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• Research continues to show that a 
postsecondary credential is critical for 
accessing the middle class. 

• The unemployment rate for college 
graduates is about half that of those with 
only a high school degree. 

• But the United States continues to see 
racial and ethnic disparities in 
postsecondary enrollment and attainment. 

Higher Education & Social Mobility
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Disparities in Postsecondary Enrollment
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Sources: U.S. Department of Education, Digest of Education Statistics, 2019
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Disparities in Postsecondary Attainment
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Sources: U.S. Census Bureau, Educational Attainment of the United States: March 1991 and 1990, Educational Attainment of the 
United States: 2019
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• According to an analysis of data from the Office of Federal Student 
Aid by NCAN, in the second half of 2020 states in the SREB region 
saw a troubling decrease in year-over-year FAFSA completion 
rates — down by approximately 15% overall.

• The pandemic’s impact on access seems to be especially harsh 
for certain communities.
• High-minority high schools: -20%

Low-minority high Schools: -12% 
• Title I-eligible high schools: -22%

Title I-ineligible high schools: -15%

COVID-19 & College Access
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Dr. Taffye Benson Clayton
Associate Provost and Vice 
President for Inclusion and Diversity
Auburn University

Speaker
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Let’s review the outcomes for our 
learning time together:

1. Understanding key equity related terms .

2. Understanding why evidence based approaches and data 
disaggregation are so important.

3. Understanding promising practices for gaining deeper 
insights into racial and ethnic related equity gaps.

4. Understanding how to achieve impact with equity -minded 
related practices.



Context Setting
Diversity

Individual differences
(e.g., personality, prior 
knowledge, and life 
experiences) and 
group/social differences 
(e.g., race/ethnicity, class, 
gender, sexual 
orientation, country of 
origin, and ability as well 
as cultural, political, 
religious, or other 
affiliations)

Equity

The creation of 
opportunities for 
historically underserved 
populations to have equal 
access to and participate 
in educational programs 
that are capable of closing 
the achievement gaps in 
student success and 
completion

Inclusion

The active, intentional, and 
ongoing engagement with 
diversity —in the curriculum, in 
the cocurriculum, and in 
communities (intellectual, 
social, cultural, geographical) 
with which individuals might 
connect —in ways that increase 
awareness, content 
knowledge, cognitive 
sophistication, and empathic 
understanding of the complex 
ways individuals interact 
within systems and institutions

Association of American Colleges and Universities (n.d.) Making excellence inclusive. 



Inclusive Excellence (4 components)
● A focus on student intellectual and social development. 

● A purposeful development and utilization of organizational 
resources to enhance student learning. 

● Attention to the cultural differences learners bring to the 
educational experience and that enhance the enterprise

● A welcoming community that engages all of its diversity in 
the service of student and organizational learning.

(Williams, Berger, & McClendon, 2005)



Inclusive Excellence

● “As an ‘alloy,’ Inclusive Excellence re -envisions both 
quality and diversity. It reflects a striving for 
excellence in higher education that has been made 
more inclusive by decades of work to infuse 
diversity into recruiting, admissions, and hiring; 
into the curriculum and co -curriculum; and into 
administrative structures and practices.”

(Williams, Berger, & McClendon, 2005)



Equity -Mindedness



Equity Mindedness
● Equity mindedness describes actions that demonstrate 

individuals’ capacity to recognize and address racialized 
structures, policies, and practices that produce and 
sustain racial inequities.

● “Equity -Minded” practitioners question their own 
assumptions, recognize stereotypes that harm student 
success, and continually reassess their practices to 
create change.

(Bensimon & Malcom, 2012; Dowd & Bensimon, 2015).











Community of Practice



Equity Mindedness 

CUE’s theory of change uses 
action -research to transform 
the cognitive, structural, and 

institutional frameworks used 
in higher education.



Tiger Excellence Scholars Program (TESP)

BY THE NUMBERS
● 500+ students

● 3+ million 
dollars 
earmarked

● 3.25 GPA



Departure

Pre-Entry                 In College Experiences Outcomes

Recruitment & 
Outreach   

 Family
 Cultural Norms
 Skills & Abilities

Retention

Leadership 
Development

Culture & 
Identity

 Safety and Basic Needs
 Preparedness
 Connectedness
 Engagement

Schreiner (2010); Guiffrida
(2006)

 Motivational 
Orientation

 Extrinsic/
Intrinsic Goals



African American or Black: 11.7%
American Indian: <1%
Asian: 5%
Caucasian: 71.2%
Latinx: 6.5%
Multiracial: 4%
Native Hawaiian/ Pacific Islander: <1%

First Generation 
Demographics 

Data compiled by the Office of Inclusion and Diversity



 Increased financial support

 Campus-wide staffing 
support and engagement

 Community pride and 
presence

 Comprehensive 
recruitment strategy that 
shares resources early and 
often

 Policies and practice 
review

Key Findings from the Working 
Group



First-gen students are less 
likely to persist.

Auburn University Office of Institutional Research



First-gen student graduation 
rates are lower than 
continuing generation 
students.

Auburn University Office of Institutional 



TESP
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Excellence

Future 
Focus

Leadership 
Capacity

Diversity 
and 

Inclusion



TESP Demographic Profile
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2020 Review



Partnership with Academic Support

Improved cumulative GPA (increase of .32)      

Increased success with course completion

Higher term GPA than peers who did not participate



Fall 2021 
Snapshot

2021 Snapshot





Key Learnings and Takeaways

Partnerships Pedagogy & Practice Policies & Systems



Equity Minded Indicators
1. Do you routinely examine and report racial/ethnic participation:

2. Do you have a set of racial equity indicators that you monitor 
annually?

3. Does your campus have goals that are explicitly stated by race and 
ethnicity to improve retention, graduation, STEM participation, etc. ? 
Does your campus recruit community college transfer students and 
report on transfer access by race and ethnicity?

4. Does your campus recruit community college transfer students and 
report on transfer access by race and ethnicity?

5. Does your campus publish an annual report on the state of racial 
equity? If it does not, who would need to make it happen?

6. Does your campus report on admissions applications, acceptance, 
and yield by race and ethnicity? Does your campus report on 
incomplete admissions applications by race and ethnicity?

https://cue.usc.edu/about/equity/equity-mindedness/

https://cue.usc.edu/about/equity/equity-mindedness/


Equity Minded Indicators
7. Are you familiar with your campus recruitment and admissions practices?  Is 

there a racial/ethnic map of the high schools where recruitment takes place?

8. Are faculty, administrators, and staff evaluated on meeting racial equity 
goals?

9. Does your campus report on faculty, administrator, and staff hiring outcomes 
by race/ethnicity for faculty, e.g., number of applicants, number interviewed, 
and number hired?  Has your campus (or you) conducted a study of faculty 
search procedures to identify implicit bias in standard search procedures?

10. Would your campus leadership be open to routinely examine practices, 
policies, new initiatives, reports, etc., to determine if they meet criteria of 
equity -mindedness?

11. Would your vice president of academic affairs, deans, and department chairs 
be open  to engaging faculty in the examination of course level data 
disaggregated by race and ethnicity? To examine their syllabi? To conduct 
classroom observations to understand interracial relations between 
instructors and students?

12. How much support would you get from your president to do items 1 -11? The 
academic senate? Trustees?

https://cue.usc.edu/about/equity/equity-mindedness/

https://cue.usc.edu/about/equity/equity-mindedness/


Questions?
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