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Abstract 

Greenwood University, a Predominantly White Institution (PWI), has had difficulty 

recruiting Black students and retaining them throughout their undergraduate careers to 

graduation. Research shows the significant link between students’ perceptions of 

belonging and satisfaction at a university and their retention at that university. Race on a 

college campus is complex and requires intentional efforts to understand within the 

framework of higher education. The aim of this study is to determine specific causes that 

explain why Black students are not being recruited and retained at the same rate as their 

non-Black peers at Greenwood University. In doing so, the authors employed a mixed 

methods approach in which they conducted interviews from Black second and third year 

students, as well as faculty and staff, to explain the responses gathered from a recent 

Campus Climate Survey. A focus group of students also highlighted factors that impact 

the recruitment and retention of Black students. Among the responses received, factors 

such as support, connection, and representation among Black faculty and staff were 

shown to have a strong impact on Black students’ feelings of belonging, thus in many 

cases, their retention at Greenwood University. Based on the findings, it is recommended 

that universities prioritize intentional incentives to provide specialized support services 

and “spaces” for its students and to grow the numbers of faculty and staff who represent 

all of their institution’s student body.  

Keywords: enrollment, recruitment, retention, Black students, faculty, staff, 

Predominantly White Institution (PWI), Historically Black College or University 

(HBCU), Higher Education, Administrators 
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Chapter 1 

Introduction 

According to the U.S. Census Bureau (2015), the number of Bachelor’s degree 

recipients for Black United States citizens is eight percent of the total population of 

Bachelor’s degree recipients, while that statistic for the non-Hispanic White population 

was 73 percent. Additionally, only 39.5 percent of Black students who begin college 

graduate within six years compared to 61.5 percent of White students (National Center 

for Education Statistics, 2012). While at scale, the nation has made progress in increasing 

the representation of Black students on its college campuses, the disparity in the number 

of undergraduate Black students recruited to college compared to their non-Black 

counterparts remains. This trend holds true at Greenwood University as well, with Black 

students comprising 25 percent of its student population and White students comprising 

50 percent for the 2016-2017 academic year. Other student populations include Hispanics 

representing 9 percent of the student body, while Asian students make up 7 percent for 

the 2016-2017 academic year (Greenwood University Office of the Registrar, 2016; 

Greenwood University Office of Institutional Research, 2017). Similarly, among those 

who enroll in college, Black students are found less likely to persist through graduation 

than their non-Black counterparts (Belcher, 2017; Bocanegra, 2016; Casper, Wayne & 

Manegold., 2013; Pitts, 2009). This paper will describe a) what factors contribute to low 

retention and enrollment rates of Black students locally and nationally, b) what has been 

done to address this problem according to the literature, and c) possible directions for 

innovations in addressing Black student recruitment and retention at Greenwood 

University.  
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Context of the Study 

 Home to three campuses in Greenwood and various satellite locations across the 

state, Greenwood University (GU) offers undergraduate programs in the liberal arts and 

sciences, business and education as well as graduate programs in health sciences and 

clinical research opportunities. A part of the University System of Southern State 

(USSS), its nationally ranked business program, nursing program, medical school and 

dental school make GU a “destination choice for today’s students and tomorrow’s 

leaders” (Greenwood University, 2017). GU’s medical school is the only public medical 

school in this southern state in the United States. Also, GU’s dental school is the only 

dental college in the state. Maintaining its reputation as a premier institution grounded in 

such values as collegiality and inclusivity, Greenwood University’s goals and priorities 

are rooted in creating and fostering a culturally diverse student body (Greenwood 

University, 2017). Of the 911 first-time freshmen admitted to Greenwood University in 

Fall 2017, Black males comprised seven percent while Black females made up 18 

percent. Of the 52,768 first-time freshmen students admitted to all the public 4-year 

institutions in the state in Fall 2017, Black students made up 28 percent of this population 

(University System of Southern State, 2017). However, Black students make up 38 

percent of the high school population (State Department of Education, 2018). 

 Nationally, of the 17 million undergraduate students enrolled in Fall 2015, some 

9.3 million were White, 3.0 million were Hispanic, 2.3 million were Black, 1.1 million 

were Asian/Pacific Islander, and 132,000 were American Indian/Alaska Native. (NCES, 

2015). What this study seeks to achieve is to determine whether more innovative 

Commented [DL1]: State 
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approaches to closing the recruitment and retention gap between Black students and non-

Black students exist.  

Statement of the Problem  

 Though both recruitment and retention percentages of Black students at 

Greenwood University (GU), a predominantly White Institution (PWI), have increased 

since the 2013 consolidation of the Health Sciences University and Greenwood State 

University, these numbers can be higher. Historically, Greenwood University and its two 

legacy institutions have always had low representation of both Black students and 

faculty. African-Americans were not admitted to the institution, then comprised of a 

medical college and a junior college, until the mid-1960s (Greenwood University, 2018). 

Even with its gradual increase in Black student attendance and Black faculty 

employment, it is our goal to provide evidence of the need to enhance even further GU’s 

diversity initiatives geared toward recruiting and retaining its Black students. We seek to 

achieve this goal by listening to not only current students and those who have transferred 

from Greenwood University, but also faculty and staff as well. For the purposes of this 

study, faculty is defined as any member who holds any of the following positions: 

adjunct professor, instructor, assistant, associate, or full professor. Staff is comprised of 

any employed member of the institution who may or may not hold faculty status, but 

operates in a support position of leadership for academic and/or faculty affairs.  

 The president of a university has a unique power to set the organizational tone 

across the entire university. What the president does and how he or she reacts to certain 

situations affects enrollment as a whole. In order to keep the increase of minority 

enrollment at the forefront, Pitts (2009) expresses that a college president has to set a tone 
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of honesty and diversity. The President of Greenwood University is also the CEO of the 

adjoined hospital. Because of his dual role, there is a Provost who manages the vast 

majority of institutional matters. The Provost has a cabinet of 19 individuals that consists 

of faculty and staff. GU’s Provost Cabinet reveals what appears to be an administrative 

indifference to diversity, as only three of its 19 members are Black. These individuals are 

the Director of Athletics, the Dean of an academic college and the Interim Chief 

Diversity Officer. Of the 136 faculty at GU, 8.2 percent are Black, and 31 percent of the 

1,558 individuals who comprise the staff are Black (Greenwood University, 2018).  The 

significance of this representation in leadership will be discussed in greater detail later in 

this paper. For the purposes of this paper, we will use Debra Brown’s (2002) definition of 

Black. In her article, she defines Black as “people who have shared experiences because 

of the social construction of a ‘Black’ race based on skin tone, hair texture, facial 

features, and other phenotypic characteristics” (p. 502). We use the term Black to 

“describe people of African descent who are of diverse ethnic and cultural heritages, i.e., 

African, African American, Caribbean, etc.” (Brown, 2004, p. 21).  In our case, on the 

GU campus, our participants may include students who are not American-born or even 

American citizens. This is due to what appears to be a generalization of race. In United 

States culture and at Greenwood University, as revealed by Shayla, a GU student, “as 

long as you are 50 percent Black, you are seen as Black.” For the purpose of this research 

we interviewed and interact with students who identify as Black to ensure that a 

representative sample of lived experiences is captured.  
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Rationale 

 The purpose of this study is to build upon existing research that guides our 

understanding of why Black students are not being recruited and retained at the same 

level as their non-Black peers. We want to examine the relationship between the factors 

suggested by the literature to impact student enrollment and retention and the responses 

gathered in conversations with Black students, faculty and staff at Greenwood University, 

a four-year R2 institution. GU’s Carnegie Classification is germane to this study in that it 

provides information on the institution’s makeup, research priorities and research awards 

received. This will become more significant later in this paper as we hone in on the 

presence of Black faculty and staff and resources available for possible new support 

services as they both relate to Black student enrollment and retention.  

 First, a review of the literature was conducted to examine the relationship 

between the factors suggesting low enrollment and retention. Secondly, data were 

reviewed and analyzed from the University System of Southern State data system to 

closely examine the aggregated recruitment and retention percentages of Black students 

compared to their non-Black counterparts. The results of the 2016-2017 Greenwood 

University Campus Climate Survey were leveraged to determine common factors 

reported to be related to the presence or absence of student satisfaction. Simultaneously, a 

series of interviews were conducted with faculty and staff members at Greenwood 

University to examine faculty/staff perceptions of how the institution interacts with its 

Black student population. These faculty and staff participants were chosen by the 

members of this dissertation team in accordance with their roles at the University and 

their respective levels of interactions with students. Finally, a random sample of Black 
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students from six of the nine academic colleges at Greenwood University were selected 

for interviews to show a deeper relationship between recruitment and retention of Black 

students and other factors, both known and unknown. The aim of these processes is to 

show whether what we find in the literature is representative of why certain institutions, 

namely Greenwood University, have low percentages of Black students who are recruited 

and retained through graduation.  

Research Questions 

To guide our study, we posed the following three research questions:  

1. What are the perceived barriers that prevent Black students from enrolling/persisting in 

college at Greenwood University? 

2. How effective are the institutional initiatives directly aligned with Black student 

recruitment and retention? 

3. What factors are related to Black students’ satisfaction at Greenwood University? 
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Chapter 2 

Literature Review 

Through a review of the literature focused on Black student enrollment and retention, we 

investigated factors that contribute to the attendance, withdrawal and persistence of this 

student population through graduation. We seek to explore how factors such as access to 

college, student support services, institutional acknowledgement of race and the presence 

of Black faculty/staff each relate to the percentages of Black students who enroll in and 

graduate from college.  

Recruitment of Black Students 

The lack of Black students in predominantly White institutions, or PWIs, can be 

attributed to “(1) a general lack of sensitivity toward these students and their problems by 

college and university faculty and staff; (2) inadequate opportunities and support for their 

success; and (3) inadequate recruitment efforts” (Rodney, 1978, p. 143). Recruiting 

minority students to a university involves understanding the barriers that are present to 

adequately assess these students’ needs (Evans & Noriega, 2011). Evans and Noriega 

(2011) also state that there is no such thing as a generalized marketing plan when it 

comes to recruitment. Each group of targeted students has a different marketing 

technique that will be successful for them. There are many ways to market to and recruit 

students. However, in marketing to Black students, it is paramount to highlight the 

minority programs that are in place to help support minority students. In the recruitment 

of Black students, priority must rest in showcasing the Black students who are already 

enrolled (Evans & Noriega, 2011). “It is important not only for campuses to offer 

minority groups opportunities for engagement, but to showcase them during campus 
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visits” (Evans & Noriega, 2011, p.19).  As stated earlier, the number of Black and non-

Black students attending colleges is disproportionate. However, making the student 

organizations and student support services visible during a campus visit could help Black 

students see themselves represented and develop a sense of belonging at the university. 

The admissions representative is extremely important in the recruitment of Black 

students. While highlighting the diversity of a campus and displaying the minority 

programs are large parts of recruiting students, admissions offices must realize the 

historical and social context in which Black students reside (Evans & Noriega, 2011). 

“Having knowledgeable admissions representatives will aid in attracting first-generation 

African-American (Black) students” (Evans & Noriega, 2011, p. 20). These oftentimes 

young professionals are generally the first, and many times the only, connectors between 

the institution, prospective students and their families (Dougherty & Andrews, 2007). 

Recruiters talk with parents, who are usually uninformed about college, answering their 

questions and addressing their concerns about such a decision. According to Mathis 

(2010), the survival and vitality of most colleges and universities hinge on the 

effectiveness of its admissions office, specifically the recruiter. The admissions 

representatives can often mitigate the barriers that hinder Black students from enrolling in 

college. While finances may factor into college entrance among all first-generation 

students, regardless of race, coupled with the social and academic barriers faced by Black 

students, money and the mere access to college are all real issues faced by Black 

students, and in some cases, serve as the primary detractor for students of color. 

However, the admissions representatives can educate the students and their families about 

the resources available and possible payment options (e.g. government grants, 



RECRUITMENT AND RETENTION OF BLACK STUDENTS 9 

 

institutional grants and scholarships, federal financial aid, etc.) (Evans & Noriega, 2011) 

and offer help in accessing these resources, even for families who have found themselves 

shut out of financial resources in other settings. The issues that adversely affect Black 

students are, oftentimes, unfortunately out of their control. Many recruitment and 

admissions decisions are made using quantitative data. However, those data undermine 

the stark reality of the societal factors that perpetuate a lasting educational system of 

inequality and inequity (Jack, 2014). For example, administration makes admissions 

decisions based on numbers such as ACT/SAT scores and grade point averages; however, 

they often do not take into account factors such as test anxiety, which in many cases 

stems from the stereotype threat that African-Americans typically suffer, according to 

Steele and Aronson (1995). According to the authors, whenever African-American 

students perform an explicitly scholastic or intellectual task, they face the threat of 

confirming or being judged by a negative societal stereotype—a suspicion—about their 

group's intellectual ability and competence. In other words, in a high stakes testing 

situation, “if African American students are reminded of stereotypes that they are 

intellectually inferior to Whites, their test performance is depressed” (Solorzano, Ceja & 

Yosso, 2001, p. 63). Additionally, overall stress stemming from a student’s environment 

many times also causes students to underperform academically as well as their school’s 

resources, or lack thereof. These omissions by college administration cultivates the 

established system of inequality and inequity in the education system. 

Retention of Black Students 

The social and economic plights that Black students encounter gaining access to 

and progressing in higher education have been a concern and challenge for institutions of 
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higher learning. Farmer and Hope (2007) explain that “African American males presently 

account for 3.5 percent of the total enrollment in U.S. colleges and universities; however, 

they are disproportionately represented among students forced to withdraw, those with 

lower academic performance, and those who have more negative college experiences” (p. 

4). There continues to be an imbalance between the graduation rates of Black students 

and White students even though higher educational institutions have been racially 

integrated for decades (Furr & Elling, 2002).  

Minority retention and graduation rates are viewed as key performance indicators 

of a college's ability to foster a nurturing campus climate, provide meaningful 

curriculum/programs and serve as a gauge on the experiences of students of color on 

campus (Furr & Elling, 2002). Tinto (2017) proposes that student retention programs 

must be integral for educational entities that are tuition-driven. Most, if not all, 

universities fall within this category due to the trend in state governments greatly 

reducing their funding to public institutions.  

There have been numerous environmental factors that have been recognized as 

influences on the retention of Black students. Tinto (2017) theorizes that students who 

take part in co-curricular opportunities are more likely to remain at the university. He 

explains persistence in college through the concepts of social and academic integration. 

Engagement in these co-curricular activities has been shown to be at times more 

important for the academic and personal development of Black students than for White 

students (Furr & Elling, 2002). Conversations with Greenwood University students and 

faculty illuminate this relationship in significant detail later in this paper.  
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Access to College  

The United States post-secondary educational system is noted as one of the most 

inclusive and diverse in the world today (Petty, 2014). It is comprised of numerous 

institutional sizes, types, leadership/organizational structures, and initiatives that have 

opened the gates to allow people of color and other marginalized populations admission 

into some form of higher education, such as a two or four-year college (Petty, 2014). 

These initiatives are, however, marred with a history of systemic oppression and 

exclusion that still have an impact on Black students and others of color today. Many 

schools have a past in which they have intentionally excluded women, people of color 

and other racial and ethnic groups from having access into their doors. Grundy (2017) 

suggests that these systemic attacks on Black advancement from the past still lingers and 

shows notable effects in Black student attendance in the nation’s colleges and 

universities.  

The disproportionately small number of Black students in higher education today 

is, in part, a result of the United States federal and state governments legally allowing 

educational institutions to prohibit Blacks from becoming a part of academia in the past 

(Nettles, 1988). Anderson (2002) writes that Black Americans were prohibited from the 

American higher education system until after the Civil War.  Both Southern and Northern 

states effectively fought the education of African Americans by passing a number of laws 

that prevented Black students from attending higher education institutions and restricting 

them to inferior elementary schooling through forms of institutionalized racism in the 

19th and 20th centuries (Anderson, 2002). Blacks were not officially welcomed to attend 

predominantly White institutions until the 1960s. This changed with the implementation 
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of the 1964 Civil Rights Acts that prohibited colleges and universities from excluding 

individuals based on their race or ethnicity. A key consequence of the restriction of these 

students was the creation of the Predominantly White Institutional structure and the 

development of the Historically Black Colleges and Universities, or HBCUs (Higher 

Education Act, 1965, Title III).  

HBCUs were established to provide education to Black students; however, most 

of these institutions were not exclusionary (Sims, 1994). HBCUs have been known for 

providing Black students educational experiences in and outside the classroom that 

intentionally develop confidence in their identities as people of color.  Research has 

shown that Black students who attend HBCUs have a stronger chance of graduating and 

obtaining scholastic and social success when compared to their Black peers attending 

predominantly White institutions (PWIs) (Allen, 1992; Palmer & Gasman, 2008; Palmer, 

Arroyo, & Maramba, 2018). Thompson (2009) describes the HBCU environment as one 

that is an “academically rigorous and socially conscious environment that challenges and 

shapes students’ intellect as well as their social, political and spiritual lives” (p.30). Even 

though HBCUs have had inferior facilities and were generally of lower quality, i.e., 

outdated resources, older infrastructure, less qualified faculty, than predominantly White 

higher education institutions due to being disproportionately underfunded, they have been 

more effective than PWIs at fostering Black student achievement (Gasman, 2008).  

Additionally, students tend to report greater engagement at historically Black institutions 

than at predominantly White institutions (Nelson Laird, Bridges, & Morelon-Quainoo, 

2007). This leads to the important question of how college administrators at PWIs can 

better understand and support the experiences of Black students and not only assist 
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students in acclimating within the university climate, but also help their institutions adjust 

to meet these students’ needs. 

Recent trends have also shown signs of an increasing number of Black students 

seeking a four-year education; however, this data overlooks the great disparity in rates of 

enrollment between White and Black college students (Bennett & Xie, 2000). White 

students generally have a significant advantage in access to higher education due to 

attending low-poverty elementary and secondary schools at a substantially higher level 

than Black students and others of color (Bennett & Xie, 2000). Black students 

disproportionately grow up in lower socioeconomic status environments than their non-

Black counterparts. According to the National Center for Educational Statistics (2018b), 

45 percent of the Black student population attended high-poverty k-12 schools compared 

to 8 percent of their White counterparts in the 2015-2016 school year. The National 

Center for Educational Statistics (2018b) also described that 63 percent of the White 

student population attended a school that was identified as having a low level of poverty 

or mid to low level of poverty compared to 24 percent of the Black population in the 

2015-2016 school year. Walpole (2008) explains that Black students coming from low 

SES backgrounds have fewer interactions with their professors, prepare less for their 

exams, are not as engaged in student life activities, work more, and have lower grades 

than their peers who come from higher SES backgrounds.  

Regarding college attainment, CollegeNet provides, in its 2017 Social Mobility 

Index (SMI) report, that the upward rise in tuition since the 1980's has progressively 

limited affordability of and access to college education. In 1980, for example, college 

tuition took an average bite of 26 percent of the median family income in the US; by 
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2004, this figure had more than doubled to 56 percent (CollegeNet, 2017). Hughes et al., 

(2007) suggest that students from lower socioeconomic statuses and minority 

backgrounds are more likely to be placed in less rigorous courses in high school and 

attend secondary schools with low graduation rates and that lack quality instruction. 

