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INTRODUCTION  
 
“…the success of institutional retention efforts ultimately resides in the institution’s capacity to 
engage faculty and administrators across the campus in a collaborative effort to construct 
educational settings, classrooms and otherwise, that engage students, all students, not just some, in 
learning.”    
   -- Dr. Vincent Tinto, Syracuse University (2003) 
 

Although Wayne State University 

(WSU) proudly proclaims that it is “25th in 

the nation in African American enrollment, 

higher than any other except Historically 

Black College or Universities (HBCUs)”, 

what is not proclaimed is that of the 

incoming freshmen, fewer than thirteen 

percent of the African American students 

will graduate within six years. What is going 

wrong?  Wayne State University is the only 

public university located in Detroit, a city 

that is more than eighty-five percent African 

American.  WSU is in a unique position to 

create a revitalizing effect on the community 

around it.   

Already Wayne has started bringing 

young people to campus by building 

residence halls and commercial venues; 

and it can continue to breathe life into the 

infrastructure of the city through new 

construction and business development, but 

its legacy should also be to revitalize the 

people of the city and transform the 

residents, so they—as the politicians, 

doctors, lawyers, engineers, teachers, 

nurses and other professionals of the region 

can, in turn, transform their city.  

Currently, WSU is lagging far 

behind institutions in Michigan and peer 

institutions around the country both in its 

ability to retain and graduate African 

American students (tables 1,6-p.73,76). 

While all other ethnic groups’ graduation 

rates are consistent with institutions of 

similar characteristics, the lamentably low 

African American graduation rate by virtue 

of being the only abnormally low 

graduation rate among the groups, leads 

to questions about Wayne’s failure not 

only at complete inclusiveness, but at 

addressing the African American retention 

and graduation (AARG) problem in a 

significant way.  This failure encourages a 

cycle of non-inclusion that impacts not 

only the students they profess to serve, 

but also the institution itself. 

Wayne should re-educate the 

urban and the suburban communities to 

its value as a resource capable of 

empowering the region to transformational 

levels of self-regeneration. The perception 

of Wayne State as an institution of first 

choice is not at the place it needs to be to 

significantly engage the local minority 

community. This perception must be 
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addressed and rectified if WSU is going to 

position itself uniquely with the African 

American community as a cross between 

the inclusiveness of a HBCU, such as 

Howard University in Washington, DC and 

the high academic expectations of a 

gateway university, such as University of 

Michigan, and emerge as one of the great 

institutions of Michigan. 

Given the unique demographic in 

Detroit, from the African American 

perspective, how is Wayne State serving its 

African American student population?  Is 

Wayne committed to (and accountable for) 

the success, education and development of 

all students?   How is WSU creating the 

kind of culture of inclusiveness that studies 

have proven leads to higher retention and 

graduation rates?  What evidence is there 

that Wayne has adopted diversity as an 

institutional policy?  These are but a few of 

the questions that must be asked in order to 

get a clearer picture of the African American 

retention and graduation (AARG) crisis at 

Wayne State.   

The general principles of retention can be 
described as an enduring commitment to 
student welfare, a broader commitment to 
the education, not mere retention of all 
students, and an emphasis upon the 
importance of social and intellectual 
community in the education of students. 

                       Tinto, 2003 (6) 

Research shows that there are nine 

main reasons for student attrition that cut 

across all lines of race, ethnicity and 

gender: 

• Isolation                       Finances 
• Adjustment            Integration and 
• Goals              Community Memb.             
• Uncertainty            Incongruence 
• Commitments    Academic Difficulty 
 

In order to address the AARG 

crisis, Wayne must look closely at how 

each of these retention barriers affects 

African American students and how to 

overcome these barriers. 

 
Inclusion Is Everyone’s Issue 
 

The importance of a supportive 
community for student success is 
particularly apparent among students of 
color, especially those from 
disadvantaged backgrounds.  For those 
students in largely White institutions, 
academic and social support is absolutely 
essential for their continued persistence 
and development as students.  
                                          Tinto, 2003 (8)                                   
 

The concept of inclusion goes 

beyond the institutional concept of 

diversity.  Diversity, by definition, “the fact 

or quality of being diverse” does not 

address inclusion; the “act of including or 

the state of being included,” which speaks 

more to the quality of life factors in an 

academic institution most likely to retain 

students.   Colleges and universities 

whose commitment is to the holistic 

education of their students are doing more 

than just guiding students through a four-
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year (or more) regurgitation of knowledge; 

they are preparing their students to take 

their place in the workforce, society and the 

world. 

 Wayne State has the most diverse 

campus in the state, yet the campus culture 

does not reflect this diversity.  African 

American students tend to gravitate 

exclusively to those academic subjects and 

social activities “sanctioned” by the African 

American student population as sufficiently 

Afro-centric and rarely mix into the 

mainstream.  Although students of all races 

and ethnicities tend to congregate together, 

African American students do themselves a 

disservice by this voluntary segregation: not 

only does it deprive them of a valuable tool, 

but it reinforces stereotypes that, right or 

wrong, bias the institution against them. 

However, since research has shown 

that communalism is an indicator in the 

successful retention of African American 

students (Castillo,2006/Miller,2002), this 

congregation needs to be acknowledged 

and focused.  Wayne State University, as 

an institution, must step up to the challenge 

of creating an academic and cultural 

environment focused on student success, 

regardless of race or ethnicity.  Expecting all 

students to conform to the established 

culture on campus rather than having the 

campus explore the possibility of adapting 

to the needs of incoming students, limits 

their potential for successful matriculation.  

Nationwide, both students of color and 

White students believed that African 

American students faced greater socio-

cultural difficulties on campus than did 

White students because the cultural 

dominance of White, middle class values 

on campus that pressured students of 

color to acquire these values and to reject 

their own and the ethnic isolation resulting 

from African Americans being a small 

proportion of the student body (Anderson, 

81). 

 If Wayne State is committed to 

“establishing and sustaining a superlative 

learning experience that builds upon the 

unique values and attributes of Wayne 

State University and leads to 

undergraduate, graduate and professional 

student success” as outlined in the 2006-

2011 Strategic Action Plan, then those 

values must be clearly defined as 

inclusive to the success of all students. 

WSU should not “overcorrect” (álà 

Temple) to the detriment of a large 

percentage of its students simply in order 

to appease the political climate of the 

moment or affect an easy fix. 

The DPS district is ninety-six 

percent minority and leads other schools 

of its size across the country in special 

education students.  In spite of having one 

of the highest expenditures per pupil, 
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there remain critical infrastructure issues 

preventing students from realizing the full 

benefits of those expenditures. The Detroit 

Public School system is in a city where 

many of its students are coming from low-

socioeconomic status (SES) environments.   

 
Low-SES students, especially those from 
minority groups, tend to achieve at 
significantly lower levels than White, middle-
class children for a variety of reasons: 
   
• They are more likely than middle-

class students to grow up in one-parent 
households in which the father is the 
missing parent.  
  

• They receive irregular health care, 
live in urban areas in small apartments 
that lack adequate study space, are not 
exposed to a wide variety of 
experiences; 

 
• They have low career and academic 

aspirations, and  
 
• They face classroom environments 

that are less than fully supportive. 
 
                      Snowman/Biehler, 2006 

 

Studies show that frequently, under 

these circumstances, low teacher 

expectations contribute to a self-fulfilling 

prophesy of failure called the “Pygmalion 

Effect.”  Through a variety of subtle ways, 

whether consciously or not, teachers 

communicate to students that they expect 

them to perform well or poorly and then 

create a situation that is consistent with the 

expectation.  Factors that influence 

teachers, taken from analyses by Carl 

Braun (1976), Thomas Good and Sharon 

Nicholls (2001), and Vonnie McLoyd 

(1998) include: 

• Middle-class students are expected to 

achieve higher grades than low-SES 

students, even when their IQ scores 

and achievement test scores are 

similar. 

• African American students are given 

less attention and are expected to 

learn less than White students, even 

when both groups have the same 

ability. 

• Teachers tend to perceive children 

from poor homes as less mature, less 

capable of following directions, and 

less capable or working independently 

than children from more advantaged 

homes.                    

