
campus community at Rhodes. It is important to note that these proposals emerged from
the various discussions that the members of the Diversity Task Force have had with

students, faculty, and administrative staff.



The Diversity Task Force’s recommendations have been broken down into four basic
categories, but it is important to see that all of these recommendations are part of an
interlocking plan that requires the fullest possible implementation to be truly effective.
The recommended actions will complement one another. There are two important caveats
to keep in mind. First, the members of the Diversity Task Force have not been able to
examine all aspects of implementation and assessment of all our proposals. The persons
indicated as being of primary responsibility for particular proposals should study their
charge(s) and discuss implementation, modifications (when necessary), and assessment
with the members of the Diversity Task Force. Second, the members of the Diversity
Task Force realize that our proposals are by no means exhaustive. There certainly will be
other good ideas as to how to promote diversity at Rhodes, and we do not assume that we
have covered them all. The Rhodes community should continue to seek new ideas to

assist in the creation of a diverse campus.

STUDENTS

Student recruitment is central to the process of diversification. One of our first goals

should be the agressive recruitment of qualified minority students, particularly from the

Mid-South region. The following recommendations would assist in that effort.

Create a new full-time staff position in the Office of Admissions with the primary

responsibility of recruiting qualified minority students. This person would travel to



local and other high schools in an effort to mend relationships with local guidance
counselors (many of whom see Rhodes as unwelcoming to minority students), identify
promising students (even prior to high school), and work to recruit those who are
qualified to attend. In addition, this person would pay close attention to all steps of the
recruiting process, including follow-up, frequent contact with prospective students,
organizing on-campus programs, etc. This is particularly important, as current Rhodes
students have indicated that more personal attention during the recruitment process is
necessary in order to enroll more minority students at Rhodes. In addition, the Office of
Admissions requires more resources to do an effective job in recruiting qualified minority
students; hiring a new staff member in this position would provide more resources to the
Office of Admissions and also give the important task of minority student recruitment the
emphasis it deserves.

primary responsibility: Dean of Admissions & Financial Aid

time frame: to be completed within one year

Create work-study positions for minority students in the Office of Admissions.
These students would help in the process of recruitment, providing a “student’s
perspective” for minority students considering Rhodes and assisting the full-time
Admissions staff member mentioned above.
primary responsibility: Dean of Admissions & Financial Aid, Director
of Financial Aid

time frame: to be completed within one year



Examine all its recruiting materials, including the college catalogue and the college
web page, to make certain that they reflect the college’s desire for a diverse
community. This will require changes in these materials, and should be done with the
consultation of the full-time staff member in Admissions mentioned above, as well as the
director of the Office of Multicultural Affairs. There should be no attempt to disguise the
current situation and make Rhodes seem more diverse than it is, but rather an effort to
show that Rhodes is committed to diversity as a principle.

primary responsibility: Executive Director of Communications

time frame: to be completed within one year

Begin an experiment, announcing that for the next five years Rhodes will accept all
valedictorians and salutatorians from the Memphis City Schools, providing those
prospective students meet the criteria that Rhodes demands of all accepted students.
If the college were to announce such a policy, many excellent students who would never
have considered Rhodes might do so. This could help the college’s image as well as
identifying qualified students -- a process that should begin well before the final years of
high school. Indeed, a full-time staff person (in the Office of Admissions) focused on
minority recruitment could begin the process of identifying potential students through a
series of programs aimed at upper-level elementary and junior high students as well as
high school students. In this way, promising students could receive the necessary
information to help assure that they do meet the criteria (in regard to courses taken in
high school, etc.) that the college demands of all accepted students -- criteria established

by the Faculty Committee on Admissions in order to ensure the students’ probable



success at Rhodes. Rhodes could also seek to establish connections with the Teaching
Academy established by the Memphis City Schools; this would give the college access to
teachers of students who might be potential applicants, as well as promoting closer
interactions between Rhodes and the Memphis City Schools. The Office of Admissions
and Faculty Committee on Admissions should seek other means of developing a closer
relationship between the college and the Memphis City Schools.

primary responsibility: President, Dean of Admissions & Financial Aid,

Faculty Committee on Admissions

time frame: to be announced within one year and

implemented

for at least five years

Commit more resources to financial aid for minority students. This would be another
important public symbol of the college’s desire to promote diversity among its student
body, and would help a number of students -- no doubt including some of the city’s
valedictorians and salutatorians -- to attend Rhodes. Rather than seeing this as a “zero-
sum game” in which resources must be diverted from elsewhere for this purpose, Rhodes
should begin initiatives to raise funding for this purpose. The Board of Trustees could
play an important role in this effort, helping to improve the financial aid situation by
initiating campaigns to raise funds from local businesses (who benefit significantly from
a well-educated pool from which to hire), alumni, and others.

primary responsibility: Director of Financial Aid, Board of Trustees



time frame: to begin within one year and continue

thereafter

Recruitment is not the only issue to consider as far as students are concerned. College
atmosphere is an important element in both the recruitment and retention of minority
students. Rhodes therefore should support efforts to make the atmosphere more
welcoming of diversity. Many of our non-minority students have had little experience

interacting with minority students; college efforts in this regard are very important.