Black students have also shown a lack of academic preparedness for the rigor of the 

higher educational curriculum and display a limited knowledge base about the college 

process in general (Thayer, 2000). A disproportionate number of Black students 

compared to White students grow up in poverty-stricken areas, which negatively impacts 

their awareness of instructional resources, educational opportunities and chances to excel 

in this academic arena compared to their White counterparts (Owens et al., 2010). 

According to the American Psychological Association (2018), 39 percent of African-

American children and adolescents are living in poverty, which is more than double the 

14 percent poverty rate for non-Latino, White, and Asian children and adolescents. 

Experts have determined that these factors are reliable predictors of the success of college 

students (Trusty, 2004). These indicators, such as the student’s socioeconomic status and 

college preparation in high school can be used as the foundation to create support 

services and other initiatives that advocate for students who come from lower SES and 

impoverished backgrounds. Progressive institutions that have succeeded in improving 

minority achievement have seen initiatives that address these factors and produce returns 

such as significant increases in recruitment, retention and graduation rates among non-

White and less affluent students (Furr & Elling, 2002). 
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Support Services 

In addition to the existing counseling offices on college and university campuses, 

there remains a dire need for specialized support services for various groups of students, 

including Blacks, for both their academic and social well-being (Fu & Cheng, 2017). 

Offering a safe and supportive environment conducive to all students’ success should be 

paramount at every educational institution (Harrison, 2016). Evidence of colleges 

manifesting this obligation can be found in the various services and offices they house on 

their campuses.  

More commonly referred to as “safe spaces,” these centers or forums for students 

provide the opportunities for students to be their authentic selves where confidentiality is 

priority. Safe spaces also provide the physical or virtual environment for students to have 

candid and open conversations. Fu and Cheng (2017); Harrison (2016); UCSC (2017) 

further add that another goal of these centers or spaces should be to provide opportunities 

for mentorships and internships, peer networking and the ability to join various student 

organizations on campus. Take, for instance, The University of California Santa Cruz 

(UCSC) and its student organizational makeup. It appears that students of various races, 

physical capabilities and sexual orientations all have a “safe space” that provides them 

with the specialized support they need to ensure their safety and security, but most 

importantly, their inclusion. Its Student Development Services offers the Native 

American student population the American Indian Resource Center which addresses key 

issues of the Native American people and other tribal communities. The LGBTQ 

(Lesbian, Gay, Bisexual, Transgender and Queer) community also has a safe space in the 

University’s LGBT Resource Center, offering organizations for these students to become 
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a part; additionally, the LGBT Resource Center houses libraries of books, films/videos 

and periodicals. The University has a Women’s Center that hosts workshops and cultural 

events while providing a study space for female students. At UCSC, Black students have 

the African-American Resource and Cultural Center, a physical space offering 

orientation, workshops, educational and cultural programming, achievement and 

recognition programs, in addition to mentorships and internships (UCSC, 2017). In its 

2017 Social Mobility Index (SMI) report, with its focus on lowering tuition, recruiting 

more economically disadvantaged students, and ensuring that enrolled students graduate 

into good paying jobs, UCSC was ranked 13th in the nation for social mobility among the 

1,363 schools included. Greenwood University had an SMI ranking of 677. In addition to 

lowering the gap between the rich and poor, the SMI is also geared toward wise policy-

making so that colleges and universities “can be a part of improving economic 

opportunity and social stability in our country” (CollegeNet, 2017). Variables in the 2017 

SMI are tuition, percent of student body whose families are below the U.S. median 

income, graduation rate, reported median salary 0-5 years after graduation, and 

endowment. With its programs and support services shown to raise college attendance 

rates among disadvantaged communities, the University’s Educational Partnership Center 

serves thousands of high school students every year. 42 percent of all UCSC students 

participated in community service and volunteer activities in 2015–16. Ranked first in the 

nation by BestColleges.com (2017) for its degree programs, scholarships, and other 

support services the campus provides to its students, UCSC’s 2015-2016 total enrollment 

consisted of 17,335 students. Of that number, 15,743 were undergraduates (UCSC, 
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2017). In 2014-2015, 45 percent of the UCSC graduating class consisted of first-

generation college students (UCSC, 2017).  

Other initiatives to promote inclusivity and success among minority college 

students can be seen in other parts of the country as well. A second example can be found 

at The University of Georgia (UGA) (2018), for instance, which hosts recurring events 

for its various student populations. One example can be found in the forum for students 

who identify as LGBTQA (lesbian, gay, bisexual, transgender, queer, asexual) - and a 

person of color. This program was designed to recognize and address the intersection of 

race (and ethnicity) and sexual orientation and how these students explore their identities. 

Additionally, it fosters an informal and safe setting in which students can share their 

experiences, discuss issues and build community. Chow & Chat is a monthly discussion 

forum on the campus of UGA that intends to encourage dialogue among the UGA 

community about significant issues affecting students, staff, and faculty of UGA, with an 

emphasis on issues impacting people of color. Providing spaces such as these contribute 

to the overall positive experience a student receives while at college. Rashaad Pierre, a 

fifth year communications major who volunteers at one of UGA’s centers says, “We want 

these students to know that we are a resource to them. These events help me see that I’m 

more than a UGA student. I’m part of a community, and I want to be an active part while 

I’m here in Athens” (personal communication, August 21, 2017). 

Fostering students’ identities and nurturing their abilities can also be achieved by 

way of other outlets in addition to the centers, according to Harrison (2016), who 

advocates for the importance of Black-music oriented spaces at Predominantly White 

Institutions (PWIs). To achieve this, he posits that Black college-radio programming, 
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most notably hip-hop programming, is hugely significant. Harrison (2016) finds that such 

a platform both cultivates and sustains a sense of belonging for Black students at PWIs. 

College radio’s ‘hip-hop era’ (circa 1980 to 1993) provided Black students with a 

platform to openly discuss the issues that confronted them and celebrated their culture. 

During this era, Harrison explains, Black students experienced a particularly tumultuous 

time on PWI campuses with similar racially-charged incidents as those which will be 

discussed in further detail later in this paper. Regarding an institution’s response and 

acknowledgement of race and racial issues, Harrison (2016) offers radio as an outlet to 

help remedy the problem of Black inclusion on college campuses.  

While not solely devoted to Black programming, there is still much to be learned 

about creating a space on radio to acknowledge and welcome the issues confronting all 

demographics of students, most notably here, young Black students. The University of 

Georgia’s WUGA radio station 90.5 FM, addresses news and issues that plague all its 

students, as well as current and historical events. Take for instance, its lineup of 

programming for news and entertainment. Among its recent headlines are: “Feminism 

and Sororities,” “Why Does the Historical Marker by the Arch Use the Term ‘War for 

Southern Independence’?” and “Africa’s News Matters.” Students who have a vested 

interest in any of these issues, among myriad others, have the place on college radio to 

share their voices and feel like they belong. This type of platform can serve as a huge 

asset to the Black students at Greenwood University and the Institution as a whole in 

fostering inclusivity and student satisfaction. Harrison (2016) explains this ever-

increasing need for inclusivity on college campuses to combat the racial conflict that 

accompanied the Civil Rights reforms, increasing the Black student population at 
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institutions of higher learning. He provides that communities are created and maintained 

through “overlapping nodes and networks that allow people to recognize one another as 

mutual members of a community” (Harrison, 2016, p. 11).  Farrell and Jones (1988) point 

out that a significant number of large state universities are located in small, White college 

towns where Black students do not often have the opportunity to seek refuge in a local 

Black community. Therefore, creating the safe space on campus for this demographic of 

students is paramount to foster inclusion and the retention of these students.  

Another more expansive effort to promote student enrollment and retention is the 

Teacher Education for America’s Minorities, or (TEAM). TEAM is a project of seven 

institutions of higher education in Florida working over a six-year period (1990-1996) to 

implement strategies to assist minority and nontraditional students in making the 

successful transition to the university setting, while making note of the specific retention 

issues affecting these populations. Among the barriers to Black student achievement 

found by the TEAM, according to Norman (1996), were school structures, biased 

standardized tests and financial constraints. The TEAM began its work in the middle 

schools to mentor minority students through school and into the workforce or toward 

postsecondary education (Norman, 1996). Among its objectives are exposing promising 

minority high school students to college career opportunities and campus life in addition 

to periodic statewide recruitment initiatives and conferences to encourage recruitment of 

these students and those already attending community colleges. Recruitment efforts 

include providing adequate tutorial assistance and developing students' self-concepts. 

Survey findings indicate that Black college students need more assistance with library 
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use, more study time versus working time, and improved perceptions of their own ability 

(Norman, 1996; McDuff, Tatam, Beacock & Ross, 2018). 

Programs and services such as these can be the catalysts to ensuring that an 

institution’s full student body feels that they have a “place” in a mosaic blend of cultural 

diversity. This study seeks to build upon the support initiatives already put in place at 

other institutions of higher learning across the nation to best suit the needs of Black 

students at Greenwood University and other universities with similar student and faculty 

demographics. When considering the mission of a support office or center, it is also 

incumbent upon stakeholders to realize the myriad factors that contribute to Blacks 

students’ well-being, or lack thereof. When issues arise on college campuses that affect 

its students, the manner in which administrators respond to such events also plays a vital 

role in ensuring the protection of its students.  

Institutional Acknowledgement of Race 

Evolving in the realm of race in higher education requires a consistent and 

intentional institution-wide acknowledgement of the mindset. However, there are 

documented factors that serve as barriers for this process. Interest convergence, or the 

lack thereof, is one of those barriers that prevent race from being acknowledged in higher 

education. Interest convergence is a topic that many higher education critical race 

researchers have found to be a pertinent topic in understanding race on a college campus 

(Rector-Aranda, 2016). Interest convergence, as it relates to race, is grounded in creating 

policies that benefit the minority because it aligns with the interests of the majority. 

Brown v. Board of Education may have been conceded because of how White America 

would benefit from the decision (Rector-Aranda, 2016). In this particular example, the 
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United States stood to gain allies during the Cold War who did not agree with the active 

oppression enacted by the nation (Rector-Aranda, 2016). Desegregating schools was a 

monumental step in displaying America’s efforts to promote equality and equity 

throughout its land (Rector-Aranda, 2016). Rector-Aranda (2016) quotes Derrick Bell, Jr. 

in stating, “racial equality and equity for people of color will be pursued and advanced 

when they converge with the interests, needs, expectations, benefits, and ideologies of 

White people” (p.10). While interest convergence can benefit the Black population, often 

times the absence of interest convergence is a barrier that prevents true racial equality and 

equity. 

Holmes, Ebbers, Robinson, and Mugenda (2001) state that there is much research 

recounting the lack of preparation of institutions of higher education in “providing 

campus communities that are welcoming and conducive to the learning styles of 

culturally and ethnically diverse student groups” (p.44). Holmes et al. (2001) 

acknowledge that predominantly White institutions (PWI) have not intentionally 

neglected students of color. However, these institutions were also not created with these 

students in mind, preventing a sense of belonging for Black scholars. Students must find 

a “positive level of comfort” (Holmes et al., 2001, p. 46). Positive level of comfort is 

described as a state in which students feel involved with the campus they attend. 

“University recognition” is also noted as one of the factors that help to validate Black 

students on a college campus (Holmes et al., 2001, p. 54). Many institutions exist in 

complacency. Because acknowledging race is uncomfortable or could prove unsavory to 

some of the campus community, some campuses forego the entanglement in 

conversations revolving around race. Unfortunately, this silence invalidates Black 
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students and provides inadequate support for the population of Black students at an 

institution. This acknowledgement should start at the administrative level with the 

president of an institution (Holmes et al., 2001). 

Cole and Harper (2017) analyzed 18 statements from college presidents to assess 

institutional response. In doing so, the authors highlight several events of racism in 

American higher education.  These incidents happened over the span of three years (2012 

to 2015) at schools all over the United States and include the Martin Luther King Black 

Party at Arizona State University and the hanging of a rope noose at Duke University in 

2015. Cole and Harper (2017) reported on the impact of rhetoric, and this research has 

been used to advise United States presidents and other officials on appropriate responses 

to racially-charged events. America’s presidents and college presidents share similar 

pressures to respond to situations.  

How (and when) leadership at an institution responds to race and racially-

motivated incidents oftentimes represents the values of that administration. Who the 

response addresses is critical to moving to a more inclusive campus community. In many 

responses, the larger campus community is addressed. However, very seldom do the 

responses address the group/s of students, faculty and staff that are targeted by the 

racially motivated attacks. By not mentioning these individuals or groups, the university 

is diminishing the impact these events have on their students and inadvertently causing 

Black students to feel disconnected from the university (Cole & Harper, 2017). “The 

choice of what is or is not said in presidential rhetoric determines what, or in this case 

who, is valuable” (Cole & Harper, 2017, p. 327).  “Racial Avoidance” is a tactic and term 

that has been used to address the uncomfortable conversations about race on a college 
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campus (Cole & Harper, 2017, p.320). In this racial avoidance, many campus presidents 

have actively not mentioned the actual racial/racist incident. In doing this, the message 

“filters out and censors the racial reality and conveys a white-washed version that appears 

to be the only truth” (Cole & Harper, 2017, p.327). Cabrera, Nora, Terenzini, Pascarella 

and Hagedorn (1999) identified “assessing racial tensions”, “perceived racial/ethnic 

tension”, “degrees of distrust between minorities and campus administrators”, and 

“ability to understand and cope with racism” as measures to help explain the interaction 

between minority students and institutions of higher education (p. 136). Cole and Harper 

(2017) found that, overall, college presidents and the institutions they serve do not do a 

good job of acknowledging the troubled racial history of their institutions or the 

systematic racism that has been embedded in that history. Individual incidents are 

responded to with some expedience. However, combating racism at the administrative 

level is not happening. If conversations about race and racism were more frequent, the 

diverse and inclusive campus environment that college presidents want can be fostered.  

Recounting racially-motivated events at higher education institutions such as the 

2015 University of Missouri’s (MU) protests and the Black Lives Matter Movement on 

college campuses, demonstrates how such events have shone an even brighter light on the 

unwelcoming campus climates at most PWI’s. Harrison (2016) discusses how 

institutional responses from campus presidents are vital in fostering Black student 

engagement, satisfaction and ultimately, success. In 2015, a series of protests driven by 

race, workplace benefits and leadership in administration were sparked by several 

isolated events of racism and bigotry at MU. The most notable and catalyzing event 

occurred in 2010 when two White students were arrested for dropping cotton balls in 
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front of the Gaines/Oldham Black Culture Center. This event was prosecuted as a hate 

crime based on the historical allusion to “cotton pickers” to describe enslaved or 

sharecropping Blacks. In 2011, a student was given probation for racially charged graffiti 

in a student dormitory. Fortunato, Gigliotti, and Ruben (2017) express the significance of 

not only competent leadership communication to key stakeholders and students, but also 

the skill needed in order to craft timely and sensitive messages, especially via social 

media to provide a channel for all to learn of and understand such incidents and all 

parties’ concerns and positions as they arise. Figure 1 below shows a timeline of other 

racially-motivated events on MU’s campus and responses thereafter, both of leadership 

and the student body. 

Figure 1. Timeline of University of Missouri’s Racially Motivated Incidents 

 

Fortunato, Gigliotti, and Ruben (2017) explain that the outlined incidents above 

were amplified by a number of leadership decisions, actions and communication failures 
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which ultimately led to the departure of both the University president and chancellor. In 

their explanation, they point to the following aspects of competent leadership 

communication: the development and maintenance of strong relationships with key 

stakeholder groups; the ability to predict, recognize, detect, and address issues that may 

rise to the level of crisis as defined by stakeholders; and the aforementioned skill in 

developing both timely and sensitive messages to all stakeholder groups, including its 

students (Fortunato, Gigliotti, & Ruben, 2017). However, as the incidents at UM 

transpired and went viral across the country, Stripling (2015), a member of the local 

media described the “scrambling” of administrators behind the scenes in managing the 

unfolding situations.  

The reporter also explained the attempt by University leadership to address these 

incidents to include, "email communication throughout the situation about a host of 

different topics related to the events, including the need to provide 'mental-health 

resources' to the protestors on-campus, the debate over whether or not to prevent access 

to particular social media sites based on some of the threats being made, and the 

necessary strategies to 'do everything humanly possible to support our students in their 

free expression.'" (Stripling, 2015, p. 203) 

However, these responses and communication seemed to have come too late as 

the decisions were made to remove both key administration staff. Among their efforts 

moving forward, Donald Cupps, Chairman of the Board of Curators, announced the 

formation of a task force, hiring a diversity, inclusion and equity officer and a promise to 

have UM’s faculty and staff better reflect its student body (Stripling, 2015).  
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To draw from a more recent popular example, the infamous “there were fine 

people on both sides” soundbite of President Trump after the racially violent protests in 

Charlottesville in 2017 that left a woman killed and 19 others injured had many American 

citizens in an uproar. The general perception of the President’s response was that he 

shared some of the values of the White Nationalist group which upset many people. This 

statement came after much pressure by the media for the President to release an official 

statement after posting on Twitter a broad statement on the incident. The President 

tweeted, "We ALL must be united & condemn all that hate stands for," (President Donald 

Trump, August 12, 2017). Many Americans felt that the President did not specifically 

address the violent attacks, its perpetrators or those Americans who felt the sting of the 

public display of hate offered by White Nationalists. This demonstrates the approach 

coined by Cole and Harper (2017) as racial avoidance mentioned above, which 

oftentimes is found on college campuses when college Presidents respond to race and 

racially-motivated incidents. College presidents have the same rhetorical power on their 

campuses that the President of the United States has on the country. Their rhetoric shapes 

the perception of support and acceptance in their respective fields.  

Student Satisfaction in Higher Education 

As noted earlier, Black students at HBCUs have shown higher levels of 

understanding of the higher educational environment, as well as greater success than do 

Black students at PWIs (Allen, 1992). These institutions are experts at providing Black 

students sources of positive efficacy expectations, which are founded on Bandura’s 

(1997) ideas and the following five themes: Mastery Experiences, Physiological States, 

Emotional States, Vicarious Experiences and Social Persuasion. Bandura’s theory states 
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that self efficacy is defined as “people's beliefs about their capabilities to produce 

designated levels of performance that exercise influence over events that affect their lives 

” (Bandura, 1997, p. 2).  HBCUs’ awareness of the racial and cultural backgrounds 

among their students help to provide high mastery level experiences while for Black 

students at PWIs, they may be only scant (Rodgers & Summers, 2008). Data has shown 

that a significant population of Black students at PWIs does not positively perceive their 

institution to provide authentic social support from important institutional partners, such 

as faculty (Rodgers & Summers, 2008). Eimer and Pike (1996) state that “African 

American students attending PWIs reported more contact with faculty than did their 

White counterparts, yet African American students expressed less satisfaction with these 

interactions” (p. 15). PWI’s could greatly improve their retention initiatives by delivering 

purposeful and intentional resources to Black students in areas of student engagement, 

business, and academic performance to combat the effects of negative perceptions of 

climate (Furr & Elling, 2002). Numerous institutions have devoted funding to provide 

facilities, programming, literature, symbolic monikers, as well as faculty and staff 

members that have the initiative to advocate and empower this student population. 