 Snowman/Biehler, 2006 

Coming from this set of social 

circumstances, the potential for low self-

efficacy is particularly high. Studies have 

found higher levels of self-regard among 

lower class African Americans, but lower 

levels of self-efficacy. This seems 

mutually exclusive, but “Afro-Americans, 

like all disadvantaged groups, protect their 

ethnic and global self-esteem ‘by 

selectively devaluing those domains in 

which the out-group is advantaged and 

selectively valuing those domains in which 
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their in-group has advantages’ and ‘by 

ignoring or devaluing problematic areas of 

functioning’”  (Patterson, 54).   

This sets up and reinforces a cyclical 

culture-versus-academia struggle. Low 

expectations at the high school level will be 

replaced by low expectations at the college 

level.  Studies show that it is far more likely 

that low-income and minority students will 

be taught by novice teachers with little or no 

background in the subjects they teach 

(EdTrust). Students entering the university 

with sub-standard academic, social or 

coping skills are more likely to be perceived 

as “at-risk” and tracked into programs that 

will offer them the least challenge, direction 

and opportunity for transformational levels 

of education.  This reconfirms the cycle of 

underachievement and is in direct conflict 

with a self-image of success.  

The Education Trust, in its report 

Ticket to Nowhere: The Gap Between 

Leaving High School and Entering College 

and High Performing Jobs reports that after 

graduating high school, “nearly half of all 

college students take at least one remedial 

course.  A full one third of the freshmen will 

not make it to their sophomore year and 

fewer than half will complete a degree.  

Among minority students, remediation rates 

are even higher and completion rates are 

even lower.”  The likelihood of matriculation 

decreases dramatically if they need more 

than one or two remedial courses  (Fig 1).  

WSU does have programs 

targeted at admitting students with low 

academic preparedness. However, as the 

likelihood that they will fail to complete 

their degree actually increases with these 

courses, how does this target retention 

and graduation (vs. enrollment) and where 

is the follow-up support to ensure the 

success of these students?  If the focus is 

shifted from enrollment to graduation, the 

perspective also shifts from the short-term 

to the long-term solutions of sustained 

intervention. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Obviously, the better prepared the 

student is, the more likely they will be able 

to complete their curriculum and graduate.  

Figure 1: 
High School Seniors Who Had To Take 
Remedial Courses 1992: 
  All Colleges         High Minority Colleges 
 
Reading  13%  25% 
Writing  17  29 
Mathematics 27  35 
Reading,  29  43 
   Writing or 
   Mathematics 
 
NCES Condition of Education, 1997, from Remedial Education 
at Higher Education Institutions in Fall 1995. p 102. 
Students Who Required Extensive Remediation: 
    Earned BA 
     
No remedial courses     54% 
One remedial course     45 
Three remedial courses           18 
More than 2 semesters of reading    9 
 
Adelman, Cliff in National Crosstalk, Vol. 6, No. 3, Summer 
1998, National Center for Public Policy and Higher Education, 
San Jose, CA. 
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But in the case of African American 

students, they may arrive at WSU with the 

GPA, but not the social or cultural skills 

necessary to make the transition from high 

school to college and adapt.  There are 

academic programs to bring students up to 

admissible GPA levels, but only mainstream 

academic support post-admission.  There is 

traditional counseling support, but none that 

addresses the unique social and cultural 

needs of these students. For them, the 

transition is not only from high school to 

college, but from a largely homogeneous 

community environment to one whose focus 

and demographic is completely foreign to 

them.  In addition, many will be first 

generation students, low-income or single 

parents, further decreasing their chances to 

integrate into campus culture and complete 

their academic career.   

 

The Big Payoff 
 

According to a report published in 

July 2002 by the Census Bureau, increasing 

the educational attainment level increases 

lifetime earning potential  (Figure 2).  The 

overall earning potential is lower for African 

Americans at the highest levels and further 

decreased by lower educational attainment.     

It is no surprise that the higher the level of 

educational attainment, the higher the 

standard of living (US Census).  If the 

majority of a population cannot attain 

transformational levels of education, this 

sets up a cycle of continued social 

stratification which is slowly eroding the 

human capital and creating a class of 

people confined to (and by) the city in a 

poverty-induced ghetto of high illiteracy, 

unemployment and crime rates.   

  

Source: US Census Bureau 

 

While alarming, these figures do 

not tell the whole story.  There is a 

positive trend to focus on.  In 1993, for the 

first time in history, the nation’s African 

American women who held a bachelor’s 

degree or higher reported median annual 

earnings higher than those of Euro-

American women with the same 

educational attainment (Patterson, 27). 

This is a positive trend, and one 

that should be encouraged.    In Detroit, 

where education, employment and 

standard of living are low and crime, 

illiteracy and segregation are high, 



        

 

 
 

 

8 
 

educational attainment represents the best 

method (if not the only method) of escaping 

what could otherwise be circumstances of 

entrapment.  Therefore, the quality of life in 

any city where most of the population is of 

one people is drastically affected by the 

ability of those people to attain educational 

levels that have the potential to appreciably 

impact their standard of living. 

According to the latest Census 

figures, every other child in Detroit under 

the age of seventeen is living below the 

poverty level.  Even families above the 

poverty level are not far above it and 

Detroit’s current unemployment rate is only 

topped by natural disaster states. According 

to Maslow’s Hierarchy of Needs, the primary 

level of need is physiological (e.g., food, 

water, oxygen).  Once these physiological 

needs have been satisfied, they are no 

longer a motivator and the individual moves 

up to the next level.   As many students 

from Detroit never move beyond   the 

second or third levels of   the hierarchy 

(known as “deficiency” needs); they have 

little hope of moving up to “being” or 

“esteem” levels necessary to pursue and 

attain transformational levels of education. 

When a lower-level need is activated (as in 
the case of extreme hunger or fear for one’s 
physical safety), people will stop trying to 
satisfy a higher level need (such as esteem 
or self-actualization) and focus on satisfying 
the currently active lower-level need.                        
Maslow, 1987 

The potential for transformation is 

inherent in this formula: (higher) education 

= (higher) earnings.  Yet, according to 

statistics, so many are not taking 

advantage of the opportunity, (figure 3) or 

are misguided in their application of the 

formula; they seem only to look at the end 

result, not their aptitude and/or 

commitment.  Without that planning, they 

are doomed to fail.  The application of 

policies designed to overcome this lack of 

planning and to support students’ realistic 

self-appraisals will in turn further support 

retention and graduation efforts. 

 

 

 

Why Wayne State? 
 

Wayne State identifies itself as an 

institution of access.  If a student is 

admitted to Wayne, the university 

considers itself to have fulfilled its part of 
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the bargain.  Students are expected to 

already have (or acquire pretty quickly) the 

social and academic skills that they need to 

succeed in higher education.    For students 

with low self-efficacy, who have been taught 

institutionally to have low expectations of 

themselves; the likelihood that they are 

going to seek out traditional tutoring from an 

institution that has made them feel, through 

non-inclusive policies and practices, 

unwelcome, is virtually non-existent.   

In addition to students not having 

intrinsic or familial motivation to perform at 

their highest levels, today‘s faculty is being 

pressured by administration to retain 

students at all costs as their primary goal 

and teach students as their secondary goal.  

According to Declining by Degrees, a PBS 

documentary on the state of higher 

education in America conducted by the 

Carnegie Institute, in the last decade, fifty 

percent of grades awarded were “B” or 

higher.  Grades have systematically gotten 

higher as more funding is tied to enrollment 

numbers.  It is also possible for the 

Pygmalion Effect to infiltrate higher 

education.   African American students, 

especially those coming from low SES 

environments are not always able to escape 

low expectations, even at university level.  

In large classes faculty does not provide 

feedback and students, already intimidated, 

do not seek it out. 

Wayne State is the heart of 

Detroit, both geographically and 

inspirationally. Wayne State has the 

power to revitalize the people and through 

educational retraining and second career 

education, revitalize the economy.  WSU 

should embrace and empower these 

elements of its community and graduate a 

tax-paying, highly educated, marketable 

workforce that would have a 

transformational effect not only on its own 

AARG rates, but also on the entire region.   
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FACTORS AFFECTING AFRICAN AMERICAN RETENTION 
“…only two percent of our African American students graduate in four years, 13.4 percent in six years.  
Every time we lose a student, we not only lose a graduate…we also lose an advocate. We readily take in 
students more at risk than those in most institutions. This is a part of our mission and it will continue. So 
what we are doing, and what we must do even better, is give students the tools they need for academic 
success.”    