Include diversity/sensitivity training in the college’s orientation for first-year
students. Experts in this field should be brought to campus to lead programs for entering
students during orientation, as well as at other times in the school year for all students.
This would be another very public assertion that Rhodes is committed to diversity, and
would help to end the “conspiracy of silence” prevalent on our campus. It would also
help students work through the potential discomfort that they may initially feel in
discussions of diversity. In addition, the reviving of STARR (Students Talk About Race
Relations) could assist in promoting dialogue among Rhodes students about diversity.
primary responsibility: Dean of Student Affairs, Director of Orientation,
Director of Multicultural Affairs, Faculty
Advising Committee
time frame: to begin within one year and continue

thereafter



Reconsider all orientation and pre-orientation programs which quickly separate
people into homogeneous groups. Although this is done in order to promote retention,
it may actually be counterproductive in regard to sensitivity to diversity. Therefore, for
the sake of our goals, it may prove best to forego these types of programs.

primary responsibility: Dean of Student Affairs, Director of Orientation

time frame: within one year

Continue the practice of hosting minority weekend orientations for all interested
minority students. This program, done on a purely voluntary basis, enables all
interested minority students to have a special orientation opportunity that would
familiarize them with the college. It would also allow the college to understand some of
their concerns and views about attending Rhodes.

primary responsibility: Director of Multicultural Affairs

time frame: within one year

Defer fraternity and sorority rush to the second semester. This would prevent
students from immediate identification with a particular group, and thus would allow
them the freedom to forge a wider set of relationships on campus. It is important to note
that many student groups themselves made this suggestion when interviewed by the
Diversity Task Force; these students saw that early rush was a significant impediment to
diversity.

primary responsibility: Dean of Student Affairs, Director of Student

Activities



time frame: within one year

Encourage all student organizations, as well as all staff who sponsor student
programs, to be more inclusive in their activities. For example, the college’s
fraternities and sororities should be strongly encouraged to be involved in, and indeed
sponsor, at least some non-Greek activities. This would help to break down the

exclusivity of such groups, and promote greater openness to persons outside those

groups.
primary responsibility: Dean of Student Affairs, Director of Multicultural
Affairs, Director of Career Services,
Director
of the Counseling & Student Development
Center
time frame: to begin within one year and continue
thereafter

Promote greater involvement with study-abroad programs that would encourage
interaction with other cultures. To this end, the college should look beyond its
traditional programs -- all of which focus on Western Europe -- and create or strengthen
programs that involve less familiar parts of the world. In order for this to succeed,
Rhodes will need to allocate resources to study-abroad programs that send students to
such regions as Latin America, Asia, South Africa, and Russia.

primary responsibility: Director of International Programs



time frame: to begin within one year and continue

thereafter

Promote more multicultural events on campus, including events (concerts, theatrical
events, speakers, films, etc.) aimed at a diverse audience. Not only would this be
appealing to many minority and non-minority students, but it would promote interaction
with the members of the Memphis community who would be drawn to our campus by
these events. In particular, the college should continue to celebrate events such as Martin
Luther King, Jr., Day on an official college level and on a scale that shows the college’s
interest in a celebration of diversity and Civil Rights. All such events should be
publicized throughout the broader community, not simply on the Rhodes campus.

primary responsibility: Director of Multicultural Affairs, Director of

Residence Life, Faculty
time frame: to begin within one year and continue

thereafter

Facilitate focused exchanges with Lemoyne-Owen College, Rust College, and other
institutions in the Memphis area with significant minority populations. This would
enable Rhodes students, faculty, and staff to visit these campuses, and vice-versa, for the
purposes of joint class discussions, joint programs, etc. In this way, Rhodes students,
faculty, and staff would have a greater opportunity to interact with larger numbers of
minority students.

primary responsibility: President, Faculty



time frame: to begin within one year and continue

thereafter

Provide greater support for student organizations that focus on minority and
diversity issues, such as the Black Student Association and FOSTER (Forum on
Sexuality to Encourage Respect). These groups should not receive less funding than
other student organizations on the grounds that they deserve less monetary support
because their programs are not directed to the campus community at large. Their
programs are indeed open to the entire campus community; if non-minority students

prefer not to participate, that is their choice and not the choice of those organizations.

primary responsibility: Dean of Student Affairs

time frame: to begin within one year and continue
thereafter
FACULTY

A diverse faculty is necessary not only to help sustain a diverse student body, but also to
allow for true scholarly discourse and debate. Rhodes at present has few minority
faculty, all but one of whom are junior faculty on long-term-renewable contracts. This
perpetuates the negative image of Rhodes as an institution that does not welcome

diversity.