Tinto (2017) provides a model of motivation that includes self-efficacy and sense 

of belonging as factors that are directly correlated with motivation. He uses Albert 

Bandura’s discoveries to define self-efficacy as “a person’s belief in their ability to 

succeed in a specific situation or at a specific task” (Tinto, 2017, p. 256). He posits that 

self-efficacy is a feeling that is learned over time and one that cannot be assumed by 

institutions of higher education. Because self-efficacy is learned, it is based on 

experiences. It is noted that first-generation students and low-income students may not 
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have the experiences necessary to provide high self-efficacy for performance in college 

(Petty, 2014). First generation students lack family and friends that have been exposed to 

the higher education environment that has been shown to lead to a lower level of college 

readiness, financial stability, familial support, and self-esteem. A student’s self-efficacy 

must be reinforced and maintained in college by the administration of the institution 

(Tinto, 2017).  It is important that institutions “address the implicit, if not explicit, 

existence of stereotype threats on campus through interventions that provide alternative 

ways of understanding one’s identity” (Tinto, 2017, p.260). These threats may include 

hateful speech on their campus, shortages of resources focused on assisting students from 

these populations and the lack of response on issues affecting students in their 

community. 

A student’s self-efficacy is not the sole factor that affects a student’s performance. 

A student’s sense of belonging is critical to their persistence in college. Tinto (2017) 

explains that sense of belonging is how students feel they fit in as a member of a 

community of faculty, staff, and other students who value their participation. It is this 

sense of belonging that ties the student to his/her community, even when issues arise. A 

student’s sense of belonging is directly affected by the student’s perception of the 

engagement they experience with their institution. It is precisely this sense of belonging 

that “enhances motivation, but also promotes a willingness to engage others in ways to 

further persistence” (Tinto, 2017, p. 258). No student should ever feel that they do not 

belong at the institution they are attending. It is the responsibility of the universities to 

foster a campus culture that provides all students with a sense of belonging. A negative 

experience that impacts a student’s sense of belonging and/or self-efficacy could lead to a 
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plummet in a student’s level of satisfaction (Tinto, 2017). Faculty and staff also play a 

critical role in engaging and welcoming a student to the college campus. In many cases, it 

has been found that the presence of Black faculty and staff encourages feelings of 

inclusion among Black students.  

Presence of Black Faculty/Staff 

Perna, Gerald, Baum and Milem (2006) state that the progress of increasing the 

enrollment of Black students at institutions has been widely noted. However, the 

representation of Black faculty has not shown any increase nationally. Conclusions from 

the work of Perna et al. (2006) highlight five benefits of an ethnically diverse faculty. 

Equity in higher education employment of Black faculty and staff will display the 

university’s initiative to end discrimination. An increase in Black faculty and staff will 

correlate directly with the improvement of the academic achievement of Black students. 

Black faculty and staff in these spaces will help to ensure that the perspectives and 

achievement of other Black faculty, staff, and students are recognized and acknowledged. 

Black faculty and staff offer the opportunity for mentorship and more adequate advising 

for Black students. Black faculty and staff members at institutions of higher education 

offer the positionality necessary to understand and bring to life the research that is 

published by other Black researchers (Perna et al., 2006, p. 194). In the Southern states, 

there is an even greater need for representation in faculty positions. In the 2001-2002 

academic year, 52 percent of the nation’s Black high school graduates came from one of 

15 Southern states. The necessity for representation becomes extremely apparent when 

looking at these numbers. However, considering the tortuous past of some of these states, 

there should be an “intentional effort to staff these institutions with the personnel that 
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would foster a diverse population amongst faculty” (Perna et al., 2006, p. 194). Holmes et 

al. (2001) highlight faculty-student interaction in and out of the classroom as a factor of 

validation for students. The authors also highlight “role models of ethnic minority 

faculty” as a factor in the validation for Black students (p. 54). 

The struggles of Black faculty at PWIs have been well-documented for some 

time, and while the path to success for faculty, irrespective of race, is of interest, the 

literature highlights numerous obstacles to their success that are unique to Black faculty. 

These factors include unequal access to resources, limited number of Black faculty with 

whom to engage, lack of mentors, and lack of interest in/acceptance of their research 

agendas (Moore, Alexander, & Lemelle, 2010). Diminished access to faculty networks 

also decreases opportunities for Black faculty to engage in collaboratively-funded 

research projects, paid consultation projects, and participation on editorial review boards 

and other commissions, which are directly related to the reward structure of an institution 

(Frierson, Wyche, & Pearson, 2009). These struggles faced by the Black faculty at PWIs 

create downstream effects that bring with them another significant challenge. 

Black faculty members bring a unique added value in their ability to understand 

and form meaningful relationships with Black students who have similar struggles with 

marginalization and the aforementioned absence of mentoring (Moore et al., 2010). They 

extend even further to explain that the “insidiousness of racism that has contributed to the 

ways educational institutions have historically colluded in de-valuing the talents, abilities 

and humanity of Black people is shared by Black faculty and Black students alike” 

(Moore et al., 2010, p. 186). Presenting a list of suggestions of how to combat both the 

problems of recruiting Black faculty and recruiting Black students, Moore et al., (2010) 
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argue the effectiveness of intentional Black faculty/Black student mentorships through 

planned interventions designed to recruit and retain both cohorts as valued members of 

institutions of higher learning. Tolliver (1998), however, presents us with a cautionary 

catch-22 of the marginality/access to high status of Black faculty at PWIs and its 

potential effects on relationships with students. He states that while there are definitely 

positive elements to attaining high faculty status for Blacks, i.e., social and financial 

rewards, he also adds that it [status] sometimes alienates students from the higher 

regarded Black faculty. In such cases, as Tolliver (1998) claims, their faculty status 

functions more of their “master” status, or supersedes, their “race” status, creating a 

further unintended gap between this population of students and adults in leadership on the 

college campus. 

“While this is problematic for Black students, it is also problematic for 

Black faculty. For faculty, especially in teaching versus research 

institutions, work with students is more central to one's day-to-day work 

life and role. Frequently, faculty and staff spend the bulk of their time with 

students (especially with undergraduate students, who are new to the 

college environment and culture, and who, therefore, would be most likely 

to benefit from mentoring)” (Tolliver, 1998, p. 189).  

Leveraging the considerations of geography, GU’s faculty, student body makeup and 

relationships between faculty and students will further enhance our exploration of 

recruitment and retention strategies at GU. 

The reason for hiring Black faculty or staff could sometimes be detrimental to the 

member hired on many levels. One of the issues surrounding hiring Black faculty or staff 
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members is the retention of those new hires. Many Black employees hired at PWIs feel 

the need to assimilate and feel their identities being exploited through tasks of teaching 

diversity to their White counterparts (Kelly, Gayles & Williams, 2017). Refusing to 

participate in these educational efforts could result in their reputations being tarnished. 

Black faculty and staff members have to forge the paths for their peers to find them 

credible or viable in their campus communities. Kelly, Gayles and Williams (2017) posit 

that the need for Black faculty and staff to prove themselves comes in concert with a lack 

of value for Black employees in higher education. “Attending to recruiting Black faculty 

without building an environment that is welcoming and appreciative of what Black 

faculty contribute to the campus is a recipe for resistance and protests” (Kelly, Gayles & 

Williams, 2017, p. 314). As outlined in discussions with GU faculty that will come later 

in this paper, it is incumbent upon Black faculty and an institution’s administration to 

recognize the “inherent burden” that accompanies hiring Black faculty as it relates to 

providing support for its Black students. Access, support services, the presence of Black 

faculty and staff, and administration’s response to racially-motivated incidents all play a 

vital part, respectively, in the recruitment and retention of Black students in college and 

contribute to their own perceptions of diversity and inclusion. Evidence of this is 

highlighted in future chapters of this paper beginning with the concepts and theories that 

frame this study.   

Conceptual Framework 

 The goal of this study is to provide insight into and guidance for addressing the 

recruitment and retention of Black students at Greenwood University. The sections that 

follow provide concepts that develop the ideas in which this research is rooted. Critical 
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Race Theory and Community of Inquiry are described in detail in these sections. Critical 

Race Theory is discussed as well as its origin and its prevalence in society. Community 

of Inquiry is examined through its three principle elements: social, cognitive and teaching 

presence. 

Critical Race Theory 

Through this mixed-methods study, we hope to deal deeply with students’ 

perceptions of their experiences at Greenwood University. Using the social constructivist 

mixed methods approach through the frame of Critical Race Theory (CRT), we seek to 

develop recommendations to help increase recruitment and retention rates in Black 

students. CRT acknowledges the existence of race and “rejects the usual discourses of 

objectivity, neutrality, color-blindness, meritocracy, and equality under law” (Rector-

Aranda, 2016, p. 2). Developed in 1995 by Gloria Ladson-Billings and William Tate at 

the University of Wisconsin, CRT advocates the idea that people experience the world 

differently based on their race (McCoy & Rodericks, 2015).  

Ladson-Billings and Tate (1995) posed three ideas within their research about 

CRT: “(1) race continues to be significant in the United States; (2) U.S society is based 

on property rights rather than human rights; and (3) the intersection of race and property 

creates an analytical tool for understanding inequity” (p. 47). Many people mention race 

as an ideological construct. However, Omi and Winant, as cited by Ladson-Billings and 

Tate (1995), challenge that idea by stating that “thinking of race strictly as an ideological 

construct denies the reality of a racialized society and its impact on ‘raced’ people in their 

everyday lives” (p. 48). Octavio Villalpando, as cited by McCoy and Rodericks (2015), 

combines CRT and Latino critical theory to find that student affairs professionals could 
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use these theories to address policies and practices for “inequality, contradictions, and 

inconsistencies.”   There are significant changes that could be made to policies and 

procedures that directly affect students of color. Using this social constructivist 

framework “allows for the acknowledgement of the ways that social issues, history, and 

national (institutional) policy may affect the experiences that students from oppressed 

social groups may have, and of the vantage point from which such students view the 

world” (Hernandez, 2016). However, “large and complex institutions change slowly and 

only with the continued engagement, will and skill of many people” (Chesler, 2004). 

Using CRT as a framework to guide these conversations for change could give 

universities the opportunity to create new policies or adjust old policies that negatively 

affect Black students.  

Policies and procedures that directly mention microaggressions towards students 

of color and students in the minority have an impact on students’ satisfaction with and 

connection to their university. Solorzano, Ceja and Yosso (2000) express the impact that 

subtle insults (both verbal and nonverbal) have on students of color and the campus racial 

climate. These micro-aggressions, as defined by Davis (1989) are “stunning, automatic 

acts of disregard that stem from unconscious attitudes of White superiority and constitute 

a verification of Black inferiority” (p.1576). Comments such as those freely expressed by 

White students in Solorzano et al.’s (2000) study range from “You [a Black person] are 

not like the rest of them,” to “I don’t think of you [a Black person] as Black.” These 

micro-aggressions, though seldom investigated, are more prevalent than one would 

imagine; thus as Pierce (1974) maintains, each Black person “must be taught to recognize 

them and construct his future by taking appropriate action at each instance of 
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recognition” (p. 520). The authors present support of such incidents found on the very 

campus of Greenwood University amongst its own Black faculty population later in this 

paper.  

Unfortunately, in some cases recognizing these micro-aggressions is not enough. 

DiAquoi (2017) shares how he spoke with Sybrina Fulton, Tracy Martin (parents of 

Trayvon Martin) and Valerie Castile (mother of Philando Castile) about their critical 

conversations on racial discrimination with their now deceased sons. He shows how 

critical race theory and life course perspectives enhance our understanding of the 

strategies parents use with “the talk” to prepare their children for bias. Yosso (2005) 

explains as we learned with the murder of Trayvon Martin, many Black parents deemed it 

necessary to equip their children with the tools necessary to navigate racially hostile 

terrain by having the talk, an aspect known in the psychological literature as racial 

socialization. Sybrina Fulton and Tracy Martin shared publicly the way they prepared 

their son to behave and move carefully in a world so discriminatory against Black bodies. 

Following their story, many other Black families came forward and also shared similar 

discussions they had with their children. In preparing one’s child for racial 

discrimination, “the talk” as dubbed by the media, conveys the message of an existing 

racial hierarchy, Blacks’ place within that hierarchy, requisite racial etiquette, or rules for 

interracial interactions, attached to their racial position (Burt, Simmons, & Gibbons, 

2012; Caughy, O’Campo, Randolph, & Nickerson, 2002; Constantine & Blackmon, 

2002; Peters, 2002; Ritterhouse, 2006). The importance of teaching Black youth to cope, 

through racial socialization, has been written about by many scholars in order to ensure 

healthy development (Spencer et al., 1997; Ward, 2000). CRT provides the rationale for 
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proactive programs and services in higher education that provides the training and 

teaching that would provide Black students with the tools to cope with the many 

injustices they experience in society.  

Rector-Aranda (2016) states that the premise of CRT rejects the ideas of 

“objectivity, neutrality, color-blindness, meritocracy, and equality under law” (p. 2). She 

also attacks White supremacy through CRT in that she vividly depicts the use of these 

ideas as a way to allow White privilege to prosper, by default, perpetuating White 

supremacy (Rector-Aranda, 2016). “Racism is generally a ‘dysconscious’ act—it is “an 

uncritical habit of mind’ (including perceptions, attitudes, assumptions, and beliefs) that 

justifies in-equity and exploitation by accepting the existing order of things as given” 

(Rector-Arnada, 2016, p. 3). CRT is not an attack on anyone who identifies as White. 

However, it is an attack on the idea of the privilege that is maintained through Whiteness 

(Rector-Arnada, 2016).  

McCoy and Rodericks (2015) posit that “White superiority and its performative 

discourse of Whiteness is very much the cornerstone of higher education delivery” (p. 

32). It is this delivery which makes it necessary for Black students to be able to tell their 

stories as they have experienced them. Reynolds and Mayweather (2017) maintain the 

necessity of counter-storytelling. Counter-storytelling is a tool used by people of color to 

verbally recount events that are not portrayed accurately in the dominant culture 

(Reynolds & Mayweather, 2017).  “Allowing counter-storytelling as a vehicle by which 

voices from the margins are heard often proves to be an important methodological tool 

employed to make a significant contribution to educational research” (Reynolds & 

Mayweather, 2017, p. 288). Utilizing counter-storytelling for Black students can offer 
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educational research the opportunity to use Critical Race Theory (CRT) to gather 

experiential evidence and counter-narratives that describe Black students without using a 

White lens (Reynolds & Mayweather, 2017). Even though there is difficulty in defining 

race as human beings grouping themselves in a variety of ways as it pertains to their skin 

color or culture, there are commonalities that Black students share that allow them to 

communicate their lived experiences in a cohesive manner (Ladson-Billings & Tate, 

1995), as evidenced by a small focus group discussion later in this paper.  

Community of Inquiry 

 We sought to create, through the collaboration of participants, researchers and 

higher education administrators, a deeper and more meaningful learning experience 

surrounding the perspectives of Black college students on the holistic college experience. 

A social constructivist model in nature, yet grounded in Dewey’s (1938) notion of 

practical inquiry, the Community of Inquiry (CoI) framework was initially introduced by 

Garrison, Anderson and Archer (2000) to help them make sense of issues surrounding 

their new online graduate program. The first study of Community of Inquiry was 

designed to define, describe and measure elements supporting online learning 

communities. Nearly 20 years later, the model has evolved while still maintaining its 

three principle elements - social, cognitive and teaching presence. For the purposes of 

this study, the researchers sought to define what student satisfaction means to GU’s Black 

students; after which, student participants described the characteristics of satisfaction, 

through interaction with faculty and staff, extracurricular activities on campus and 

support services offered to them. Measuring their overall satisfaction was most easily 

accomplished through analyzing the quantitative results of the 2016-2017 GU Campus 
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Climate Survey. All components of these analyses helped the researchers determine the 

level of support and/or inclusion efforts that are specifically geared toward Black students 

at GU.  

According to Garrison et al.’s (2000) initial model, the social presence of the CoI 

model was defined as the degree to which participants in computer-mediated 

communication felt actively connected to one another. COI, as used in Nishiyama’s 

study, “Using Community of Inquiry for Interviewing Children: Theory and Practice,” 

the framework serves as an interview method. It leverages the practice of “group dialog 

for knowledge-making, where participants talk about a common topic by sharing their 

lived experiences in a cooperative manner” (Nishiyama, 2018). For participants 

experiencing social presence, we gleaned how they view themselves within the GU 

community encompassing campus life. Similarly, we wanted to see how students interact 

with their faculty and how they may become the “teachers” in conveying to the 

University how best to understand their needs and perspectives. For the purposes of this 

study, we defined social presence as the degree to which Black students in college feel 

actively connected, through their relationships with not only their Black peers and 

faculty, but also with their non-Black faculty and peers, and the institution as a whole 

(e.g., courses of study, student organizations, faculty/staff, etc.). This allowed purposeful 

communication in a trusting environment and developing interpersonal relationships by 

way of projecting their individual personalities. This was assessed in focus groups and 

various interviews we conducted that speak to the aforementioned factors. Hearing the 

students’ responses about their perceived social connection to Greenwood University and 
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what, in their opinions, might strengthen that connection are conducive to beginning to 

address the problem of retention among this population.  

 Garrison et al. (2001) define the “cognitive” presence of CoI as the extent to 

which learners are able to construct and confirm meaning through sustained reflection 

and discourse. CoI, as used in Mizell’s (2015) study, brings adults and children together 

in collaborative discussions of philosophical and ethical topics. It does so by asking 

students to relinquish their traditional roles as obedient to what is “right and wrong,” and 

it allows for deep reflection and transparency in both the student and the teacher, and in 

GU’s case, the student and faculty/administrators. While not physically engaging in 

discussions with one another, the groups of faculty/staff and students learn and teach 

through these data what their lived experiences are and their perceptions of the initiatives 

and change needed to improve not only campus climate and student satisfaction, but the 

recruitment and retention of Black students at GU as well. By engaging in the focus 

group and sharing their experiences and perspectives of the existing campus climate, the 

students are allowed to convey to their traditional “authority figures” what themes such 

as diversity, inclusion and support look like to them and how they would want to see this 

enacted on their own campus. As facilitators of the intentional collaboration with Black 

students and administrators, we wanted to help establish a more refined and deliberate 

approach to getting and keeping more Black students enrolled in our colleges and 

universities. Engaging in this critical discourse through interviews with both students and 

administrators allowed for the construction of mutual understanding of the disparity of 

recruitment and retention of Black students and their non-Black counterparts. What we 

sought to ascertain is the level of connection Black students have with their respective 
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college environment and whether this is related, directly or indirectly, with their decisions 

to enroll and persist throughout college to graduation.  

 Garrison et al., (2001) explain that the “teaching” component of CoI is the design, 

facilitation and direction of cognitive and social processes for the purpose of realizing 

personally meaningful and educationally worthwhile learning outcomes. This research 

leveraged the community of inquiry framework in preparing Black students and GU 

administration to develop a shared understanding of inclusion and fostering engagement 

in order to increase student satisfaction and retention among Black students. The intent 

was to allow key members of GU administration along with faculty to hear and 

understand the perspectives of its Black students through these findings along with their 

recommendations for improving inclusion on campus, thereby making clear and 

intentional decisions to further promote diversity among not only the student body, but 

the makeup of the faculty and administrative organizations as well. While not solely 

monolithic in nature, the general consensus of the Black students and faculty/staff 

interviewed was the resounding “more can be done” in areas of support and recruitment 

of Black students, faculty and staff, which will be revealed via personal statements later 

in this paper. In following this process-oriented framework, the Community of Inquiry 

framed how we guided and evolved the understanding of the Black GU student 

perspective. As cited by Bangert (2009) and Garrison, Anderson and Archer (2010), the 

CoI framework allows its adopters to “define, describe and measure the elements of a 

collaborative and worthwhile educational experience.” Procedures for conducting this 

project within the framework follow in the next section. 
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Chapter 3 

Methods 

Data collection for this study included a combination of qualitative and quantitative 

methods, or a mixed methods approach. Guided by the following research questions, this 

approach focused on extrapolating a number of variables that affect Black student 

achievement and satisfaction at Greenwood University.  