   -- Dr. Irvin D. Reid, President, 2005 State of the University Address  
 

“…we graduate only 11.5 percent of our African-American students within six years, compared to almost 
54 percent across the state. Other urban institutions average 34 percent –- a rate three times higher than 
ours. (But) if we are admitting students who are beyond our ability and resources to help them succeed, 
then we must cease doing so.”  

   -- Dr. Irvin D. Reid, President, 2006 State of the University Address  
 

Like all institutions of higher 

learning, Wayne State struggles with 

student retention.  The Center for the Study 

of College Student Retention has a long list 

of retention theories dating back to 1932.  

They have been refined and re-evaluated 

over the years to incorporate the basic 

components of several into a 

comprehensive model that integrates 

academic, social and cultural issues that 

impact student retention: the Tinto Model. 

(Figure 4) 
 

Tinto Retention Formula: 
R = E, Id + E & In, Iv. 

Retention (R) equals Early (E) Identification (Id) 

+ Early (E) & Intensive (In), Intervention (Iv). 
             

Over the thirty years since it was first 

introduced, the Tinto formula has been 

tested and found viable, for its accuracy in 

predicting student departure.  According to 

the Tinto model of student retention, student 

population attrition can be grouped into one 

or more reason categories.  These reasons 

can then be used to evaluate the best 

retention strategies for the institution, and 

where intervention may be necessary. 

 

Academic Difficulty 
 

Some students leave because they are 
unable or unwilling to meet the minimum 
academic standards of the institution.  
                                               Tinto, 2003 (6) 
  

Many studies show that Black 

students nationwide graduate from high 

school with the English and math 

proficiency levels of eighth or ninth grade 

White students, therefore, it is unreasonable 

to expect that no remediation should be 

necessary for these students to perform at 

the same level as incoming White freshmen, 

whether the students come from DPS or 

any other school system across the country.  

Like any institute of higher learning, (cont. p27) 
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FIGURE: 4       TINTO LONGITUDINAL THEORY  
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learning is implied in the educational 

contract.  Faculty must re-think traditional, 

homogenous curriculum and pedagogy.  If a 

group of students cannot learn from it, it can 

no longer be assumed that they cannot be 

taught and they do not belong in higher 

education.  To do so is not only professional 

negligence, but also suggests a cultural bias 

and an unwillingness to adapt to the 

learning needs of the students. 

 Curriculum and pedagogy should be 

re-thought to integrate African American 

students, and their experiences, culture and 

history into the mainstream learning 

community.  For example, African American 

history needs to be brought out of Africana 

Studies and integrated into U.S. History, 

where it belongs.  In this way, African 

American students can see themselves as 

part of the whole, they can see their culture 

as a part of the U.S. culture, and they in turn 

can have access to the mainstream 

curriculum; all significant factors in 

satisfaction with the institution.  Additionally, 

mainstream students can have access to 

other dimensions of their own history and 

have the opportunity to learn about other 

cultures as well. 

The bottom line is that all accepted 

students have a right to expect that they be 

taught.  It is the obligation of the institution 

to provide the learning tools that students 

can and will use. 

HBCUs could argue that, 

collectively, they enroll some of the most 

academically challenged students in the 

country.  Generally speaking, their pre-

college preparation and academic support 

outside of school is inferior to those of 

predominantly White institutions (PWIs).  

Yet, according to a recent study, several of 

the HBCUs are producing African American 

graduation rates superior to those of equally 

selective PWI’s whose student populations 

have the intrinsic skills to easily adjust to the 

academic expectations of college; “we take 

less of the cream but churn out most of the 

butter”  (Hale, 47).  These schools have 

discovered the key to making the most of a 

student’s potential by nurturing the talents 

that they do have (regardless of their 

academic relevance) while reinforcing the 

talents that they lack.  Ultimately, HBCUs 

expect African American students to 

succeed. 

If an institution is committed to 

providing access for underrepresented 

students while not compromising either 

academic superiority or higher AARG, it is 

from the best practices of these successful 

HBCUs that a viable and sustainable model 

can be synthesized which will address the 

holistic education of all the students that it 

admits. 
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Adjustment 
 

Even the most able or socially mature can 
experience problems in making the 
transition from high school to the demands 
of college.                             

   

Many universities provide 

transitional assistance to students in their 

first year, but it could be argued that this 

smoothing of the transition could begin even 

before the student arrives on campus.  

Indeed, this is how international students 

are transitioned at Wayne.  Wayne State 

has formed partnerships with some K-12 

schools, but could benefit from a wider 

partnership within the Detroit Public Schools 

system to support a college prep curriculum 

as well as to stimulate the goal setting 

process.    Wayne State would be doing its 

African American students a service to 

understand that their adjustment to a 

predominantly White institution can be just 

as significant as if they came from another 

country.   

Many African American students are 

coming from a home environment where 

there is little or no academic support; 

indeed, they may be the first from their 

family to attend college.  They are 

graduating from schools where teachers are 

several times more likely to be novices in 

their field, where higher student-teacher 

ratios exist with lower expectations and 

resources are more likely to be scarce.  

From here, they have to adjust to an 

environment where they are going to have 

to provide their own motivation and their 

own responsibility, not to mention ownership 

of the consequences.  While Wayne State is 

not expected to make up for all the 

deficiencies of the student’s home and 

academic life, there is a responsibility to 

create an environment that will allow the 

student to succeed.  If this means that there 

needs to be some “scaffolding” of the 

learning process, then it is incumbent upon 

WSU to provide those means. 

 

Goals 
 

Not all persons enter college with clearly 
held goals or with goals that are either 
coterminous with degree completion or 
compatible with the educational goals of the 
institution.  

 

The Detroit metropolitan area has a 

history of being an affluent blue-collar area, 

responsible for creating a strong African 

American middle class.  Due in part to this 

fact, there continues to be an unfortunate 

devaluation of educational attainment at a 

time when the manufacturing jobs that 

created this utopia of opportunity no longer 

exist. Unfortunately, the tendency to cling to 

this entrenched blue-collar mentality has led 

to a false sense of opportunity and a lack of 

urgency about re-fitting skills with available 

opportunities.   This skewed confidence in 
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their prospects (and the lack of education 

needed to acquire them) based on historical 

precedent has led to a certain ‘fuzziness’ in 

students’ self-evaluation of efficacy.  

Students arrive on campus with only 

vague notions of where they want to go and 

even vaguer notions about how to get there, 

yet they are sure that they are going to 

succeed in prosperity. “Afro-American 

students… researchers have found, have 

high global self-esteem, regardless of 

whether they perform poorly or not”  

(Patterson, 139).  In other words, when a 

history of high-income, unskilled labor force 

becomes replaced by the current reality of a 

highly educated work force, the expectation 

of high income remains, though the skill 

sets are missing.  This outdated thinking 

leads to students who are unable to 

complete the math proficiencies, 

unrealistically ‘planning’ to enter pre-med 

curriculums merely to guarantee the high 

incomes that history had led them to expect. 

When confronted with this conflict in 

the limitations set by their available skill sets 

and the harsh reality of today’s educational 

requirements, without the support of trained 

counselors and advisors who understand 

their unique circumstances and will redirect 

these ambitions, students can become 

discouraged and depart.   

 
 
 

Uncertainty 
 
Many, possibly even a majority of students 
begin their college careers with only the 
vaguest notions of why they have done so. 
                                             Tinto, 3 

 

Being a first generation student is 

something to be proud of.  However, it is 

not, in and of itself, a reason to attend 

college.  Without having a parent or older 

sibling that can “show them the ropes,” 

students who only vaguely understand what 

is expected of them become at-risk for 

departure.  These students need structure, 

guidance and goals in an environment that 

supports rather than devaluates their 

abilities. 

Educators, as well as their students 

need to be aware at the time when students 

are ‘adrift’ and shift gears to re-focus their 

efforts to catch these students before they 

have the opportunity to slip between the 

cracks and become lost to the university. 

 
Commitments 
 

Their leaving, whether forced or voluntary, 
mirrors more their unwillingness to expend 
the effort required to attain the goal of 
college completion than it does lack of 
ability to do so. 

 

Not all students possess the commit-  

ment to college completion.  Other 

commitments interfere. Just as all students 

deserve to be taught regardless of the 
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obstacles, all students must themselves 

commit to learning regardless of the 

obstacles.  While the success of the 

students is the responsibility of the 

institution, it is a mutually shared 

responsibility.  Both the student and the 

institution have a vested interest in the 

positive outcome of the educational 

experience.    

