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ABSTRACT 
 

Chief Diversity Officers within higher education is a new phenomenon. While some 

institutions hired Chief Diversity Officers and established an Office of Diversity, others resisted 

this trend. This study explored the last three institutions within the Southeastern Conference to 

hire a Chief Diversity Officer. The last institutions were Auburn University (2016), The 

University of Alabama (2017), and The University of Florida (2018).  

 This research explored how Chief Diversity Officers at these institutions used social 

media to communicate with stakeholders. Auburn University used three social media platforms 

(Facebook, Twitter, and Instagram) while The University of Alabama did not use any platforms, 

and The University of Florida’s Chief Diversity Officer used his personal Twitter account.  

The researcher analyzed each post of the Chief Diversity Officer and placed them in one 

of three categories: Inspiration, Participation, and Information. Auburn University’s Office of 

Inclusion and Diversity was especially resourceful in its use of social media, the other two 

institutions less so. Auburn University’s OID used Facebook and Twitter for Inspiration while 

they used Instagram to increase Participation. The University of Alabama’s ODEI used 

Instagram in a limited manner as a means to increase Participation and to provide information to 

the stakeholders while The University of Florida used the CDO’s Twitter account to share 

Information.  The researcher offered recommendations and provided an original contribution to 

the literature. This study was unique because there has not been any research to analyze how 

Chief Diversity Officers and Offices of Diversity used social media to communicate. 
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DEDICATION 
 

I have always been interested in diversity and its generational impact. In 1966, an African 

America female student was the first to integrate her community high school. The morning of 

this eventful day, a group of community mothers walked her to school. Before reaching the high 

school, they were met by an angry mob of White men with riffles and lead pipes protesting what 

this young African American represented: change. She endured constant racism and inequality 

within her classes; she regurgitated every morning before school for six months. In the months 

ahead more African American students were allowed to attend and in 1968 she graduated. This 

trailblazer is my mother, Carrie Lee Bowden Cheeseboro. 

 I am who I am because of the giant shoulders I stand on. My mother was the catalyst of 

the Civil Rights Movement in our small community. My father, Rev. Willie Lee Cheeseboro, 

was arrested as a high school student for marching for Civil Rights, and my grandmother, Rosa 

Lee Cheeseboro, was a Civil Rights activist in our community. I dedicate this dissertation to the 

impactful footprints they have made in my life. 

 I also dedicate this dissertation to my daughters, Alanna and Hannah. Instead of telling 

my children to do better, I want to be the example they could be proud of following. I want them 

to always know their lives are purposeful and what they choose to do or not to do with their 

lives, will have impactful consequences. Do what you can always be proud of.  

My parents always believed each generation should improve and build upon the next. My 

grandparents were sharecroppers, my parents earned graduate degrees. Upon the completion of 

this degree, I will join my sister in obtaining my doctorate. Within three generations, our family
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 has been able to improve our education, our families, and communities and for that I am 

extremely proud. 
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CHAPTER 1 

INTRODUCTION 

Chief Diversity Officer (CDO) positions within higher education have emerged 

throughout campuses as a means of championing diversity efforts and planning. Their rank 

varies on different campuses, however CDOs are often referred as being the highest-ranking 

diversity administrator within the institution (Williams & Wade-Golden, 2013). The grounded 

definition of a CDO is an administrator who coordinates, enhances, leads, and oftentimes 

supervises diversity efforts to create an inclusive environment for everyone (Williams & Wade-

Golden, 2013). Below are comments of the last three hired inaugural Chief Diversity Officers 

within the Southeastern Conference (SEC), a group of higher education institutions with 

especially problematic histories in terms of racism and desegregation. 

An article entitled, “At UF, Black Students Feel a Reckoning on Race is Long Overdue,” 

in the Tampa Bay Times stated, 

Its relationship with race, past and present, is fraught. He wants to bridge fragmented 

departments, beleaguered faculty, and frustrated students, opening up discussions about 

fear and identity. And, he (Antonio Farias, CDO) said, “UF's ambitions must remain 

rooted in access, making the path clear for students who aren't versed in the ‘invisible 

playbook of privilege.’ It's not just changing admissions. It's, 'Where are we 

unintentionally discriminating or impeding access?'” (McNeill, 2018) 



 

2 
 

Dr. G. Christine Taylor, CDO at The University of Alabama, noted: 

For most of my career, I’ve been the first and/or only.…What you’re working through, I 

have lived it.  And this can go in the newspaper, you can quote me. If I don’t have faith 

that the organization I’m working with is trying to do better, I need to pack up and go. 

And I mean that with everything that I am. I’m here because I know what the hell it feels 

like to be on the outside with nobody thinking you should be there, nobody respecting 

your position. So I’m here because I believe we can make a change. (Bolling et al., 2019) 

According to the CDO at Auburn University, Dr. Taffye Benson Clayton stated: 

As you explore the campus during this academic year, open yourself to learning about 

and understanding the experiences of those around you. A university setting is one of a 

few spaces where students and faculty from a variety of different backgrounds, countries, 

cultures, interests, and lived experiences are assembled together in a 

commonplace toward the common purpose of learning. It’s part of what makes 

universities so special. Expect to encounter people who are different from you. Expect to 

be exposed to new ideas and ways of thinking. Feel empowered to engage these new 

ideas by sharing your own ideas and thoughts with others as well. Recognize that we 

often “learn the most from those with whom we have the least in common.” (Clayton, 

2018)  

These individuals expressed concerns about a campus deeply embedded in its culture and 

tradition. One of the notable challenges of these institutions is the low African American 

enrollment rates. The African American enrollment rates at these institutions range between 6% 

and 10%, with a total enrollment ranging from 30,000 to 56,000 students (Jackson, 2018; 

McNeill, 2018; Reid Bolling, 2018). Based on a report published by the Race and Equity Center 
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at the University of Southern California, Auburn University, The University of Alabama, and 

The University of Florida received an ‘F’ for racial equality (https://race.usc.edu/wp-

content/uploads/2018/09/Black-Students-at-Public-Colleges-and-Universities-A-50-State-

Report-Card-Harper-and-Simmons-1-9-26.pdf). 

Furthermore, these large research institutions are the last three in the SEC to hire a CDO. 

December 2016 (Auburn University), August 2017 (The University of Alabama), and July 2018 

(The University of Florida) are the beginning dates of the CDOs. The largest of these three 

institutions, The University of Florida, hired a CDO in 2018 and is considered one of the least 

diverse schools in the state (Claire McNeill, 2018). However, the first CDO in the SEC 

conference was hired in 1999, over 20 years ago at Louisiana State University 

(https://www.lsu.edu/diversity/resources/history.php). The following discussion offers a brief 

history of each institution, with particular attention to African American students and 

desegregation. In addition, the discussion includes descriptions of each institution’s mission and 

vision statements and discussion of the diversity offices. 

Auburn University 

Historical Overview 

In 1856, the East Alabama Male College was chartered in Auburn, Alabama as a private 

liberal arts institution (http://www.auburn.edu/main/welcome/aboutauburn.php). The 

institution’s name changed in 1872 to the Agricultural and Mechanical College of Alabama, after 

the Morrill Act, becoming the first land grant institution in the South. As a land grant institution, 

the priority of the institution was on teaching military tactics, mechanical arts, classical arts, and 

agriculture for the working class people to receive practical education and training 

(http://www.auburn.edu/main/welcome/aboutauburn.php). In 1892, women were allowed to 

https://race.usc.edu/wp-content/uploads/2018/09/Black-Students-at-Public-Colleges-and-Universities-A-50-State-Report-Card-Harper-and-Simmons-1-9-26.pdf
https://race.usc.edu/wp-content/uploads/2018/09/Black-Students-at-Public-Colleges-and-Universities-A-50-State-Report-Card-Harper-and-Simmons-1-9-26.pdf
https://race.usc.edu/wp-content/uploads/2018/09/Black-Students-at-Public-Colleges-and-Universities-A-50-State-Report-Card-Harper-and-Simmons-1-9-26.pdf
https://www.lsu.edu/diversity/resources/history.php
http://www.auburn.edu/main/welcome/aboutauburn.php
http://www.auburn.edu/main/welcome/aboutauburn.php
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enroll thereby making it the oldest four-year institution in the state to be co-educational and the 

second oldest in the Southeast (http://www.auburn.edu/main/welcome/aboutauburn.php). The 

name changed again to Alabama Polytechnic Institute in 1899. The institution’s name would 

eventually become Auburn University in 1960 

(http://www.auburn.edu/main/welcome/factsandfigures.php). Auburn University is the third to 

the last university within the SEC to hire a CDO.  

Desegregation at Auburn University 

Harold A. Franklin was the first African American student to be enrolled at Auburn 

University in 1964 (http://www.auburn.edu/student_info/hafs/hafbio.html). Franklin was 

enrolled in graduate school at Auburn University and during his enrollment he was heavily 

guarded and isolated from other students in housing. Franklin noted that he had the whole wing 

of Magnolia Dormitory Hall to himself (https://www.theplainsman.com/article/2014/01/auburns-

first-african-american-graduate-student-returns-for-50th-anniversary-of-integration).  

Franklin received his bachelor’s degree in Psychology and Government from Alabama 

State University in 1962. He applied to Auburn in 1963 but was denied because Alabama State 

University was not an accredited institution at the time 

(https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-

returns-for-50th-anniversary-of-integration). Franklin and his attorney took this decision to court. 

Alabama State University lost accreditation because the university did not receive funding that 

PWIs received (https://www.theplainsman.com/article/2014/01/auburns-first-african-american-

graduate-student-returns-for-50th-anniversary-of-integration). Franklin’s attorney believed 

Franklin’s denial of admittance to Auburn University was attributable to Alabama State 

University’s loss of accreditation due to a lack of funding was discrimination. Franklin 

http://www.auburn.edu/main/welcome/aboutauburn.php
http://www.auburn.edu/main/welcome/factsandfigures.php
http://www.auburn.edu/student_info/hafs/hafbio.html
https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-returns-for-50th-anniversary-of-integration
https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-returns-for-50th-anniversary-of-integration
https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-returns-for-50th-anniversary-of-integration
https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-returns-for-50th-anniversary-of-integration
https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-returns-for-50th-anniversary-of-integration
https://www.theplainsman.com/article/2014/01/auburns-first-african-american-graduate-student-returns-for-50th-anniversary-of-integration
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eventually left Auburn University in 1966, and completed his education at the University of 

Denver (http://www.auburn.edu/student_info/hafs/hafbio.html).   