Hire at least one senior minority faculty member within the next two years,
preferably in the position of an endowed chair of African American Studies.
Different departments could compete for such a position (or positions), which could be
placed in a number of departments, the most likely being Anthropology/Sociology, Art,
Economics and Business Administration, Education, English, History, Music,
Philosophy, Political Science, Psychology, Religious Studies, and Theater. Such
positions could also be beneficial in helping to strengthen (as well as diversify) the
college’s smaller departments. Just as important, they would provide an immediate
change at Rhodes, including the development of an important element of leadership
among minority faculty. The position should be tenured at the rank of associate professor
or full professor. In the interim years before this faculty member is successfully hired,
and perhaps beyond, Rhodes should also make efforts to increase faculty diversity
through a rotating (among departments) visiting professorship, also at the rank of

associate or full professor.

primary responsibility: President, Dean of the College, Department Chairs,
Faculty
time frame: to be completed within two years (the first
year to

define the position and determine its
placement, the second to carry out the

search)



Encourage departments to seek out and recruit qualified minority candidates.
Departments should advertise their available positions in publications that are typically
read by minority candidates, and members of departments should use their personal
contacts (with professors at various graduate programs) to help identify potential
minority candidates and encourage them to apply for positions here. It might be
advisable, in the early years of this process at least, to consider the hiring of consultants
to assist in such searches, or to consider sending department chairs on recruiting missions
to graduate programs where it has been determined that potential candidates will be
found. The simple placement of advertisements in mainstream publications and emphasis
on recruitment at professional meetings does not seem sufficient if the college is serious
about a real effort to recruit minority faculty. The administration should consistently

convey to search committees the importance of seeking and attracting minority

candidates.
primary responsibility: Dean of the College, Department Chairs, Faculty
time frame: to begin immediately and continue thereafter

Make certain that each year at least one department makes use of the William
Randolph Hearst Minority Fellowship. This fellowship allows minority Ph.D.
candidates to come to Rhodes to teach two courses (one per semester) and continue work
on their dissertations. This is an excellent method through which to increase diversity on
our campus, and could be used by any department. In addition, the college should
investigate the possibility of increasing the number of such fellowships available in any

given year.



primary responsibility: Dean of the College, Department Chairs, Faculty

time frame: ongoing

Seriously consider the elimination of the widespread use of long-term-renewable
contracts. These contracts have had many deleterious effects on the college, including
the narrowing of its pool of faculty applicants, since many prospective faculty members
prefer -- and seek -- a tenure-track position. Of particular interest to the Diversity Task
Force is the significant problem created by the fact that most of Rhodes’ minority faculty
are on such contracts. This suggests to these faculty members, and to the Rhodes
community in general, that such faculty are expendable and not deserving of the
commitment that tenure brings. To say that almost none of our minority faculty can even
aspire to tenure is extraordinarily damaging, and suggests that minority faculty will rarely
be in positions of leadership on our campus. Long-term-renewable contracts make
Rhodes less able to compete in attracting any type of candidates, particularly minority
candidates for whom competition can be fierce.

primary responsibility: President, Dean of the College, Board of Trustees

time frame: to begin within one year

Reconsider the language the college uses in the recruitment of faculty and in its
public statements of mission/purpose. This is particularly important in regard to
religious diversity. Non-Christian faculty (and perhaps even non-Protestant faculty) can
be made to feel uncomfortable by some of that language, which plays an important

symbolic role, and so may elect not to apply for a position at Rhodes that would



otherwise be attractive to them. Such language could be -- and has been -- seen by
potential applicants as a screening device to keep out faculty who would not fit
comfortably into the majority culture. Someone looking at a position that has been
advertised by Rhodes could without difficulty infer from the college’s use of language (in
publications, job advertisements, etc.) that, despite a few protestations to the contrary, the
college has little interest in minority candidates.

