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Development or expansion of programs to improve the recruitment and 
retention of minority students has been and continues to be an important 
initiative for student affairs professionals. In a 1988 survey of chief student 
affairs officers in region 4 of the National Association of Student 
Personnel Administrators, 89 percent of the respondents indicated that 
their institutions sponsored cultural diversity programs (Jones, Terrell, and 
Duggar, 1991). However, success in finding enough additional funds in the 
institutional budget during this current period of downsizing and cutbacks 
seems unlikely. External funding may yield an appropriate supplement to 
institutional funds or an alternative source of financial resources to 
adequately fund programs designed to assist minority students. 

Cultural diversity can be defined in many ways. Levine (1991) 
presented four definitions: raising the numbers of underrepresented 
students and faculty, offering compensatory education and support 
services, encouraging participation in cocurriculum activities, and creating 
a tolerant campus culture. 

This chapter begins with an exploration of the relationship between 
the role of external funding and the level of institutional commitment to 
cultural diversity. Then, grant sources such as government agencies and 
corporations that have targeted funds for cultural diversity programs in 
higher education are described. Next, we examine elements of successful 
recruitment and retention programs for minority students that are 
frequently cited in the literature. Finally, we report the results of a survey 
research study on the funding sources of cultural diversity programs at 
U.S. research universities. 
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The increased number of proposals for competitively based funds points to a 
need to increase the quality and quantity of proposals developed by student affairs 
staff. It also points to a greater need for student affairs units to use and cooperate 
with the institutional office of sponsored programs. The student affairs 
administrators in our study also identified a lack of training opportunities for 
student affairs staff in proposal development. Student affairs administrators must 
take a more active role in the governance issues relating to disbursement of 
recovered indirect costs, development of rewards systems for individuals and 
units who develop proposals, and expansion of institutional efforts to secure 
extramural funds. 
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E. McNair Post-Baccalaureate Achievement Program, and Staff Training and 
Program Evaluation. Both Upward Bound and Talent Search reach out to 
students in high school. Upward Bound provides instruction in English, 
mathematics, and science on college campuses after school, Saturdays, and 
during the summer. Talent Search attempts to reduce dropout rates by helping 
students complete admission and financial aid applications for college. 
Educational Opportunity Centers provide low-income adults with information 
about postsecondary education opportunities. The goal of Student Support 
Services is to increase college graduation rates by providing tutoring, 
counseling, and remedial instruction. The purpose of the Ronald E. McNair 
Post-Baccalaureate Achievement Program, named for an astronaut killed in the 
1986 space shuttle explosion, is to encourage low-income and minority 
undergraduates to consider careers in college teaching and to prepare them for 
doctoral study. 

Another federal grant source, the National Science Foundation (NSF), 
made a commitment to strengthening the quantity and quality of minority 
science students by contributing $15 million in grants in FY 1992 (Minority 
Funding Report .... 1992). At the precollege level, the NSF is encouraging 
school districts with significant minority enrollments to establish partnerships 
with colleges and universities. There are summer science camps for junior high 
school students, school district projects to improve instruction, and regional 
centers based on a broad coalition of groups that includes school districts, 
colleges, businesses, state and local governments, and community 
organizations. 

At the college level, the NSF goal is to involve undergraduate and graduate 
students in research. Components of the effort include early faculty mentoring, 
special academic counseling, and participation in research. 

Some U.S. corporations have funded scholarships and fellowships for 
specific minority groups for particular purposes such as the following: General 
Motors for scholarships to Hispanic engineering students, Sears for Hispanic 
students, Gannet Foundation for scholarships to Hispanic journalists, IBM for 
minority engineering students at Tennessee State University, and General 
Electric with fellowships for minority professors (Minority Funding Report .... 
1992). 

Relatively few foundations and corporations have attempted to address the 
issue of campus climate. Philip Morris Companies, Ford Foundation, and the 
Lilly Endowment have committed more than $9 million over several years to- 
make campus climates more tolerant (McMillen, 1992). Ford and Philip Morris 
have invited colleges nationwide to compete, but Lilly has restricted its awards 
to private colleges in eight states. Ford and Lilly look for curriculum reform 
and faculty development, while Philip Morris is geared toward extracurricular 
activities and faculty recruitment. 

State governments are also concerned about assisting minority students in 
higher education. For example, in Illinois, the Higher Education Coopera- 
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Sources of Funding for Cultural Diversity Programming 

The most helpful reference for locating grant sources is the Minority Funding 
Report, a monthly summary of federal and corporate financial opportunities 
for disadvantaged and minority groups. Each issue contains descriptions of 
grants, relevant federal policies, legislative outlook for bills targeting minori- 
ties, and federal commission rules about the process of awarding grants. 