Josetta Brittain Matthews became the first African American student to graduate from 

Auburn University in 1966. Matthews earned her bachelor’s degree in French and Political 

Science from Indiana University (http://www.alumni.auburn.edu/josetta-brittain-matthews-66/). 

She received her master’s degree from Auburn University and taught Political Science and 

French at Tuskegee Institute. In 1974, she received her doctorate from Auburn University. 

Almost a decade after desegregating Auburn University, Matthews became the first African 

American faculty member and joined the school of Arts and Sciences as a history professor at 

Auburn University (http://www.alumni.auburn.edu/josetta-brittain-matthews-66/). 

Henry Harris, a native of Greene County, Alabama, enrolled at Auburn University in 

1968. He graduated from Greene County Training School in Boligee, Alabama and was the 

valedictorian of his all-Black high school (https://rememberhenryharris.com/). Harris was the 

first African American student to receive an athletic scholarship at Auburn University 

(http://www.alumni.auburn.edu/baw/), and the first African American athlete at any SEC 

institution in the Deep South (http://www.alumni.auburn.edu/baw/).  

Current facts. Auburn University is a large, public, land grant institution nestled in 

suburban Auburn, Alabama. The campus consist of 1,875 acres with a total of 30,460 graduate 

and undergraduate students. According to the Auburn website, the ethnicity breakdown of the 

institution is: White 76% (23,036), Black 5.4% (1,664), American Indian/Alaskan Native .3% 

(83), Asian 2.2% (760), Native Hawaiian/Pacific Islander .06% (19), Hispanic 3.4% (1,050), 

Multi-racial 2.3% (708), Race Unknown .34% (106), Non-resident/International 10% (3,034) 

(https://auburn.edu/administration/ir/factbook/enrollment-demographics/historical-

http://www.auburn.edu/student_info/hafs/hafbio.html
http://www.alumni.auburn.edu/josetta-brittain-matthews-66/
http://www.alumni.auburn.edu/josetta-brittain-matthews-66/
https://rememberhenryharris.com/
http://www.alumni.auburn.edu/baw/
http://www.alumni.auburn.edu/baw/
https://auburn.edu/administration/ir/factbook/enrollment-demographics/historical-summaries/enrollment-gender-ethnicity.html
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summaries/enrollment-gender-ethnicity.html). Auburn is classified as a land, sea, and space grant 

institution which qualifies it to receive federal funding that extends well beyond Auburn 

University. Auburn University also offers the first wireless engineering program in the country, 

and research projects which involve storage facilities for nuclear waste. 

Auburn University is comprised of 15 schools and colleges: College of Agriculture, 

College of Architecture, Design & Construction, Raymond J. Harbert College of Business, 

College of Education, Samuel Ginn College of Engineering, School of Forestry and Wildlife 

Sciences, Graduate School, College of Human Sciences, College of Liberal Arts, School of 

Nursing, James Harrison School of Pharmacy, College of Sciences and Mathematics, College of 

Veterinary Medicine, University College, and Honors College 

(http://www.auburn.edu/main/welcome/factsandfigures.php). The campus has 206 academic 

buildings and a total of 427 buildings. There is a total of 5,109 full time employees. Of the 1,330 

full-time faculty employees, 250 are minorities. The current student-faculty ratio is 19:1. There 

are over 140 majors and more than 300 student clubs and organizations from which to choose. 

Auburn University’s mission statement. “As a land-grant institution, Auburn 

University is dedicated to improving the lives of the people of Alabama, the nation, and the 

world through forward-thinking education, life-enhancing research and scholarship, and selfless 

service” (http://www.auburn.edu/main/welcome/visionandmission.php). 

Auburn University’s vision statement: To lead and shape the future of higher education 

(http://www.auburn.edu/main/welcome/visionandmission.php). 

The Office of Inclusion and Diversity. The Office of Diversity and Multicultural 

Affairs (ODMA) was rebranded to the Office of Inclusion and Diversity on June 7, 2016. The 

name change reflected the most recent Climate Study and the new Office of Inclusion and 

https://auburn.edu/administration/ir/factbook/enrollment-demographics/historical-summaries/enrollment-gender-ethnicity.html
http://www.auburn.edu/main/welcome/factsandfigures.php
http://www.auburn.edu/main/welcome/visionandmission.php
http://www.auburn.edu/main/welcome/visionandmission.php
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Diversity’s mission statement, which encourages the institution to be more inclusive, equitable, 

and diverse. Timothy Boosinger, provost and vice president of academic affairs stated:  

Renaming ODMA as the Office of Inclusion and Diversity more accurately reflects the 

evolving mission of the unit by clarifying its services, responsibilities and influence 

among the campus community. The office will transition to the new name immediately as 

we launch a national search for an associate provost and vice president for inclusion and 

diversity 

(http://www.auburn.edu/academic/provost/odma/newsletter/2016/07/index.htm). 

The Office of Inclusion and Diversity’s mission statement: “The Office of Inclusion 

and Diversity serves as a vital resource for building unity, equity, and inclusion in the Auburn 

University community” (http://diversity.auburn.edu/about/).  

Staff of CDO: OID was once named the Office of Diversity and Multicultural Affairs 

which employed 17 full and part-time staff within the M White Smith Hall 

(http://www.auburn.edu/academic/provost/odma/newsletter/2016/07/index.htm). Currently the 

Office of Inclusion and Diversity has twenty-three employees housed throughout nine buildings 

on campus (https://cws.auburn.edu/directory/departments.aspx). The OID staff work includes; 

diversity scholarships, Women’s Initiatives, mentoring programs, education and training, the 

utilization of affinity groups, retreats, academic ceremony, and a recruitment day for students of 

diverse backgrounds.     

Activities of Diversity and Inclusion at Auburn University. The Office of Diversity 

and Inclusion (ODI) advances diversity through Student Excellence Programs (SEP), Cross 

Cultural Center for Excellence, and Women’s Initiatives. Each program focuses on different 

components of diversity. For example, the Student Excellence Programs have seven programs, 

http://www.auburn.edu/academic/provost/odma/newsletter/2016/07/index.htm
http://diversity.auburn.edu/about/
http://www.auburn.edu/academic/provost/odma/newsletter/2016/07/index.htm
https://cws.auburn.edu/directory/departments.aspx


 

8 
 

the Cross Cultural Center for Excellence coordinates events with 21 student organization affinity 

groups, and the Women’s Initiatives connect women of color, faculty, and students, for advocacy 

and retention. These programs were created to expand and deepen the cultural experiences at 

Auburn University (https://diversity.auburn.edu/student-excellence-programs/). 

Student Excellence Programs. The Student Excellence Programs (SEP) provide 

support, access, and resources to current and prospective underrepresented students to 

successfully matriculate and obtain academic success. The goals of these programs include: 

providing information to underrepresented students regarding scholarships and financial aid, 

fellowships, careers, tutoring, and mentoring; providing best practices for recruiting and 

retaining diverse students; connecting domestic and international students; engaging and 

providing resources to underrepresented students; and improving access to Auburn University 

(https://diversity.auburn.edu/student-excellence-programs/). 

The SEP Programs include: Summer Enrichment Experience (SEE), Provost Leadership 

Undergraduate Scholarship (PLUS), Tiger Retreat, War Eagle Scholar Day, Academic 

Excellence 3.0 Ceremony, The Auburn University College Preparation Summer Academy 

(AUCPSA), and Diversity Student Ambassadors  (https://diversity.auburn.edu/student-

excellence-programs/). 

Summer Enrichment Experience (SEE). The Summer Enrichment Experience (SEE) 

program is a four-week enrichment program for incoming freshmen in the areas of English and 

Math. This program is staffed by math and English professors, counselors, and academic 

advisors. Stipulations for the program include: must be admitted to Auburn for the fall semester 

and plan to major in one of the eight schools/colleges (College of Agriculture; Architecture, 

Design and Construction; Business; Education; Human Sciences; Liberal Arts; and the schools of 

https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
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Forestry and Wildlife Sciences, and Nursing) which sponsors this event. The goals of the 

program include time management, creating a network of faculty and minority students, 

introducing students to participating schools/college programs, and strengthen students’ math 

and English skills (https://diversity.auburn.edu/student-excellence-programs/). 

Provost Leadership Undergraduate Scholarship (PLUS). The Provost Leadership 

Undergraduate Scholarship (PLUS) program was implemented at Auburn University in 2006. 

This program involves over 150 underrepresented students to aid in their academic pursuits. 

There are three separate programs which fall under the PLUS umbrella: PLUS Scholarship, 

PLUS Retention, and PLUS Study Abroad. PLUS scholarships are renewable awards of up to 

$2,000 per academic year for four years. The PLUS Retention Program involves the PLUS 

scholars in mentoring, tutoring, workshops, and group meetings in an effort to increase the 

retention of these students. The PLUS Student Abroad program includes introducing 10 

incoming PLUS freshmen to study in the U.S. Virgin Islands while taking a course exploring 

marine life (https://diversity.auburn.edu/student-excellence-programs/). 

Tiger Retreat. The Office of Diversity and Inclusion sponsors an annual retreat for first 

generation, multiethnic students and parents. The retreat offers opportunities for students and 

parents to learn more about the institution, how to navigate the campus environment, and 

networking with student leaders from various affinity groups on campus. Introducing first-

generation students and parents to resources facilitates increased opportunities for connection 

and success (https://diversity.auburn.edu/student-excellence-programs/). 

War Eagle Scholar’s Day. War Eagle Scholar’s Day is a one-day program for high 

school students and parents who identify as African American, Asian American, and American 

Indian, who are low-income, first generation students. During this program, students receive 

https://diversity.auburn.edu/student-excellence-programs/
http://diversity.auburn.edu/wp-content/uploads/2017/12/PLUS-Scholars-Infographic-logo-at-bottom.pdf
https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
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information regarding admissions, scholarship, student leaders, financial aid, and academic 

programs. The goal of this one-day program is to advance the diversity of the undergraduate 

programs at Auburn University (https://diversity.auburn.edu/student-excellence-programs/). 