It is far more likely that students will 

commit to something that they value and 

therefore it is incumbent upon the institution 

to instill intrinsic value in the educational 

experience that they offer.  The difficulty 

here is to overcome the historical blue-collar 

mentality that unrealistically persists in the 

minds of many African Americans in the 

region.  They are mentally preparing 

themselves (and being prepared) through 

high school for manufacturing jobs that no 

longer exist.  High school diplomas or 

G.E.D. certificates are typically no longer 

adequate for much more than minimum 

wage jobs, for which there is already 

abundant competition.  How is WSU 

supporting its commitment to the students 

and their education?   

Finances 
 

Many students, especially those from 
working class and disadvantaged 
backgrounds, leave because they are 
unable to bear the full cost, direct and 
indirect, of going to college.     

 

Not only must students make a 

philosophical commitment to educational 

attainment, they must also make a financial 

commitment to completion.  Just as other 

priorities place stress on the commitment to 

graduate, they also place demands on 

finances.  Reduction in available monies is 

widespread as universities continue to 

chase international and honor students, who 

can more likely afford to pay (or repay), at 

the expense of the neediest students whose 

decision to attend may be influenced by 

their willingness to incur debt.   

Among the African American 

students, there exist financial issues that do 

not as severely impact other demographic 

groups.  Consider, for example, the African 

American female student.  According to 

national statistics, she is more likely to be a 

single parent, head of household and living 

at or below poverty level.    Consider what 

her day must be like:  the commute from 

home to day care to work and then class.  In 

terms of priorities, under these 

circumstances, education becomes a 

luxury. Which will be dropped first? The 

answer is unfortunately clear. 

Statistics also give us an example of 

the very different financial considerations for 

African American males, the group at 

highest risk for graduation with less than 

five percent graduating over six years.  

Inasmuch as 17% of the black males in 
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Detroit are unemployed, they are therefore 

less likely to be able to afford tuition.  And 

while they may qualify for financial aid or 

scholarships (if they are even available) 

obtaining information on how to apply can 

be difficult for even the savviest students. 

 

Integration & Community 
Membership 
 

The greater the individual students levels of 
integration into the social and academic 
systems of the college, the greater his or 
her subsequent commitment to the college 
and the more positive the retention rate. 
                     Pascarella, et al., 1986 

 

As a people, African Americans 

generally tend to gravitate to groups (Greek 

organizations, unions, gangs, etc.) that 

foster a sense of belonging, empowerment 

and protection.  While it might seem 

counter-productive and to the campus 

administration, dangerous, to pattern a 

culture of inclusion around the gang 

dynamic, emulating the dynamic does not 

necessarily include emulating the behaviors.   

The sense of community, loyalty and 

protection that attracts members to gangs is 

exactly the same positive reinforcement an 

institution of higher learning needs to adapt 

for black students, though obviously not 

using the same methodology. 

According to studies black males 

who have been gang leaders are more likely 

to succeed in college by virtue of their 

leadership skills, no matter how malignantly 

they were acquired. These skills can be re-

directed within the living learning community 

environment to contribute both to the 

student’s and program’s potential for 

success.  

WSU has the opportunity (and the 

obligation) to serve its students, and 

ultimately itself, by creating connectivity 

among students of diverse populations as 

well as between the university and the 

community that surrounds it.  

 

Incongruence & Isolation 
 

Experiences, academic and social, which 
serve to integrate the individual into the life 
of college, also serve to heighten 
attachments and therefore strengthen 
individual commitments both to the goal of 
education and to the institution.  
                                               Tinto, 2003 (8)  

 

Although feelings of being left out 

are less quantifiable, they are nonetheless 

significant barriers to minority retention.  

This is where HBCUs have a built-in 

advantage and why the plan of inclusion, 

including a centralized resource, is so 

critical.  “Reliable alliances play an 

important role in reducing students’ fears 

pertaining to college and feelings of 

isolation.” (Taylor/Miller, 269) .  University of 

Virginia and other PWIs that have 

recognized the growing population of multi-

cultural students that they serve have 
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created accountable administrative 

positions and campus cultures of inclusion 

to their benefit and success (table 13-p.80). 

The establishment of Wayne State as a 

World-Class institution resides in its ability 

to position itself as an institution of first 

choice among all Michigan residents, if not 

throughout the country.   

Wayne State is a huge presence in 

Detroit.  It is the tenth largest employer in 

the city and eighty percent of WSU 

graduates remain in the region. Studies 

show that African American professionals 

are more likely to serve in their 

communities, so by including or isolating its 

African American students, WSU is either 

creating or squandering a significant local 

resource and base of advocacy for the 

university.   

Given the enormous impact that 

Wayne has on the Detroit Metropolitan 

community, its reputation as an 

academically competitive research 

institution as well as an institution where all 

students have an equal opportunity to 

succeed can have a revitalizing effect not 

only on the university’s image, but on the 

image of the city as well. 
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ISSUES INVOLVED IN A CULTURAL CHANGE 
“As we transform education to focus on the teaching and learning relationship, we must also change the 
way we deliver services, specifically as they relate to students of color and their inclusion in the larger 
campus community.”    
-- Evette Castillo, “Shattering Barriers: Transforming the College Experience for Students of Color.” 

 
The Illusion of Inclusion 
 

The current perspective at Wayne 

State is one of institutional myopia.  

Diversity is a goal in the strategic plan as 

well as the mission statement of the 

university, and in spite of being 25th 

nationwide in minority enrollment, the 

African-American campus community does 

not view Wayne as a university of 

inclusiveness.   

While it seems the institution has 

blinders on regarding, the disconnect 

between diversity and inclusion, the African 

American community at-large views Wayne 

State’s urban mission with a jaundiced eye 

in part because of the university’s lack of 

inclusive programming in curriculum, 

advising and counseling, faculty/staff hiring 

practices, diversity training, etc.; and in part 

because of a lack of marketing directly to 

the African American community of WSU as 

a resource to students, community and 

region.   

 The demographics of Wayne State 

give a ‘snapshot’ of the environment at 

Wayne, but fall short of providing 

comprehensive information about the 

African American experience and cannot “fill 

in the details” regarding the non-academic 

culture of the university, the most critical 

information for evaluating the state of 

inclusiveness at the institution.   
Figure 5:  
Wayne State University 
 
City    DETROIT 
State     MI 
Locale    Large City 
Percent Admitted    70.1% 
Sector     Public 
Carnegie Classification   Doctoral/Research  

Extensive 
Student Related Expenditures / FTE $13,651 
Median SAT / ACT    970 
HBCU     No 
HSI     No 
Athletic Conference   N/A 
 
Student Characteristics 
 
FTE Undergraduates   14,053 
Pct. Under-represented minority  32.5% 
Pct. Black    29.6% 
Pct. Latino    2.5% 
Pct. Native American  0.4% 
Pct. Asian    6% 
Pct. White    49.5% 
Pct. Female    59.9% 
Pct. Male    40.1% 
 
 
Pct. 25 and over    34.9% 
Pct. part-time    45.4% 
Pct. UG receiving Pell Grants  26.4% 
Pct. who transfer out  N/A 
 
 
Pct. Degrees in STEM  17.3% 
Pct. Degrees in Arts & Sciences  31.8% 
Pct. Degrees in Business   16.3% 
Pct. Degrees in Education   15.3% 
Pct. Degrees in Health Sciences  12.5% 
©2005 The Education Trust. All rights reserved 

 

This diversity without inclusion leaves 
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the impression that Wayne State does not 

care enough about their African American 

students to find out if they are satisfied, and 

if not, why?  How does this satisfaction 

translate into retention and graduation?  

This is not a phenomenon unique to 

Wayne State.  However, in a city with the 

second largest concentration of African 

Americans in the nation, giving an 

impression among that community of 

ignoring their unique needs through non-

inclusive policies and practices seems 

nothing short of brand suicide.  While 

Wayne State is not in a position, like the 

University of Washington and other trend 

setting universities, to offer free tuition, it 

can provide residents a culture of inclusion 

that encourages them to value and desire 

education as well as providing them with 

information and support about how to attain 

it through the community outreach 

component of the model. 

What leads to this “blind spot”?   Why 

has it been allowed to continue-- by the 

administration and the community?  Why is 

it critical to apply corrective lenses? 