1. What are the perceived barriers that prevent Black students from enrolling/persisting in 

college at Greenwood University? 

2. How effective are the institutional initiatives directly aligned with Black student 

recruitment and retention? 

3. What factors are related to Black students’ satisfaction at Greenwood University? 

Using both qualitative and quantitative data to answer the questions provided the 

necessary level of triangulation to increase the validity of the research that was conducted 

than either method could do alone (Gay et al., 2009). In the realm of mixed methods, we 

chose to utilize the sequential explanatory method. This method allowed for usage of the 

qualitative data to explain the problem that emerged from the quantitative data (Creswell, 

2015). The method “combines the advantages of each form of data” in that “quantitative 

data provide(s) for generalizability, whereas qualitative data offer(s) information about 

the context or setting” (Creswell, 2015, p. 544).  

Campus Climate Survey 

 In 2016 the Office of Diversity and Inclusion at Greenwood University 

administered a web-based survey to the registered student population. The instrument 

included 107 items asking specific questions about the students’ experience on and off 
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campus with discrimination and how they experience diversity in various settings. There 

were also other demographic questions that captured the student’s race, gender, sexual 

orientation and classification. We received the results of this survey from the Office of 

Diversity and Inclusion in conjunction with the Office of Institutional Research at 

Greenwood University. After receiving the quantitative data from the Campus Climate 

Survey, we placed it into IBM SPSS Statistics Version 25. 1. A total of 1,638 students 

completed the survey which made up about 20 percent of the Fall 2016 enrolled students 

at Greenwood University. As seen in Table 1, about 20 percent of the total population of 

students who completed the survey identified themselves at Black (Non-Hispanic 

Origin). There were a total of 865 White students who took the survey, compared to 330 

Black students and 102 Hispanic students. Utilizing the responses to the survey, we were 

able to develop a satisfaction score for each student who completed the survey. However, 

there were 2 cases that did not submit adequate responses to be included in the analysis. 

Cases 792 and 793 did not complete the survey. This changes our total number of 

participants in the ANOVA analysis mentioned later from 1638 to 1636.  
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Quantitative Data Analysis 

 The 2016 Campus Climate Survey Data provided by the Office of Institutional 

Research was employed to illuminate any major differences between Black students and 

their counterparts regarding their satisfaction at GU. The results of the 101-question 

student 2016 Campus Climate Survey were used to gauge this topic. The responses were 

provided on a Likert scale of one to five, one being the least favorable and five being the 

most favorable. However, there were 49 questions that, when answered, provided the 

exact opposite outcomes, one being the most favorable response and five being the least 

favorable response. These items were reverse-coded to allow all the data being used to be 

analyzed on the same scale. The survey results included unidentifiable demographic 

information for the 1,638 participants. IBM SPSS Statistics 25 was the analytical 

software used to perform all statistical data analysis. 

 We computed Cronbach’s alpha coefficients to examine the reliability of the 

campus climate survey instrument (α=.79). Subscales were created to group survey items 

together that share similar messaging. The resulting seven subscales are How University 

Treats Participant, How University Treats Specific Populations, How Participant 

Experiences Diversity, Witnessed Bias from University, University’s Position on 

Diversity, University Action to Promote Diversity, and Participant Perception of 

Diversity. A composite score was created for each of the subscales for each participant. 

This composite was created by taking the mean of the responses to items that are 

associated with that particular subscale. Once this was done, we created a university 

satisfaction score that was calculated by taking the average of the composite scores for 

the seven subscales. As seen in Table 2, all of the subscales display acceptable 
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Cronbach’s Alphas except University’s Position on Diversity (α=.53). This could be 

explained by the small number of items in this subscale. However, for the purposes of 

this study, we kept this subscale because the low Cronbach’s Alpha does not necessarily 

negate the validity of this subscale. 

Table 2. Internal Consistency of Subscales from the Campus Climate Survey 

Subscales Number of 

Items Cronbach’s α 

How University Treats Participant 21 .78 

How University Treats Specific 

Populations 

9 .94 

How Participant Experiences Diversity 9 .89 

Witnessed Bias from University 10 .93 

University’s Position on Diversity 5 .53 

University Action to Promote Diversity 21 .90 

Participant Perception of Diversity 21 .77 

     

 A one-way ANOVA test was performed using the campus climate survey 

responses. This was done to determine if student satisfaction varied between Black 

students, White students, and students of other races. For statistically significant results, 
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post-hoc analysis was conducted. Effect size estimates were also computed using the Eta 

squared value calculated. A standard multiple regression analysis was also performed on 

the data. Gender and ethnicity was examined using this standardized multiple regression 

to determine if ethnicity is a statistically significant predictors of Black student 

satisfaction or if gender is a better predictor. For ethnicity we used White student 

responses as our reference group. This was done because White students are the largest 

population in our sample. Given the small size of ethnicities represented in the sample 

outside of Black or White students, any student who identified as neither Black nor 

White, or did not respond, was categorized together in one group. Gender was 

categorized into three groups, Female, Male, and other. Participants in the “other” 

category included students who were questioning their gender, identified as transgender, 

or did not respond.  

The regression equations for the model followed the formula below: 

Yi = αi + β1X1+ β2X2 + β3X3 + β4X4 + ε 

Yi = Student satisfaction 

αi = Constant 

X1 =  Females 

X2 = Students who identified as neither Male nor Female 

X3 = Black students 

X4 = Students who identified as neither Black nor White 

εi = error/residual 

 The data was screened for outliers, missing data, and the assumptions. Multiple 

regression has several assumptions related to sample size, normality, linearity, 
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homoscedasticity of residuals, multicollinearity, and independent of 

observations/residuals/errors. We checked the assumption related to sample size by using 

the formula provided by Khamis and Kepler (2010) that states that the sample size (N) 

must be greater than or equal to 20 + 5m where m equals the number of independent 

variables. In our case m = 4. Therefore, N must be greater than 40 in order for this 

assumption to be met. Because N = 1636, we will consider this assumption met. In the 

case of normality, linearity and homoscedasticity of residuals, we found six outliers.  

Figure 2 displays the normality of satisfaction scores. Figure 3 shows the linearity of the 

satisfaction scores. Homoscedasticity is displayed in Figure 4 with the scatter plot of the 

satisfaction scores not showing any patterns. Outliers were found in cases 144, 227, 289, 

464, 519, and 1071. These cases were deemed outliers based on the Standard Residual 

values being greater than or less than 3.3 from the mean of the total group. These outliers 

were left in the model due to the small number of outliers that appeared to be not 

influential. Multicollinearity was checked by examining the Collinearity Statistics in 

SPSS. None of the independent variables recorded an abnormal variance inflation factor 

(VIF). All of the VIF values were below 2. This is well below the acceptable maximum 

value of 10 (Hair et al, 1995). The observations were tested by using the Chi Squared 

statistical analysis. We found that all but one relationship between two predictors proved 

independence of each other at the .05 level but not the .01 level.  However, the 

relationship between the “Other” gender population and the “Other” ethnicity population 

did show that they are not independent. However, this is acceptable for our study because 

of the focus on Black students.  
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Figure 2. Histogram of Residual Satisfaction Scores 

 

  



RECRUITMENT AND RETENTION OF BLACK STUDENTS 49 

 

Figure 3. Normal P-P Plot of Regression Standardized Residual of Satisfaction Scores 

 

 

Figure 4. Scatterplot of Satisfaction Scores Proving Homoscedasticity  
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Qualitative Data Analysis 

 Upon analyzing responses from the 2016-2017 Campus Climate Survey, the 

researchers leveraged qualitative data to determine and explain the perceptions, insights 

and information obtained from conducting interviews and a focus group. Interviews were 

transcribed verbatim to deliver a robust catalogue for examination. A focus group, along 

with the quantitative analysis, was conducted, compared and synthesized with the 

interview transcripts to identify themes, codes and other and significant findings. This 

information was then gathered and analyzed through a Social Constructivist lens. 

Reading through transcriptions of faculty, staff and student interviews allowed the 

researchers to develop inductive codes and align the themes presented in the literature 

with the thoughts conveyed by the participants (deductive coding). This comparative 

method theory developed by Berger and Luckmann (1991) was used to dissect the data 

and search for interactive behavioral patterns and basic social processes that characterize 

the experiences of the study participants. Coding was exercised to examine the data for 

important issues, recurring events, and activities that have become the categories of 

focus. Utilizing descriptive coding, in vivo coding, emotion coding and values coding, 

these findings were used to connect the established themes to Ladson-Billings and Tate’s 

Critical Race Theory and Dewey’s Community of Inquiry. Peer debriefing was used as 

well to dialogue, validate, and enhance developing themes and patterns among our 

quantitative and qualitative data collection.  Emergent themes and codes are presented in 

greater detail in the findings chapter of this paper.   
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Interview Protocol 

 The Interview Protocol was developed based on the findings from the literature 

review. Of the contributing factors shown in the literature that prevent students from 

either enrolling or persisting in college, the researchers developed the aforementioned 

research questions. Among them, access to college, support services, and the importance 

of Black faculty and staff all guided the questions relating to the perceptions of GU’s 

own students to understand the disparity among its Black students’ recruitment and 

retention rates compared to their non-Black peers. It was used to interview the following 

populations of the Greenwood University community. We interviewed 12 students - six 

traditional sophomores from each undergraduate college and six traditional juniors from 

each undergraduate college. This sample size provided a sufficient amount of data 

representative for this student population. The researchers also provided each participant 

from the current GU student population the opportunity to participate in the focus group. 

We conducted interviews with Black and White faculty and staff to determine if 

supportive relationships exist among Black students and faculty and how these 

connections either strengthen or weaken the overall social and academic success of GU’s 

students. Both Black and White staff in either directorial positions or positions interacting 

directly with students were interviewed to determine the effectiveness of various support 

services and the perceptions of GU’s staff as it directly relates to student success.  

 We also interview three students who transferred from GU. These three students 

provided additional support for why students choose to withdraw and/or transfer from 

GU and other institutions with a similar makeup of faculty, students, academic 

programming, etc. 
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Participants of Study 

 A sample of 12 Black sophomore and junior students across six of GU’s nine 

academic colleges were drawn to share their perspectives with researchers through 

random sampling. Semi-structured interviews were conducted to gauge, among other key 

aspects of satisfaction in college, specifically what inclusion and engagement on campus 

look like for the student. Students were asked to reflect on the sense of connection they 

feel with the institution. One of the goals of this study was to determine the various 

challenges that Black students face on campus, in addition to getting their perspectives on 

whether they feel GU provides sufficient support and activities for them to feel included 

among its general student body population. Adjusting what we know and, even in some 

cases, building upon our prior knowledge of diversity and how to more effectively 

display it on campus can only come about through that critical discourse mentioned 

above.  

 Current student participants were selected at random from a name-blind list of 

Black second-year traditional students and Black third-year traditional students provided 

by the Greenwood University Office of Institutional Research. This list also included in 

which of the nine colleges at Greenwood University the student’s major is housed. For 

the interviews, we used systematic random sampling by selecting the students at an 

interval based on the population and sample sizes from each college. This resulted in 

having six second-year traditional students and six third year traditional students as the 

participating students. These students were selected without any regard to gender and 

were emailed to confirm their participation. If a student elected to not participate, we 

continued to move down the list of students to ensure that we had an adequate sample, 
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selecting the eighth student from each respective list of academic colleges. This blind 

practice provided a random sample as the list provided by the Office of Institutional 

Research was in random order. Because of the average size (=93) of each of the six 

academic colleges selected, the researchers resolved to randomly select the eighth student 

from each list of sophomore and junior students provided by the Office of Institutional 

Research.  The researchers determined that interviewing the eighth student would provide 

an acceptable amount of randomness for each academic area. This method of 

randomization was utilized to improve the external validity of the study (Creswell, 2015). 

Each student interviewed was given the opportunity to be a part of a focus group after all 

individual interviews were completed.  

 To gather insight on why some students discontinued enrollment at GU, we 

interviewed three students who have transferred to other institutions. These students were 

selected by convenience sampling by the researchers through contacts on campus. This 

group of students were asked questions to gain an understanding about why, or if, Black 

students were dissatisfied with their collegiate experience at Greenwood University. We 

also chose this population to determine if there are specific initiatives Greenwood 

University could implement to retain more Black students, thus, increase the retention, 

progression and graduation rates for Black students.  

 We also conducted interviews with eight faculty and staff members, both Black 

and White, to explore the institutional perception of its attention to Black students at 

Greenwood University. These positions came from the Admissions Office, Academic 

Success Center, Office of Student Life and Engagement and others. All faculty or staff 

members interviewed were employed by Greenwood University at the time of the 
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interview. Faculty and staff were not solely selected based on their race. Taking into 

account their current roles, interactions with students and knowledge of the GU culture as 

it relates to student activity both in and outside the classroom, the researchers selected a 

group of five Black and three White faculty and/or staff to gather further insight into two 

of their three research questions: “What are the perceived barriers that prevent Black 

students from enrolling/persisting in college at Greenwood University? 

How effective are the institutional initiatives directly aligned with Black student 

recruitment and retention?” These participants brought great insights from their 

institutional experiences, respective areas, and disciplines to determine the effectiveness 

of GU’s initiatives surrounding Black students, these students’ engagement, and what 

could be could/should be done in the future to further expand the enrollment of Black 

students at GU.    

Limitations/Potential Threats  

 Though randomly selected from the aggregated data provided by GU’s Office of 

Institutional Research, this sample of Black students was not randomly selected from the 

general population of Black students who attend college in the United States. Therefore, 

the findings provided within this study can only be generalized among the population of 

Black students who attend Greenwood University. It is worth noting that from those 

students randomly selected, those who agreed to participate may have done so because 

they are among the dissatisfied student population. Additionally, a more representative 

sample of Black students from various regions across the United States would allow for a 

more comprehensive understanding of values, thus student satisfaction, shared among 

Black students across institutions. Only two students from each of the six selected 
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academic colleges were chosen for interviews. Given the size of Greenwood University, a 

larger, more purposeful sample of Black students from a wide range of socioeconomic 

backgrounds would also provide for a more robust perspective of the Black college 

student experience. The original goal was to interview two students from each 

undergraduate academic college or school at Greenwood University. Because of the small 

number of Black students in its newest college, the researchers were not able to secure 

any participants from this school. Instead of having the intended 14 total current student 

participants, there were only 12 total current students for this study. The expectation is 

that this would not have any adverse effects on our findings.  

 Another concern relates to participants’ desire to please the interviewers.  The 

interviewed students possibly felt some pressure to deliver certain answers on the behalf 

of the Black student population to sensationalize certain aspects of their answers. Other 

students may have felt it necessary to deliver the politically correct response for fear of 

the university discovering their identity after the research is released. The same could 

also appear prevalent, if not more prevalent, in the responses of faculty and staff 

participants. In the focus group, students may have felt some social desirability pressures 

to respond or act in a certain way because of the thought of what could possibly leave the 

focus group forum. For future research, we may address these concerns by stressing the 

confidentiality of their identities and responses regardless of what is revealed. 

Emphasizing the significance of authentic responses to create a more valid study should 

also be communicated to the participants in both the one-on-one interview setting and the 

focus group. 
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 The campus climate survey was administered by the Office of Diversity and 

Inclusion in 2016. At the time of administering the survey, GU had approximately 8,000 

students. However, only 1,638 students recorded responses to the survey. This is about a 

20 percent response rate for the campus climate survey. This is a limitation that the 

researchers could not circumvent as the survey was completed before data collection by 

the researchers began. Another limitation is the fact that some students did not complete 

every item in the survey. This could have created inaccurate readings in the statistical 

analysis. Because of this, the blank responses were replaced with the means of the 

corresponding variable. This survey was administered to graduate and undergraduate 

students. This is significant in that the researchers are primarily focusing on 

undergraduate students. However, there was no way to parse out the graduate students 

with the de-identified data provided by the Office of Institutional Research and the Office 

of Diversity and Inclusion. Because two of the three researchers work closely with 

students at Greenwood University and have experience with various retention/dropout 

scenarios, there is the potential to generalize, or mis-categorize, a student’s situation 

based upon the researchers’ history and prior knowledge of the Institution. Our efforts to 

manage this potentiality included selecting as random and varied a sample as possible 

from the very diverse colleges that make up Greenwood University.  

Positionality 

 One of the researchers has attended both a historically Black college/university 

(HBCU) and two predominantly White institutions (PWI) and has her own very different 

set of lived experiences at both types of institutions. The theme arising from the literature 

that directly relates to the presence of Black faculty and staff resonates quite deeply in the 
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subconscious of this particular researcher. For example, as two of the current GU 

students, Donald Peterson and Tabitha Carruth, note regarding their undergraduate 

experiences, the relationships that they have been able to cultivate with the Black faculty 

that they have interacted with, however few they may have been, highlights the notion of 

familiarity and connection that accompanies the relationship between a student and 

faculty/staff member of the same color. As a Black undergraduate student at an HBCU, 

the first researcher experienced several relationships with Black faculty that have 

extended beyond the requirements of the classroom. There were four relationships the 

student formed with Black faculty members that were instrumental in her academic 

success. The student was never allowed to miss classes without a sidebar conversation 

with the faculty members. No grade below a “B” on any assignment was allowed without 

another sidebar conversation. Discussions about the student’s extracurricular activities 

were regular. These connections and the additional challenges placed on this student 

because of those relationships with authority figures of color fostered the support that 

was pivotal to her academic success. At the time of her junior year, the student body 

consisted of roughly 7,300 students with 5,800 being undergraduates (Jackson State 

University, Office of Institutional Research and Planning, 2003). With the large 

institution size, the impact that these one-on-one connections had on the researcher were 

hugely significant.  

 It is these relationships that also allowed the researcher to empathize and manage 

future relationships with other students of color with whom she interacted as a higher 

education professional, both in and outside the classroom, as an instructor and a GU staff 

member. Because her relationships with faculty and staff were vastly different at the 
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HBCU from those at the two PWIs, she tends to weigh the presence of Black faculty and 

staff on student success more heavily than would a researcher who has not had an HBCU 

experience. Similarly, in her experience as an undergraduate student at an HBCU, there 

were various support services offered on campus because of the institution’s awareness of 

its first-generation student population, thus the demand for various outreach, support and 

counseling services to help students navigate their college careers.  