Academic Excellence 3.0 Ceremony. The Academic Excellence 3.0 ceremony is 

sponsored by the Office of Diversity and Inclusion and involves students who are first 

generation, multiethnic backgrounds who maintained a 3.0 grade point average (GPA) for the 

year. Parents are invited to this annual event, and graduating seniors with a 3.0 GPA or higher 

receive a special honor and recognition in the ceremony. The parents and family members of 

Auburn students are encouraged to attend this meaningful ceremony 

(https://diversity.auburn.edu/student-excellence-programs/). 

The Auburn University College Preparation Summer Academy (AUCPSA). The 

Auburn University College Preparation Summer Academy (AUCPSA) program is a two-week 

academy for rising high school seniors. The summer program focuses on college-readiness skills, 

campus life, and academic courses. The goal of AUCPSA is to increase diversity of Auburn 

University by providing students a direct pathway through engagement to the institution 

(https://diversity.auburn.edu/student-excellence-programs/). 

Diversity Student Ambassadors. Diversity Student Ambassadors are selected to serve 

the Office of Diversity and Inclusion. Students who are willing to serve the ODI and its vision 

and mission may apply to become an ambassador. Students selected as ambassadors serve at 

special events including VIP events and school functions, and serve as student liaisons at 

community events (https://diversity.auburn.edu/student-excellence-programs/). 

  

https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
https://diversity.auburn.edu/student-excellence-programs/
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Current Racial Incidents on Campus 

On September 8, 2018, Auburn University played Alabama State University during 

Auburn’s Black Alumni weekend. According to the school’s newspaper, The Auburn Plainsman, 

the actions of Auburn University’s students and fans demeaned Alabama State University 

football team, fans, students, and the institution as a whole 

(https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-

plains). Demeaning banners were hung by White fraternities, fights broke out in student sections, 

and racial videos were uploaded to social media accounts. The Sigma Pi Fraternity hung a banner 

outside its house which read, “ASU Grad Rate 27% -Chance of Winning 0%” and Phi Sigma 

Kappa Fraternity hung a banner which stated, “G.E.D. >A.S.U. DEGREE” 

(https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-

plains).  

The editorial scorned the treatment of minorities and inactions of the institution: 

These actions and comments are symptomatic of a larger, pervasive issue within the 

Auburn community — an often blatant disregard for the humanity of minority 

individuals. Although we boast of Auburn students, fans and community members being 

part of a family, our family not only demeaned another university, but we ostracized our 

own members (https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-

gameday-on-the-plains). 

On November 20, 2019, a noose was found hanging in the residence hall on campus. This 

event had national coverage and was covered in the New York Times. As a result, this incident 

motivated a group of Black Faculty and Staff to publish an article in the Auburn Plainsman. The 

group of Black Faculty and Staff addressed the traumatizing effects of racial incidents and a 

https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-plains
https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-plains
https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-plains
https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-plains
https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-plains
https://www.theplainsman.com/article/2018/09/editorial-racism-plagued-gameday-on-the-plains
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request for the institution to follow through with a call to action. This group outlined specific 

guidelines and action steps in order to deconstruct oppressive legacies on campus 

(https://www.theplainsman.com/article/2019/12/critical-studies-working-group-addresses-noose-

found-on-campus). 

 June 2020, three former Black Auburn gymnasts, Kennedy Finister, A’Miracal Phillips, 

and Telah Black posted racial incidents they encountered as former gymnast for Auburn 

University (https://www.theplainsman.com/article/2020/07/auburn-gymnasts-hope-for-change-

after-releasing-statements). The former gymnasts posted the racial incidents they encountered on 

their social media accounts. The gymnast collectively experienced discrimination from 2013 to 

2019. These gymnasts mentioned their former teammates used racially inflammatory language 

on their social media accounts and in person. Their former teammates used the “n-word” on 

many occasions in their presence. 

Jokes were made regarding the complexion of the Black gymnast and trainers often said 

the Black gymnasts spoke like “thugs” (https://www.theplainsman.com/article/2020/07/auburn-

gymnasts-hope-for-change-after-releasing-statements). The Black gymnasts believe the coach’s 

hands-off approach encouraged the behavior of their teammates and trainers. The Black 

gymnasts believed the negative racial behaviors of their teammates should have been addressed 

and those teammates should have been reprimanded. Telah Black reminded others to always 

follow the golden rule, “treat others the way you want to be treated…they wouldn’t want me to 

be mean to them or disrespect them.” (https://www.theplainsman.com/article/2019/12/critical-

studies-working-group-addresses-noose-found-on-campus). 

These recent events on Auburn’s campus is reflective of the systemic discrimination and 

racism Black students have encountered over the years. Each event occurred within the 

https://www.theplainsman.com/article/2019/12/critical-studies-working-group-addresses-noose-found-on-campus
https://www.theplainsman.com/article/2019/12/critical-studies-working-group-addresses-noose-found-on-campus
https://www.theplainsman.com/article/2020/07/auburn-gymnasts-hope-for-change-after-releasing-statements
https://www.theplainsman.com/article/2020/07/auburn-gymnasts-hope-for-change-after-releasing-statements
https://www.theplainsman.com/article/2020/07/auburn-gymnasts-hope-for-change-after-releasing-statements
https://www.theplainsman.com/article/2020/07/auburn-gymnasts-hope-for-change-after-releasing-statements
https://www.theplainsman.com/article/2019/12/critical-studies-working-group-addresses-noose-found-on-campus
https://www.theplainsman.com/article/2019/12/critical-studies-working-group-addresses-noose-found-on-campus
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timeframe of having an inaugural CDO on campus and some of these incidents received national 

coverage. Although Auburn’s Office of Diversity and Inclusion engage students with various 

activities, critical conversations, public speakers, retreats and ceremonies there was no coverage 

of the Office of Diversity and Inclusion taking a stance against these acts of discrimination 

publicly . Non-support can cause minority students to feel isolated and unsupported. 

The University of Alabama 

Historical Overview 

Founded in 1831, The University of Alabama was the state’s first public college and the 

state’s flagship institution of higher education. In 1818, the federal government authorized the 

Alabama Territory to set aside land for a seminary. On December 18, 1820, the seminary was 

officially established and named "The University of the State of Alabama." The first students 

were enrolled on April 18, 1831, and the campus consisted of seven buildings 

(https://www.ua.edu/about/history). The first female students were allowed to enroll on campus 

during the fall semester of 1893. As of 2014, the campus size has increased to 1,143 acres 

(http://oira.ua.edu/factbook/reports/general-information/brief-profile/). 

Desegregation at The University of Alabama 

Autherine Lucy is considered the architect of desegregation for state of Alabama public 

colleges and universities, becoming the first African American to attend a white school or 

university. In 1952, she applied to the University of Alabama for graduate school and was denied 

admission based upon race (https://www.ua.edu/news/2019/05/autherine-lucy-foster-to-receive-

honorary-ua-doctorate-friday/). Four years later, after a federal court order, Lucy was admitted. 

On February 1, 1956, Lucy became the first African American student to enroll at The 

University of Alabama. However, by the third day of classes, mobs filled the campus to protest 

https://www.ua.edu/about/history
http://oira.ua.edu/factbook/reports/general-information/brief-profile/
https://www.ua.edu/news/2019/05/autherine-lucy-foster-to-receive-honorary-ua-doctorate-friday/
https://www.ua.edu/news/2019/05/autherine-lucy-foster-to-receive-honorary-ua-doctorate-friday/
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the desegregation of the campus (https://www.biography.com/people/autherine-lucy-21397127). 

The mobs made threatening comments and racial slurs and threw eggs at her. For her safety, 

Lucy had to be escorted off campus by state troopers. Eventually, the university expelled Lucy, 

claiming the institution could not guarantee her protection 

(https://www.ua.edu/news/2010/10/malone-hood-plaza-autherine-lucy-clock-tower-at-uas-foster-

auditorium-to-be-dedicated-nov-3/). Governor George Wallace stated seven years later during 

another attempt to desegregate the institution: 

The unwelcomed, unwanted, unwarranted and force-induced intrusion upon the campus 

of The University of Alabama today of the might of the Central Government offers 

frightful example of the oppression of the rights, privileges and sovereignty of this State 

by officers of the Federal Government. This intrusion results solely from force, or threat 

of force, undignified by any reasonable application of the principle of law, reason and 

justice. It is important that the people of this State and nation understand that this action 

is in violation of rights reserved to the State by the Constitution of the United States and 

the Constitution of the State of Alabama. While some few may applaud these acts, 

millions of Americans will gaze in sorrow upon the situation existing at this great 

institution of learning.  

I, George C. Wallace, as Governor of the State of Alabama, have by my action raised 

issues between the Central Government and the Sovereign State of Alabama, which said 

issues should be adjudicated in the manner prescribed by the Constitution of the United 

States; and now being mindful of my duties and responsibilities under the Constitution of 

the United States, the Constitution of the State of Alabama, and seeking to preserve and 

maintain the peace and dignity of this State, and the individual freedoms of the citizens   

https://www.ua.edu/news/2010/10/malone-hood-plaza-autherine-lucy-clock-tower-at-uas-foster-auditorium-to-be-dedicated-nov-3/
https://www.ua.edu/news/2010/10/malone-hood-plaza-autherine-lucy-clock-tower-at-uas-foster-auditorium-to-be-dedicated-nov-3/


 

15 
 

thereof, do hereby denounce and forbid this illegal and unwarranted action by the Central 

Government. 

(http://c2.midwayisd.org/cms/lib/TX01000662/Centricity/Domain/856/School%20House

%20Door%20Speech.pdf)  

These were the words of Governor George Wallace on June 11, 1963, as he stood in the 

doorway of Foster Auditorium at The University of Alabama’s campus, protesting two African 

American students, Vivian Malone and James Hood, registering for classes. In the sweltering 

Alabama summer heat of 95 degrees, Governor Wallace stood in front of the doors shortly before 

11:00 a.m. The standoff did not end until four-and-a-half hours later at 3:30 p.m.; Wallace gave 

his final remarks and stepped aside.  