The federal government has been active in funding programs for minor- 
ity students in higher education. Federal grants have supported the Trio 
programs, which have been providing services to low-income students, 
particularly minority students, since 1967. More than 40 percent of Trio 
participants are African American, 35 percent are white, 17 percent are 
Hispanic, 4 percent are American Indian, and 3 percent are Asian American. 
More than a quarter of a $197 million increase in the federal budget for higher 
education was allocated to Trio programs in fiscal year (FY) 1992 ('Trio 
Programs Prosper. . . ,, 1991). 

Trio consists of the following programs targeted to low-income and 
academically or physically handicapped students: Upward Bound, Talent 
Search, Educational Opportunity Centers, Student Support Services, Ronald 

Institutional Commitment and the Level of Grant Support 

To determine the appropriate level of grant support, it is important to discern 
if the top leadership views minority student programming as a high priority. If 
so, they probably have taken the following steps: inclusion of cultural 
diversity in the institutional mission statement; establishment of hiring goals 
for a diverse faculty and administration; coordination of training programs for 
faculty, staff, and students; and maintenance of a system of rewards and 
punishments for behavior relating to a hospitable campus climate (Stewart, 
1991). This kind of support constitutes what Cheatham (1989) termed 
"institutional signature." 

If cultural diversity programming appears to be a high institutional 
priority, student affairs professionals may employ the strategy of pursuing 
supplementary grant funds as opposed to funds to support the cost of the 
entire program. In this way, the leadership can demonstrate their support for 
the program by making a budgetary commitment in a tight money environ- 
ment. At the same time, a percentage of the program expenses will be paid by 
an external source. 

If cultural diversity programming does not appear to be a high institu- 
tional priority, an appropriate strategy may be to attempt to support the entire 
program with grant funds. in this way, the top leadership will be less inclined 
to veto the project, knowing that there is no expectation of institutional 
funding. Eventually, if the program is successful, cultural diversity 
programming may become a higher priority to the institution. 
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programming, the availability of external sources of funding for cultural diversity 
programming, and the design of proposed programs. To discover the actual role 
of external funding for cultural diversity programming at research universities, 
we conducted survey research on the topic. 

Survey on Funding of Cultural Diversity Programs 

One purpose of the study was to collect data about the kinds of minority 
student programs that are offered currently at research institutions. The second 
goal was to discover what funding sources support existing minority student 
programs at research institutions,   'and to determine, especially, the breakdown 
between institutional and external funds. The third goal was to find out if 
minority student programming is among the top institutional priorities in 
research institutions. The last goal was to discern what relationship, if any, 
exists between the level of external funding and institutional priorities. 

It was expected that research institutions would have cultural diversity 
programs in place and that they would be considered, in each case, an 
institutional priority. According to a national survey of college and university 
presidents conducted by the American Council on Education, presidents at 
research and doctoral institutions (32 percent) were more likely than their 
counterparts at comprehensive (21 percent), liberal arts (14 percent), and two-
year colleges (5 percent) to identify interracial and intercultural rela-L tions as 
an area of great concern (Carnegie Foundation for the Advancement of 
Teaching, 1991, p. 23). 

The literature did not provide any guidance in forming expectations about 
the use of external funding and its relationship to institutional priorities and 
cultural diversity programming. However, if there was strong institutional 
support for cultural diversity programs, we hypothesized that they would be 
supported with internal funding alone or with internal funding supplemented by 
external funding. If there was minimal institutional support for cultural 
diversity programs, we expected the programs to be supported entirely with 
external funding or with external funding supple- mented by internal funding. 

Method. A survey titled "Funding Minority Programming" was designed to 
collect data about the kinds of minority student programs offered at research 
institutions, the funding sources for the programs, and institutional perspectives 
toward externally funded programs. The survey was mailed in March 1992 to 
chief student affairs officers at all sixty-eight Carnegie category I research 
universities. Two weeks later, a follow-up survey was mailed. Overall, 66 
percent (N = 45) of the recipients responded. 

Approximately 70 percent of the sample worked in urban universities. Of 
the remaining 30 percent, approximately 18 percent worked at suburban and 12 
percent at rural institutions. The average student enrollment was 
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Elements of Successful Recruitment and Retention Programs 

There is considerable literature that describes the elements of successful cultural 
diversity programs. Student affairs professionals should consider including some 
or all of the following elements in their program designs. 