 Another researcher has attended only PWIs for undergraduate and graduate 

coursework. He attended an institution that had specific programs for minority students 

and provided some level of support for these students. Working in admissions, this 

researcher approached the data from a lens of recruitment and how the experience of a 

typical Black student can be effectively communicated to potential Black students 

looking to attend a specific college or university. In his undergraduate career at a PWI, he 

witnessed specific programs and initiatives designed to engage and support minority 

students. One of those programs was the Minority Achievement Program (MAP). This 

program offered small groups of first year students the opportunity to have an 

upperclassman mentor. The program’s bi-weekly meetings provided a space for minority 

students to ally with one another to converse and dive into civil discourse. These 

conversations revolved around many topics, but it was a known entity on campus, and 

students often found their place at this institution through MAP. Such a program could be 

manifested at Greenwood by enlisting upperclassmen from various organizations to serve 

as mentors for first year freshman, offering them opportunities to earn community service 

hours. Also, because every faculty member hired at GU is contractually obligated to a 

discretionary amount of service hours, the program and its members could recruit a 
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willing faculty member(s) to serve as advisor. This researcher found another place to 

belong as well. He joined a National Pan-Hellenic Council (NPHC) fraternity and 

developed strong bonds to his campus and fraternity. After joining this fraternity, he went 

on to be very involved on campus, becoming President of the chapter of his fraternity 

seated at his undergraduate institution, a Resident Assistant, an Orientation Leader, and 

Homecoming King. Starting as a Mathematics and Computer Science major, this 

researcher did not feel the level of support necessary to continue in that major. He then 

changed his major to Middle Level Education with a concentration in Math and Science. 

In becoming a part of the education program, he noticed a much larger array of support 

for students within the College of Education. This particular researcher has been 

employed both at Greenwood University and an HBCU. His relationship with the 

research is unique in that he has an Enrollment Management background, primarily in the 

admissions office. His viewpoint revolves around the outcomes of recruitment initiatives 

(retention, progress, and graduation rates) and to constantly improve upon these 

outcomes. Given his lived experiences in the world of PWIs and HBCUs, his motivation 

in this work is to make every institution a safe space for each student of color who 

enrolls.  

 The third researcher has also attended only PWIs for his undergraduate and 

graduate coursework. He was extremely engaged as an undergraduate student similar to 

the second researcher mentioned. His involvement included joining a National Pan-

Hellenic Council (NPHC) Fraternity, serving as the Student Government Association 

President and becoming Homecoming King. He attributes his success an undergraduate 

to the caring faculty, staff and students that helped him develop holistically. The 
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institution he attended provided intentional programming, centered around identity 

development, mentoring, advisement and guidance that propelled him to excel 

academically and as a student leader. Those experiences, support and opportunities that 

he was exposed to greatly impacted his perception of what students (particularly Black 

students) should encounter during their time as students in the higher educational arena to 

succeed. This particular researcher has worked at Greenwood University for the entirety 

of his professional career. His perspectives in regard to this research have also been 

greatly impacted by his time working as a professional in Student Life/Activities. His 

research lens has focused on student engagement and its correlation to student retention 

and academic success. He has utilized his professional positions to provide employment 

and engagement opportunities to all students to increase their likelihood of graduating 

from GU. His undergraduate and graduate institutions provided significant measures as 

they relate to minority retention initiatives, and those experiences have greatly impacted 

his view on the utilization of resources involving students from marginalized populations. 

Despite the limitations, this study provides valuable information about college 

experiences that shape the Black students’ decision(s) to persist, withdraw or not enroll in 

college. 
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Chapter 4 

Findings 

The objective of this study was to analyze the academic and social experiences of 

Black undergraduate college students to identify any barriers that may impact their 

recruitment and retention while attending Greenwood University. The primary research 

questions were: 1) What are the perceived barriers that prevent Black students from 

enrolling/persisting in college at Greenwood University; 2) How effective are the 

institutional initiatives directly aligned with Black student recruitment and retention; and 

3) What factors are related to Black students’ satisfaction at Greenwood University? 

 The findings exemplify the themes and patterns that emerged as the mixed 

methods data was collected in this study. The insights gathered from the analyses are 

aligned with research discovered in the literature review. There are several common 

themes that emerged and spoke to the primary research questions. Across the data 

collected, the topics such as Connections, Multicultural Academic Programming, Student 

Life/Activities, Support Services, Presence of Black Faculty/Staff, Access to College and 

Minority Recruitment Initiatives were discovered as indicators/factors affecting the 

recruitment and undergraduate experience of Black students at Greenwood University. 

These themes materialized across the current and transfer student interviews, faculty/staff 

interviews, and campus climate survey results to provide insight on the recruitment and 

retention of Black students at the institution.   

Quantitative Findings 

 Descriptive statistics of the means and standard deviations for University 

Satisfaction Score and the subscales are summarized in Table 3 for racial groups and 
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Table 4 for gender groups. The subscale How University Treats Specific Populations 

recorded the highest score while the subscale University Action to Promote Diversity 

recorded the lowest score. Also, White students recorded the highest scores on University 

Satisfaction Score and most of the other six subscales. However, they recorded the lowest 

scores on the subscale Participant Perception of Diversity.  

Table 3. Descriptive Statistics of Campus Climate Survey Scores by Ethnicity 

 Total Black White Neither Black 

nor White 

 M SD M SD M SD M SD 

University 

Satisfaction Score 

3.69 .469 3.54 .496 3.78 .431 3.63 .485 

Subscales         

How University 

Treats Participant 

3.95 .336 3.89 .338 3.99 .326 3.92 .346 

How University 

Treats Specific 

Populations 

4.19 .804 4.02 .844 4.28 .748 4.14 .853 

How Participant 

Experiences 

Diversity 

3.64 .815 3.36 .849 3.83 .770 3.48 .781 

Witnessed Bias 

from University 

3.97 .918 3.84 .948 4.08 .873 3.85 .954 

University’s 

Position on 

Diversity 

3.54 .614 3.40 .666 3.62 .584 3.50 .608 

University Action 

to Promote 

Diversity 

2.79 .467 2.57 .480 2.91 .431 2.74 .454 

Participant 

Perception of 

Diversity 

3.27 .392 3.35 .415 3.21 .381 3.33 .373 
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Table 4. Descriptive Statistics of Campus Climate Survey Scores by Gender 

 

 

Total Female Male 

Neither 

Male nor 

Female 

 M SD M SD M SD M SD 

University 

Satisfaction Score 

3.89 .469 3.69 .486 3.72 .483 3.64 .382 

 

Subscales 

        

How University 

Treats Participant 

3.95 .336 3.96 .349 3.99 .340 3.88 .275 

How University 

Treats Specific 

Populations 

4.19 .804 4.20 .812 4.54 .800 4.09 .776 

How Participant 

Experiences 

Diversity 

3.64 .815 3.65 .853 3.64 .795 3.62 .709 

Witnessed Bias 

from University 

3.97 .918 3.98 .943 4.00 .961 3.91 .762 

University’s 

Position on 

Diversity 

3.54 .614 3.67 .648 3.51 .661 3.52 .401 

University Action 

to Promote 

Diversity 

2.79 .467 2.75 349

8 

2.89 .471 2.80 .314 

Participant 

Perception of 

Diversity 

3.27 .392 3.27 .417 3.28 .429 3.25 .218 

 

Group Comparisons 

 The campus climate survey provided some insight into the satisfaction of Black 

students at GU. Of the survey respondents (n=1636), 330 of them identified as Black. A 

one-way ANOVA results at the p<.05 level showed that there was a significant difference 
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in racial groups in satisfaction score [F(2,1633)=35.384, p=.000, η² =.042]. Post hoc 

comparisons using Tukey HSD indicated that the mean satisfaction score for Black 

students (M=3.54, SD=.496) were significantly different from the mean score for White 

students (M=3.78, SD=.431). The mean of Black students was also significantly different 

from students who were neither Black nor White (M=3.63, SD=.485).  

 A one-way ANOVA was also done on each subscale to examine the differences in 

racial groups between the subscales. The means and standard deviations are recorded in 

Table 3.  For the subscale How University Treats Participant displayed statistically 

significant differences between races [F(2,1633)=11.492, p=.000, η²=.014]. Black 

students displayed a statistically significant difference in means with White students, but 

they did not show a statistically difference with student who identified as neither Black 

nor White. These same results would recur in the subscales How University Treats 

Specific Populations [F(2,1633)=13.315, p=.000, 𝜂2=.016], How Participant Experiences 

Diversity [F(2,1633)=55.096, p=.000, η²=.063], Witnessed Bias from 

University[F(2,1633)=13.831, p=.000, η²=.017], University’s Position on Diversity 

[F(2,1633)=17.981, p=.000, η²=.022], and Participant Perception of Diversity 

[F(2,1633)=24.472, p=.000, η²=.029]. Most of these subscales showed Black students 

having lower means than their White counterparts. However, Participant Perception of 

Diversity [F(2,1633)=73.485, p=.000, η²=.083] showed different results with Black 

students having a statistically significant positive difference in the means. The subscale 

University Action to Promote Diversity displayed a statistically significant difference 

between all three groups and Black students with the lowest mean of the three. Table 5 

provides the effect sizes for University Satisfaction Score and each of the seven 
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subscales. University Satisfaction Score and How University Treats Participant provided 

medium effect sizes. University Action to Promote Diversity is the sole subscale with a 

large effect size. The other subscales displayed small effect sizes. However, none of the 

effect sizes were smaller than .2. This means that the differences in the means are not 

trivial when they are statistically significantly different displaying valid differences 

(Cohen, 1988).   

Table 5. Cohen’s d Effect Sizes Based on the Black and White Students 

for Satisfaction and Subscales 

Dependent Variables Cohen’s d 

University Satisfaction Scores .517 

How University Treats Participant .301 

How University Treats Specific 

Populations 

.326 

How Participant Experiences Diversity .580 

Witnessed Bias from University .263 

University’s Position on Diversity .351 

University Action to Promote Diversity .745 

Participant Perception of Diversity .351 
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Multiple Regression 

 A standard multiple regression analysis was used to test if race and gender 

significantly predicted participants' satisfaction scores. The results of the regression 

indicated the Race and Gender predictors explained 4.3 percent of the variance (R2 =.042, 

F(4,1633)=18.510, p=.000). The adjusted R2 calculation indicated that the model 

predicted 4.1 percent of the variation in satisfaction scores. In order to run the multiple 

regression correctly, there were four dummy variables created. For race, we created a 

dummy variable for Black students and another for students who did not identify as Black 

or White. We used White students as the reference group because Whiteness is seen as 

the dominant culture. For gender, we created dummy variables for Female students and 

another for participants who did not identify as Male or Female. We used Male as the 

reference group, as they are considered the dominant group in terms of gender. 

 As seen in Table 6, neither Females nor students who identified as  Male or 

Female recorded a statistically significant predictive relationship with University 

Satisfaction Score (p>.05). However, both Black students and students who identified as 

neither Black nor White recorded a statistically significant predictive relationship with 

University Satisfaction Score (p<.05). Black students also had the strongest predictive 

relationship with an Unstandardized β value of -.228. That indicates that the mean of 

University Satisfaction Score of any given Black student would be .228 points lower than 

that of a White student. As stated, when checking for the assumptions, the relationship 

between the four groups was tested using a Chi Squared analysis. We found that there 

was no statistically significant relationship between any two of the variables except Other 

Gender and Other Races (p>0.5). Most of the subscales shared the same findings as 
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University Satisfaction Score. However, the subscales How University Treats Participant, 

University Action to Promote Diversity, and Participant Perception of Diversity provided 

some different results. The subscale How University Treats Participant showed students 

who identified as neither male nor female had the strongest statistically significant 

predictive relationship with this subscale having an Unstandardized β of -.096. However, 

Black students did have the second strongest predictive relationship with this subscale. 

This can be seen in Table 7. Table 8 is a table that displays the results for the subscale 

University Action to Promote Diversity. On this subscale, females show a statistically 

significant relationship with this subscale. However, Black students have the strongest 

predictive relationship with this subscale. Table 9 displays the results for the subscale 

Participant Perception of Diversity shows Black students having the strongest predictive 

relationship. However, this relationship is positive meaning that it can be assumed that 

Black students would have a more positive perception of diversity than their White 

counterparts. This is important because all of the other subscales have negative predictive 

relationships. 

Table 6. Summary of Regression Analysis for Beta Coefficients Predicting University 

Satisfaction Score 

 

Variable 

 

Unstandardized 

β 

SE β t p 

Females 

 

-.025 .028 -.026 -.895 .371 

Other Gender a -.064 .036 -.053 -1.792 .073 

 

Black -.228 .030 -.19 -7.646 .000 

 

Other Races b  -.144 .027 -.136 -5.361 000 

a Participants who didn’t identify as Male or Female 

b Participants who didn’t identify as Black or White 
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Table 7. Summary of Regression Analysis for Beta Coefficients Predicting Subscale How 

University Treats Participant 

  

Variable  

Unstandardized  

β 

SE β t p 

Females  -.026 .020 -.039 -1.305 .192 

Other Gender a -.096 .03 -.110 -3.705 .000  

Black -.086 .022 -.103 -3.992 .000  

Other Races b  -.061 .019 -.081 -3.141 .002 

a Participants who didn’t identify as Male or Female 

b Participants who didn’t identify as Black or White 

 

Table 8. Summary of Regression Analysis for Beta Coefficients Predicting Subscale 

University Action to Promote Diversity 

  

Variable 

Unstandardized 

β 

SE β t p 

Females  -.122 .027 -.129 -4.520 .000 

Other Gender a -.050 .035 -.041 -1.449 .148 

Black -.335 .029 -.289 -11.629 .000 

Other Races b  -.171 .026 -.163 -6.558 .000 

a Participants who didn’t identify as Male or Female 

b Participants who didn’t identify as Black or White 
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Table 9. Summary of Regression Analysis for Beta Coefficients Predicting Subscale 

Participant Perception of Diversity 

  

Variable  

Unstandardized 

β 

SE β t p 

Females  -.014 .024 -.018 -.596 .551 

Other Gender a -.045 .030 -.044 -1.490 .136 

Black .141 .025 .145 -5.635 .000 

Other Races b  .128 .023 .145 -5.654 .000 

a Participants who didn’t identify as Male or Female 

b Participants who didn’t identify as Black or White 

 

 What the researchers were able to deduce from the findings illuminated that Black 

students had an overall lower level of satisfaction than their counterparts. Based on one 

of the subscales leveraged from the survey, Black students had a perception of being 

treated more negatively than their peers. However, Black students showed the most 

positive perception of diversity on campus. Students who identified as White showed 

statistically significant and higher satisfaction ratings. However, White students reported 

the lowest perception of diversity on campus. 

Qualitative Findings 

 Among the qualitative data collected and analyzed, several codes were developed 

and categorized from the interviews to provide a more holistic account of the experiences 

and perspectives of GU’s faculty, staff and students. Among them are connection (to the 

campus community), support, the presence of Black faculty and staff, and recruitment 

initiatives. Students tended to view the concept of connection as having a huge impact on 
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not only their inclusion on campus, but, in some cases, how valued they felt as a GU 

student. The support services for Black students, whether it was found in a single faculty 

or staff member or within a specialized department on campus, was heavily weighted as 

it relates to their academic success as well. Additionally, five of the seven students that 

had currently been interviewed believe that seeing Black faculty and staff on campus 

provides additional inspiration and encouragement for their own successes. Amy Stewart, 

a student in a health sciences college, suggests that oftentimes students are able to “retain 

the information better when it comes from someone that they can relate to.” Finally, of 

the developing codes, students placed great value on connection and having the space to 

commune and fellowship with not only other students of color, but with the campus 

community as a whole. Additionally, the various other themes that emerged are presented 

in the following sections.  

Sense of Connection 

 Cheng (2004) describes students’ sense of connection as “being closely associated 

with their (students’) feelings of being cared about, treated in a caring way, valued as an 

individual and accepted as a part of community and the quality social life on campus” (p. 

1). These descriptions were utilized to identify and code the participants’ sense of 

connection to GU. What was most poignant in each of our discussions with students was 

the value each student placed on connections, both with faculty and their peers, and the 

value that community holds for an undergraduate student. Take, for instance, Mary 

David, a student who recently transferred from Greenwood University. When asked 

about improvements that GU could make to offer a more inclusive environment in 

regards to the subject of race, she responded, “I think just getting students into a room, 



RECRUITMENT AND RETENTION OF BLACK STUDENTS 71 

 

and creating a space everybody can just share their different experiences.” Senior 

Brooklyn Wilson echoed these sentiments when she recommended, “Having I guess a 

soap box focused on racial issues...if we could have had a soap box in the middle of the 

teardrop (a highly trafficked area in the center of campus) where people could just come, 

voice their concerns and where people can accept their concerns. If people are accepting, 

then that soapbox is what I would really highly recommend.”  These responses show 

students asking for a space to speak about their experiences on campus and have them 

heard by their peers and university representatives, and be respected. They also reflect the 

importance of events and opportunities that leave students feeling appreciated as 

individuals and accepted as a part of the campus community. University-sponsored 

events that foster dialogue between students of different identities and backgrounds 

create those outlets to share those types of experiences referenced.  Students who 

participated in the focus group shared these sentiments, both in their explanations of the 

impetus of their “Black GU” group chat, a group messaging app downloadable for smart 

devices, and in their own respective opinions about the need and appreciation for open 

campus forums to discuss issues of importance to them. The online chat group was 

designed to be a place where Black students at GU can congregate without any 

inhibitions or barriers. Tasha Diggs, a senior education major described the personal 

impact she felt of the “Black GU” GroupMe during the focus group when she explained 

it as “a safe space for us to talk and share our events since we’re the minority. It allows us 

to have a place to come together.” Tabitha Carruth also shared during the focus group 

that the GroupMe provides a platform for discussions about “just coming together and 

supporting one another in different initiatives.”  
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 The platform was also described as a place for Black students to voice their 

frustrations and feelings due to experiences they may have had on campus. Tasha Diggs 

expounded upon this notion involving the “Black GU” GroupMe when she described it as 

a “sounding board” especially during frustrating times, such as the time when the 

Department of Student Life and Engagement was showing the film, “Burning Sands,” a 

movie focused on a historically Black Greek-letter organization hazing its new members. 

Diggs explained that “a lot of Black GU didn't really like that, because we felt like it was 

kind of showing the “Divine Nine” [the nine Black Greek-letter organization] in a 

negative way, whereas some of the White sororities haze, but they didn't show a movie 

depicting it.” This exemplifies how this GroupMe is used to foster dialogue involving 

issues impacting Black students at Greenwood University.  This is also an example where 

counter-storytelling was illuminated. Solorzano and Yosso (2002) explain that personal 

counter-stories comprise direct reports of experiences of persons of color and how they 

experience racial discrimination, insult, injury or disadvantage. To the University, 

showing this film was intended to prevent all Greek letter organizations from engaging in 

acts of hazing. However, to the Black students, the film, which only depicted Black 

student organizations engaging in hazing was a direct insult to them and intended to show 

Black students and their organizations in a negative light.  

 Numerous current students also stressed the role that identity-based student 

organizations have in creating a strong feeling of community. Brooklyn Wilson, a current 

senior majoring in communications shared, “If there were more things now like ‘Black 

and Blooming,’ [a student organization for Black women, and other African-American 

organizations]...if I had those when I was coming in (freshman year), I would have 
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probably participated more, and I would have probably made more of an impact on 

campus.” Wilson illuminated the importance behind these organizations when she stated,  

"When I actually got the chance to get involved with a lot of people and get connected 

with some of the Blacks, it was phenomenal because it was like everybody was 

connected to somebody in some type of way. So it was like I could be friends with one 

person that could introduce me to another person that me and that person have mutual 

friends, and then we make this type of cloud, and it builds on each other's clouds. So it 

was like we became a network." 

Through this discussion, Wilson expressed the importance of creating networks 

through student involvement and how it was a common subtheme surrounding the topic 

of connection. Diggs also described the significance of her campus involvement 

regarding her retention at GU when she explained, “When I got involved, I met a whole 

bunch of people from other races, and I got to network better and, you know, grow as a 

leader and meet a lot of people. I've grown to love this school due to my involvement, but 

if it wasn't for my involvement, I don't think I would’ve stayed here because it's really 

nothing here that sparks my attention.”  