 Upon studying two years at Alabama Agricultural and Mechanical University, Vivian 

Malone transferred and was admitted to The University of Alabama in 1963 as a junior in the 

School of Commerce and Business Administration (http://throughthedoors.ua.edu/vivian-

malone.html). In 1965, Malone became the first African American to graduate from The 

University of Alabama. In her 2000 commencement address at The University of Alabama she 

shared her challenges during her tenure: 

Thirty-five years ago, by attending The University of Alabama, I had the privilege of 

representing all those who fought for simple justice. The simple act of walking through a 

schoolhouse door that had been barred to me, and all people of my color, by the governor 

of this state- that simple act represented an end to legal segregation in the American 

South. On that eventful day, Alabama became the last state in the union to yield to the 

force of law and the weight of conscience. Segregation as it had come to be ratified in 

Plessy vs. Ferguson and passed on in the Alabama Constitution of 1901, (which, by the 

http://c2.midwayisd.org/cms/lib/TX01000662/Centricity/Domain/856/School%20House%20Door%20Speech.pdf
http://c2.midwayisd.org/cms/lib/TX01000662/Centricity/Domain/856/School%20House%20Door%20Speech.pdf
http://throughthedoors.ua.edu/vivian-malone.html
http://throughthedoors.ua.edu/vivian-malone.html
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way, still governs this state), that form of segregation officially ended on a hot June day 

in 1963. (http://throughthedoors.ua.edu/vivian-malone.html) 

James Hood, a Gadsden, Alabama native, was the first African American male enrolled at 

The University of Alabama. He registered for classes the same day as Vivian Malone. However, 

after eight weeks of classes he left the university to avoid having “a complete mental and 

physical breakdown” (http://throughthedoors.ua.edu/james-hood.html). He transferred to Wayne 

State University in Detroit, Michigan and graduated with his bachelor’s degree in Political 

Science and Police Administration. He returned to The University of Alabama and received his 

doctorate in Higher Education in 1997 (http://throughthedoors.ua.edu/james-hood.html). 

Resistance to desegregation displayed in subsets of the university’s culture: in student 

government, sports, and the Greek system. The Crimson and White exposed the workings of a 

secret fraternity in 1961 called Theta Nu Epsilon “TNE” (Tilford, 2018). The purpose of this 

group was to control and influence campus politics reaching far into state and national politics. 

TNE was banned on many campuses after the Crimson and White exposed its reach in the 1930s. 

The TNE reemerged as the “Group” which later became known as “The Machine” at The 

University of Alabama (Tilford, 2018). The Machine consisted of five fraternities on campus 

with 35 members in all and was an exclusively all-white male, conservative organization. White 

men who were connected to “The Machine” on campus, had careers in state government 

including a former governor, Don Siegelman, U.S. Senators Lister Hill, John Sparkman, and 

Richard Shelby, and former Alabama’s attorney general Bill Baxley. Seven of the eight Alabama 

governors were members of “The Machine” (Tilford, 2018).  

Since 2011, The University of Alabama’s Greek system has been reported as having the 

nation’s largest with over 11,500 members in 67 sororities and fraternities (Tilford, 2018). The 

http://throughthedoors.ua.edu/vivian-malone.html
http://throughthedoors.ua.edu/james-hood.html
http://throughthedoors.ua.edu/james-hood.html
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university had been in existence for 170 years before an all-white fraternity inducted its first 

Black initiate (Tilford, 2018). The Greek System, over the years, has done very little to 

contribute diversity and inclusion on campus. It remains one of the most segregated and largest 

entities on campus (Tilford, 2018). 

The football team became integrated by five Black spring walk-on players in 1967 

(Tilford, 2018). Four of the five athletes did not return during the fall camp. One of the students, 

Andrew Pernell, returned but soon withdrew due to an SEC rule which would not allow athletes 

to receive additional aid. Wilbur Jackson, however, became the first African American athlete to 

receive a football scholarship and enrolled in 1970 (Tilford, 2018). Under the direction of Coach 

Paul “Bear” Bryant, the desegregation of the football team did not exhibit the same resistance as 

the desegregation of the school and Greek system.   

In 2015, students held a demonstration at the Rose Administrative Building on campus to 

display their solidarity with University of Missouri students. The Missouri student protests were 

in response to a police officer killing an 18-year-old, unarmed African American. The support of 

their protests ignited blatant acts of racism to be openly displayed on campus: Swastikas etched 

on dorm walls in separate incidents, a group of students called the Student Association president 

the “n-word”, a drunken White man called African Americans who were rehearsing for a 

homecoming performance the “n-word”, resulting in a student hunger strike and African 

American football players threatening not to play (Izadi, 2015).  

The silence of the president, Dr. Tim Wolfe, led African American students to believe in 

his support of the racial acts on campus. Once Dr. Wolfe finally decided to meet with students, 

much of the damage was already done, and legislators called for his resignation. 



 

18 
 

Students on The University of Alabama’s (UA) campus communicated a connection and 

conviction to look closely at how their university could improve diversity and inclusion on 

campus. Unlike Wolfe, President Bell met with numerous student groups, faculty, and staff to 

discuss diversity. Dr. Bell (2015) stated: 

Recent events around the nation have shed light on the need for greater inclusion and 

diversity at all colleges and universities. This requires that we look at our universities and 

ourselves with a new lens, examining past practices and renewing our continued 

commitment to equality and inclusion for everyone. 

(https://www.ua.edu/news/2015/11/ua-announces-next-steps-in-diversity-initiative/)  

Under President Bell’s direction in the fall of 2016 through the summer of 2017, a 

Diversity Mapping Report was conducted by Halualani and Associates. The information revealed 

in this report led the university to hire a CDO shortly after the report was released. In August 

2017, Dr. G. Christine Taylor was hired as the Vice President/Associate Provost for Diversity, 

Equity and Inclusion at The University of Alabama. Although President Bell moved quickly to 

address diversity and inclusion concerns on campus, The University of Alabama was the second 

to the last university within the Southeastern Conference to hire a CDO. 

Current facts. The University of Alabama is a large research institution with an 

enrollment of 38,103. The enrollment for the university has grown over the years and increased 

the number of out-of-state students at the institution; 39.7% (in-state), 56.5% (out-of-state), and 

3.8% (international, representing 76 countries) (https://www.ua.edu/about/quickfacts). The 

breakdown of racial composition for fall 2019 students includes: African American 10.50% 

(4,002), American Indian/Alaska Native 0.39% (147), Asian 1.30% (495), Hispanic/Latino 

4.82% (1,835), Native Hawaiian/Pacific Islander 0.11% (43), White 75.11% (28,620), Bi-

https://www.ua.edu/news/2015/11/ua-announces-next-steps-in-diversity-initiative/
https://www.ua.edu/about/quickfacts
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racial/Multi-racial 3.32% (1,266), Racial Ethnicity unknown 0.63%(241), and Non-

Resident/International 3.82% (1,454) (http://oira.ua.edu/factbook/reports/student-enrollment/fall-

term/students-by-race-and-ethnicity/). 

The University has the following colleges and schools: College of Arts and Sciences, 

Culverhouse College of Business, College of Communication and Information Sciences, College 

of Community Health Sciences, College of Continuing Studies, College of Education, College of 

Engineering, Graduate School, Honors College, College of Human Environmental Sciences, The 

University of Alabama School of Law, Capstone College of Nursing, and School of Social Work 

(http://oira.ua.edu/factbook/reports/general-information/brief-profile/). The University of 

Alabama offers 70 undergraduate degree programs, 76 master’s programs, six educational 

specialist programs, and 57 doctoral programs (http://oira.ua.edu/factbook/reports/general-

information/brief-profile/). In the 2018-2019 academic year, UA had 1,484 full-time faculty 

members, making the student-to-faculty ratio 22:1 (http://oira.ua.edu/factbook/reports/general-

information/brief-profile/). 

The University of Alabama’s mission statement. The University of Alabama will 

advance the intellectual and social condition of the people of the state, the nation and the world 

through the creation, translation and dissemination of knowledge with an emphasis on quality 

programs in the areas of teaching, research and service 

(https://www.ua.edu/strategicplan/mission-vision). 

The University of Alabama vision statement. The University of Alabama will be 

known as the university-of-choice for the best and brightest students in Alabama, and all students 

who seek exceptional educational opportunities. The University of Alabama will be a student-

centered research university and an academic community united in its commitment to enhance 

http://oira.ua.edu/factbook/reports/student-enrollment/fall-term/students-by-race-and-ethnicity/
http://oira.ua.edu/factbook/reports/student-enrollment/fall-term/students-by-race-and-ethnicity/
http://oira.ua.edu/factbook/reports/general-information/brief-profile/
http://oira.ua.edu/factbook/reports/general-information/brief-profile/
http://oira.ua.edu/factbook/reports/general-information/brief-profile/
http://oira.ua.edu/factbook/reports/general-information/brief-profile/
http://oira.ua.edu/factbook/reports/general-information/brief-profile/
https://www.ua.edu/strategicplan/mission-vision
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the quality of life for all Alabamians and the citizens of the nation and the world 

(https://www.ua.edu/strategicplan/mission-vision). 

The Office of Diversity, Equity, and Inclusion mission statement. Presently, there is 

not a mission statement from the Office of Diversity, Equity, and Inclusion. Halualani and 

Associates conducted a diversity mapping during 2016-2017. They explored diversity activities 

at The University of Alabama from January 1, 2011 through December 2016. Goal Three of the 

Diversity Mapping Report is correlated to the mission to the Office of Diversity Equity and 

Inclusion. This research will refer to Goal Three as the mission statement. 

Increase diversity within the University’s faculty and senior level administration to 

ensure that students are exposed to and learn from individuals from a variety of 

backgrounds and experiences, and consequently graduate with a better ability to 

understand, appreciate, and contribute to a global society. 

(https://provost.ua.edu/diversity/) 

Staff. The Office of Diversity, Equity, and Inclusion staff include: Dr. G. Christine 

Taylor, Vice Provost, Chief Diversity Officer and Osielia Lewis, Administrative Assistant. 

Activities/Events of the Office of Diversity, Equity, and Inclusion. On the ODEI’s 

website, there is a Diversity Program Guide for the 2019 fall semester. These events are 

sponsored in conjunction with other departments and organizations on campus 

(https://diversity.ua.edu/wp-content/uploads/2019/09/DEI_2019_Programming_Guide.pdf).  

Fall Series. The Fall Series is comprised of Issues of Diversity, Equity, and Inclusion, the 

Gender and Race Series, the Social Work Series-Own Your Vote Series, Campus Dialogue 

Series, and the Global Café Series. The ODEI specifically sponsors the following events: 

Hispanic/Latino Heritage Month Commemorative Speaker, Native Heritage Month 

https://www.ua.edu/strategicplan/mission-vision
https://provost.ua.edu/diversity/
https://diversity.ua.edu/wp-content/uploads/2019/09/DEI_2019_Programming_Guide.pdf


 

21 
 

Commemorative Speaker, Lunch and Learn: Come Sit At My Table/“Hablemos” (Let’s Talk), 

How to Thrive in the Academy When You’re the Only ____ In Your Department, and Winter 

Holiday Celebrations 

(https://diversity.ua.edu/wpcontent/uploads/2019/09/DEI_2019_Programming_Guide.pdf).  

