




















 
 
 

BOARD OF TRUSTEES RESOLUTION ENDORSING THE 
RECOMMENDATIONS ASSOCIATED WITH THE ACADEMIC PROGRAM 

ENHANCEMENT AND EFFECTIVENESS INITIATIVE 
 

WHEREAS, The Plan for Strategic Actions to Take Charge of Our Future includes the 
following goal and strategies: 
 

Goal:  Develop a Culture of Assessment that Ensures the Quality of Academic Program 
Majors, Minors and Other Credentials 
 

Strategies:  Complete program effectiveness and enhancement review including rubrics 
for recommendations regarding actionable outcomes; 

 
Develop a mechanism to continually identify, assess, and implement new 
academic programs, badges, credentials, certifications, or coursework 
integration; and 
 

WHEREAS, the Board of Trustees provided guidance via various Resolutions, including 
endorsing the use of an external firm to support implementing the “program effectiveness and 
enhancement review,” with the Board having been updated at previous meetings regarding the 
Initiative that is now called the Academic Program Enhancement and Effectiveness Initiative 
(APEEI); and 
 
WHEREAS, there has been substantial engagement with the faculty during this process, 
particularly beginning in February culminating in program-level and dean-level 
recommendations associated with APEEI; and 
 
WHEREAS, during this process, a Dashboard for each program has been developed considering 
the mission of the program as well as information pertaining to markets from the perspectives of 
student interest, available jobs, and higher education competition, as well as program economic 
indicators at the instructional levels; and 
 
WHEREAS, the Dashboard also contains academic excellence metrics that are lead-indicators to 
the Board’s to be adopted Key Performance (lag) Indicators; and 
 
WHEREAS, all of this information as well as multiple opportunities for faculty input into the 
process supporting shared governance has culminated in recommendations related to the 
academic programs. 
 
NOW, THEREFORE BE IT RESOLVED, that the recommendations associated with APEEI 
below be accepted by the Board of Trustees; and 
 
Board of Trustees Meeting                                                                                 
June 3, 2021 
YR 2021- 
 
 



 
 
 
BE IT FURTHER RESOLVED, that the Board anticipates an Enrollment Report soon after the 
fourteenth day of classes for Fall 2021 that is associated with APEEI setting the stage for 
continuous assessment, evaluation, and improvement of the Academic Portfolio that contributes 
to student futures and lifelong learning, academic excellence and discovery of knowledge, and 
collective impact with the region all of which in concert substantially contribute to institutional 
sustainability. 
 
 

Academic Program Enhancement and Effectiveness Initiative 

Office of Academic Affairs 

Recommendations to the Board of Trustees 

6/2/2021 
 

1. OAA will prioritize program resource allocation aligned with the findings of APEEI and 
the Plan for Strategic Actions to Take Charge of our Future. 

2. OAA will work with Senate and the Graduate Council to conduct an impact study on 
programs that have been identified for Sunset, designated as inactive, or to reduce 
complexity of the academic programs.  

3. OAA recommendations related to item #2 above will be presented to the Academic 
Excellence & Student Success Committee of the Board in September, 2021. 
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December 6 , 2017 

Principles and Practice of Shared Governance 

Youngstown State University 

Principles of Shared Governance 

• Shared governance expects those who will be affected by a decision on

policy or procedures can be informed and can influence governance

decisions by their input.

• Shared governance relies upon consistent, trustworthy communication

that is multidirectional and reciprocal and focused on our mutual goals

of student success and institutional effectiveness.

• Shared governance requires mutual accountability of all members of the

University community for the proper execution of their roles in a timely

manner.

• Shared governance permeates all levels of decision-making within the

University community.

• Full and active participation at all levels of shared governance is

encouraged.

• Recommendations made through shared governance processes can

influence university decision making.