 When there is a lack of student involvement on campus among students of color, 

administrators can encourage the students to establish organizations such as “Black and 

Blooming” to help foster that sense of connection and identity. Monthly forums such as 

“The Soapbox” found on the campus of the University of Georgia helps facilitate such 

dialogue. Sponsored by its Multicultural Services and Programs, under the Student 

Affairs division, the Soapbox is a monthly social justice speaker series that “provides 

community for faculty, staff, and graduate students to share their research related to 
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social justice, diversity, inclusion, multiculturalism, identity, and intersectionality with 

the UGA campus community” (University of Georgia, 2017). Students get to learn about 

the opportunities for engagement at these forums, which can be applied to Greenwood 

University as well. Sarah Dennis, a current junior kinesiology major conveyed her 

perception of the value of having and seeing Black students in programs and leadership 

positions on campus when she described the Miss Greenwood University pageant. She 

explained: 

"Seeing that most of the girls there were African-American... I really 

couldn't believe that it was that many Black girls up there at a GU pageant. 

Not to say that Black girls don't do pageants, but if you think of pageants, 

you don't really be seeing Black girls… I just enjoyed every part of it. 

Then just between it, they had different songs playing and everybody was 

singing along. It was just so good. I felt good just going to GU going to 

that pageant." 

There was a spark that was ignited in the retelling of that story for Dennis that was shared 

by other students in their own personal anecdotes and recommendations to build upon 

that sense of connection and pride for attending GU.  

 Emily Matthews, a current student, added that she feels “as though when 

organizing events on campus such as homecoming, there should be more inclusion of 

what other students want to experience and not the same tired antics they produce every 

year.” Emily’s remarks allude to the importance of providing innovative and culturally 

relevant programming that engages students of all demographics. She, and other students 

interviewed, expressed their interests in programs such as campus concerts, leadership 
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speakers, and comedians that feature individuals that are of color or content involving 

cultural awareness activities. Tamika Baker, another incoming transfer student, shared 

that in order for her to feel as though she has had a “full college experience,” she wanted 

to see proper inclusion of all students represented in campus events, planning and the 

execution of those projects. Adding to the most popular time of year on campus, 

Homecoming, and its use of student fees, Baker further provided that she felt it [last 

year’s festivities] was “thrown together” due to the lack of including all students in the 

planning of the week’s events. She added, “I feel like my money could go longer than 

what they are giving us.” Illuminated in these statements from two current students and 

two students who have withdrawn from GU is the importance of their voices, their 

relationships with their peers and their “place” on campus. Though the two students 

mentioned above represent the other 10 students in their shared emphasis on the 

importance of GU leadership and minority speakers’ engagement in campus events, none 

of the students provided specific avenues to foster this participation from these groups of 

leaders.  

 The subtheme of connection emerged in many different ways. Robert Juarez, a 

student who transferred from GU, cited the lack of “a strong sense of school pride, as 

well as support for student life outside of the usual things” as being one of the things 

missing from his experience at GU that made him want to transfer. It appeared that Juarez 

was referencing the institution’s recurring traditional events, i.e., movie nights and other 

student life-sponsored activities, that take place during Fall and Spring semesters. He also 

stated that he “didn’t feel a strong sense of connection within the academic colleges, 

except for those dealing with the medical field.” In speaking about the institution he 
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transferred to, he stated that the school had a lot more school pride, as well as a much 

greater campus culture. “It seemed like students were happy to come to school. It also 

seemed that there was so much to do, and everyone knew about what was happening on 

campus.” Juarez spoke not only to the frequency and relevance of events on campus for 

students, but also to the communication about campus events at GU and how there may 

be room for improvement. A possible remedy to this perceived lack of awareness and 

communication may be the exploration of newspaper and radio outlets mentioned earlier. 

Brooke Timmons, another student who transferred from GU, recounted her inability to 

feel invested in the University by stating that she felt as if there were “no particular 

services for the Black students at Greenwood University. GU had a couple of clubs that 

were predominantly Black, but they never really interested me.” At her new institution, 

she found the connection she was looking for by joining “a sisterhood organization that 

promotes the uplifting of one another, addressing important topics in general body 

meetings, and community service within the school and local community.” These student 

organizations were shown to be relevant to not only the feelings of connection and value 

that students feel on campus. It was revealed through discussions with faculty and staff 

how significant those organizational memberships are as they pertain to students 

persisting in college, particularly at GU.   

 Lisa East, a GU staff member stated “...we [Greenwood University 

administration] have found actually that there wasn’t a great disparity in the enrollment 

numbers of Black students and non-Black students at GU, but they’re not being retained 

at the same rate as their non-Black peers, so we’re kinda still looking at enrollment, but 

we’re more so focusing on the retention piece at GU.” Carrie Betts, a Black faculty 
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member, recounted her own experience with being connected to a campus community as 

a graduate student during her academic career by stating, “There was a Black graduate 

student union, and so I think I was just so excited to be in that space.” It became apparent 

as the discourse continued with faculty, staff and students how vital these connections 

were to the college student, not only on a regular basis, but more importantly when issues 

arise on campus that would otherwise leave minority students feeling voiceless. Emily 

Matthews, a current student at GU, admitted, “I don’t feel as though the University fully 

takes into account the feelings of Black/ POC when racial incidents occur.” Each of the 

participants was asked about their perceptions of hate and racially-driven events on 

campus and administration’s response to them. Both the responses from administration 

and the existing support services are discussed in the following sections.  

Support 

 Abby Denise, a student who transferred from GU, explained her feelings of a lack 

of emotional support at GU by stating, “I feel like overall, just like emotional or personal 

issues, it’s difficult, and people don't want to talk about it. So I feel like (at my new 

school) they're a lot more open to talk about it...” She also added, “I feel like at GU they 

did acknowledge it [support] was an issue, but people were more reluctant to do stuff 

about it, whether or not to step on anybody's toe.” Abby was referencing the culturally 

offensive incidents that occured on campus and the administration’s ability to provide a 

response that was affirming to the marginalized students that were impacted. 

 Because there are not any noticeable spaces of support, physically or virtually, the 

Black students have created their own social counter-space, “Black GU” GroupMe, 

which is comprised of roughly 500 current Black students attending GU. This serves as a 
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virtual forum for Black students to have “safe space.” Solorzano and Villalpando (1998) 

posited that perhaps as a response to their feelings of marginality, students seem to create 

academic and social counter-spaces along racial or gender lines. Tabitha Carruth was the 

first student to mention this chat in the focus group of five students. However, prior to 

mentioning the chat, she seemed hesitant to bring it up in the focus group. She seemed to 

need assurance that it was acceptable for her to mention the group chat knowing its secret 

nature and exclusivity. When asked about non-Black members of the group chat or 

multiracial members in the group, Carruth quickly stated that non-Black people have 

tried to enter the group chat, but they have been removed. The consensus in the room was 

that a student would need to be “at least 50 percent Black” to be a part of the group. This 

is a space where, among other purposes, the students coordinate efforts to make their 

presence known on campus. For example, Diggs mentioned the coordination of 

homecoming candidates to ensure that there is representation of Black students on the 

homecoming court. She also mentioned the effort to ensure that the candidates who run 

have the best possible chance at winning a spot on the royal court. Students’ coordination 

in this group was also displayed when Diggs mentioned the collective activism to prevent 

the movie “Burning Sands” from being shown on campus. The students not only 

condemned the showing of the movie, but they also denounced the timing of the movie, 

as it was planned to be shown shortly after a predominantly Black sorority chapter was 

under investigation.  

 When faculty and staff were asked about their perceptions of the existing support 

services at GU and how they feel these impact student success and confidence, six of the 

eight were in agreement that effective support, be it from a faculty or staff member or a 
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department, can have huge and lasting impacts on their students’ success. Knowing that 

“no one is going to judge you negatively, that support system... I find helps them know 

that that is a real option for them, and it has been really helpful,” Carrie Betts, 

Greenwood University Assistant Professor provided. Coupled with support is also the 

significant aspect of representation among our adult and student body, be they faculty or 

staff. “If we don’t have a physical reflection of our student body,” Lisa East, a staff 

member suggests, “We need to make sure that the actions and policies and processes are 

unbiased and support all of our students and, all of our faculty and staff, regardless of 

their background or where they come from, should be working to support all of our 

students’ success.”  East was deliberate in her message that GU, as an institution, needs 

to prioritize employing faculty and staff that are representative of all its student body, 

citing this as one of the factors which fosters feelings of connection, inclusion and 

support within students.  

 However, Charles Brown, a GU administrative faculty member in athletics, 

counters East’s position in stating, “I don’t know that we have a responsibility to Black 

students in general, we have a responsibility to all of our student athletes…and a number 

of our students happen to be African-Americans.”  Student-athletes make up another 

subcategory of Black students at Greenwood University. Supporting this population of 

students oftentimes requires additional guidelines. For instance, Brown explains, “Any of 

our students that are below an academic standard, we require them or mandate their 

participation in the Student Success Center, or the Academic Success Center.” While, of 

course, all students are encouraged to seek out the necessary assistance, he provided, “We 

have specifically made sure that those students at academic risk, until they get themselves 
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to a certain GPA, are mandated to be there, and it’s working out very well for us.” 

Brown’s message was shown to be in direct contrast with all the students and 6 of the 8 

faculty/staff that were interviewed, as each of them cited the need for specialized support 

services for Black students because of the unique set of challenges that Black students 

face that their counterparts do not. There is oftentimes a characterization of “support 

services” on college campuses that leads the majority to think that since there is an office 

called “Academic Support” or “Counseling Center” that it encapsulates all of its students’ 

needs. However, as goes counter-storytelling, Black students, much like LGBTQ students 

and first-generation students, come with a vastly different set of challenges that do not fit 

into the “one-size-fits-all” model. Other more intentional initiatives geared toward 

support can more keenly be seen outside of the academic success center and the 

respective colleges, such as a physical safe space where students can go to commune and 

fellowship with other students of various races, but who may share common interests. 

 At GU specifically, there will be a Spring 2019 opening of a multicultural center 

on campus. However, as East suggested, “When opening something like that, we have to 

make sure we have the resources to help it be successful. Too many times we see ideas; 

we see something happen, and then it’s like, somewhat in name only. If you don’t have 

the resources to support it, then you’re really only paying lip-service.” From its 

incubatory stages to the actualization of a plan, East was conveying the necessity for any 

project, specifically those geared toward student support, to not only be seen to fruition, 

but to also have its vision aligned with the actual need. Regarding direct academic 

support, East offered that as a health sciences university, GU should be doing more to 

look at the pass-rate percentage and specific courses that are consistent barriers for 
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completion for students. She highlighted a system initiative entitled “Gateway to 

Completion,” or GTC, which requires all University System schools to examine the 

courses that are the biggest barriers to student progression and revise the curriculum to 

make it most useful to students. 

 Though two of the student participants were extremely satisfied with the support 

services offered to all students, every student expressed that they knew of no support 

services that were directly geared toward students of color. Stephon Albert, staff member 

at GU, stated that “compared to other institutions, from conversations with colleagues, 

my own schoolwork, you know those kind of things, I would definitely say we are 

lacking in resources like the multicultural center.” He also stated that “the resources we 

(GU) do have are not effectively communicated to students. They have to seek those 

resources out to know that they actually exist.” This is also echoed by students. For 

example, during the focus group, Donald Peters, a junior Biology major, mentioned that 

there is no space for Black students to connect with each other and other Black faculty 

and staff. The creation of the Multicultural Center was mentioned in the focus group, 

specifically in Tasha Diggs’ feeling that there has not been enough publicity around the 

Center to inform students of its existence and the services and resources that will be 

provided.  

Presence of Black Faculty/Staff 

 Peters vehemently expressed that “we need more [Black faculty].” When asked 

about his interactions with the one Black instructor he has had in his three years of 

attendance, Peters explained, “Honestly, I feel like she challenged me more. I could tell 

she thought, ‘Ok, I know you’re one of the couple Black students in the class, but I’m 
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still not going to go easy on you.’” Carrie Betts, a Black Assistant Professor described 

how she has been challenging her students of color when she stated the following: 

"There are a number of [Black Students], especially Black males that I've 

pulled aside and I've given them a strong heart to heart talk. Sometimes 

they avoid me like the plague after that, and maybe a year later, they'll 

come back and say ‘hi’. I have had students who, a couple weeks will go 

by, and then they'll say, ‘Thank you. I get it now. I understand you're not 

just being mean. You really want me to excel and to be better.'"  

Betts explained that although the students may not comprehend her toughness in the 

beginning, eventually, they all understand her intentions and are grateful to her because 

of her care and support. Porsha Arts, a senior Political Science major also echoed the 

significance in having Black educators when she stated, “I just feel like it would benefit 

us to have a diverse group of teachers, and not the same ones. You kind of expect, 

honestly, depending on the subject, that you're probably going to get a White older man 

or like a White female. That's just kind of what it is.”  Carruth, a junior major in the 

health sciences, expressed that her fondest relationships with authority figures are among 

those that are Black. However, none of these individuals were faculty members. “Even 

the workers in the cafeteria will take interest and ask ‘How are your classes this week?’ 

which makes me feel that they believe in me and they care, and that helps a lot.” Within 

the focus group where Carruth shared her thoughts, all of the other students seemed to 

share the same sentiment as was evidenced by unified nodding. Whether in the classroom 

or in the dining halls, seeing Black adults around campus was shown to be of importance 

to this group of students.  
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 In speaking about the area of Enrollment and Student Affairs at GU and, more 

specifically, the admissions office, Albert mentioned, “I think that we are overall a 

diverse department in terms of race. I think that with the recruitment team, it is something 

that we are aware of as employees leave, wanting to focus on that (diversity).” However, 

he also made sure to mention that “the leadership of the department is not as diverse. This 

is for the specific department and the division overall.” Abby Denise, a student who 

transferred from GU, recounted her experiences at her new institution that had a large 

Black faculty representation. “I guess in terms of the classroom...they [Black faculty] 

understand a little bit of how stuff might be better explained to you, or like the examples 

they use are more relatable,” she stated. She expounded further to discuss how this made 

her feel. “You feel more comfortable, and you're able to ask more questions, which I 

guess (helps) you perform better overall. You're more likely to attend more classes and 

not want to skip as much ‘cause you feel like you're actually gaining a lot more from 

class.” Denise explained how having this Black faculty representation at her new school 

has helped to improve her academic standing.  

 Each of the faculty and staff members interviewed cited a need for Greenwood 

University to improve its representation of Black members of both groups. For example, 

Albert stated, “From my perception, there isn’t a large number of Black or African 

American faculty members present for students to connect with, especially for upper 

level courses.” From Betts’s perspective, “It’s really important, and I think we are not 

doing a good job with having enough faculty of color because there is this burden of 

students identifying with you, and wanting to meet with you, and talk with you, and you 

want to be there for them, but you also have your tasks and responsibilities as well to do.” 
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There was an inherent frustration Betts felt with feeling the need to be there for every 

Black student who sought her assistance outside of the classroom to maintaining her 

contractual teaching requirements as well. Tamika Baker, a junior GU transfer student, 

echoed this need by providing that it is “very important” for her to see Black faculty and 

senior level administrators around campus. “When I see them, I think ‘ok, I can make it! 

They did it, so can I!’” she added. Larry Prince, a Black GU administrative faculty 

member highlighted the significance of role models as it pertains to the relationships 

between faculty/staff and students. He provided additional anecdotal support by 

recounting being an undergraduate college student and having a Black administrator sit 

with him and ask, “Why aren’t you thinking of pursuing a Ph.D.?” Conversations like 

these, he added, are not happening enough between faculty and students.   

 One of the staff members interviewed expressed a definite need for Black faculty 

and staff at institutions. East explained, “Seeing yourself reflected in your environment 

and what you’re trying to do is very important. I mean, I know from the research I’ve 

done on occupations, we know that young people learn career opportunities and potential 

from their friends and family, or what they see on television as well, you know, is another 

big influence.” However, East also highlighted the difficulty in employing Black faculty 

and staff members by stating “When you look at the recruiting pool for faculty of color in 

the country, not just in the state, it’s not particularly deep, which is another problem too, 

so even how we recruit faculty and staff to teach at the University, when you want to be 

diverse and inclusive, so you’ve got that reflection, it’s sometimes harder to do in 

practice than it is in theory.” She also stated, “We want to try and encourage our students 

to go to graduate school and to become professors, so we can recruit them in that way 
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too, but not many people want to really go through their entire education to become 

professors.” East expressed the prevalence of students pursuing other careers such as 

medicine, particularly at GU, instead of education.  

 Both faculty and staff members offered their opinions on what impact the 

presence of Black faculty and staff members has on students. Based on the interviews 

conducted, it seems that there is an extremely invaluable impact that having Black faculty 

and staff members has on Black students. From the interactions with the faculty or staff 

members to merely witnessing educated Black men and women becoming successful in 

the area of academia, students and faculty/staff members feel that having Black 

employees on a college campus is imperative to the satisfaction of Black students, 

particularly on PWI campuses.   

Recruitment of Black Students 

 To address the apparent challenge of the recruitment of Black students at 

Greenwood University, Prince, a GU faculty member and academic administrator offers, 

“I think a lot of it has to deal with where we’re recruiting. We don’t have, for lack of a 

better term, a formal kind of recruitment pipeline to historically African-American 

universities, but we don’t even have informal recruitment for those African-American 

students in those universities.”  Prince went on to describe how there is also a lack of 

awareness among Black students and the health science majors when he said, “I don’t 

think our Black undergraduate students even really know about what other health 

professions and tele-professional schools are available for them.” Diversity-related 

recruitment strategies can create a level of cognizance and address the lack of interests in 

Black students and health sciences programs at Greenwood University. 
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Prioritizing recruitment initiatives appears to be an area where improvement is needed at 

Greenwood University, as echoed by Albert, a GU staff member, who argued, “We have 

very minimal focus on increasing enrollment of Black students. There are definitely no 

initiatives outside of hosting a couple of events like the African-American Scholar 

Recognition program, but that’s not even a recruitment event. It’s more of a public 

relations piece for us.” Albert also went on to illustrate the institution’s lack of interest in 

diversity-related recruitment endeavors when he provided, “I have heard multiple times 

from leadership that they do not feel that there is a lack of diversity on the campus based 

on what they see. I’m talking about overall diversity as it relates to race. So with that, 

recruitment-wise, we never focus on diversity.” This level of apathy in regards to 

recruiting students of color appears to serve as a cause of the institution’s recruitment 

challenges.  

 Diggs is a transfer student from a local HBCU. She stated that the academic 

offerings were more expansive at GU than at her previous institution. Four of the five 

students who participated in the focus group cited academic reasons for choosing to 

attend GU. Baker, another student who transferred into GU from an out-of-state school, 

was relocated as a result of her parent’s military orders. None of the students cited non-

academic reasons for attending.  

 The participants provided insights that exemplify the need for intentional 

systematic recruitment strategies focused on recruiting Black and other students of color. 