Passport events. In an effort to increase participation among students, an educational 

excursion will be offered to students who attend eight or more of those sessions. Students who in 

attendance will be allowed to tour the Legacy Museum and the National Memorial for Peace and 

Justice, a lynching memorial in Montgomery, Alabama. The Spring Programming Guide had not 

been uploaded to the website as of May 2020. 

Current Racial Incidents on Campus 

January 2018, Harley Barber, a former student at the University of Alabama and sorority 

member posted videos on her social media accounts spewing racial comments and slurs 

(https://cw.ua.edu/42477/news/university-to-investigate-other-women-in-racial-slur-ridden-

video/). Her comments were echoed on national platforms and brought negative media coverage 

to the University of Alabama. Her comments were abrasive, bold and hurtful. “I love how I act 

like I love black people, because I fucking hate niggers…doesn’t care if it’s Martin Luther King 

Day…I’m in the South now, bitch” 

(https://www.insidehighered.com/news/2018/01/23/university-alabama-may-have-violated-first-

amendment-kicking-out-racist-student). She continued to scream the n-word throughout the 

video. 

Dr. Jamie Riley, Assistant Vice-President and Dean of Students, at the University of 

Alabama resigns on September 5, 2019 after his 2016 and 2017 tweets from his Twitter account 

resurfaces regarding his comments about the American flag, police and racism 

https://diversity.ua.edu/wpcontent/uploads/2019/09/DEI_2019_Programming_Guide.pdf
https://cw.ua.edu/42477/news/university-to-investigate-other-women-in-racial-slur-ridden-video/
https://cw.ua.edu/42477/news/university-to-investigate-other-women-in-racial-slur-ridden-video/
https://www.insidehighered.com/news/2018/01/23/university-alabama-may-have-violated-first-amendment-kicking-out-racist-student
https://www.insidehighered.com/news/2018/01/23/university-alabama-may-have-violated-first-amendment-kicking-out-racist-student
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(https://cw.ua.edu/54140/top-stories/breaking-dean-of-students-allegedly-resigns-after-pictures-

of-past-tweets-surface/). The University of Alabama and Dr. Riley mutually agreed to part ways 

and no further comment or explanation was given regarding this matter. Dr. Riley was employed 

in his new position for less than seven months. This action caused students, faculty and staff to 

question the release of Dr. Riley by the university. Many believed Dr. Riley’s free speech was 

violated and the administration should not judge his posts about personal views on racism against 

him. 

In response the Dr. Riley’s release, student demonstrators had “die-ins” in the Ferguson 

Student Center (https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-

continue/). Students laid on the floor to symbolize dead bodies. Instead of talking during the 

demonstration, students communicated by writing their response on a sheet of paper. One student 

demonstrator stated, “It is very provocative, but it actually symbolizes the exhaustion of being a 

minority student on campus and not always getting our voices heard, having to be a social justice 

advocate and a student at the same time,”(https://cw.ua.edu/55550/news/a-month-after-rileys-

resignation-demonstrations-continue/). 

The BFSA (Black Faculty and Staff Association) began a “Work-In” Session in the Rose 

Administration Building on October 5, 2019 in response to the letter which was sent to the Dr. 

Bell regarding the demands the demands which have not been addressed by the administration 

(https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/). Dr. 

Andre Denham, president of BFSA stated the concerns of the BFSA included: 

One was related to the Vice President of Student Life search, the composition of the 

committee, the transparency surrounding the search that’s been addressed; there’s a 

https://cw.ua.edu/54140/top-stories/breaking-dean-of-students-allegedly-resigns-after-pictures-of-past-tweets-surface/
https://cw.ua.edu/54140/top-stories/breaking-dean-of-students-allegedly-resigns-after-pictures-of-past-tweets-surface/
https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
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website up now, BFSA [Black Faculty and Staff Association] has a representative on that 

committee.   

The other concern was related to academic freedom and free speech, and we had asked 

for the president to publicly reaffirm the university’s stance on those two things. He did 

so in two ways that I know of one in his letter to us, which is a public-facing letter; the 

letter was to BFSA and, also, in the fall campus assembly, he said it as well.  

Our other concerns are, and it’s a bit more detailed in the letter, but in general, one of our 

main concerns is that incidents like this that happen on our campus make it difficult for 

the university to recruit and retain a diverse student and faculty and staff. So, we want to 

know what the university’s response is going to be? What is the strategy going forth to 

repair their national reputation, and if you look in our letter, we say, you know, it’s a 

recurring damage to our national reputation. So, what’s going to be the university’s 

strategy to change that narrative around the University of Alabama because it’s hard to 

recruit nationally when you have these things pop up on what it seems like a regular basis 

surrounding our school.   

Another concern we had was the Office of Diversity, Equity, and Inclusion, and it was 

really just trying to understand what exactly— it’s a new position, it’s a new division, so 

getting more clarity on what the portfolio is of that. So basically, what institutional 

oversight does that division have; making sure that that division has the resources it needs 

to do the work that it needs to do.  

Another concern was related to EEO Equal [Employment] Opportunity Office here and 

Title IX, and we had some concerns about where those two compliance offices were 

located in terms of the organizational structure.     
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And then the last concern, which is kind of related to all of it and kind of sums it up, is 

that there was a consensus among BFSA members that the environment on the campus 

had become the word that we used was “toxic” and that we were concerned. All of these 

concerns kind of, you know, surround that particular one, and so what’s the university 

going to do to change the climate and environment on 

campus? (https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-

continue/) 

 The racial epitomes on campus are reminders of how much work needs to be done on 

campus to bring inclusivity for all. These incidents and demonstrations are reminders for the 

need of more empathy and compassion for marginalized groups on campus and the need for 

more transparency among administration and its stakeholders.  

The University of Florida 

In 1853, East Florida Seminary (EFS) was established in Ocala, Florida. In 1866, the EFS 

moved its campus to Gainesville, Florida (http://www.honors.ufl.edu/about/uf-history/1853-

1905/). EFS would later consolidate with South Florida Military College and Florida 

Agricultural College in St. Petersburg, Florida to become the University of the State of Florida 

(http://www.honors.ufl.edu/about/uf-history/1853-1905/). The name changed from Florida 

Agriculture College to University of Florida briefly and changed from the University of Florida 

to the University of the State of Florida until 1909 when its name changed again to The 

University of Florida (UF) (http://www.honors.ufl.edu/about/uf-history/1853-1905/). In 1925, 

the first woman was admitted into the institution (http://www.honors.ufl.edu/about/uf-

history/1906-1927/).  

  

https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
https://cw.ua.edu/55550/news/a-month-after-rileys-resignation-demonstrations-continue/
http://www.honors.ufl.edu/about/uf-history/1853-1905/
http://www.honors.ufl.edu/about/uf-history/1853-1905/
http://www.honors.ufl.edu/about/uf-history/1853-1905/
http://www.honors.ufl.edu/about/uf-history/1853-1905/
http://www.honors.ufl.edu/about/uf-history/1906-1927/
http://www.honors.ufl.edu/about/uf-history/1906-1927/
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Desegregation at The University of Florida 

In 1905, the Buckman Act established that only White men would be admitted to the 

university and in 1925, the Florida legislation allowed White women to be admitted in the 

College of Law (https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-

Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2

&height=1000). Virgil Hawkins, an African American, applied for admission to The University 

of Florida College of Law in 1949. Hawkins served as the director of public relations at Bethune 

Cookman College during this time and was a qualified candidate for admission, however, he was 

denied based solely upon race (https://www.law.ufl.edu/areas-of-study/experiential-

learning/clinics/virgil-d-hawkins-story). He would fight this decision by filing lawsuits aimed at 

desegregating the institution. He and four other African Americans applied to graduate programs 

at UF and were denied. All five went to court because of their denial into graduate programs 

however only Virgil continued his case for nine years (Johnson et al., 2007). Instead of admitting 

Virgil Hawkins into the program, the state offered to begin a law program at an Historically 

Black Colleges and Universities (HBCU) Florida A & M University. Hawkins would eventually 

agree to withdraw his application in exchange for other African Americans to be accepted 

(Johnson et al., 2007). 

Upon the Brown v. Board of Education, the United States Supreme Court ordered all 

public schools to desegregate. A year before the Brown verdict, in retaliation, White politicians 

created a complex agenda by threatening to close HBCUs and change admission standards that 

would exclude African Americans from attending FAMU and Predominately White Institutions 

(PWI) within the state (Johnson et al., 2007). The day following the Brown verdict, the openly 

racist Acting Governor of Florida, Charlie Johns, met with his cabinet. The cabinet appointed 

https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://www.law.ufl.edu/areas-of-study/experiential-learning/clinics/virgil-d-hawkins-story
https://www.law.ufl.edu/areas-of-study/experiential-learning/clinics/virgil-d-hawkins-story
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Attorney General Ervin to prepare a brief for the Supreme Court. The brief was an effort to 

evade the Brown verdict by avoiding immediate desegregation because of the potential threat of 

violence. Ervin used a state funded survey highlighting that most Floridians would resist any 

efforts to desegregate public education, including law enforcement (Johnson, Cobb‐Roberts, & 

Shircliffe, 2007). Therefore, Ervin used the results of the survey to decrease the acceleration of 

desegregation without a specific timeline. 

Representative Prentice Pruitt interpreted the Brown II desegregation “as soon as 

feasible” as 50 to 100 years later. Florida legislators believed Brown II reinforced their 

perspective of denying Hawkins’ admittance. The Florida Supreme Court concurred this concept 

and denied Hawkins because his presence would cause a disruption on campus and not based 

upon race. Justice William Glenn Terrell stated: 

. . . and when God created man, he allotted each race to his own continent according to 

color, Europe to the white man, Asia to the yellow man, Africa to the black man, and 

America to the red man, but we are now advised that God’s plan was in error and must be 

reversed despite the fact that gregariousness has been the law of the various species of the 

animal kingdom. (Johnson et al., 2007 p. 342) 

In a companion decision to Brown, The University of Florida was ordered to admit Virgil 

Hawkins (https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-

Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2

&height=1000). 