Recruitment Program. A well-defined recruitment program with special 
admission criteria designed specifically to attract minority students is a 
prerequisite to achieving access (Green, 1990). 

Services. Services that have proved essential for retention of minority 
students are financial aid, career and personal counseling, academic advising, 
investigation of racial incidents, basic academic skills development, cooperative 
education, child care and transportation services, and early intervention by the 
student's adviser to resolve problems (Edmunds and McCurdy, 1988; Trippi and 
Cheatham, 1991). 

Special Programs. A series of activities and events can be structured to meet 
the needs of minority students who experience social isolation in predominately 
white universities. Through these programs, minority students learn that they do 
not have to sacrifice their own cultural identities to become part of the general 
student culture (Nettles and Johnson, 1987). 

Support Programs. Armstrong-West and de la Teja (1988) delineated the 
following support programs as particularly helpful in retaining minority students: 
summer "bridge," parents program, freshman orientation, mentoring, and 
leadership and organizational development. 

Campus Climate. The academic environments should be conducive to 
learning for all students and should reflect, without prejudice, the reality of a 
pluralistic society. However, campus climates have been infected by "the 
proliferation of racism and the growing perception of hostility and incivility" 
(Henley, Powell, and Poats, 1992, p. 14). 

A number of exemplary programs have been developed and implemented to 
counteract negative attitudes toward minority students. Gordon and Strode 
(1992) conducted structured telephone interviews of seven institutions that 
initiated programs to enhance their campus climates. States such as California, 
New York, and Pennsylvania have passed legislation requiring their public 
institutions to enact programs to address campus climate (Nayman, Resnick, and 
Dye, 1992). 

In short, the role of external funding for cultural diversity programming 
seems to depend on the institutional commitment to cultural diversity 

tion Act was designed to recruit and retain minority students in higher education 
and to facilitate the transfer of minority students from two-year to four-year 
institutions. For FY 1991, $3.6 million was appropriated for recruitment and 
retention programs and $1.25 million was appropriated for articulation grants 
(State of Illinois Board of Higher Education, 1990). 
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following percentages of institutions used internal funds only to pay program 
costs: summer bridge programs (69 percent), special cultural events (78 
percent), orientation with a focus on cultural diversity (84 percent), targeted 
recruitment (87 percent), leadership development training (93 percent), and 
cross-cultural communication (96 percent). in addition, the following 
percentages of institutions supported programs for specific minority groups 
by internal funds alone: African American (67 percent), Hispanic (71 
percent), Native American (80 percent), and Asian American (82 percent). 

Also, there seems to be a positive relationship between high institutional 
commitment to minority programming and the use of external funds to 
supplement minority undergraduate scholarships: 51 percent of the 
respondents indicated that their institutions received external funding to 
supplement minority scholarships. The results do not indicate what other 
kinds of cultural diversity programs have been widely supplemented by 
external funds. 

The results also suggest that most of the respondents believed that a 
larger role for -external funding of minority student programming is 
appropriate. Approximately 66 percent agreed or strongly agreed that use of 
external funds for minority programming represented a responsible strategy to 
counteract budgetary constraints, and 95.6 percent believed that external 
organizations have a valid stake in promoting the academic success of 
minority students. 

A clear-cut minority of respondents believed that external funding can be 
used more extensively. Somewhat less than one half (42.2 percent) of the 
respondents believed fhat externally funded programs were as important as 
internally funded programs. Further, this group, in comparison to those who 
responded that internally funded. programs were more important, 
demonstrated a greater tendency to endorse the notion that external funds 
should play a greater role than only supporting nonpermanent programs. This 
group also was more likely to have had experience with state-funded 
programs at their institutions. In short, this group with experience in state-
funded programs believed that the role of external funding should be 
expanded regardless of the level of institutional commitment to cultural 
diversity programming. 

As hypothesized, cultural diversity programs were in place at most of the 
institutions, and cultural diversity was considered an institutional priority 
according to most of the respondents. With these conditions, one would 
expect the programs to be funded exclusively with internal funding or to be 
funded primarily with internal funding supplemented by external funding. The 
results indicate that these expectations were correct. One-half of the 
institutions funded their cultural diversity programs with internal funding 
only, and the other half funded their programs with internal funds 
supplemented by external funds. 
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23,465, and the average minority student enrollment was 4,65 7, or approxi- 
mately 20 percent of the total student enrollment. This percentage is 
comparable to the 18.7 percent minority student enrollment in all institutions of 
higher education in 1991-1992 ("Many Colleges Report In- creases. . . , " 
1992). The average number of staff was 127, and the average number of 
minority staff was 35. Minority persons comprised approximately 28 percent of 
the professional staff in student affairs. 