Recruitment initiatives that reach large amounts of students of color such as visiting 

Historically Black Colleges and Universities or predominantly Black high schools are 

some of the opportunities that were illuminated by the contributors.      
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 East, an administrator at GU, weighed in on the conversation about recruitment 

and stated that a key to recruiting Black students is “having a range of services that they 

know is there, whether they utilize them or not, but just knowing that there are offices 

and people they could go to if they wanted to.” Albert echoed this in stating that the 

African American Male Initiative (AAMI), a grant funded program that was designed to 

be a pivotal tool in increasing Black male retention and recruitment, had a recruitment 

component to it. However, this program was discontinued, and the grant was not 

reassessed to the institution after. Albert did state that the AAMI program was restarted, 

but he also stated that “there is no collaboration as far I know between enrollment and the 

AAMI initiative to my knowledge. So I can’t really say the focus is there right now.” 

This appears to exemplify the organizations that exist in “name only” and the “lip 

service” to which East had earlier alluded.  

 In 2013, Greenwood University went through a period of transition and 

consolidation to become the institution it is today. Krystal Stephenson, an administrator 

in the area of Academic Affairs, stated that GU changed its admissions standards to be 

consistent with the standards of an R1 research university. However, in doing so, many 

students in one of the predominantly Black school districts no longer met the admissions 

standards to attend GU. She mentioned an agreement with a partnering two-year 

institution that is designed to offer support services to the students who are not 

academically eligible to attend GU whereby students are allowed to transfer to GU once 

they have earned 30 transferable credit hours. 

 It seems that there has been minimal conversation at the administrative level 

about specifically targeted recruitment to Black students. However, it does appear, in 
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discussions with this study’s participants, that this is a definite area where many staff 

members and students feel GU can improve. The staff members interviewed come from 

the Academic Affairs and Enrollment Management areas. However varied their 

departmental missions and visions are, their options and stances seem to be aligned as it 

relates to recruitment and retention, both of Black faculty and students. 

Integration of Quantitative and Qualitative Data  

 The overall University Satisfaction Score provided statistical data on satisfaction 

or dissatisfaction of specific groups of students based on certain demographic factors. 

The results showed Black students to have a statistically significant different University 

Satisfaction Score compared to the other groups. Black students also had a statistically 

significant  lower mean score on all of the different subscales except Participant 

Perception of Diversity. Black students’ desires to build a more diverse culture at GU 

was explained in interviews with current and former students. This was also illuminated 

by the multiple regression results that displayed Black students having strongest 

predictive relationship with this subscale. This relationship is positive meaning that it can 

be predicted that Black students will have a more positive perception of diversity than 

White students. It is also worth noting that student who did not identify as Black or White 

share the same positive relationship as it relates to this particular subscale. Also, the need 

to create such a culture was illuminated in the interviews with faculty and staff members 

of GU as well.  On the one-way ANOVA test in particular, the subscale reported the 

lowest total mean was University Action to Promote Diversity with score of 2.79. This 

was also illuminated in the interviews and focus group discussion with students who say 

that Greenwood University’s action to foster diversity could be greatly improved.  
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 Also, the subscale How the University Treats Participant is one that provides 

statistical data showing that Black students feel that they have been treated worse than 

their counterparts in the ANOVA analysis. The multiple regression analysis did show that 

Black students had a negative relationship with this particular subscale. Through the 

focus group, students recounted specific instances where they were treated negatively. 

From their perceptions, these negative experiences were based on race. For example, the 

account given by Tasha Diggs regarding a racially insensitive comment being made by 

one of her peers not being corrected presents a possible explanation of why this subscale 

garnered the results it did. 

Another especially poignant finding is the subscale Participant Perception of 

Diversity, which identifies how a particular student views the level of diversity on 

campus, be it in the makeup of faculty, students, or student organizations. In all six of the 

other subscales, Black students reported the lowest mean of the three groups of students, 

which means that they had a lower score than did White students and those who 

identified as neither Black nor White. However, in this subscale, Participant Perception 

of Diversity, Black students had the highest mean score, and White students had the 

lowest mean score in this subscale. What this shows us is that, overall, Black students 

have the most positive outlook on diversity at Greenwood University. 
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Chapter 5 

Discussion 

Responses gathered from students throughout both the qualitative and quantitative 

data collection processes presented common themes. Among those most significant to 

this study were the sense of connection that students felt to the University, support from 

the University and the importance of Black faculty and staff to the students. To help 

explain the Campus Climate Survey responses, namely Black students’ perceptions of 

how the University treats them as well as how they viewed diversity on campus, the 

researchers interviewed students, faculty, and staff, and found the following emergent 

themes.  

Sense of Connection 

 In the Campus Climate Survey, Black students were found to have the lowest 

rating on the subscale How the University Treats the Participant. Students interviewed 

provided insight on whether Black students at Greenwood University feel a sense of 

connection to the campus. This is displayed through the creation of the “Black GU” 

group chat. Sarah Dennis, a current GU student, cited the “Black GU” group chat as a 

space where she could be her most authentic self. In this digital space, she is able to use 

the slang she uses in many of her social circles. Although this space is ideal for students 

to commune and talk about their opinions and experiences openly and freely, it was 

created in response to the lack of community that was felt at GU. It can be perceived as a 

response to the failure of GU to create similar physical spaces and opportunities to the 

students. These perceived disparities of resources and compassion can have both current 
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and lasting impacts on the student’s academic success at the institution and throughout 

his/her young adult life (Furr & Elling, 2002).    

 Utilizing Critical Race Theory as a framework, it is worth noting that Black 

students may share similar lived experiences that are unique to Black students, making it 

easier for them to relate to each other (Ladson-Billings & Tate, 1995). Understanding that 

CRT is a viable theory researched and used by many other researchers, it stands to reason 

that in institutions of higher education where Black students are the minority, there must 

be adequate spaces and opportunities for Black students to interact and share experiences. 

One of the findings in the creation of CRT is the fact that people of different races 

experience the world in different ways. This is due, primarily, to society and lived 

experiences (Ladson-Billings & Tate, 1995). This is specifically displayed in the 

difference in the University Satisfaction Score between racial groups on the Campus 

Climate Survey. Developing spaces where Black students can recount their multiple 

experiences in the most authentic way possible is extremely important. This also falls in 

the category of the subscale University Action to Promote Diversity where the total 

population recorded the lowest mean of all the subscales. The subscale provided even 

more evidence in the multiple regression analysis where females, Black students, and 

students who did not identify as Black or White recorded negative relationships with this 

subscale. This lack of connection was echoed by Mary David’s earlier statement that she 

thinks GU is missing opportunities for Black students to get in one room and speak about 

their experiences. Some of the faculty and staff members echoed this as well in their 

claims of the necessity of a multicultural center. It is also worth mentioning that the 

institution has created a very small space that currently serves as the multicultural center 
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housed inside the Student Activities Center, providing the overall perception that this 

attempt at a multicultural center leaves a lot to be desired in that there is no direct or 

intentional messaging regarding its mission and purpose. Both students and staff feel that 

there is still no dedicated space for Black students to get together and celebrate their 

shared lived experiences. On PWI campuses, it is important to have these subversive 

spaces to allow Black students to connect with each other outside of the established 

dominant culture of Whiteness (Hoffman et al, 2018). These subversive spaces give 

students the opportunity to be their authentic selves without fear of judgement. In the 

focus group, Dennis stated that the “Black GU” GroupMe provided her the opportunity to 

communicate and interact with her peers without feeling pressure to ‘code switch’ or 

refrain from using slang that some wouldn’t understand,” a vital component of Critical 

Race Theory.  

 Community of Inquiry, as a theoretical framework, is to create the “practice of 

group dialog for knowledge-making, where participants talk about a common topic by 

sharing their lived experiences in a cooperative manner” (Nishiyama, 2018). However 

informal it may seem, the GroupMe that the Black students at GU have created does just 

this. It is to be stressed by the researchers that these students appeared to have created a 

virtual space for belonging and representation where they felt it was lacking on their 

physical campus and within their current makeup of student organizations and services. 

This is consistent with what was found in the results of the Campus Climate Survey in the 

University Action to Promote Diversity subscale.   
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Support  

 When asked about the specific support services geared toward Black students at 

GU, while the Academic Success Center was mentioned in many of the one-on-one 

discussions with current students, none of them were aware of any support services/areas 

particularly for Black students.  “Outside of clubs,” Carruth, shared, “there is nowhere to 

go for support.” A current junior, Carruth also mentioned her knowledge of the African-

American Male Initiative, but she recounted that even this organization which was 

created for the support and empowerment of Black male students, has been “dying down” 

since her first year at GU. Sentiments such as these help explain the score for Black 

students’ responses to the subscale Participant Perception of Diversity, where they had 

the strongest predictive positive relationship. Having transferred from Greenwood 

University, Robert Juarez expressed the lack of connection that he felt when he was a 

student there. “There was a much greater presence of student support services for Black 

students at my new school,” he shared. Former student, Nicki Oracle described her 

disappointment in the number of Black identity-based organizations at GU as well. She 

described that she “was hoping to see more Greek life (National Pan-Hellenic Council) 

on campus honestly. There was a dramatic difference in the [Black] Greek life there [GU] 

and Greek life at different institutions.” It is also worth noting that many of the students 

interviewed, both current and transfer students, found an obvious comfort in their 

memberships in the Black Greek-letter Organizations on campus, or the Divine Nine. The 

results from the survey responses also showed that Black students reported higher scores 

for the subscale How Participant Experiences Diversity. 
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 The lack of  student involvement opportunities outside of Black sororities and 

fraternities can create a void that causes students to transfer to another institution that 

provides them such as those peer institutions in or around the same geographical area. 

GU currently has five active historically Black Greek-letter organizations (BGLOs) 

including Alpha Phi Alpha Fraternity Inc., Delta Sigma Theta Sorority, Inc., Zeta Phi 

Beta Sorority Inc., Phi Beta Sigma Fraternity Inc., and Omega Psi Phi Fraternity Inc. This 

is representative of only five of the nine historically BGLOs that make up the National 

Pan-Hellenic Council. The GU chapters of Alpha Kappa Alpha Sorority, Inc., and Kappa 

Alpha Psi Fraternity, Inc have both been suspended. The current makeup of the active 

organizations combined is less than 20 students, according to GU’s Department of 

Student Life and Engagement. BGLOs can play an important role in the Black student 

experience, and these low numbers can dramatically impact the Black student social 

experience (Furr & Elling, 2002). As members of BGLOs themselves, the researchers can 

attest to the significant sense of not only belonging, but service to their campus and 

community that accompanied those memberships as undergraduate college students. 

They provide social outlets, professional development and community service 

opportunities for their members and other students of color on their campuses. The lack 

of those experiences and connections can lead to students of color feeling less connected 

to their institution (Allen, 1992). 

 Having attended both an HBCU and two PWI’s, one of the researchers shares that 

there were not only many more opportunities to become involved in areas and 

organizations with which she felt a deep connection, but there were also many more 

offices she could walk into in the middle of the day or after a long day of classes and 
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have heartfelt and motivating conversations with staff and faculty who shared the same 

hue and view as herself while a student at an HBCU. Even as a staff member, she 

empathizes with Betts’s notion that there is an unfounded notion of competition within 

the Black community to be greater than the next Black person in the same field or 

industry. Betts spoke of both her graduate school and professional career experiences in 

sharing the profound following: 

If you think about the legacy of slavery, and being a house Negro, or being a field 

Negro [where field Negroes, even if from the same race, suffering the same 

bondage, were thought of as less than]... It perpetuates this cycle of being a crab 

in a barrel. I really saw that first hand in graduate school. I had never seen it 

before where students of color were so used to being the only one that they didn't 

understand that another student of color also being at the same level that you are 

is not pulling you down. It's not detracting from your excellence, from your 

brilliance. It's just allowing another student to also have brilliance, and 

excellence, and so that's a socialization piece. 

These insights from Betts exemplify the importance of University fostered diversity 

initiatives that provide support and affirming measures to Black students. This key factor 

was illuminated in survey responses from students for the subscale How University 

Treats Specific Populations where Black students are predicted to have lower scores than 

their White counterparts. Betts’s focus on the topic of competition within the Black 

community on college campuses illustrates another set of hurdles that Black students may 

encounter to during their time in the higher educational arena. Strategic programming and 

mentoring that create vibrant communities of marginalized populations are some of the 
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methods that college administrators can utilize to combat this type of issue among 

students of color (Bennett & Xie, 2000). 

 Through CRT, we see that students need to have their stories heard. One of the 

premises of CRT is the opposition to the idea of Whiteness as the norm (Ladson-Billings 

& Tate, 1995). As Black students and faculty/staff attempt to create spaces and events to 

cultivate a campus culture that acknowledges race and strengthens the relationships 

between races, the students feel that there is little effort exerted from GU’s non-Black 

population, faculty/staff and students, to do the same. During the focus group, Tasha 

Diggs stated that she feels that “Black GU... we do try to have certain events on trying get 

out those stereotypes but it’s only Black people attending.” This leads to a “preaching to 

the choir” narrative which does little to subvert subconscious biases or create meaningful 

dialogue among the campus’s diverse student population, which is directly aligned with 

the survey scores from Black students that showed an overall lower level of University 

satisfaction compared with White students and students of other races. Diggs did state, 

however, that many of the events planned deal directly with discrimination and 

stereotypes. It is in these arenas that Black students are able to create the narrative of 

their lived experiences and the lenses in which they see world. These events provide the 

opportunity for Black students to collectively, as a community, educate their non-Black 

counterparts. Tabitha Carruth provided her observation that White students and 

predominantly White organizations put more effort into events that place them in spaces 

to be the “face of the university.” Holmes, Ebbers, Robinson, and Mugenda (2001) 

researched this very topic and found and that many PWIs have not intentionally neglected 

Black students, but they also have not acknowledged that these institutions were not built 
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with Black students in mind. It is this revelation that could actively drive a university’s 

desire to work much harder to cultivate the “positive level of comfort” for Black students 

(p. 46). One of the ways to possibly encourage students to attend events which serve to 

educate them on other groups, or on issues that do not directly affect them, would be to 

incentive them by way of offering community service hours, free giveaways, etc. During 

the focus group, a student recounted an exchange she had with a senior level 

administrator at GU. It was during this interaction where she developed her opinion that 

the administration does not really care about the experience of Black students. She stated 

that this particular administrator asked her about her experience. However, as soon as she 

started to put her experience into words, the administrator ended the conversation quickly 

and left the student without a proper opportunity to convey her perception of her 

experience as a college student. Even as an isolated incident, this one interaction with a 

Black student, or any student, could lend itself to a student feeling excluded or 

unwelcomed at an institution.   

Presence of Black Faculty/Staff 

 Students and faculty/staff alike provided data that supports the desire and need for 

institutions to ensure they have an adequate number of faculty and staff to be 

representative of the student population at the institution. Lisa East submitted a practical 

reason for hiring Black faculty and staff, citing, “It is important for students to see 

themselves represented inside and outside of the classroom.” Holmes et al. (2001) found 

that faculty - student interaction is important to students’ progress. This is especially true 

in the minority population on predominantly White campuses. The students in the focus 

group provided a number of responses to support the importance of these interactions. 
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Perna et al. (2007) state that that the mentorship and presence of Black faculty and staff 

provide students validity in a space where the talents, ability and knowledge held by 

Black students, faculty and staff are devalued (Moore et al., 2010).  

 Looking at the subscales for University’s Position on Diversity and University 

Action to Promote Diversity on the Campus Climate Survey, it seems that Black students 

feel strongly about the University’s inconsistent handling of diversity, as it relates 

directly with its existing initiatives for recruiting [students and faculty] and student 

programming. This is displayed in Black students having the strongest negative 

predictive relationship with the two subscales mentioned. During the focus group Tasha 

Diggs recounted an experience she had with a White classmate. Visiting a local 

predominantly Black high school, one of her White classmates made a sarcastic comment 

about needing a bullet proof vest to feel safe. She gave her account of the incident citing 

the professor’s response. The professor, who is White, did not offer a response to the 

comment at all. Diggs and the other Black students in the class were floored by this. It is 

Solorzano, Ceja and Yosso (2000) who noted that it is microaggressions such as this 

which creates a distrust between Black students and the institution cultivating a tense 

racial climate. When the other students in the focus group heard this story, they were also 

filled with disdain. Donald Peters even asked if the professor made so much as a minimal 

facial expression. Diggs replied that there was no response at all. Incidents like this 

further explain why there is a statistically significant difference between the satisfaction 

of Black students and non-Black students in higher education.  

 The presence of Black faculty and staff is invaluable to Black students, as 

evidenced by the responses from both the transfer and current students interviewed. The 
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current students stated that the benefits from having supportive Black staff build their 

confidence and provide them with encouragement to do well in their classes and to 

continue to be great. The encouragement comes from places and people such as 

employees in the food court to employees in the administrative offices. One very 

interesting factor that emerged is the possibility of GU ever having a Black president. 

When the question was posed to the focus group, the students first asked about the 

number of Black people on the President’s cabinet. After learning that this number was 

three, they all felt that GU would never see the day when it would have a Black president. 

However, the students did mention that it could be possible if the cabinet became more 

diverse. On the other hand, they had a fear that the three Black professionals on the 

cabinet were only hired as placeholders in the attempt to “appear” inclusive. One 

University Action to Promote Diversity that GU administration is missing is the 

intentional recruitment and hiring of Black faculty and staff. Given the fact that the 

majority of the nation’s Black high school graduates are from the 15 Southern states, 

these states should engage in intentional recruitment of Black faculty and staff to provide 

the necessary representation (Perna et al., 2006). This representation could effectively 

improve Black students’ perceptions on How University Treats Participant. More Black 

faculty and staff members in decision-making places at GU will help the University with 

insight into where it can improve how it engages and interacts with its Black student 

population. 
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Chapter 6 

Conclusion 

The quantitative results from the 2016-2017 Campus Climate Survey 

administered by Greenwood University presented the researchers with the following three 

essential questions which guided this study. The researchers sought to further explain the 

survey results gained from students with follow-up discussions with faculty, staff and 

students (both current and those who have transferred from GU).   

1. What are the perceived barriers that prevent Black students from enrolling/persisting in 

college at Greenwood University? 

2. How effective are the institutional initiatives directly aligned with Black student 

recruitment and retention?  

3. What factors are related to Black students’ satisfaction at Greenwood University? 

What was discovered throughout the qualitative data collection was that there 

were both differences and similarities between the researchers’ experiences and those of 

many of the students and faculty. For instance, similar to Betts’ anecdote of her graduate 

school and professional experiences, encountering Black classmates and colleagues who 

viewed her as competition [an ideology she described as the “slave mentality”], one of 

the researchers has a story not uncommon to hers. In December 2014, there was a lunch 

meeting of the senior level administrators at GU that she, as an administrator of an 

upcoming online repository system for GU, had to attend to introduce and set up training 

for all faculty and staff. The researcher sat with the office assistant at the luncheon, who 

was also a Black woman, for a few moments before (and after) she was to deliver her 

presentation. During that meeting, she also spoke with a few Deans and other 
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administrators of GU’s various divisions about the system and the holidays, as this 

luncheon directly preceded the Christmas break. Immediately after the luncheon, when 

she returned to her small office that she shared with another specialist, she was 

commended for her presentation and advised, “If you are aspiring to be like the people in 

the room as you, you don’t sit with secretaries.” While she understood the intent behind 

the message, what was explicitly stated to her as a Black woman communing with 

another Black woman, blind of her “status”, this could have, for her, and oftentimes does, 

for others, perpetuate the notion of competition that Betts and others too often see and 

feel from their allies. To echo the sentiments of critical race theorists such as Solorzano 

(2001) when he documented and analyzed how race and racial stereotypes negatively 

affect students at elite undergraduate universities, only by making Black students 

expected and common on all campuses at all levels can we begin to counter the “one 

special Black student/not like the other ones” narrative.  If not careful and abundantly 

intentional, it will continue to permeate our students’ mentalities and professional ways 

of living. 