“…there is an immense difference 
between wanting to improve and needing	   to 
improve, and right now most colleges and 
universities simply don’t have to perform at 
a higher level than they already do. This 
absence of urgency exists because higher 
education is largely insulated from the 
accountability…normally created by 
competition in the marketplace.” 
	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  Carey,	  2003	  	  

The Blind Leading the Blind 
 

  So what is this blind spot?  What does 

it represent?  It represents a void of 

information about these students, their 

culture, their challenges and their needs.  It 

represents a void of information about the 

reasons for leaving, thereby nullifying any 

chance of corrective action to avoid 

departure.  It represents the void of 

information about current student 

satisfaction, especially among students of 

color.  It represents a lack of urgency on the 

part of the faculty and administration about 

addressing those needs, and demonstrates 

an attitude reinforcing the pressure for 

students of color to once again assimilate at 

the expense of their own specific transitional 

requirements. This theme is counter-

productive to affecting a change in the 

African American retention and graduation 

rates.   

  There is no umbrella office dedicated 

to assisting African American students 

because it is their own fault (or that of DPS 

or that or their parents, or that of the 

community, or that or their race) that they 

do not have the skills.  They are not given 

assistance into the mainstream curricula 

(except in a remedial capacity); they are 

advised into the predominantly Black 

programs, or low-performing, low-

expectation (once again) programs with no 
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clear direction.    

Historically Black Colleges and 

Universities have always recognized the 

urgency of improving educational access 

and accomplishment.  By virtue of their 

unique demographic in the higher education 

marketplace, HBCUs offer a lens into the 

best practices of empowerment.  These 

best practices of social and cultural 

integration combined with the high 

expectations for all students contribute 

tangibly to the students’ success    

There is much data that is needed at an 

institutional level, in order to be able to 

make clear judgments as to the scope of the 

retention and graduation rate problem that 

is not available through institutional 

research.  For instance, while the 

enrollment rates for African American 

students can be learned, the dropout or 

retention rates cannot.  No survey has been 

done that can separate out the African 

American cohort from the overall student 

population.  Nor can we see how many 

students have the credits to qualify for 

graduation except for the MCE and ECE 

proficiencies.  This would illuminate some of 

the satisfaction barriers that might be in 

play.  

However, the data we can see is 

alarming.  Among public, Carnegie Tier 1 

institutions, Wayne State (with an 

undergraduate African American enrollment 

that is one third of their total UG enrollment) 

is last nationwide in its AARG rates; a full 

point lower than the next lowest institution, 

which enrolls less than ten percent African 

American students (table 12-p.79).  With 

statistics this shocking, why has there not 

been a concerted effort long before now, by 

administration, students and community to 

address this crisis?  If Wayne State would 

double the AARG rates to average levels, 

this improvement alone would boost their 

graduation statistics enough to place them 

in the ‘middle of the pack’ when compared 

to both peer groups (Michigan 16 and Urban 

15).  To recognize the urgency, the problem 

needs to be made clear. 

 

I Can See Clearly Now 
 

The application of a ‘corrective lens’ 

of research onto the myopic policies of the 

university would immediately provide insight 

into the scope and complexity of the 

problem as well as the inherent benefits in 

applying the solutions.   

Temple University offers a good 

example of providing a platform of diversity, 

though until recently, it did not go far 

enough to address the adaptation needs of 

the African American community. Most 

institutions regard diversity, merely 

becoming a diverse population, as the end 

of the process of cultural change rather than 
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the beginning.  While Temple is among the 

top five most diverse and highly regarded 

academic campuses (U.S. N&WR), the 

percentage of African American students 

enrolled has not increased, nor is Temple 

viewed as a first choice institution among 

the black residents of Philadelphia in the 

same way as Cheney or Howard, both local 

HBCUs, would (table 13-p.80).  However, 

even Temple has recognized the need for 

accountability and has created their “first-

ever associate vice president of multicultural 

affairs” an administrative position charged 

with a mission to advance Temple’s 

diversity (Temple.edu). 

WSU represents the lowest example 

of AARG success of any public, tier 1 

institution in the country (table 12-p.79), in 

spite of being surrounded by the second 

most African American city in the nation.  

There is no longer an option to continue this 

situation.  How can WSU draw on the 

positive example of successful 

programming while creating a more 

inclusive environment that would set Wayne 

State apart from, and ahead, of its 

competitors? 

Many farsighted institutions of higher 

learning have already benefited from 

engaging their minority alumni and student 

community in the success of the university.  

Even prior to the announcement by the 

Census Bureau following the 2000 Census 

that the fastest growing population was a 

minority population, and that by 2050, 

Whites could themselves become a 

minority, institutions and corporations began 

to evaluate the benefits of incorporating 

diversity into their culture.  As far back as 

1976, the University of Virginia created the 

Office of African American Affairs that has 

not only connected their African American 

population more closely to the university, 

but has placed them at number one for 

AARG among institutions in their class 

(table 11-p.79).  At UVA, they discovered 

the positive correlation between establishing 

an accountable administrative position to 

support AARG and the resulting statistics 

(Hale, 157). 

In 1994, the Stanford University 

board of trustees created a task force that 

has also connected their minority population 

more closely to the university. And while 

providing service and inclusion to the 

minority population is (and should be) the 

driving force behind moving towards 

inclusion, one of the added benefits of 

Stanford’s program is that it has also helped 

to position them at the forefront of alumni 

philanthropy.  

Establishing an administrative 

position responsible (and accountable) for 

creating a culture of inclusion in which all 

students have the potential to succeed 

would positively impact recruitment and 
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retention (student and faculty), funding 

(government, corporate, foundation) and 

alumni philanthropy.   Wayne has already 

set this precedent for international students 

whose population makes up roughly eight 

percent of the undergraduate enrollment, 

yet for African American students who make 

up just short of thirty percent of the 

enrollment, and whose chances of success 

are in jeopardy, there is no dedicated 

accountable position.  

Assessment of the effectiveness of a 

policy of institutional inclusiveness can only 

be made over time through empirical data 

obtained from students (such as the UM 

Flint survey on diversity), but indicators of 

cultural shifts can be seen much sooner.  

Claremont Graduate University in California 

developed a Campus Diversity Initiative 

Evaluation Project funded by a multi-million 

dollar grant from the James Irvine 

Foundation that provides guidelines to 

campuses participating in the diversity 

projects.  These guidelines provide 

indicators of institutional change in four 

dimensions and corresponding indicators 

(Figure 6). 

An institution that has the vision to 

not only embrace diversity, but to also 

position itself on the cutting edge of 

educational and community reform through 

a program of inclusiveness stands a greater 

chance of also positioning itself on the 

leading edge of philanthropic, civic and 

media recognition as a university of first 

choice for all potential students.  

Prolonged Ineffectiveness 

 

As we see, there is not only an 

institutional myopia in the vision of 

administration with regard to the inherent 

benefits in a cultural shift that provides 

inclusion for all students, but also 

overlooked are the consequences of not 

making that shift.  The question becomes 

what kind of university does Wayne State 

want to be?   

There are several examples on both 

sides that indicate WSU’s final ‘destination.’  

To continue on a path of isolation will, of 

course continue to depress the AARG rates, 

that much is obvious.  However, in addition 

to the losses of the students themselves, 

the university stands to lose far more.  The 

‘hidden cost’ of prolonged ineffectiveness 

would be the overall erosion of Wayne 

State’s image and mission, but the itemized 

costs can be even more devastating. 

Over a period of time, Wayne 

continuing a policy of non-inclusion would 

result in: 

• The loss of competitiveness 

Wayne State is third among the Big 

Three public universities in Michigan.  

WSU’s urban location gives it an advantage 

unshared by any other institution in the 
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state.  As a result of the indifferent attitude 

that WSU has adopted towards their inner 

city students, UM has been able to establish 

a foothold in Detroit and has begun actively 

recruiting the very students that Wayne 

wants to throw away.  Considering the 

strong stand that they have taken regarding 

affirmative action, it is not difficult to imagine 

that UM will capitalize on the publicity of a 

successful program that demonstrates their 

commitment to diversity in spite of restrictive 

affirmative action policies.  Michigan State 

likewise has a program of active recruitment 

among low-income students.    WSU does 

not offer anything that the other institutions 

do not offer more of—better.  Wayne cannot 

compete with the Big Two academically, 

athletically or financially. Wayne State must 

create its niche. 