Youngstown State University 
Board of Trustees
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Curricular Efficiency Team 

Curricular effectiveness 

Step 1: Curricular Mapping to identify academic gaps, redundancies, and 
misalignments 

1. Learning outcomes
2. Examine necessity of pre-requisites/co-requisites
3. Examine courses that have a part 1 and part 2

Step 2: Explore measures of student success 
1. Are current assessments aligned with the outcomes?
2. Are there enough learning resources (Linkedin learning for example) to help with

difficult topics that may require additional time outside of class
3. Are students given a sense of comfort and/or familiarity with the course

Step 3: Carousel development to examine curricular rotation 

Curricular efficiency 

Step 1: Review appropriate pedagogy for each course with today’s learner in mind 

Step 2: Consider necessity of course offerings 

Curricular Effectiveness & Efficiency 

Step 1:  Review workload for faculty members 
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AGB National Conference – April 13-16, 2021 

Report to YSU Board of Trustees from Molly Seals, YSU Trustee 

 

The AGB Conference this year was held virtually and appeared to be well-attended.  Sessions were 

designed to be interactive with group breakouts and plenty of peer-to-peer discussions.  Topics were 

very relevant to the post-pandemic issues that universities and colleges are facing all over the nation, 

including issues of Governance Effectiveness, Financial Sustainability, Faculty and Shared Governance, 

Educational Quality and Student Success, and issues related to Justice, Equity and Inclusion.   

 

There were a number of great resources provided and I am including some of the key points from some 

of these in this report.  Recordings of sessions are available at the AGB website.  The Conference was 

called Breakthrough for good reason …. Our universities and education systems are in the midst of one 

of the most challenging times in our lifetime.  We have a lot to celebrate, having made it this far through 

the pandemic, but the toil is not yet fully felt.  To prepare for the ongoing toil and meet the challenges, 

universities must take what they have learned in the midst of the pandemic and use it to retain the gains 

and further advance innovations.   

 

How Your University Can Innovate and Thrive Again 

One of the sessions I attended was called “How your University can Innovate and Thrive Again”.  The 

essence of the session was that we (Board, Leadership & Faculty) must create a culture of innovation.  It 

shared certain preconditions that are necessary to create this culture of innovation:   

 

The pandemic called us out of the maintenance mode and into a mode of enacting strategies needed in 

the moment.  Universities must stay focused on strategy and not on how they maintain status quo.  The 

pandemic forced us to think and act with an overall sense of urgency around our core purpose.  We 

must retain this great sense of urgency and take swift action to create the kind of change that will make 

us sustainable now and into the future so we can continue to fulfill our purpose.  We were pushed out 



of comfort zones during the pandemic and had to take actions that we had never even imagined.  We 

must get comfortable pushing ourselves out of the comfort zone and take the type of risk required to 

make meaningful change.  Those who best responded to the pandemic did so by demonstrating 

courageous leadership.  To innovate will require our leaders and our board to be courageous.  We must 

expect courageous leadership and we must support it.  The pandemic forced us into virtual 

environments, we realized how important engagement and communication was to alleviate fears, help 

everyone understand and take the actions they needed to take.  We need to take what we learned 

about the different ways to engage and communicate and we need to keep innovating so we retain the 

gains and achieve future gains.  And we must help all stakeholders see and understand that there will be 

some losses, but the gains are worth the losses.  You can’t change without losing something.  And you 

can’t innovate without change.   

The session went on to speak to the fact that “There is not a problem with Lack of Ideas”.  There are 

plenty of those and most universities are talking about them.   

 

 

The real problem with Innovation is in “Making Decisions and Taking Action”  

“Making decisions and taking action with a high sense of urgency, a focus on strategy and 

purpose, with a comfort with risk, and a determination to achieve the type of engagement and 

communication to bring everyone quickly along.” 

 

Closing The Digital Divide:   
  
This session discussed the huge gap created by unequal access to adequate online learning.  If you have 
slow broadband or weak signal, then you may as well have no access.  You can't learn when you can't 
hear or engage more interactively.  The key question for us as a board:  How is your Board pushing for 
a Region-wide Broadband expansion and free access as a strategy to support your online learning? 
 
