
CHAPTER 7 
Integrity 



Integrity 

Criterion 5: Youngstown State University 

Demonstrates Integrity in Its Practices 

and Relationships 

"Integrity is keeping faith with our commitment to our 
central purposes-our mission and our goals. I t  means 
being connected as individuals to  a common purpose or 
good as well as individual purpose or good. . . . Integrity, 
then, means being centered where we should be centered, 
where we say we are centered as a University."-James 
Scanlon, Provost, Newsletter o f  the Dr. James Dale 
Ethics Center 3.2 (Fall 1996) 

Introduction 

The Youngstown State University Statement of Ethical Principles, 
adopted by the Academic Senate in June 1997, asserts that "the Univer- 
sity community affirms the fundamental values of integrity, competence, 
respect, and responsibility. . . ." The document, developed by a cornmit- 
tee representing faculty, administrators, and students, goes on to say, 
"Members of the institution are to be aware of and value the educational 
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goals, policies, and standards of the institution. Members agree to work 
for the'good of the institution as a whole and will endeavor to abide by 
stated University policies and regulations that pertain to its well-being." 

The task of the Criterion 5 review team was to examine the extent to 
which the University's verbal commitment to integrity is put into practice: 
Are the institution's policies and procedures based on ethical values? Do 
the actions of the University and its members match the stated intentions? 

Part I: Policies and Procedures 

A three-phase review of policies and procedures began in 1994 with 
the revision of the Board of Trustees bylaws. In January 1996, the presi- 
dent of the University appointed the Task Force to Review Institutional 
Policies and Procedures, a group composed of representatives from each 
of the University divisions. He asked the task force, in consultation with 
appropriate campus constituencies, to develop a plan for formulating 
and reviewing institutional policies and procedures; to review existing 
policies and procedures, suggesting possible additions and modifica- 
tions; and to codify all Board of Trustees policies, listing procedures and 
practices for implementing them. Some members of the task force were 
later appointed to the Criterion 5 committee. 

The task force reviewed the Board of Trustees policy manual, which 
had not been thoroughly revised since 1983. The document mixed policy 
with procedure and thus had become increasingly out of date in light of 
rapid changes in the University during the past five years. The task force 
found that many policies needed to be revised and that policies needed 
to be developed in some areas. Members of the task force initiated revi- 
sions and the development of new policies by contacting appropriate 
individuals and collaborating in the writing. 

The work of the task force is ongoing. As policies are developed, they 
are reviewed by the relevant offices, the Administrative Advisory Council, 
and the President's Cabinet for presentation to the Board of Trustees. New 
policy statements require Board resolutions; procedures are included for 
information purposes. The task force has revised or developed policies and 
procedures regarding conflict of interest, purchasing, admission standards, 
affirmative action/equal opportunity, substance-abuse assistance, fund 
raising, partnerships and agreements, and many other topics. 

The group's efforts led to creation of the University Guidebook, 
which includes the committee's work on policies and procedures ap- 
proved by the Board to date. The Guidebook, with its accessible, loose- 
leaf format, can be continuously revised to maintain currency. Additions 
and changes can be inserted after each quarterly Board meeting. 
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The next stage of the review of policies and procedures will be the 
creation of divisional handbooks containing administrative policies and 
procedures consistent with the revised Board of Trustees policies. The 
material in these handbooks will be inserted in the Guidebook and will 
replace the old administrative, academic affairs, and personnel manuals. 
The Guidebook will serve as one integrated source of information. 

The Criterion 5 committee also reviewed major documents containing 
University policies and procedures to determine whether current practice 
is consistent with written policies. The committee sometimes found it 
difficult to discern what the policies and procedures were because the 
administrative, academic affairs, and personnel manuals had not been 
revised for several years. A survey of academic department chairpersons 
confirmed the suspicion of the Criterion 5 review team that few people 
use these manuals or, in some instances, even know of their existence. 
Because of the number of personnel changes within the University in the 
past two years, written procedures are particularly needed, rather than 
relying on the memory of individuals. Communication and efficiency 
will be enhanced when the Guidebook is completed. 