  

  

https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
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Florida resisted the ruling and brought his case before the Florida Supreme Court five 

times and the United States Supreme Court four times. Segregation continued until the early 

1970s in Florida 

(https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-

Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2

&height=1000). In 1958, Hawkins withdrew his application in exchange for The University of 

Florida to desegregate graduate and professional schools. Hawkins attended New England 

School of Law. 

In 1958, George Starke became the first African American student admitted to the 

College of Law (https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-

Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2

&height=1000). He attended The University of Florida under the protection of law enforcement 

for the first few weeks of school, however, after completing three semesters, Starke withdrew 

from the College of Law. Finally, in 1962, W. George Allen became the first African American 

to graduate from the College of Law. The first seven African American undergraduate students 

enrolled at UF in 1962. Stephan Mickle, one of the first students to enroll in 1962, became the 

first African American undergraduate to graduate in 1965. Dr. Henry Earl Cotman and Dr. 

Reuben Earl Brigety were the first African American graduates of The University of Florida’s 

College of Medicine in 1970. Hazel Land became the first African American female to be 

admitted in the College of Law and three years later she became the first African American 

female to graduate 

(https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-

https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
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Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2

&height=1000).  

Governor Jeb Bush issued an executive order banning race and gender as a factor for 

admission under the One Florida Initiative. (Johnson et al., 2007). Florida has not yet honored 

the agreement with the federal government to desegregate white institutions and the number of 

minorities attending white institutions have decreased (Johnson et al., 2007). In 2018, The 

University of Florida became the last university in the SEC to hire a CDO. 

Current facts. The University of Florida is the fourth largest university in the United 

States (http://www.honors.ufl.edu/about/uf-history/1975-present/). Students attend UF from 

every county in Florida, every state in the country, and over 100 countries 

(http://www.honors.ufl.edu/about/uf-history/1975-present/). UF employs nearly 5,000 faculty 

(http://www.ufl.edu/about/university-facts/),which brings millions of dollars in sponsored 

research funding. There are more than 900 buildings on the 2,000-acre campus. The curriculum 

has more than 100 undergraduate degree programs, more than 200 graduate programs, and 30 

combined degree programs (http://www.honors.ufl.edu/about/uf-history/1975-present/). UF is 

comprised of 17 colleges: Agricultural and Life Sciences, Arts, Business (Warrington College), 

Dentistry, Design, Construction and Planning, Education, Engineering (Herbert Wertheim 

College), Health and Human Performance, Journalism and Communications, Law (Levin 

College), Liberal Arts and Sciences, Medicine, Nursing, Pharmacy, Public Health and Health 

Professions, and Veterinary Medicine (https://www.ufl.edu/academics/colleges/). 

UF has over 1,000 student-led organizations and clubs (https://www.ufl.edu/student-

life/). In 2018, UF received $848 million in research awards 

(http://www.ufl.edu/about/university-facts/). UF also has over 200 research, service, and 

https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
https://cdn.knightlab.com/libs/timeline3/latest/embed/index.html?source=1N9p-Doi_pbkuIGHRxox8yTCw7INuCE3dmbeXqq8mQLo&font=Default&lang=en&initial_zoom=2&height=1000
http://www.honors.ufl.edu/about/uf-history/1975-present/
http://www.honors.ufl.edu/about/uf-history/1975-present/
http://www.ufl.edu/about/university-facts/
http://www.honors.ufl.edu/about/uf-history/1975-present/
https://www.ufl.edu/academics/colleges/
https://www.ufl.edu/student-life/
https://www.ufl.edu/student-life/
http://www.ufl.edu/about/university-facts/
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education centers, bureaus, and institutes (http://www.ufl.edu/about/university-facts/). In 2019, 

56,567 students were enrolled at UF (https://ir.aa.ufl.edu/uffacts/enrollment-1/). Enrollment 

demographic data by race is the following: White 51.29% (29,014), Hispanic/Latino 19.66% 

(11,123), Non-Resident/International 8.20% (4,636) Asian 7.35% (4,209), African American 

5.61%  (3,173), Race/Ethnicity Unknown 3.56% (2,014), Two or more Races 3.48% (1,970), 

Native Hawaiian/Pacific Islander .20% (113), and American Indian/Alaska Native .19% (106) 

(https://ir.aa.ufl.edu/uffacts/enrollment-1/).  

The University of Florida’s mission statement. The University of Florida is a 

comprehensive learning institution built on a land-grant foundation. We are The Gator Nation, a 

diverse community dedicated to excellence in education and research and shaping a better future 

for Florida, the nation and the world. Our mission is to enable our students to lead and influence 

the next generation and beyond for economic, cultural and societal benefit 

(https://catalog.ufl.edu/UGRD/administration/#missionstatementtext). 

Diversity mission statement. The CDO, Dr. Farias, focuses on three tenets as CDO: 

channeling the UF mission to diversify the campus by using a multicultural approach in teaching 

and research, establishing a network of support for every student, and fostering a climate and 

culture for all students to thrive (https://cdo.ufl.edu/featured-slides/hero.html). 

Staff. Chief Diversity Officer, Antonio Farias, and Executive Assistant to the Chief 

Diversity Officer, Brigit Dermott. Dr. Farias is the Chief Diversity Officer and Senior Advisor to 

the President (https://cdo.ufl.edu/get-to-know-us/). UF does not have an Office of Diversity and 

Inclusion. Farias serves independently with his executive assistant.   

Activities of the CDO. Since arriving on campus in July 2018, the CDO immediately 

established a Campus Network Liaisons. Liaisons are within each college and business unit, and 

http://www.ufl.edu/about/university-facts/
https://ir.aa.ufl.edu/uffacts/enrollment-1/
https://ir.aa.ufl.edu/uffacts/enrollment-1/
https://catalog.ufl.edu/UGRD/administration/#missionstatementtext
https://cdo.ufl.edu/featured-slides/hero.html
https://cdo.ufl.edu/get-to-know-us/
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they work specifically to advance diversity initiatives throughout the campus 

(https://cdo.ufl.edu/featured-slides/hero.html). Initiatives include: grant diversity applications 

within the STEM fields on campus; meeting regularly with student and faculty/staff affinity 

groups in an effort to support and strengthen relationships with the CDO; creating a mentoring 

group among faculty/staff and affinity groups throughout campus; establishing a teaching 

excellence learning community on implicit bias; and developing outreach opportunities through 

weekly Level Up podcasts which center on creating an environment of belonging and through 

campus presentations on the importance of diversity and how to create a more inclusive and 

engaging environment on campus. The CDO has trained 50 faculty members on Critical 

Conversations to have necessary yet very challenging conversations on diversity 

(https://cdo.ufl.edu/featured-slides/hero.html). 

Current Racial Incidents on Campus 

After the ribbon-cutting ceremony of the University of Florida’s Institute of Black 

Culture in November 2019, Kitan Adeniji and her friends were called the “n-word” by a White 

male student (https://www.alligator.org/news/black-students-called-racial-slurs-in-snap-

van/article_d5164aca-09af-11ea-8bce-430024c333de.html). The African American students 

were riding the SNAP (Student Nighttime Auxiliary Patrol) van with the White male students 

returning to their dorm and was told by White male student “go to sleep niggas.” Adeniji 

recorded the incident and posted it to her social media platforms in an effort expose the students 

in expectation that the students would be punished by the administration. The SNAP driver tried 

to deescalate the confrontation but did not seek any disciplinary discourse against the White 

student. In response to this incident Adeniji responded, “[UF’s] diversity aspect is for show, and 

they’re not owning in on the problems…It just shows white fragility. To him, since it’s a one-

https://cdo.ufl.edu/featured-slides/hero.html
https://cdo.ufl.edu/featured-slides/hero.html
https://www.alligator.org/news/black-students-called-racial-slurs-in-snap-van/article_d5164aca-09af-11ea-8bce-430024c333de.html
https://www.alligator.org/news/black-students-called-racial-slurs-in-snap-van/article_d5164aca-09af-11ea-8bce-430024c333de.html
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time thing, it’s just a mistake. If black people make one mistake, it follows the entire black 

community” (https://www.alligator.org/news/black-students-called-racial-slurs-in-snap-

van/article_d5164aca-09af-11ea-8bce-430024c333de.html). 

Six professors were interviewed by the school’s newspaper (The Alligator) about racial 

discrimination they experienced at UF. Of the 5,747 faculty on campus, Blacks only make up 

4.14% (238) (https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-

experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-

b3e090b90386.html). Each of the six Black faculty members who were interviewed shared their 

unique experiences of racism experienced on campus. These experiences range from being the 

only minority in their department, the heavy course load, curriculum approval for courses, and 

personal safety on campus. 

On April 13, 2019 Dr. Sharon Austin, an African American political science professor 

was physically threatened by a White man standing in her door making racists comments about 

Black women. He blocked Dr. Austin and her colleague from leaving her office 

(https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-

discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html). The campus 

police was called twice to address the matter by her assistant and when they finally arrived the 

officers did not coming inside of the building. Instead, the police shouted to them from outside 

the building instructing the Black women to push their way past the man. Dr. Austin was very 

disappointed in the way the situation was handled by the campus police. She stated, “I found that 

to be really offensive. I doubt that would have happened if we had been white, and if Black men 

had confronted two white women. I don't think the police would have told them to ‘just come on 

out’” (https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-

https://www.alligator.org/news/black-students-called-racial-slurs-in-snap-van/article_d5164aca-09af-11ea-8bce-430024c333de.html
https://www.alligator.org/news/black-students-called-racial-slurs-in-snap-van/article_d5164aca-09af-11ea-8bce-430024c333de.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
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experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-

b3e090b90386.html). 

Students have also felt unwanted and unwelcomed on campus. One recent spring 2020 

graduate recounts feeling racially profiled by the campus police and would go through great 

lengths by walking the long routes to class to avoid being seen by the campus police 

(https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-

feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html). Another 

student, Oluwayemi Olajubu, recalls overhearing classmates using racial slurs in a class filled 

with non-minority students. These students believe the university should move past making 

promises to action. Mackintosh Joachim, an African American male student and campus 

president of the National Association for the Advancement of Colored People (NAACP) said he 

oftentimes feels like giving up. He recounts incidents on campus throughout his tenure on 

campus; freshmen year White Nationalist, Richard Spencer, visited campus, his sophomore year 

Black graduates were shoved off the stage during a UF ceremony, and his junior year Donald 

Trump visited campus (https://www.alligator.org/news/please-listen-to-us-black-students-

demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-

cb305dabaae2.html). He commented his frustrations by saying, “Something always happens. 