 



Financial Sustainability 
 
Another Session I attended was on Financial Sustainability.  In this session they talked about the 
importance of developing and tracking metrics.  We in Ohio are further along then some states with 
encouraging our universities to use financial ratios because of our HB6 ratios.  But for all they 
emphasized it is important to develop the ratios the board agrees is critical and review them over time 
and with some degree of regularity.    
  
2 Key Ratios critical to sustainability that every board needs to monitor are:   

1. Primary Reserve Ratio (Cash) 
2. Liquidity  

  
Additionally, the session urged that all Boards consider where your Stimulus money is being spent.  
Boards should be thinking about developing new mission-centric lines of revenue that may require 
additional investments to get off the ground.  And investing to sustain and further the gains learned 
during the pandemic.    
  
Too often boards are looking at a high discount rate but a high discount rate doesn't tell us anything by 
itself.  The question we should be asking is "What does our high discount rate tell us about the value of 
what students are willing to pay for a degree from our university.  And how do we build in more value 
over time to counter this?” 
 
 
Justice, Diversity and Inclusion 
 
Justice, Diversity and Inclusion were themes carried throughout the conference.  There were multiple 
sessions on the topic.   
 
#1 Peer-to-Peer Discussion -  The Minority Faculty Drain 
 
This session was a peer-to-peer discussion.  In this session, the unique drain experienced by minority 
faculty due to extreme requirement of mentoring was discussed.  Many of the students requiring the 
most intense mentoring are minority and first-generation college students.  Minority faculty are too 
often expected to provide this mentoring because of their unique ability to relate to the minority 
students and shared experiences.  This is extremely beneficial to minority student success, but 
universities must recognize the intense drain on those faculty and consider how they best support them 
as they too seek to complete research, achieve tenure and excel in other ways in their profession the 
same as non-minority faculty.  But how can they do this when spending countless hours in intense 
mentoring of minority students?   
 
  
#2 Plenary Session – Govern for Racial Equity 
  
The Wednesday Plenary Session spoke specifically about the important role university boards must play 
in addressing Justice, Diversity and Inclusion and steps universities can take to lean in and address the 
issues.  While most colleges and universities have made measurable progress towards their equity, 
diversity, and inclusion goals, racial inequity remains. The underrepresentation of governing board 



members and presidents of color as well as racial tensions between governing boards and presidents are 
two key areas where progress must be made.   
 
Based on AGB Research, they report:   

• 80% of all Governing Board Members are White Males 

• 83% of all Educational Organization Presidents are White Male 

• Presidents don't feel supported when they raise Diversity to the board level  

• Boards don't want to admit their college has such issues 

• Boards feel they have already spent too much time trying to solve a societal problem 

• Boards are accepting disaggregated data that do not reveal diversity issues 

• Concern by Boards that addressing such issues are "leftist" agendas 
  
Board Fiduciary Responsibility for Diversity:  
 
Some board members don’t see diversity as a board responsibility although it clearly is, as evidenced by 
the following:   

• There is a cost to reputational legacies of Racism (student avoidance of enrolling due to 
historical events that carry legacy of racism … word of mouth toxicity of environment, 
etc.) 

• Student attrition (efficacy and costs) 
• Employee turnover (efficacy and costs) 
• Crisis management for racial events on campus that impact organization reputation and 

unplanned emergency management costs 
• Reputation recovery efforts and costs 
• Lawsuits (legal/settlement costs) 

  
When presidents and governing boards fail to properly address racial inequity on campus, they share 
the responsibility for threats to the institution’s reputation as well as the blame for the institution’s 
failure to enact its equity, diversity, and inclusion values.   
  