Part II: Emolovee Riehts 
and ~esponsibilities 

COLLECTIVE BARGAINING 

Most employees are represented by collective bargaining, and their 
rights are outlined in negotiated agreements. The method of negotiating 
these agreements has changed over the past decade from a traditional 
adversarial model to an increased reliance on interest-based bargaining. 
In 1989, the faculty association-the YSU-OEA-held a one-day strike. In 
1991, the administration hired outside legal counsel to handle negotia- 
tions, which became particularly bitter and adversarial, resulting in the 
need for fact finding by a federal mediator. 

In 1993, the association proposed and the administration agreed to 
undertake mutual-gains bargaining. Training in mutual-gains bargain- 
ing, which emphasizes consensus-building and problem solving, was 
provided for the negotiating teams of the administration, the YSU- 
OEA, and the YSU-ACE. During negotiations, a number of innova- 
tions were developed to improve union-administration relations. 
These included an agreement to meet at least once quarterly to resolve 
problems and the establishment of a pre-grievance procedure. The 
position of director of Faculty Relations was also created. The director 
of Faculty Relations now serves as chief negotiator for the University 
with the faculty union, oversees administration of the contract, and 
manages the grievance process. 
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Since 1993, all four unions have tried the mutual-gains bargaining 
model and, unlike previous negotiations, reached agreements without 
resorting to mediation or fact finding. New contracts have been con- 
cluded before the expiration of the old contracts. For example, the faculty 
agreement was reached three months ahead of the deadline. The bargain- 
ing process has continued to evolve, combining elements of traditional 
and mutual-gains bargaining. The executive director of Administrative 
Services has served as chief negotiator in bargaining with the unions for 
the professional/administrative staff, police, and classified employees. 
The Office of Human Resources administers these contracts. 

Twice as many respondents to the NCA Campus Survey agreed than 
disagreed that negotiation of labor agreements is less adversarial and 
more effective than in the past. While the new approach has been more 
successful than previous methods, there is still room for improvement. 
Continuous attention to the spirit of mutual-gains bargaining, as well as 
ongoing training in the process, is required to prevent falling back into 
adversarial patterns. 

Faculty and staff are represented not only in collective-bargaining 
units but also through many councils and committees, as described in 
Chapter 4: Resources (Criterion 2). 

GRIEVANCE PROCEDURES 

Having evolved over many years, the comprehensive, detailed 
agreements between the University and the various unions provide 
explicit information about employee rights, work-related policies, and 
grievance processes, helping to ensure fair and equitable treatment of 
employees throughout the University community. Limited-service (i.e., 
part-time) faculty are not part of the faculty bargaining unit. Their rights 
and responsibilities are spelled out in the Limited-Service Faculty 
Manual (most recently revised in 1996). 

A review of the grievances filed in the past 10 years shows a decline 
in grievances filed, from a high of 36 for all four units combined in FY 
1990 to just 10 in FY 1996. While YSU-FOP and YSU-APAS filed no griev- 
ances in FY 1997, the number increased from the previous year for YSU- 
OEA and YSU-ACE. Six of the eight YSU-OEA grievances centered on a 
single case of nonrenewal of a faculty member, and seven of the 14 YSU- 
ACE grievances were related to personnel moves resulting from 
downsizing and restructuring. Given the relative low number of griev- 
ances, the success of resolution, and the infrequency of resorting to 
external remedies, the Criterion 5 committee felt there is ample evidence 
that the system has served members of the bargaining units well and is a 
major strength. One quarter of the respondents to the NCA Campus 
Survey agreed that grievance procedures resolve internal disputes effec- 
tively. More than 50% expressed no opinion on the item. 
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Faculty have the freedom to pursue knowledge-and to report 
the truth as they see it-in the classroom, in publications, in reports 
of research activities, and in all other professional and academic 
forums. This principle is affirmed in the YSU-YSU-OEA collective- 
bargaining agreement and has not been the subject of any grievances 
in the past 10 years. 