Results. Almost all of the institutions reported having a large number of 
student-affairs-oriented programs for minority students. Most (97.8 percent) 
reported special cultural events, targeted recruitment, minority scholarships, and 
orientation with a focus on cultural diversity; 95.6 percent sponsored summer 
bridge programs; 91 percent presented cross-cultural communication 
programming and financial assistance for minority graduate students; 88.9 
percent provided leadership development training. 

Faculty were involved extensively in student affairs programming for 
minority students: 53.3 percent of the respondents indicated that their faculties 
wrote joint grant proposals  '66 percent reported that their faculties coordinated 
special events, 73.3 percent reported that their faculties presented special 
conferences and workshops, and about 80 percent viewed their faculties as 
mentors to minority students. However, only 7 percent of the universities 
participating in this study required cultural diversity courses. This fact raises 
questions about faculty involvement in curriculum reform, which may be an 
appropriate topic for a future study. 

The institutions varied in their commitment to programming for specific 
minority student populations: 93.4 percent reported that they offered programs 
targeted to African Americans, 80 percent for Hispanics, and 62.3 percent for 
Asian and Native American students. These findings may indicate institutional 
sensitivity to the programming needs of ethnic minority students in 
predominantly white institutions. 

The results suggest that there is a high institutional commitment to 
minority student programming at U.S. research universities. Indeed, 68.9 
percent of the respondents indicated that the provision of programs for minority 
students was included in their institutional mission statements, and 9 1. I 
percent reported that cultural diversity was emphasized in orientation sessions 
for new students. 

In terms of the role that external funding played in supporting cultural 
diversity programming, one-half of those responding indicated that 25 percent 
of the funding for minority student programming was supplied from external 
sources and believed it should be supplied by external funding sources. The 
other half indicated that all funding was and should be supplied by institutional 
funds. 

The data suggest a positive relationship between high institutional 
commitment to minority programming and reliance on internal funding. The 
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kinds of proposals to develop. There is considerable literature that delineates the 
elements that lead to success in these types of programs. 

Now is an appropriate time to pursue external funding for cultural diversity 
programming. With the goal of cultural diversity receiving wide- spread 
acceptance and the availability of a number of funding possibilities coinciding 
with tight institutional budgets, there is a genuine opportunity to use external 
sources to supplement cultural diversity programs funded primarily through 
institutional budgets. 
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Conclusion 

There is an optimistic outlook for student affairs professionals who are interested 
in pursuing grant funding to provide support for cultural diversity programming. 
According to the existing literature and the results of the study of research 
universities reported in this chapter, cultural diversity is considered a high priority 
in most institutions. In addition, most institutions have developed an array of 
programs to address cultural diversity concerns. Moreover, funding is available 
from federal and state agencies and from corporate and private foundations to 
promote cultural diversity. 

However, there is a tendency to use institutional funds to provide sole 
funding for cultural diversity programs. When an institution makes a major 
budgetary commitment to a program, It is clear that it values the program. For this 
reason, the majority of the respondents in our study believed that internally 
funded programs are more important than externally funded programs. Any 
consideration of other sources of funding may bring into question the level of 
institutional commitment to cultural diversity. In fact, one-half of the institutions 
in our study of research universities funded their cultural diversity programs 
entirely with institutional funds and believed that the programs should be funded 
only with internal funds. 

Even though this preference for internal funding exists, we believe that 
institutions that value cultural diversity should consider pursuing supplementary 
funding to provide financial relief to beleaguered institutional budgets. Most of 
the chief student affairs officers in the study believed that use of external funds for 
minority programming represents a responsible strategy to counteract budgetary 
constraints. Also, almost all believed that external organizations have a valid stake 
in promoting the academic success of minority students. 

The use of external funding as a supplement to internal funding does not 
constitute a reduced institutional commitment to cultural diversity. The 
institutions in our study still made the major contribution and commitment when 
only 25 percent of the program funding was supplied by an external source. In 
fact, one-half of the institutions in the study used approximately 75 percent 
internal and 25 percent external funds to support their cultural diversity 
programs. 

Our analysis of the programs frequently funded by external sources, revealed 
primarily scholarships and fellowships for individual undergraduate and graduate 
minority students. Programs such as summer bridge programs, special cultural 
events, focused orientation, targeted recruitment, leadership development training, 
and cross-cultural communication were not supplemented as often with external 
funding. 

Student affairs professionals may want to consider areas generally supported 
by internal funds as well as campus climate in determining what 
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