• The loss of marketability 

The successful marketability of a 

university depends on its reputation, 

standing and visibility.  While the negative 

impacts should be obvious here, a few 

points can still be made.  If one third of the 

students are African American and they no 

longer apply to Wayne, this would be a loss, 

but unfortunately based on the current 

climate, one that the university might be 

willing to live with.  However, it would also 

make the university less desirable a 

destination for other students who count the 

diversity of Wayne, not as a negative, but as 

a compelling reason to attend.  As the 

minority population increases in the coming 

years, it will become more common that the 

workplace, likewise, is more diverse.  

Experience with and understanding of other 

cultures will provide an edge to all students.   

• The loss of revenue 

The loss of revenue, of course is 

critical.  When considering a program that is 

going to cost additional resources to 

implement, consideration has to given to the 

cost/benefit ratio, and not just in terms of 

intangibles; there would be real losses to 

Wayne State.  Without even borrowing the 

extreme scenario that all black students 

suddenly depart, the loss in tuition of the 

students that Wayne is hemorrhaging could 

be substantial.  Consider that if each 

undergraduate student takes approximately 

12 credit hours per semester, at $189. per 

credit hour, each student is generating 

$4,536. per year in pure tuition (not 

including fees).  If WSU is only graduating 

eight percent of its 6,860 African American 

students, that potential loss of more than 

$27 millions over a four year period!  Eighty-

seven percent of the revenue that would be 

realized is being disenfranchised out the 

door.  Add to that the loss of auxiliary 

revenue on campus (food, bookstore, etc.), 

possibly housing and the potential tuition 

that will not be realized from highly qualified 

African American students who will not 
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choose Wayne and it is easy to see that 

whatever the cost of establishing an 

accountable administrative position and 

implementing cultural changes, it cannot be 

as financially high as maintaining the status 

quo.     

More difficult to quantify, but no less 

significant a loss just the same, are the 

philanthropic dollars that Wayne will not 

receive from alumni, other individual donors 

and especially foundations who are looking 

at whether Wayne is delivering on its urban 

and diversity missions.  Implementing a 

program of inclusion would serve to 

reconnect with these alumni, donors and 

public philanthropists who are looking for 

funding opportunities that will make a 

significant impact on the students and the 

community. 

Public sector funding is not limited to 

the philanthropic efforts of corporations and 

foundations.  Wayne State University is a 

publicly funded institution.  Right now, 

Wayne is passing through a ‘trial by fire’ 

regarding the funding formulas that are 

emanating out of Lansing.   According to the 

department of Government and Community 

Affairs, the Republican West Coast sees 

little or no return from Wayne State in terms 

of overall benefit to the state.  Of course, 

this is indefensible, statistically speaking, 

but the underlying message is that ‘Wayne 

State only serves the poor, black residents 

of Detroit, yet the rest of the state has to 

pick up the tab.’ This misconception is 

dangerous to Wayne on many levels.  

Clearly, the value of Wayne State has not 

been marketed as well as it should be, but 

even more critical is that this ignorance 

could contribute to an even more 

unbalanced evaluation when considering 

funding.  Suppose Lansing decided to 

reform their state funding formula for higher 

education, as they are in some states, so 

that they no longer pay by student 

enrollment, but pay by student graduation?  

Based on the current levels of graduation, 

WSU would be at the bottom of the pile.  

Can Wayne really afford to wait and see 

what happens? 

• Loss of ‘face’ 

In spite of the enormity of some of 

the potential losses that Wayne faces 

should they continue on the path of non-

inclusion, the most critical remains the loss 

of reputation.  Reputation enables Wayne to 

recruit the “best and the brightest” both in 

student potential as well as faculty and to 

guarantee the continued value of their 

degree or tenure.  A solid reputation also 

allows Wayne State to cultivate funding and 

generate excitement in the research and 

programming that is happening on campus.   
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Figure 6:  
 

Institutional Indicators of Diversity 
•  In bold indicates readily available data 
 
Dimension 1: Access and success 
• Diversity of the undergraduate population, graduate population In fields and levels 
• Progress over time 
• Success of students in terms of graduation, persistence, fields, honors, 

performance 
• Transfer among fields (particularly SMET) fields 
• Pursuit of advanced degrees 

  
Dimension 2: Climate and inter-group relations 
• Levels and quality of interaction among groups 
• Perceptions of the institutional (climate, commitment, engagement) 
• Membership in diverse organizations and multiple memberships 
• Quality of experience for diverse groups on campus, in residential life 
• Levels of use and engagement in a variety of activities, offices and resources. 
 
Dimension 3: Education and scholarship 
• Presence of diversity related courses, requirements 
• Degree to which courses include diversity issues and the location of such courses 

(general education, and major fields) 
• Level of faculty expertise on issues related to diversity 
• Level of faculty participation in diversity related efforts, diversity of faculty participating in 

curriculum transformation 
• How much actual exposure do students have to diverse courses, to diverse faculty 
• How much and what have students learned about diversity and about their increased 

capacity to work in diverse settings 
 
Dimension 4: Institutional viability and vitality 
• Institutional history with respect to diversity, issues and incidents 
• Institutional strategies, resources dedicated to the strategy 
• Diversity of faculty and staff by level 
• Progress over time 
• Perceptions of access, equity and inclusion from all constituencies 
• Perceptions of institutional commitment to diversity by all constituencies 
• Public perception of the institution 
• Alumni views from diverse groups of alumni 
• Minority community views of the institution 
• External constituents views of the institution and diversity 
• Economic issues for the institution 
• Visibility of diversity in publications (internal and external) 
• How is diversity represented with respect to excellence, quality, and academic 

performance 
• Centrality of diversity in the planning process, mission statements 
• Hate crimes, grievances 
 

 
Source: Campus Diversity Initiative Evaluation Project: Campus Guidelines for Creating an Evaluation 
Plan, 5/20/02. Claremont Graduate University and Association of American Colleges and Universities. 
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Figure 7: 
 
 
 

How Not to Diversify the Campus Work Force 
 
It has become fashionable to explore the "best practices" among diversity initiatives in hopes 
that what works at one college can be transferred to others. But based on my experience over 
four decades with diversity programs, including participation in three national studies of best 
practices, it's apparent to me that those practices rarely are evaluated adequately.  I have 
decided that it is more productive to identify what I think are the "worst practices" that colleges 
need to avoid. They include: 
 
1. Giving the planning phase short shrift; 
 
2. Neglecting helpful expertise; 
 
3. Ignoring the campus climate; 
 
4. Not establishing a clear rationale; 
 
5. Proceeding without assessment; 
 
6. Using faulty assessment methodology; 
 
7. Skimping on communication; 
 
8. Underestimating the time required; 
 
9. Not investing enough in staff and resources; 
 
10. Over-identifying key leaders with the initiative. 
 
The points that I've outlined are just some of the ways that a diversity initiative can unravel and 
fail. By recognizing and avoiding such bad practices - instead of striving for illusive "best" ones - 
institutions across the country will be more likely to create and carry out diversity initiatives that 
bring needed changes to their campuses. 
 
 
 
 
Source: Grant M. Ingle is a consultant to colleges on issues of community, diversity, and social justice. He 
was the director of the Office of Human Relations at the University of Massachusetts at Amherst. 
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INTEGRATING RESEARCH INTO AARG MODELING 
Garbage In, Garbage Out (abbreviated to GIGO) is an aphorism in the field of computer science. It refers 
to the fact that computers, unlike humans, will unquestioningly process the most nonsensical of input data 
and produce nonsensical output.  

    
Blinding Me With Science 

 

Integrating research into African 

American Retention and Graduation 

(AARG) program modeling requires the 

active participation of the university 

administration and cooperation from the 

larger campus community – including 

faculty, staff and the surrounding community 

(e.g., local stakeholders, community 

leaders, etc.) as well as students, parents 

and alumni. 

Evidence has shown that over time, 

students, and the campus community at 

large, embrace the cultural shifts and are in 

fact benefited far beyond the rewards of 

“funding-driven” diversity initiatives or the 

improved “scoring” based strictly on 

retention and graduation statistics.   

Following are examples of institutions 

that are statistically superior to Wayne with 

regard to African American graduation rates 

(tables 1,2-p.73) that have already set up 

accountable administrative positions to 

address multicultural issues.  These 

universities have already learned that to 

address an inclusion problem, first you must 

be aware that it exists; second, you must 

acknowledge that it exists; third you must 

see it as a something to be solved; and 

finally, you must dedicate resources to solve 

it.   