CONFLICT OF INTEREST 

Employees and trustees are bound by the Ohio Ethics Law. Each 
new employee receives a copy of the law and signs a form to ac- 
knowledge receipt. In addition, the University has developed its 
own policy and procedures regarding conflict of interest for employ- 
ees, and these were revised in 1997. The issue is also addressed in 
the collective-bargaining agreement with faculty, which limits out- 
side employment to no more than the equivalent of one day a week. 
Faculty and administrators are required to report paid employment 
outside the University. 

INTEGRITY IN RESEARCH 

Youngstown State University has steadily developed more systematic 
approaches to research and sponsored programs. Several developments 
assist in maintaining the integrity of research. The Office of Grants and 
Sponsored Programs has produced a Guide to Sponsored Programs 
Development, which communicates regulations regarding externally 
funded research. In addition, materials and review procedures relating to 
the YSU Institutional Review Board for the Protection of Human Subjects 
have been revised. The existing Animal Care and Use Committee policies 
and procedures were examined, and a veterinary consultant was re- 
tained. The Senate's Academic Research Committee revised its conflict- 
of-interest policy in fall 1997. And an Intellectual Property Rights Task 
Force has been established to examine standard intellectual-property 
practices at other institutions and to recommend possible changes in YSU 
practices by June 1,1998. 

Some additional steps to monitor external funding are needed. A 
software-based grants module for the University's financial operating 
system would improve post-award administrative activities and ser- 
vices. In addition, the time-and-effort reporting system needs to be 
revised for consistency with federal standards. Coordination among the 
various academic and administrative units will be required to design 
and implement a system. 
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Part ID: Student Rights 
and ~es~onsibilities 

THE STUDENT CODE 

The Code: A Handbook of Student Rights, Responsibilities and 
Conduct is the principal document outlining students' rights and 
responsibilities, institutional governance, student publications, pro- 
scribed conduct, due-process and disciplinary procedures, under- 
graduate academic-grievance procedures, and policies relating to 
complaints of discrimination, sexual assault, and date/acquaintance 
rape. The Code has been undergoing revision during the last year, and 
a revised version will be distributed to current and incoming students 
in summer 1998. 

Students often seem to be unaware of the Code-which is distributed 
at orientation-and the important information contained in it. However, 
many students did not attend orientation until the Student Orientation, 
Advisement, and Registration (SOAR) program was created two years 
ago. Because more students are now participating in orientation, the 
problem is likely to diminish in the future. The Division of Student 
Affairs has begun placing ads in the student newspaper informing 
students where copies of the Code can be obtained. 

ACADEMIC POLICIES AND EXPECTATIONS 

Academic policies and expectations are stated in the undergraduate 
and graduate Bulletins. These policies include a clear statement regard- 
ing academic honesty and the consequences of academic misconduct. 
Course syllabi also contain information related to student rights and 
responsibilities. Instructors are required by the collective-bargaining 
agreement to provide a course syllabus containing a statement of grading 
and attendance policies. Guidelines distributed by the Office of the 
Provost indicate that syllabi should contain information about instructor 
availability, required materials and fees, goals and objectives of the 
course, the course schedule, evaluation procedures, relevant support 
services, and the instructor's policies regarding attendance, missed 
exams, and academic honesty. 

Faculty are also required to be available to students by maintaining at 
least five office hours a week and to return at least one graded assign- 
ment before the end of the sixth week of the term. Students have the 
opportunity to evaluate their instructors at times specified in the collec- 
tive-bargaining agreement. 
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GRIEVANCE PROCEDURES 

Procedures established in conjunction with the Academic Senate 
to cover discipline and academic grievances have been carefully 
crafted to ensure due process and the rights of students. The Student 
Academic Grievance Subcommittee is charged with hearing and 
determining cases involving undergraduate students accused of 
academic dishonesty, as well as students' complaints about academic 
matters. The committee is the only entity-other than the course 
instructor-that, under certain limited circumstances, can order a 
grade change. 