Racial relations in the University of Florida get worse and worse every year” 

(https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-

feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html). 

President Fuch shared a list of initiatives UF will move towards to address racism and 

inequality. Some of these initiatives include requiring racism, bias, and inclusion training for all 

faculty and students and ending the use of prison and jail labor on campus  

https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/holding-uf-accountable-black-faculty-recount-experiences-of-discrimination-on-campus/article_d8ef7df2-e32e-11ea-a0cc-b3e090b90386.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html


 

33 
 

(https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-

feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html). Although 

these are great starting points, students are ready to see more action and less promises. Students 

mentioned without action, the president’s comments will feel like empty promises. 

Problem Statement 

There is a paucity of research on how institutions use social media to disseminate their 

mission and vision. There are even fewer studies which focus on departments within higher 

education, and there are no studies, known to this researcher, that investigate the ways in which 

offices of diversity utilize social media to communicate their mission and vision.  

Theoretical Framework 

 This study was guided by the theoretical framework of Critical Race Theory (CRT). I 

used Critical Race Theory as my theoretical guideline in order to consider both the efforts of the 

diversity office but also the challenges it is facing. The three offices represent frustrations of 

CRT, establishing stories of discrimination as well as the removal of racial segregation and 

inequities.  

CRT explains the phenomenon of using race as a means to maintain the interest of the 

White population. It is believed that the United States is biased towards people of color and has 

established laws in which institutions support these biases 

(https://www.britannica.com/topic/critical-race-theory). Education for African Americans 

attending White institutions can be very problematic due to the embedded legacy of racism. 

However, feelings of alienation are compounded when African Americans attend elite 

Predominately White Institutions (Cooper & Datnow, 2000).  

https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.alligator.org/news/please-listen-to-us-black-students-demand-change-say-they-feel-unsafe-and-unwanted-at/article_0f078cb2-bf0e-11ea-a98d-cb305dabaae2.html
https://www.britannica.com/topic/critical-race-theory
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Derrick Bell’s (1980) interest-convergence theory implies advances toward equality for 

people of color only happen when it benefits the interest of White people. Bell’s theory was 

created upon close examination of the Brown v. Board of Education of Topeka. Bell argued that 

desegregation was ruled illegal not because of White people’s moral obligation to correct a 

wrong but rather it was motivated by the interest of powerful White people (Dixson & Rousseau, 

2014). People of privilege and power will move toward equality for all when it benefits their 

interests and when it does not alter their status or way of life (Milner, 2008). 

Bell’s further investigation of Brown’s decision revealed this case was not merely in 

response to racial inequalities but in the financial and political gains of neglecting segregation in 

this country and abroad (Bell, 1980). The decision offered substantial credibility among Third 

World countries and strained relations among countries decreased as the United States moved 

towards desegregation (Bell, 1980). Policymakers believed segregation was highly problematic 

to the image they wanted to portray internationally and desegregation would improve the 

portrayal of democracy among communist nations (Bell, 1980). This decision also provided 

African Americans with a hope of equality. African Americans began to finally see the Brown 

decision moving in the path of the Declaration of Independence “where all men are created 

equal.” Finally, segregation was preventing the South from moving towards industrialization 

(Bell, 1980). 

 Interest convergence offers explanations beyond the Brown decision. The St. Louis 

desegregation plan of 1982 displays interest convergence. Under the St. Louis desegregation 

plan, African American students were offered to attend the surrounding predominately White 

county districts and during the same time magnet programs were offered in the St. Louis district 

to attract White students to return to the city schools (Dixson & Rousseau, 2006). African 
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American families took advantage of the option to transfer to the White county schools, 

however, fewer White students took advantage of enrolling in the city magnet school.  

 Morris (2001) stated interest convergence can be viewed in the St. Louis desegregation 

plan in two ways; self-interest and impact of threat to the social status of Whites. The White 

county schools reaped the financial increase of gaining more students which served as self-

interest, while the city school district suffered because Whites attending the largely Black 

magnet school was a threat to their social status. 

Although the integration of Black students into predominantly White county schools 

might have represented to African-Americans a step toward greater social and 

educational justice, many White families hesitated to disrupt their status by sending their 

children to the city’s magnet schools just so that racial balancing can occur. For these 

parents, racial balance and equality are secondary to ensuring a quality education for their 

children. (Morris, 2001, p. 592) 

The concept of interest convergence could be apparent in the formation of diversity offices, 

serving the need of institutions and their predominantly white communities such as Auburn, 

Alabama, and Florida.  

Counter-Storytelling is another tenet of CRT which falls under this study. Counter-

storytelling is a way of critiquing the majority views of racial stereotyping (DeCuir & Dixson, 

2004). Counter-storytelling exposes how white privilege reinforces and supports unbalanced 

social perspectives between whites and people of color (Hunn, Guy & Manglitz, 2006). Counter-

storytelling stands in disagreement with majoritarian perspectives and often excludes the views 

of people of color, gay, poor, and women (Hunn, Guy & Manglitz, 2006). Counter-storytelling 
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seeks to reveal sexist, homophobic, racist narratives and provides social, cultural and political 

cohesion for marginalized groups (Hunn, Guy & Mangalitz, 2006).  

The use of social media at the institutions in this study may serve as a platform for 

counter-storytelling for Offices of Diversity and stakeholders. Through social media, Offices of 

Diversity share perspectives of marginalized groups on campus. These platforms elevate fights 

against the majoritarian culture and shines a light on marginalized groups’ traditions, 

communities, homes, cultures, and needs. 

Whiteness within higher institutions can impede African American’s educational 

experiences because the creation of PWIs were embedded in racial hierarchy (Bourke, 2016). 

The use of CRT tenets at PWIs can bring awareness to how higher education institutions 

reinforce discrimination and racism (Lewis & Shah, 2019). CRT tenets can unmask the deeply 

rooted systemic practices of PWIs and provide the necessary tools to combat these oppressive 

structures. The constructs of CRT can assist campus leaders and students to recognize and 

dismantle negative outlooks which have been embedded within the initiatives, curriculum and 

institutional policies (Lewis & Shah, 2019).  

 The central components of CRT consist of Unmasking Colorblindness, Race, Class, 

Welfare, Poverty, and Globalization (Delgado & Stefancic, 2017). CRT guided the formulation 

of research questions, participant selection, data collection, and data analysis. Researchers of 

CRT focus on three goals: stories of discrimination from the perspective of people of color and 

the removal of racial subjugation in order to address the areas of gender, class, and any inequities 

experienced by individuals (Creswell, 2013). This research primarily focused on two tenets of 

CRT: Interest Convergence and Counter-Storytelling. 
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Purpose Statement 

The purpose of the research endeavor was to explore the ways in which Offices of 

Diversity utilized social media to communicate to its stakeholders. In addition, this research 

described ways in which the Offices of Diversity use social media to build their programs. This 

study identified how the Offices of Diversity utilize various social networking sites (SNS), and 

examine how the Chief Diversity Officer (CDO) used SNS to engage stakeholders to advance the 

Office of Diversity’s mission. 

This research closely analyzed which SNS the CDO used, and examined the last 

institutions to hire a CDO within the SEC: Auburn University, The University of Alabama, and 

The University of Florida. The goal of the study was to examine practices of the Offices of 

Diversity and determine how these practices improved engagement and interaction between 

these offices and stakeholders.  

Research Questions 

According to Williams and Wade-Golden (2013), diversity goals for universities should 

establish an inclusive and multicultural campus climate, enhance access and equity for 

historically marginalized groups, prepare all students to live and work in a globally diverse 

world, and enrich international and domestic research and scholarship advancements. 

Considering these diversity goals, this study specifically focused on the following research 

questions: 

1.  How do Offices of Diversity and Inclusion use social media to communicate their 

message to important stakeholders? 

2.  How do Offices of Diversity use Facebook to communicate their message of inclusion? 

3.  How do Offices of Diversity use Twitter to communicate their message of inclusion? 
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4.  How do Offices of Diversity use YouTube to communicate their message of inclusion? 

5. How do Offices of Diversity use other social media platforms to communicate their 

message of inclusion? 

Significance of the Study 

Auburn University, The University of Alabama, and The University of Florida were the 

last three institutions to hire CDOs within the SEC. Segregation was deeply rooted in 

Predominately White Institutions (PWIs) before and during the Civil Rights Movement. 

Historical accounts demonstrate that large Higher Education Institutions (HEIs) within the South 

resisted attempts of desegregation. Desegregation was ushered in with widespread violent 

protests and resistance from White Southerners (Marlow & Rowland, 1989). The resistance was 

particularly led by White Southerners of power and authority. These leaders expressed the belief 

that the status quo challenged their way of living, therefore their actions were deliberate and 

intentional to keep their constituents satisfied and solidified their political agendas. For example, 

Governors Faubus (Arkansas), Barnett (Mississippi), and Wallace (Alabama) displayed such acts 

of resistance to integration (Edmonson et al., 2011).   

 This study will significantly add to the body of literature on the Office of Diversity. This 

study will also fill the gap in the literature concerning how CDOs use Social Network Sites 

(SNS) to relay their message of inclusion. This research will be beneficial to institutional leaders, 

practitioners, and stakeholders, and may build relationships between the Offices of Diversity, 

institutions, and stakeholders.  

 This research will contribute to the body of literature because it will explore ways in 

which students use SNS to receive information. SNS are powerful tools in getting information 

across to students because these are ways in which students receive valuable information and 
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communicate with their peers. Social Networking Systems are meaningful communication tools 

students for students to use communicate and receive information. HEIs use SNS to stay 

connected to students and keep them abreast of relevant information. 

This study will benefit the institution in three ways. First, institutions will have a better 

understanding of the ways in which the Offices of Diversity utilize social media. Second, 

institutions will benefit from this study by having a better understanding of how social media 

should be integrated to promote its message of inclusion. Third, policymakers will benefit from 

the findings of this study by discovering strategies involving SNS that will bring the Offices of 

Diversity into the mainstream of campus involvement. 

Practitioners in this study are identified as Chief Diversity Officers (CDOs). Practitioners 

will benefit from this study in three ways. First, CDOs will gain a new perspective regarding the 

meaningful ways in which SNS can be used. Second, practitioners will gain a better 

understanding of how diversity initiatives can be promoted through social media. Practitioners 

will be able to identify how the initiatives will be interwoven into the campus environment. 