The perceptions of the participants in this study provided an up close and personal 

view of what Black students are feeling in their daily experiences at PWIs. Black students 

continuously find themselves in spaces where they feel unwanted through no fault of 

their own. It is in these spaces that those with the most decision-making power, senior 

level administrators and above, must make a conscious effort to not only understand the 

state of Black students at their institutions, but to make sure they are engaging in 

consistent conversation with the students, faculty and staff that have felt oppressed at 

their institutions. Far have we come from the slavery and other practices that began the 
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oppression of Black people in America; however, there is still much to be done in order 

to make all institutions of higher education places of social consciousness and social 

change. It starts by providing space and opportunity for students and members of the 

campus community to convey their experiences in their most authentic ways. Given the 

results of the GU campus climate survey from 2016, there is a difference in overall 

satisfaction of Black students and non-Black students. Given the data discovered, the 

researchers present the following recommendations to Greenwood University 

administration to begin to actively and intentionally improve the satisfaction of this group 

of students. It is worth noting that future research should be conducted in order to present 

a more generalizable picture of the Black student experience at PWIs, thereby providing a 

more comprehensive set of recommendations for recruiting and retaining this 

demographic of students nationally. 

Publicize and communicate the resources available to Black students. 

 Both the students and faculty/staff members expressed the lack of communication 

revolving around the resources that are available for Black students on campus. Stephon 

Albert, who deals directly with recruiting new students, could not name anything more 

than the African American Male Initiative and the very small and under resourced 

Multicultural Center as resources that are available to students at GU. Similarly, Larry 

Prince and Charles Brown, both administrators within their academic units, explicitly 

stated that there were no specific services in place to solely support Black students 

academically or otherwise. However, if events and resources were intentionally created 

and publicized through multiple avenues, students and other members of the campus 
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population may know where these resources are and how to access them, thereby 

potentially increasing a student’s satisfaction at the institution. 

Search for and dedicate more resources into existing resources. 

 The Multicultural Center that was created in 2018 leaves a lot to be desired, as 

communicated by both the student and faculty participants. For all intents and purposes, 

the Multicultural Center is a small room in the Student Activity Center, which is 

managed by the Director of Multicultural Student Engagement. However, the 

sustainability of the Multicultural Center depends on having a staff of people for the 

students who utilize the center. These staff members would serve as agents for the space 

that the Multicultural Center would inhabit. They would provide the educational 

programming, mentoring, advising and other measures that would make the space 

academically and socially beneficial for students of color and other marginalized 

populations.  From the researchers’ experiences, the centers at many other universities 

take up an entire building and are staffed by professional faculty and staff members, 

graduate assistants, and undergraduate students to ensure that minority students have a 

space for programming, a knowledge base of staff allies, and a safe space to be their 

authentic selves. It is arguable, however, that beginning the process of expanding 

multiculturalism on campus, in some form with few resources, is better than foregoing 

the initiative altogether while anticipating a larger outpouring of resources. 

Prioritize recruitment of Black students and faculty/staff.  

 In conjunction with discussions with staff, the qualitative and quantitative data 

make abundantly apparent the disparity in the recruitment rates of Black students and 

faculty/staff compared to their non-Black peers. Colleges and universities have the 
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responsibility to create as diverse of an institution as practically possible on all levels. 

This means visiting high schools in low SES and high poverty-stricken areas and having 

discussions with those students about college application and entrance.  It also means 

creating a pathway so that Black students in these school districts are shown greater 

possibilities of attending college. Intentional efforts such as advertising vacant jobs on 

websites such as HBCU Digest lends itself to attracting more Black applicants and 

widening the recruitment pool for faculty and staff. Priority must be given to creating and 

sustaining a diverse and inclusive campus environment, which ultimately aids in not only 

getting Black students in college, but keeping them there through graduation as well. Due 

to its location in the South and the many academic programs it offers, Greenwood 

University has the potential to be an educational benefit to the region and the state. 

However, without the inclusion of Black students, it will remain a predominantly White 

institution whose small number of Black students continue to feel marginalized, 

disconnected and underrepresented. Thus, one of its many values - inclusivity - will never 

be fully actualized, and growth within the institution and current/potential students of 

color will remain curtailed. 
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Appendices 

Appendix A 

Campus Climate Survey Questions 

1. Please rate your level of agreement with the following statements. 

“I am personally treated with respect and dignity by.” 

• Institutions administration (Strongly Disagree, Disagree, Neutral, Agree, 

Strongly Agree) 

• The Faculty (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• The Staff (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• The Students (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

2.  Please rate your level of agreement with the following statements. 

“Members of the university community are treated equitably (ie, fairly) regardless 

of:” 

• Age (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Gender/Gender Identity (ie, Female, Transgender, Male) 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Cognitive Disability (ie, acquired or developmental brain related conditions)                                     

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Ethnic Background (ie, identity related to one’s culture, traditions and 

values) (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Nationality (ie, Country of origin) (Strongly Disagree, Disagree, Neutral, 

Agree, Strongly Agree) 
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• Perceived Socioeconomic Status (ie. Perceptions related to one’s income, 

education and values) (Strongly Disagree, Disagree, Neutral, Agree, 

Strongly Agree) 

• Physical Disability (ie, acquired or developmental physical conditions)                                       

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Race (ie. Identity related to one’s physical characteristics)                                                                                                      

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Sexual Orientation (ie, Sexual identity in relation to the gender to which they 

are attracted)  Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree)  

3. In terms of diversity, the general climate of the college is: (check one) 

• Inclusive 

• Neither Inclusive or Exclusionary 

• Exclusionary 

• Not Important to Me 

4. In the University, I feel that I personally have experienced: (check all that apply) 

• Apathy/Being Ignored (None, A little, Some, A Lot) 

• Bias (None, A little, Some, A Lot)  

• Discrimination (None, A little, Some, A Lot) 

• Exclusion (None, A little, Some, A Lot) 

• Isolation (None, A little, Some, A Lot) 

• None of the Above (None, A little, Some, A Lot) 

5. Such experiences of Bias, Exclusion, and/or Discrimination have been based on: 

(check all that apply)  
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• Age (None, A little, Some, A Lot) 

• Gender/Gender Identity (None, A little, Some, A Lot) 

• Cognitive Disability (None, A little, Some, A Lot) 

• Ethnic Background (None, A little, Some, A Lot)  

• Nationality (None, A little, Some, A Lot) 

• Perceived Socioeconomic Status (None, A little, Some, A Lot) 

• Physical Disability (None, A little, Some, A Lot) 

• Race (None, A little, Some, A Lot) 

• Sexual Orientation (None, A little, Some, A Lot) 

• Other Factors (None, A little, Some, A Lot) 

• I Have Not Experienced Bias (None, A little, Some, A Lot) 

6.  Within the college I’m affiliated, in the past year, I have witnessed insulting or 

disparaging remarks or behaviors about: (check all that apply)  

• Age (None, A little, Some, A Lot) 

• Gender/Gender Identity(None, A little, Some, A Lot)  

• Cognitive Disability (None, A little, Some, A Lot) 

• Ethnic Background (None, A little, Some, A Lot) 

• Nationality (None, A little, Some, A Lot) 

• Perceived Socioeconomic Status (None, A little, Some, A Lot) 

• Physical Disability (None, A little, Some, A Lot) 

• Race (None, A little, Some, A Lot) 

• Sexual Orientation (None, A little, Some, A Lot) 
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• I Have Not Witnessed Any Such Remarks or Behaviors (None, A little, Some, A 

Lot) 

7. I feel that the populations I belong to are: (check all that apply) 

• Represented in the University’s Communications (No, A little, Some, A Lot) 

• Represented in the University’s Curriculum (No, A little, Some, A Lot) 

• Represented in the University’s Events (No, A little, Some, A Lot) 

• Represented in the University’s Faculty (No, A little, Some, A Lot) 

• Represented in the University’s Recruiting (No, A little, Some, A Lot) 

• Represented in the University’s Research (No, A little, Some, A Lot)  

• Represented in the University’s Staff (No, A little, Some, A Lot) 

• Represented in the University’s Student Organizations (No, A little, Some, 

A Lot) 

• Missing Completely from the University’s Environment (No, A little, Some, 

A Lot) 

8. In University courses, issues of diversity and inclusion are: (check one) 

• Adequately Addressed in all Courses  

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Adequately Addressed in Some Courses 

• (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Not Adequately Addressed in Any Courses  

• (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

9. The following areas of diversity and inclusion need to be better addressed in the 

courses offered by the university: (check all that apply) 
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• Age (No, A little, Somewhat, Yes, Definitely) 

• Gender/Gender Identity (No, A little, Somewhat, Yes, Definitely) 

• Cognitive Disability (No, A little, Somewhat, Yes, Definitely) 

• Ethnic Background (No, A little, Somewhat, Yes, Definitely) 

• Nationality (No, A little, Somewhat, Yes, Definitely) 

• Perceived Socioeconomic Status (No, A little, Somewhat, Yes, Definitely) 

• Physical Disability (No, A little, Somewhat, Yes, Definitely) 

• Race (No, A little, Somewhat, Yes, Definitely) 

• Sexual Orientation (No, A little, Somewhat, Yes, Definitely) 

• All of These Areas are Already Adequately Addressed (No, A little, 

Somewhat, Yes, Definitely) 

10. Rate your agreement with each of the following statements about diversity and 

inclusion in the University environment as a whole:  

• The Majority of Members of the University Community are Unaware or 

Disinterested in Issues of Diversity and Inclusion 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Issues of Diversity and Inclusion are the Interest of Only a Small Part of the 

University Community 

• (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• University Community Members Generally are Interested in Issues of 

Diversity and Inclusion But Struggle With How To Handle Them 

• (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 
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• Issues of Diversity and Inclusion are Seen as the Responsibility of all 

Members of the University Community 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Issues of Diversity and Inclusion are Central To all Aspects of the University 

Community. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

11.  Rate your agreement with each of the following statements  

• When I Graduate From The University, I Will Be Confident In My Ability 

To Work With Individuals From Different Backgrounds and Cultures Than 

My Own 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

12.  The University could improve diversity and inclusion by focusing its efforts on:  

• Communications Related to Diversity and Inclusion 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Curriculum Emphasis on Information Issues Related to Diversity and 

inclusion 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Events focused on Diversity and Inclusion 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Recruiting of Faculty from Diverse Backgrounds 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Recruiting of Staff from Diverse Backgrounds 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 



RECRUITMENT AND RETENTION OF BLACK STUDENTS 122 

 

• Recruiting of Students from Diverse Backgrounds 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Research into Issues of Diversity and Inclusion 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Retention of Faculty from Diverse Backgrounds 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Retention of Staff from Diverse Backgrounds 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Retention of Students from Diverse Backgrounds 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Student Organizations Devoted to Diversity and Inclusion 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

13.  Race: (check all that apply) 

• American Indian or Alaska Native 

• Asian 

• Black or African American 

• Native Hawaiian or Other Pacific Islander 

• White 

• Prefer Not To Answer 

14.  Hispanic/Latino: (check one) 

• Yes 

• No 

• Prefer Not To Answer 
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15.  Gender/Gender Identity: (check one) 

• Female 

• Male 

• Transgender 

• Questioning/Not Sure 

• Prefer Not To Answer 

16. Sexual Orientation (check one) 

• Heterosexual 

• Gay 

• Lesbian 

• Asexual 

• Bisexual 

• Pansexual 

• Queer 

• Questioning/Not Sure 

• Prefer not to Answer 

17. Current Marital Status: (check one) 

• Single 

• Partnered 

• Married 

• Civil Unioned 

• Prefer Not To Answer 

18.  Disability Status: 
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• Limiting Cognitive Condition 

• Limiting Physical Condition 

• None 

• Prefer Not To Answer 

19.  My personal experiences at the University have been most shaped by my: (check all 

that apply) 

• Age (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Gender (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Cognitive Disability (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Ethnic Background (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Nationality (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Perceived Socioeconomic Status (Strongly Disagree, Disagree, Neutral, Agree, 

Strongly Agree) 

• Physical Disability (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Race (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

• Sexual Orientation (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

20.  I grew up in a home that encouraged cross-cultural relationships. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

21. I feel some discomfort when interacting with others whose culture is different from 

my own 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

22. When required to interact with people from other cultures, my response is? 

I avoid engaging in any conversation. 
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(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

I am friendly but don’t get to know them personally. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

I tend to be the one who takes initiative to get to know them personally. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

I actively seek out building cross-cultural relationships. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

I am involved with helping others break down cross-cultural barriers. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

23. I have a hard time recognizing when I’m being biased or prejudiced.  

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

24. At times I feel fearful of others whose culture is different than my own. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

25. How many good friends do you have from other cultures?  

(ie, someone who you do things together with one-on-one.) 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

26. At times, I’ve sensed a climate of racial/ethnic tension from other students toward 

me. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

27. The climate of the university reflects the belief that a culturally diverse student body 

is welcome.  

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 
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28. I believe the university is doing all it can to actively recruit students from different 

cultures and backgrounds. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 

29. I believe the university is doing all it can to actively recruit faculty and staff from 

different cultures and backgrounds. 

(Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree) 
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Appendix B 

Interview Protocol for All Interviews 

Research Purpose:  

The purpose of this study is to build upon existing research that guides our understanding 

of why Black students are not being recruited and retained at the same level as their non-

Black peers. 

 

Research Question:  

1. What are the perceived barriers that prevent Black students from 

enrolling/persisting in college? 

2. How effective are the institutional initiatives directly aligned with Black student 

recruitment and retention? 

3. What factors are related to Black students’ satisfaction at Augusta University? 

 

Data Collection Methods: 

- Interview with Black, sophomore and Junior students at Augusta University from 

the seven undergraduate colleges seated at Augusta University 

- Interview with Augusta University faculty and staff in pertinent areas of 

recruitment and retention 

 

Confidentiality/Disclosure: Interviewer 

I want to start by thanking you for participating in this study. This study is being 

conducted by a team of three individuals. We/they are trying to determine the perceptions 

of Black students at Augusta University and guide the understanding of why Black 

students are not being recruited and retained at the same level as their non-Black peers at 
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Augusta University. As stated earlier, the researchers are graduate students at Augusta 

University and are currently enrolled in a doctoral level research class. The data collected 

will be used to for the purpose of submitting and defending  the Dissertation in Practice 

(DIP) that is required for successful completion of the EdD in Educational Innovation 

program. This interview will be transcribed and a copy of the transcription will sent to 

you for your approval. 

This interview will allow me to collect information that pertains to the DIP. The 

DIP will be published to the general public. However, those who access the final DIP will 

not have access to any information that could identify you personally. Your information 

will be kept confidential, and all information that could be used to identify you will be 

stripped from the final report of the findings.  

At this time, I request your permission to record this interview to allow me to 

transcribe it more easily later. [Pause for consent.] 

    Dr. Darla Linville and Dr. Do Hong Kim, at Augusta University, make up our DIP 

faculty committee for Cohort Two of the EdD in Education Innovation program. If you 

have any questions or concerns about the purpose of this project, please contact them 

using the information provided to you today. If you wish to speak with me, or have any 

concerns, please contact me using the information here as well. Are you ready to begin? 

 *Questions will go here* 

Closing Remarks: Interviewer 

Again, I want to thank you so much for your time and participation in this study. 

As I mentioned before the interview, I will transcribe what we have discussed and send a 

summary of your responses to you for your approval. If at any time, you decide you no 
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longer wish to be a part of this research, please let my professor or me know. You may 

contact me at any time using the information I have provided for you today. I look 

forward to speaking with you soon. Have a great rest of your day. 
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Appendix C 

Semi-Structured Interview Questions for Faculty/Staff 

1. How long have you been employed at AU? 

2. What is your perception of Black student enrollment at AU? 

3. In your time at AU, have you had any connections with Black students outside 

of the classroom (if faculty)? 

4. How important, if at all, do you feel is the relationship with Black faculty/staff 

on campus with Black students? 

5. Do you feel that your department/college actively supports the academic 

achievement of Black students? If so, can you provide examples? 

6. What is your perception of diversity, in terms of race, in your 

college/department? 

7. In your professional experience, what are some of the challenges, if any, you 

have observed in the Black students whom you have encountered? 

8. Are there any improvements you think AU could make to offer a more diverse 

environment for Black students? 

9. In your time at AU, how have you felt about administration’s response to 

racially-motivated incidents that have occurred on campus? 

10. What do you think of the support services offered to Black students at AU? 
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Appendix D 

Semi-Structured Interview Questions for Transferred Students  

1. Why did you decide to attend AU? 

2. What was your major while you were there? 

3. If not too personal, why did you withdraw from AU? 

4. Was there anything in particular that you were looking for in college that you 

did not find at AU? 

5. If you transferred to another institution, can you briefly compare/contrast AU 

with the school you attend now or transferred to? 

6. What are some of the challenges, if any, you still encounter as a college 

student?  

7. What did you think of the support services offered to Black students at AU? 

Are they more or less adequate at your current institution? Can you explain? 

8. In your time at AU, how have you felt about administration’s response to 

racially-motivated incidents that have occurred on campus? 

9. What are some improvements you feel could be made to strengthen retention 

of Black students? 
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Appendix E 

Semi-Structured Interview Questions for Current Students 

1. Where are you from? 

2. How would you define your race? 

3. Why did you decide to attend AU? 

4. Were there are any challenges (social, financial or otherwise) associated with your 

college entrance process? 

5. How difficult or easy was it for you to continue after your first year at AU? 

6. Are there any programs or organizations that you find yourself interested in on 

campus? Why? Why not? 

7. How do you feel about the representation of Black students on campus? 

8. How important, if at all, is it for you as a Black student to see Black faculty and 

staff on campus? 

9. Have you had any negative experiences at AU that you felt were caused by your 

race? 

10. In your time at AU, how have you felt about administration’s response to racially-

motivated incidents that have occurred on campus? 

11. Are there any improvements you think AU could make to offer a more diverse 

environment for Black students? 

12. What do you think of the support services offered to Black students at AU? 

  



RECRUITMENT AND RETENTION OF BLACK STUDENTS 133 

 

Appendix F 

Focus Group Questions 

1. What are some things you like/appreciate about Augusta University? 

2. Are there any things you dislike or feel could be improved? 

a. If so, tell us about them. 

3. What attracted you to Augusta University? 

4. As each of you has been here for at least a year, how do you feel you are doing in 

your respective academic programs? 

5. How is your relationship with the various faculty/staff in your colleges? 

6. Have any of you attended any of the campus events since your enrollment at AU? 

a. If so, tell us about the event(s) you attended and what you liked/disliked 

about it. 

7. If you were to be charged with helping organize a campus event for students of 

color, what kinds of ideas would you want to implement? 

8. Have either of you ever experienced what you felt was discrimination of any kind 

since you have been at AU (on or off campus)? 

a. If so, did you talk to anyone about it? 

i. If not, why not? 

b. If you did tell someone about it, what action was taken afterward? 

i. If action was taken, do you feel that it was an adequate response? 

9. How would you define the campus climate here at AU? 

10. Do you feel that the faculty/staff/administration here at AU acknowledges race? 

a. Explain your thoughts.  
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11. Is there anything else any of you would like to add before we conclude? 

 