YSU students rated their satisfaction with channels for expressing 
complaints, the fairness of student disciplinary procedures, and the 
protection of free expression at the national mean on the Student Satisfac- 
tion Inventory. Students and members of the Student Affairs staff have 
indicated that the academic-grievance process could be improved. The 
grounds for having a grievance heard by the committee are that an 
instructor has materially deviated from the grading scale printed on the 
syllabus, to the detriment of the student or the class. In these cases, the 
committee can order a grade change. There are other legitimate student 
grievances outside this narrow scope, however, and the role of the com- 
mittee in such matters has not been specified. Most of these issues are 
resolved through discussion among the student, faculty member, depart- 
ment chairperson, and dean. Occasionally, they are not resolved and 
remain a source of tension. 

SHARED GOVERNANCE 

Students are represented through Student Government and the 
Academic Senate. They also participate in many other councils and 
committees, such as the Academic Council and the Administrative 
Advisory Council. Student Government controls a significant 
amount of student-activities money. Its budget for 1997-98 was 
$108,000. A Financial Appropriations Committee composed of stu- 
dents recommends, and Student Government approves, the alloca- 
tion of money to various student activities. These procedures are 
outlined in The Financial Path, a Student Government publication 
revised in 1998. This document lists the disbursements to student 
organizations in the past year. 
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Part IV: Access and Diversity 

Youngstown State University's mission to provide broad access to 
education encompasses several constituencies. YSU is an open-adrnis- 
sions institution serving primarily Ohio high school graduates, some of 
whom are academically underprepared. The institution seeks to meet the 
needs of economically disadvantaged students; adult as well as tradi- 
tional college-aged students; commuters and noncommuters. Ethnic and 
gender diversity and the recruitment of international students and 
faculty are important goals. This section of the report examines the 
institution's success in achieving these ideals. 

TUITION AND FINANCIAL AID 

Keeping tuition costs as low as possible while providing a quality 
education has been a long-standing policy of the Board of Trustees. 
Compared to tuition at other state universities in Ohio, Youngstown State 
University's 1997-98 tuition for a full-time undergraduate student re- 
mains low at $3,498 per year, while the average 1997-98 annual tuition is 
$3,943. Tuition at state universities in Ohio ranges from $3,090 to $5,512, 
and YSU has the third lowest among state institutions. 

Financial aid-in the form of scholarships, grants, loans, and employ- 
ment-was awarded to more than 75% of students in the past fiscal year. 
Students received $18.4 million in grants, scholarships, and employment. 
Loans totaled $19.8 million. Institutional revenue from tuition, fees, and 
charges in 1996-97 was $40.8 million. In total, 45% of the student cost 
was provided without repayment obligation, and 48% was provided 
through loans, leaving students less than 10% of the tuition, fees, and 
charges to pay from other sources. 

Some scholarships and employment opportunities particularly assist 
underrepresented groups. These include the needs-based Martin Luther 
King Inner-City Achievement Awards for graduates of city high schools, 
the Mahoning National Bank Minority Scholarship Awards, and the 
Powers Scholarship Awards. During the recent Capital Campaign, a 
$100,000 endowment for minority scholarships was established. This 
amount is being matched by the YSU Foundation, and the endowment is 
expected to grow to $500,000. 

Though YSU's tuition is low in comparison to that of other universi- 
ties in the state, and though financial aid pays a large portion of the 
students' costs, several issues require attention. Respondents to the 1997 
Student Satisfaction Inventory were less satisfied with the adequacy of 
financial aid than were students at other institutions and less likely to 
agree that billing policies are reasonable. 
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A specific problem seems to be the timing of financial aid awards, 
which YSU announces to prospective students later than competing 
institutions do. Enrollment Services staff recently examined operations in 
the Office of Financial Aid and Scholarships and developed a plan to 
correct the problem. This year, award notices are being sent two months 
earlier than last year. Financial aid is less available for part-time students 
than for full-time students-a fact that may account for some of the 
dissatisfaction expressed by students. 