primary responsibility: President, Dean of the College, Board of Trustees

time frame: to begin within one year

Encourage the college’s faculty, through incentives, to create or strengthen study-
abroad programs that would send students to parts of the world (such as Latin
America, Asia, South Africa, and Russia) that are currently not well-served by the
college’s established study-abroad programs. The college should seek creative
methods through which to allow appropriate faculty to spend time abroad working with
such programs. At present, most of our study-abroad programs focus on Western
Europe; these programs receive the lion’s share of the college’s attention, publicity, and
resources in regard to study-abroad. This promotes a type of “international
provincialism” that is not encouraging of diversity. Students should be encouraged to
engage cultures significantly different from their own.

primary responsibility: Dean of the College, Director of International

Programs, Faculty
time frame: to begin within one year and continue

thereafter



Encourage faculty to initiate and/or continue bridge-building efforts with the area’s
African American community and other minority communities through schools,
churches, organizations, etc. Several Rhodes faculty have already initiated such
contacts; these faculty should be recognized for their contributions and their experiences
publicized. The college should seek ways in which to encourage those faculty members
to share their experiences with other faculty in order to inform them and encourage them
in similar bridge-building efforts.

primary responsibility: Dean of the College, Faculty

time frame: ongoing

Provide diversity/sensitivity training workshops for faculty as well as students.
Many Rhodes faculty worry that they are insufficiently sensitive to legitimate diversity
concerns, and would welcome the opportunity to work with outside facilitators to address
some of those fears -- and means to overcome them. Diversity/sensitivity training should

be made part of the required faculty events at the beginning of each academic year.

primary responsibility: Dean of the College
time frame: to begin within one year and continue
thereafter

STAFF



Seek greater diversity in the college’s staff at all levels. To that end, advertisements
for staff positions should be placed in a broader number of publications. For example, in
national searches, advertisements should be placed in publications geared toward
minorities, such as Black Issues in Higher Education, as well as more typical publications
such asThe Chronicle of Higher Education In local searches, Rhodes should make
greater efforts to make certain that advertisements are placed where they are more likely
to be seen by minority candidates, and could also make use of personal connections to
seek qualified minority applicants. In addition, advertisements should communicate the
message that the college is interested in promoting diversity -- something that other
institutions routinely do. The argument that such a message could lead to legal
entanglements suggests little more than a lack of creativity in the use of the appropriate

languge for advertisements to convey that message.

primary responsibility: Director of Human Resources
time frame: to begin within one year and continue
thereafter

Rhodes’ negative image in regard to diversity is strongly promoted by the implicit
acceptance of prescriptive roles, in which certain work is seen as more appropriate to
majority workers, while other work is seen as more appropriate to minority workers; this
is made explicit to any and all observers by the fact that while Rhodes’ administrative
staff is almost exclusively White, its groundskeeping and food service staff is almost

exclusively Black. The college must challenge this idea of prescriptive roles.



Diversify the college’s groundskeeping and housekeeping staff by hiring some
majority applicants when positions become available, and by creating work-study
positions in these areas, through which non-minority students would work in
housekeeping, groundskeeping, and (if possible) food services. The presence of a
uniformly minority groundskeeping and housekeeping staff promotes the notion of
prescriptive employment -- that certain jobs are best suited for certain groups. Rhodes
must challenge this idea. Having work-study students work in these areas would also
help in eliminating the “visible invisibility” and general silence concerning the

groundskeeping and housekeeping staff.

primary responsibility: Director of Human Resources, Director of Financial
Aid
time frame: to begin within one year and continue
thereafter

Expand the diversity/sensitivity training that the college provides for campus safety
staff to include other staff members, and work to improve the college’s
diversity/sensitivity training programs for campus safety staff. Many Rhodes
minority students have reported embarrassing incidents in which they or their family
members were treated inappropriately by safety staff simply because of their appearance.
Such occurrences serve only to fortify the negative image of Rhodes as an institution that
does not welcome diversity. The college’s fence and guardhouse are already off-putting

to many visitors; Rhodes must make every effort to make certain that campus safety staff,



and other employees as well, act in such a way as to mitigate the image promoted by the

fence and guardhouse.

primary responsibility: Director of Human Resources, Director of Campus
Safety
time frame: to begin within one year and continue
thereafter