AGB recommends at least four actions presidents and governing boards can do together to reduce racial 
tensions on campus:  

• First, acknowledge that racial tensions exist.  
• Second, educate themselves on a variety of racial equity topics.  
• Third, carefully examine data from campus racial climate surveys to gain a fuller 

understanding of their institution.  
(For example, Qualitative Racial Climate Assessment (3-4 days of racially 
homogenous interviews with groups of students, groups of faculty and groups of 
employees) 

• Fourth, revisit lists of demands issued by student activists and their allies.   
  
 
#3 Session - Black Males are being most significantly impacted by Racial Injustice  
  
A third session on Justice, Diversity and Inclusion focused on the African-American Male and the 
extreme injustices being faced.  The session shared a report on the topic.  The purpose of the report is 
to provide and help universities adopt an “anti-deficit” view of Black male college achievement. 



Therefore, little attention will be devoted to reminding readers of the extent to which Black men are 
disengaged and underrepresented among college students and degree earners. Here is a summary of 
problems and inequities that are typically amplified in public discourse, research journals, policy reports, 
and various forms of media:  

• Only 47% of Black male students graduated on time from U.S. high schools in 2008, 
compared to 78% of White male students (Schott Foundation for Public Education, 2010).  

• Black male students are often comparatively less prepared than are others for the rigors 
of college level academic work (Bonner II & Bailey, 2006; Loury, 2004; Lundy-Wagner & 
Gasman, 2011; Palmer, Davis, & Hilton, 2009).  

• In 2002, Black men comprised only 4.3% of students enrolled at institutions of higher 
education, the exact same percentage as in 1976 (Harper, 2006a; Strayhorn, 2010).  

• Black men are overrepresented on revenue generating intercollegiate sports teams. In 
2009, they were only 3.6% of undergraduate students, but 55.3% of football and 
basketball players at public NCAA Division I institutions (Harper, 2012).  

• Black male college completion rates are lowest among both sexes and all racial/ethnic 
groups in U.S. higher education (Harper, 2006a; Strayhorn, 2010).  

• Across four cohorts of undergraduates, the six-year graduation rate for Black male 
students attending public colleges and universities was 33.3%, compared to 48.1% for 
students overall (Harper, 2012).  

• Black men’s degree attainment across all levels of postsecondary education is alarmingly 
low, especially in comparison to their same-race female counterparts (see Table 1).  

• Black undergraduate men, like some other racial minority students at predominantly 
white institutions, routinely encounter racist stereotypes and racial tensions. 

•  

  



 
  
 
 
Key takeaways from these 3 sessions on Justice, Equity and Inclusion:   
 

1. University leaders need to ask themselves related to support for Faculty of color …. what are we 
willing to accept as valid research and effort to evaluate tenure? How can we best support our 
faculty of color be as successful as non-minorities while not overloading them?   

2. It is critical to provide DEI training for non-minorities (faculty and staff). Training on “You don’t 
have to be Black, Hispanic, or Native American to mentor and help minority students or reverse 
the adverse impact experienced by minorities in your institution”. Train on how to say “I don’t 
know everything and haven’t had a shared experience with you but I care about you. I hear you. 
I appreciate and value you as a person and I want to use my role and insights to help you be 
successful”.  

3. Rid your university of the bias that puts undue stress on students of color.  Employ a Bias 
Incident Reporting (Risk management) to identify and modify behavior involving potential bias. 
Not punitive as much as developmentally.  

4. Consider the extreme success gap of African-American males and partner to bring specialized 
focus and support to close the gap (recruitment, retention, graduation rate).   

5. Assure your organization is diverse at every level including administration …. students, faculty, 
front-line management, leadership team, and board. 

6. Assure full board understands what it means to be a diversity champion.  

• Assure everyone is asking questions related to diversity not just only 1 or 2 board members. 
Don’t put the responsibility of raising diversity issues on board members of color.  All board 
members should be asking the questions and calling for action.   

• Set high expectations for the leadership (staff, faculty and leadership recruitment, retention, 
promotion, training and development, and student success). 

 
  
   
 