Analysis of exit interviews conducted in 1996 identified finances as one 
of the three main reasons full-time students left the University. The Division 
of Business and Financial Affairs, in cooperation with Enrollment Services, is 
developing a monthly-payment plan to assist students in managing the cost 
of higher education. The new plan, to be announced in April, will have 
several different payment options and be available for fall 1998. 

RETENTION AND GRADUATION 

Retention and graduation rates are two measures of YSU's degree of 
success in providing access to education. A 1997 report, Retention Issues 
and Initiatives Update in Ohio Public Universities, provides comparable 
data on five open-admissions urban universities: Cleveland State Univer- 
sity, Wright State University, University of Akron, University of Toledo, 
and Youngstown State University. The retention rates for full-time, new 
first-year students from fall 1995 to fall 1996 ranged from 62% to 73% (see 
Figure 7.1). YSU's 68% retention rate exceeded the national average for 
open-admissions institutions and was 1% higher than in the previous year. 

Figure 7.1 
Retention Rates for Open-Admissions Universities, 
Fall 1995-Fall 1996 

National YSU CSU WSU U A UT 

Source: Ohio Inter-University Council 
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Ohio institutions, including YSU, were generally less successful at 
retaining minority students than at retaining white students. The per- 
centages for minority-student retention ranged from 53% to 71% (see 
Figure 7.2); YSU retained 56% of minority students, compared to 70% of 
white students. 

Figure 7.2 
Retention Rates for All Full-Time, New First-Year Minority 
Students, Open-Admissions Urban Universities, 
Fall 1995-Fall 1996 

Source: Ohio Inter-University Council 

A comparison of six-year graduation rates for all students among 
Ohio's open-admissions institutions shows that YSU exceeded the state 
average for each of the five years reported (see Table 7.1). The graduation 
rate for minority students at the five institutions-ranging from 16.7% to 
28.4%, which YSU reported for the 1986 entering class-was lower than 
for the general population at all of the institutions (see Table 7.2). 

Table 7.1 
Graduation Rates at Open-Admissions Urban 
Institutions for Full-time, First-Year Students 
Entering Baccalaureate Programs, 1986-90 

Year YSU CSU WSU U A UT 

Source: Ohio Inter-University Council 
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Table 7.2- 
Graduation Rates at Open-Admissions 
Urban Institutions for Full-time, First-Year 
Minority Students Entering Baccalaureate 
Programs, 1986-90 

Year YSU CSU WSU U A UT 

1990 21.7% 28.2% 23.5% 19.9% 21% 

Source: Ohio Inter-University Council 

ARTICULATION AND TRANSFER 

YSU has developed articulation agreements with community colleges 
in Ohio and western Pennsylvania. In the last five years, 13 new agree- 
ments have been signed. These agreements enable students to move from 
associate-degree programs at other institutions to baccalaureate-degree 
programs at YSU with minimal loss of credit. (See Figure 7.3.) 

To facilitate this articulation, annual recruiting visits are made to 
these campuses, and community college presidents and representa- 
tives are invited to YSU for a meeting each fall. The University Schol- 
ars Program has been expanded to include scholarships for high- 
achieving graduates of associate-degree programs, and a new policy 
permits honors courses at community colleges to be applied toward 
the YSU Honors Program. Current emphasis is on increasing faculty 
interaction between the institutions and developing more program- 
specific articulation agreements. 

Within the University, associate-degree programs are integrated with 
related bachelor's-degree programs, thus sharing introductory courses, 
faculty, and resources. Many students who first aspired to an associate 
degree have continued their education because of the availability of these 
two-plus-two programs. 
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Figure 7.3 
Articulation Agreements 




