OTHER RECOMMENDATIONS

Develop a public diversity policy which indicates clearly that the college values
diversity and seeks to foster an atmosphere of tolerance and cooperation -- an
atmosphere in which prejudice (particularly in regard to race and ethnicity, gender,
religion, and sexual orientation) is actively discouraged and diversity is actively
celebrated. It would be helpful if the President would use this policy as the centerpiece
of a more general essay which could be published and then used to inform alumni, friends
of the college, local high school guidance counselors, and others of the college’s
commitment to increasing diversity. The college’s diversity statement must be well-
publicized in order to be effective. The President should add “diversity” to his list of
goals for the college, and include a statement on diversity within the catalogue’s section
on “Rhodes’ Educational Ideals.” The American Council on Education’s “Does
Diversity Make A Difference? Three Research Studies on Diversity in College
Classrooms” indicates that tolerance and diversity are central to the mission statements of

well over half of the nation’s top liberal arts colleges. Part of Rhodes’ efforts in regard to



the development of a public diversity policy should be the inclusion of a commitment to
tolerance and diversity in the college’s mission statement.
primary responsibility: President

time frame: to be completed within one year

Develop a committee of the Board of Trustees whose function is to promote diversity
at the college. Such a committee would be particularly important in efforts to increase
funds for financial assistance to minority students and to hire minority faculty.

primary responsibility: Board of Trustees

time frame: to be completed within one year

Seek methods through which to diversify membership of the Board of Trustees.
This would send an important message to the Memphis community, and would also help
to create ties with various minority communities within the Memphis area, such as the
African-American and Indian-American communities.

primary responsibility: President, Board of Trustees

time frame: within one year

Ask the Faculty Educational Development Committee to examine ways in which the
college curriculum could be used to help promote diversity. In particular, this
committee could promote conversations among Rhodes faculty about incorporating
diversity issues into appropriate classes -- conversations which could also include outside

facilitators. Also, in its examination of the college’s general degree requirement, the



committee could consider the addition of a required course to be selected from a group of
designated “multicultural experience” courses. For example, Rhodes could require each
student to take a course in which he/she engages another culture; this would not require
that new courses be created, as many such courses already exist. This is somewhat
different from an earlier proposal for an “international experience” course, since that
proposal would have allowed non-minority students to fulfil this requirement by a study
of modern England, for example, but not by a study of Native American or African

American cultures.

primary responsibility: Faculty Educational Development Committee
time frame: to begin within one year and continue
thereafter

Follow the careers of promising minority alumni who, after completing graduate
programs at other institutions, could be recruited to return to Rhodes as faculty or
staff. This could include economic support for outstanding minority graduates, in order
to facilitate their graduate studies; such support could be tied to an expectation that these
students, once finished with their graduate programs, would return to Rhodes for at least
one year to teach or work.

primary responsibility: Faculty, Administration

time frame: ongoing

Make certain that the college’s news publications focus on the issue of diversity

through articles on the Diversity Task Force’s report, recruitment efforts, etc., as



well as editorials by the college president and others. In addition, Rhodes should
make certain that its efforts in this regard (hiring of minority faculty, programs, etc.) are
well publicized in all forms of the local media, so that the message that Rhodes is making

progress in the area of diversity will be disseminated throughout the Memphis

community.
primary responsibility: Executive Director of Communications
time frame: ongoing

Encourage the Clough-Hanson Gallery to develop exhibitions that promote diversity
through the display of works by minority artists or associated with minority
cultures. This would serve as a public symbol of the college’s interest in, and

commitment to, cultural diversity.

primary responsibility: Director of the Clough-Hanson Gallery
time frame: begin within one year and continue
thereafter

Maintain the Diversity Task Force in order to monitor the college’s efforts to
implement the recommendations set forth in this report and also to make further
recommendations when needed. The members of the Diversity Task Force are
committed to the monitoring of the college’s progress in regard to this diversity initiative.
To this end, and since the entire campus “picture” is important to the college’s efforts to

create a more diverse community, we wish to expand our charge to include the college’s



non-administrative staff as well -- in other words, to include the entire Rhodes

community.
primary responsibility: President, members of the Diversity Task Force
time frame: ongoing

Make this report available to the Rhodes community: students, faculty, and staff, as
well as the Board of Trustees. If the college is truly committed to diversity, it must
engage in this project openly. To that end, this report should be distributed in some

format to the entire college community.

primary responsibility: President
time frame: immediately
CONCLUSION

The members of the Diversity Task Force seek responses that address the above
recommendations not only from the President and the Board of Trustees, but also from
the faculty and other members of the Rhodes community, and seek their assistance in
making certain that these recommendations are carried out in an effective and timely
manner. We will, at the President’s suggestion, continue to serve as an advisory and

oversight body to monitor the college’s progress in regard to those recommendations.

Respectfully submitted,

Michael R. Drompp, Associate Professor of History, Chair
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Beth Simpson, Trustee

Midu Bagrodia, Student, Class of ‘01

Naomi Long, Student, Class of ‘02
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