Institution Accountability 

UM - ANN ARBOR 

Vice Provost for 
Academic & 
Multicultural Affairs 

UM - DEARBORN Student Organization 

UD MERCY 

Coordinator of 
Multicultural Affairs - 
Dentistry 

MICHIGAN STATE Office of Minority Affairs 

WESTERN MICHIGAN 
Division of Multicultural 
Affairs 

UNC - GREENSBORO 
Office of Multicultural 
Affairs 

UNC - CHARLOTTE 
Diversity and 
Multicultural Affairs 

UNIV. OF CINCINNATI 

Office. For VP Minority 
Affairs & Vice Provost 
for Diversity 

VIRGINIA 
COMMONWEALTH 

Dir. of Multicultural 
Affairs & Asst Dean of 
Students 

UNIV OF NEW MEXICO 

Special Assistant to the 
President for Diversity 
Initiatives 

PORTLAND STATE 
Director Multicultural 
Affairs 

EASTERN MICHIGAN 
Center for Multicultural 
Life 
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While these institutions represent only 

a small number of those across the country 

that have committed staff and resources to 

a culture of diversity and inclusion (tables 

5,10-p.75,78), they clearly indicate the 

trend. High performing universities show 

that the institution’s commitment to 

academic and social success for all 

students makes a significant difference in 

the individual’s decision to leave the 

university, and by extension, the university’s 

record of success. 

Where Do We Go From Here? 
Figure 8: 

CREATING A RESEARCH-BASED 
AARG MODEL 

Why Do It? 
• Low AARG rates affect WSU image, 

AA community relations; etc 
• Research-based model provides for 

quantifiable accountability 
• Effective programs improve campus 

health and contribute to a meaningful 
legacy. 

• Minority students are more likely to 
try to serve their ethnic communities, 
which studies have shown are 
underserved when compared to the 
white population. 

Where to begin? 
• Commit to research based approach 
• Persuade larger campus community 

of value of diversity/inclusion 
• Commit to establishment of 

accountable administrative position  
How Do I Take Action? 
• Collect basic information @ WSU 
• Design comprehensive program of 

inclusion that targets R & G 
• Secure outside (comm.) support 

That a solution is needed goes 

without saying.  The statistics from Wayne 

State cannot indicate anything but a dismal 

failure to integrate African American 

students into the campus culture.  In 

dialogues with key administration, it is clear 

that they are thinking about a solution, but 

without the research-based model, this 

effort is doomed to a trial and error 

approach at best.  

To understand the AARG problem at 

Wayne State, it is critical to look at the 

statistics related to those rates.  Wayne 

State, by its unique positioning in Detroit, 

does not permit a direct peer-to-peer 

comparison with the other public 

universities.  However, as they are all under 

the jurisdiction of the State of Michigan, they 

must be compared.  Wayne State, when 

compared to Michigan’s universities has an 

extremely low AA graduation rate (table 3-

p.74), though the AA enrollment at WSU is 

far above those of other Michigan 

institutions (table 2-p.73).   

Although WSU has the lowest AA 

graduation rate, they are graduating other 

race/ethnic groups at rates that are fairly 

consistent with peer institutions (tables 3,9-

p.74,77).  It is interesting to note, however 

that only at WSU are Asian students 

graduating at a higher rate than Whites.  

This could be due to the research/STEM 

intensive nature of the university that 
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attracts (and graduates) more high-caliber 

Asian students or it could be the active 

recruitment of international students and 

faculty role models or the supportive 

environment that they experience. In either 

case, these anomalies need to be explored 

to determine where WSU as an institute is 

succeeding and failing; and where solutions 

can be found.  

In order to make a more realistic 

(and equitable) comparison to Wayne State, 

researchers must look at the group of 

institutions that more closely emulate the 

conditions at Wayne; though it must be 

noted that no other school is as uniquely 

situated demographically as Wayne State.  

This group of institutions is called the 

“Urban 13”, based on the original thirteen 

institutes used in the study, though now 

their number is closer to twenty. The 

examination of these institutions, 

unfortunately, indicates that Wayne is next 

to last among its peers in AARG rates  

(table 7-p.76).   

The last-place institution, Indiana 

University – Purdue University Indianapolis 

(IUPUI), mirrors Wayne State in its stated 

university initiatives.  In publications, they 

tout having “the highest minority enrollment 

in the state” and “selected by the Carnegie 

Foundation as one of 13 institutions 

nationally to pilot its new classification 

system for ‘community engagement.’" 

(IUPUI.edu), yet they too have failed to 

establish an accountable position.  

However, IUPUI has at least focused 

attention on the issue and conducted a 

diversity diagnostic on the campus culture.  

The results of their eight diversity indicators, 

with the exception of civic engagement, 

showed that they are at unacceptable 

levels; two are at critically unacceptable 

levels  (IUPUI.edu). Like Wayne, they ‘talk 

the talk, but don’t walk the walk’, and the 

resulting AARG rates likewise speak 

volumes.   

These comparisons paint a dismal 

picture for Wayne State, but not only as 

relates to African American students.  There 

is a lack of information regarding retention 

rates year-over-year, that is not missing 

from other institutions (table 4-p.74) and the 

reasons for departure are completely 

missing.  Ideally, Wayne should conduct a 

campus diagnostic like the one at IUPUI 

(“Campus Climate Study”) and student 

satisfaction surveys (NCQ, AIM) with the 

ability to “drill down” into the data and 

manipulate it in a variety of ways to get a 

three-dimensional view of the problem.   

 
Applied Science 

 
Having determined where WSU 

stands in relation to other institutions, it is 

time to determine how to best return to a 

state of competitiveness.  Simply put, look 
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to a model that is working.  In a report by 

the Education Trust called A Matter of 

Degrees: Improving Graduation Rates in 

Four-year Colleges and Universities, it 

found several institutions that were not only 

improving retention rates, but also doing so 

in a relatively quick turnaround (table 15-p. 

81).   These best practices models can be 

mined for their potential applications to 

Wayne State’s retention and graduation 

obstacles. 

The achievement of this culture of 

inclusion represents a: 

• Challenge to the Community to 
commit to a partnership with Wayne 
State in support of student success; 

 
• Challenge to Administration to 

commit an accountable position 
dedicated to multi-cultural affairs; 

 
• Challenge to Faculty to commit to 

diversity in hiring/tenure and inclusion in 
pedagogy and curriculum; 

 
• Challenge to Students to commit to 

graduation including a “contract of 
completion” 
 

This problem obviously presents a number 

of challenges, but it also represents an 

unprecedented opportunity. Wayne State 

University has the opportunity to re-focus 

the lens of institutional non-inclusion at 

PWIs and become not only the catalyst for 

change, but also the leader in AARG 

success.   

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



RECOMMENDATIONS FOR FUTURE DIRECTIONS:  
A CALL TO ACTION 

“Long is the way and hard, that out of Hell leads up to Light.”     -- John Milton 
 

Institutions have employed a wide array of programs to help students succeed.  These 
range from pre-admission and orientation programs, early learning assessment and 
mandated academic assistance, mandatory first-year advising and counseling, intrusive 
monitoring and assessment of first year student academic progress, freshman courses 
that provide new students with the knowledge and skills needed for satisfactory college 
performance faculty and peer mentor programs, staff development programs that enable 
faculty to acquire the skills they need to become more effective teachers, to the 
development of learning communities that enable new students to share their learning 
experiences.                           Tinto, 2003 (9)

Although Wayne State has established a 

committee to address the African American 

retention and graduation rates, it falls short 

of addressing all the potential barriers to 

retention or serving all African American 

students.  While academically sound, as far 

as it goes, it does not, for example, address 

the lack of intrusive advising and early goal 

identification to support the academic 

programming.  More critically, it does not 

address the social and cultural differences 

that need to be addressed in order to affect 

a culture of inclusiveness. 

The overall goal of the AARG Model 

is to improve African American student 

retention and graduation rates at Wayne 

State by addressing the Tinto model 

barriers to retention through: 

• Accountability 
• Inclusion 
• Community/diversity expansion  
• Self awareness / efficacy 
• Pride of ownership  
• Marketability  

 

The AARG Model would integrate 

components of the currently proposed 

action plan developed by the VP of UG 

Programs but they will have the added 

value of addressing those retention barriers 

beyond the academic by the establishment 

of an administrative position responsible 

and accountable for improving AARG rates, 

as part of an overall plan of inclusion 

designed to address the social/cultural 

retention barriers.  Several successful 

universities have set the precedent for the 

establishment of such a position. It should 

be noted that the higher the accountable 

position (institutional commitment) the 

higher the AARG success rate of the 

institution (tables 5,10-p.75,78). This 

position should be “broadly empowered 

within administrative hierarchy, thus sending 

a formal and symbolic message that these 

efforts are a strategic priority (Williams,14).”  

The correlation between inclusion and 

performance is unmistakable.   

Establishing an Office of Diversity 

and Inclusion (ODI) applying UVA-OAAA 

functional departments as a model to 

address and be accountable for AARG 

issues would provide unified administrative 

leadership, resources and commitment to 
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the project.  These would include ACCESS 

and DCE, as well as a Mentoring Institute 

which would create an umbrella over the 

mentoring elements of each program and 

combine them into one program with 

multiple functions (ex. Academic mentoring, 

FGLI mentoring, social mentoring, etc.)  

overseen and directed by ODI. 

What we’re “going to do differently” 

is to start with a program of local community 

education that will not only benefit the 

African American community and students, 

but that will benefit the university as a 

whole.  Wayne State’s division of 

Government and Community Affairs has 

already put in place a Community Advisory 

Council.  This is the perfect vehicle to 

disseminate information, get a feel for the 

community climate regarding WSU and to 

get stakeholder feedback on initiatives.  

Regarding the AARG Initiative, it is 

important to get in front of the community as 

soon/much as possible marketing the 

program and its benefits to the community.   

 
Community Engagement Model 

 

Without an effective community 

partnership, the model is unsustainable.  

This may sound like a harsh criticism, but 

community trust is integral to the 

development of a sustainable program.  In 

order to have effective recruitment and 

sustainable funding, the community must 

buy into the plan and support it both 

financially and ideologically.   

The Community Engagement Model 

should: 

• Be patterned after the Census CCC 

concept; (Census.gov) 

• Stress the value of education (jobs, 

renaissance of Detroit, “stop being 

another statistic”, etc.) 

• Highlight the value of WSU 

(committed to African American success 

not just enrollment, not racist, 

empowering Detroit, etc.) 

• Provide community interaction with 

the President and key administrative 

and academic players. 

Obviously, this element of the plan would 

involve more collaboration with the Division 

of Government and Community Affairs, but 

it is critical to note that it cannot be done 

without the Detroit community ‘signing off’ 

on the plan. 

Inclusion Model 

CLAS Mission 
• Providing rigorous and challenging programs 

in undergraduate and graduate education 
across the liberal arts and sciences;  

• Offering a caring teaching environment, 
one that cultivates excellence among 
researchers, scholars and professionals and 
utilizes the latest technologies and facilities; 
and expanding outreach to the surrounding 
community and  

• Applying our problem-solving capabilities 
for the benefit of the citizens of Michigan and 
the broader society.   
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Learning communities seem to have 

a greater retention effect on minority 

students. Edwards and McKelfresh (2002) 

found that a living learning community 

significantly increased the probability of 

retention for non-White students by 14 

percent, to a level that was higher than that 

of the White students participating in the 

program. 

It is important to ensure that African 

American (or any other group) students not 

become re-segregated from one isolation to 

another, more productive one. The objective 

is not to help the segregated groups, but to 

integrate the groups and help all students.  

They seem not to appreciate that college 
and professional schools offer them an 
opportunity to get to know Euro-Americans 
and other minorities on a personal basis.  
Such relationships are…vital for the social 
capital, enhanced “emotional intelligence,” 
and learning skills acquired.  

Patterson (68) on “re-segregation” 
 

Kezar (1999) states that diverse 

students list high-levels of faculty-student 

interaction, living on campus, a student-

centered environment, and more resources 

spent on student affairs, as important 

persistence factors. Kezar also reports, 

“Studies of learning have illustrated that 

women and people of color prefer 

collaborative learning environments” (28).  

Gabelnick et al (1990) suggest that 

learning communities usually evolve at 

institutions to meet that institution’s unique 

needs. In these communities, the focus is 

on integrating the curriculum: Learning 

communities, as we define them, 

purposefully restructure the curriculum to 

link together course or course work so that 

students find greater coherence in what 

they are learning as well as increased 

intellectual interaction with faculty and fellow 

students (5).  

As most research indicates, African 

American students are more comfortable in 

an integrated community environment. As 

African American males actually earn higher 

GPAs when roomed with other African 

American males, it is recommended that a 

living learning community (LLC) be 

established.   This living learning community 

would not only address the academic skills 

barriers, as outlined in the VPUGP action 

plan, but would provide a more integrated 

campus experience for all students who 

interact with it. 

Academic Model 

 

The academic component, patterned 

after the ASU BIS program will not only 

address retention barriers, but also give 

students an opportunity to explore 

themselves as well as their educational and 

career goals (thereby addressing two more 

retention barriers). They will be creating a 

tangible value in the form of a career 

portfolio and marketable skills.   
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The Bachelor of Interdisciplinary Studies 
(B.I.S.) program is intended for the student 
who has academic interests that might not 
be satisfied with existing majors. Building on 
two academic concentrations (or one double 
concentration) and an interdisciplinary core, 
students in the B.I.S. take an active role in 
creating their educational plans and defining 
their career goals. The B.I.S. emphasizes 
written communication, versatility, and 
critical thinking--skills desired in the 21st 
century workplace. Self-assessment and 
appraisal of opportunities to support 
academic and career goals are key 
elements in the core courses. 
   -From ASU undergraduate catalogue 

 

Although they only have a 3.4% African 

American student enrollment, ASU is 

comparable to UM in AARG rates and MSU 

in graduation overall. 

 

Living Learning Community Model  

 

Adding programs to increase 

retention creates a better learning 

environment for students, and therefore 

better-prepared students. In this age of 

decreasing funding, learning communities 

may be a wise investment and an important 

budgetary decision. 

Tinto (1997) found that 66.7 percent 

of students who participated in learning 

communities persisted to the next year, 

while only 52 percent of students who did 

not participate persisted to the next year. 

Schroeder (1994) believes that 

learning communities must foster four 

principles that “interact” to create the 

dynamic that makes for a successful 

learning community.  

The first principle is involvement. 

All members of the community must 

participate in a wide variety of activities 

together, with the impetus for leadership 

coming from students. The students must 

also participate in integrating new members 

into the community. Community decisions 

are made together by consensus and 

students help each other with social and 

academic problems.  

The second principle is investment. 

Schroeder (1994) defines investment as “a 

reflection of psychological ownership” (175). 

Investment comes from caring about the 

community and its members, and is 

achieved by allowing students to have 

leadership and ownership of living space 

and make decisions that affect the 

community members.  

The third principle is influence. This 

naturally follows investment, as members 

begin to exert influence over their own 

environment and members. Residence life 

staff must purposely allow and encourage 

community members to make their own 

decisions, and as residence life staff 

demonstrates high expectations, students 

will begin to set high expectations for 

themselves and other group members.  
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The fourth principle is identity. 

Learning communities that focus on 

commonalities often develop a strong sense 

of belonging and identity, which often 

demonstrates itself in exhibition of symbols 

whether in the form of clothing and jewelry, 

or pride in membership in the community. 

Successful fostering of identity often leads 

to loyal and supportive alumni.  

It is important to remember that 

these principles cannot be forced on 

students, but carefully modeled by 

community facilitators and leaders, and as 

students become used to this new 

paradigm, they must be allowed to assume 

ownership of the principles, and then the 

community will truly self-perpetuate.  

HBCU LLC Model  

 

According to former faculty and 

administrators of HBCUs, they are 

mandated to “find a way” to make the 

students succeed, there is not the option of 

blaming the student.  If the student fails, it is 

ultimately the failure of the institution.  This 

living learning community model has been 

designed based on the application of best 

practices of HBCUs to a template of 

scientific retention models.  By using the 

real world retention models, we can 

simulate (synthesize) the HBCU 

environment into a living learning 

community within a large urban research 

university.  Already, UM has begun 

recruiting Detroit students and in July, MSU 

started its own program for students at or 

below poverty level.  WSU is in a position, 

both geographically and historically to 

capitalize on the recruiting potential to be 

drawn from creating an atmosphere of 

inclusion and elements of “first choice” 

institutions. 

By combining the academic factors 

(and intrinsic rewards) of ASU’s and WSU’s 

interdisciplinary programs with the retention 

factors of the scientific models (as applied 

to HBCUs) into a unique living learning 

community committed to the highest levels 

of achievement for all students – Wayne 

State university can set a precedent for 

many years to come. 
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