Finally, practitioners will be able to identify ways in which various SNS can be used to promote 

diversity standards within the curriculum and through organizational diversity programs and 

implemented throughout campus. 

Stakeholders will benefit from this study in three ways. First, stakeholders will have a 

more transparent way of identifying the manner in which the Office of Diversity communicates 

its message of inclusion through social media. Second, stakeholders will have multiple ways to 

communicate with the Office of Diversity through social media. Third, stakeholders will be able 

to participate and share events with friends and followers by utilizing social media platforms. 
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Philosophical Assumptions 

 This research was conducted on the basis of the philosophical assumptions of 

constructivism. Ontologically, it is assumed that multiple realities exist and are constructed by 

means of lived experiences and social interactions. Epistemologically, it is assumed that reality is 

co-constructed between the researcher and the researched. Axiologically, it is assumed that 

individual values are honored and negotiated among individuals. As such, it is also assumed that 

research is value-laden. Methodologically, it is assumed that research is emergent and that 

findings are best attained through consensus (Lincoln & Guba, 1985). 

Limitations 

 The focus of this study was to closely examine how the Offices of Diversity at Auburn 

University, The University of Alabama, and The University of Florida use social media to 

promote their mission and vision. The findings of the study will be credible based upon the skill 

of the researcher in collecting and analyzing the data. Another limitation of the study includes 

the researcher as the instrument of data collection and analysis, which can lead to bias in study 

results. All efforts were made by the researcher to recognize and address potential biases. These 

strategies are described further in Chapter 3.  

Delimitations 

In all research, there is a need to delimit the study. In an effort to produce rich, in-depth 

findings, this research was delimited to the following three institutions: Auburn University, The 

University of Alabama, and The University of Florida. These institutions have exhibited 

resistance in the past to racial equity and equality among the student body, faculty, and staff. 

These institutions are large research institutions within the SEC and located in the southeastern 

portion of the United States.  
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Delimitations of this study included restricting the study to the locations of these 

universities. These institutions are the last institutions to hire a CDO in the SEC; therefore, a 

need exists to conduct an in-depth study in order to consider an environment with apparent 

resistance to appointing a CDO. In-depth analysis was conducted to identify how these Offices 

of Diversity interact with stakeholders and identify how social media is used to promote their 

missions and visions. Interviews were conducted with individuals responsible for posting and 

maintaining interactions on social media. 

Conclusion 

Social media is a valuable asset in society. It is also an essential commodity within HEIs. 

Institutions use SNS to engage and recruit students, communicate with alumni, and highlight 

academic and athletic programs. The three primary SNS this research addressed are Facebook, 

YouTube, and Twitter. These three SNS were chosen because they are commonly used by 

institutions and students alike. According to Digital Information World website, Facebook ranks 

the most commonly used social media platform, followed by YouTube, Facebook Messenger sits 

at third place while Twitter shares fourth place rank with WhatsApp and Instagram. 

(https://www.digitalinformationworld.com/2019/01/most-popular-global-social-networks-apps-

infographic.html). These Offices of Diversity will thrive or suffer based on how they utilize SNS 

to communicate with their stakeholders. Defining how these Offices of Diversity use social 

media to communicate their mission and vision could significantly enrich the depth of diversity 

on campus. 

https://www.digitalinformationworld.com/2019/01/most-popular-global-social-networks-apps-infographic.html
https://www.digitalinformationworld.com/2019/01/most-popular-global-social-networks-apps-infographic.html
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CHAPTER 2 

LITERATURE REVIEW 

Social media is used among postsecondary institutions in many ways. Although 

pamphlets, brochures, and other outreach printed material are still being used, most students 

prefer electronic sources of communication involving their institution of choice (Rogers, 2016). 

Universities use social media to increase communication among university groups, increase and 

promote the institution’s marketing value/brand, and increase positive connections. Admissions 

offices frequently use social media to recruit, build rapport, and influence potential students; this 

process establishes a relationship between the student and the institution based on social media.  

There is a delicate dance among the university and targeted groups which must be closely 

managed and maintained for advancement. If these relationships can cohabitate in a nurturing 

environment, the outcome may be a fruitful union. This literature review will focus on CDOs and 

their offices, continue with a discussion of Social Networking Systems (SNS) and some of the 

possibilities of a fruitful union between CDO offices and SNS, and conclude with an overview of 

the three institutions’ histories especially in regard to the enrollment of the first African 

American students. This is an extensive discussion because it exemplifies how institutions create 

expectations for students to use SNS for students to better understand the institution. 

The Beginning Work of the CDO 

 The CDO should begin by building relationships. In an effort to move the diversity 

agenda forward, it is necessary for the CDO to build relationships in various areas: marketing 

and communication, admissions, faculty development, human resources, academic deans and 
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others (Williams &Wade-Golden, 2013). Additional responsibilities include focusing on climate 

issues of the campus, developing credibility and trust among stakeholders, and identifying short-

term and long-term goals and possible challenges (Arnold & Kowalski-Brown, 2012). Listening 

to people from various levels (faculty, staff, administrators, and students) will provide the CDO 

with 360-degree view of the campus needs. According to Arnold and Kowalski-Brown (2012), 

once organizational leaders have an understanding of organization’s culture, they are able to 

make decisions which will solicit the support of various groups on campus. 

 According to Arnold and Kowalski-Brown (2012), it is extremely beneficial for the CDO 

to understand the politics of the institution and the state. Developing a hands-on approach to 

meeting with trustees and advocacy groups should be a high priority for the CDO. Two strategies 

to build connections may include making public appearances at various events on campus and 

delivering keynote speeches. Being approachable, flexible, and available are essential traits to 

creating a trusting relationship.   

Developing external relationships are significant as well. Serving on boards outside of the 

institution may create opportunities for relationships with alumni, business leaders, and local 

agencies (Arnold & Kowalski-Brown, 2012). A CDO’s new role will require a hands-on 

approach to creating a more diverse climate on campus. The CDO should have a genuine 

commitment to creating systemic change on campus and a strong desire and established work 

ethic to fostering and deepening relationships, which can lead to a more inclusive and diverse 

campus. 

The Role of the Chief Diversity Officer (CDO) 

The evolution of CDOs has transcended beyond compliance, retention, and recruitment to 

policy, climate, curriculum, and research (Stuart, 2010). A distinguishable factor in the role of 
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the current CDO is the focus on building sound policies and infrastructure that incorporate 

diversity at its center (Worthington et al., 2014). The CDO is considered the facilitator of 

diversity integration on campus rather than the sole responsible party of institutional diversity 

(Pittard, 2010). The work of the CDO can be isolating due to the fact that they are hired outside 

of the institution, with limited or non-existent administrative relationships established (Jaschik, 

2011). They can also be restrained by the senior administration who utilizes the position of CDO 

as a form of manipulation to prohibit the influence of change among the administration which 

appointed the CDO (Nixon, 2017). 

Tierney (1988) stated that in order for institutional change to occur on campus, leaders 

must fully understand the organizational culture or the institution. Once leaders have a grasp on 

the organizational culture, they are in a better position to garner support of its constituents and 

make encompassing decisions to benefit all. Higher education institutions (HEIs) are considered 

a melting pot of many multi-ethnic backgrounds, gender identities, sexual orientations, religions, 

and disabilities among faculty and students; therefore, institutions should create more 

opportunities for diverse people and help them thrive in these nuanced environments (Tierney, 

1993). In order for CDOs to maneuver systemic change on campus, they must be given the 

authority and resources to make diversity a reality. Arnold and Kowalski-Braun (2012) 

suggested that in order for CDOs to serve institutional constituents, they need access to utilize 

institutional resources. 

The CDO should seek opportunities to collaborate and engage the campus to develop a 

better understanding of their leadership and how they influence diversity on campus. The 

reporting structure of the office can help or hinder with the work of the CDO. The support staff, 

rank, resources, and reporting structure may stunt the work of the CDO (Leon, 2014). In order 
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for CDOs to be successful in diversifying the campus, institutional leaders must see diversity as a 

significant priority. The administration should select the best Archetype of Vertical Authority 

(discussed below) and CDO ideal for the institution. CDOs are considered transformational 

leaders, and therefore the campus should symbolize this effort. 

Professional Standards of the CDO 

 The National Association of Diversity Officers in Higher Education (NADOHE) created 

12 standards for professional practice for CDOs (Worthington et al., 2014). These standards 

serve as a blueprint for diversity implementation on campus. Standard One states the CDO “has 

the ability to envision and conceptualize the diversity mission of an institution through a broad 

and inclusive definition of diversity” (Worthington et al., 2014, p. 230). This standard implies 

CDOs help the institution define and expand the meaning of diversity as it is seen through many 

lenses.  

Figure 1 

 Three-dimensional model of higher education diversity (Worthington et al., 2014) 
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Standard Two states the CDO “understands, and is able to articulate in verbal and written 

form, the importance of equity, inclusion, and diversity to the broader educational mission of 

higher education institutions” (Worthington et al., 2014, p. 231). CDOs have the ability to 

express verbally or in written form the significance of diversity and inclusion to all stakeholders 

and connect it to the institution’s mission. 

 Standard Three states the CDO “understand the contexts, cultures, and politics within the 

institutions that impact the implementation and management of effective diversity change 

efforts” (Worthington et al., 2014, p. 231). This standard reflects how CDOs view their influence 

of stakeholders and the advancement of diversity and inclusion on campus while maintaining 

administrative acumen in this role. Standard Four states the CDO “has knowledge and 

understanding of, and is able to articulate in verbal and written form, the range of evidence for 

the educational benefits that accrue to students through diversity, inclusion, and equity in higher 

education” (Worthington et al., 2014, p. 231). This standard suggests the CDO has the ability to 

understand and articulate how diversity activities and programing can enhance institutional 

operations for students at multiple levels. 

 Standard Five states the CDO “has an understanding of how curriculum development 

efforts may be used to advance the diversity mission of higher education institutions” 

(Worthington et al., 2014, p. 231). This standard focuses on how diversity is implemented 

throughout the curriculum. Diversity goals should be reflected in the ongoing practices of 

teaching among the faculty. Standard Six states that “the CDO has an understanding of how 

institutional programming can be used to enhance the diversity mission of higher education 

institutions for faculty, students, staff, and administrators” (Worthington et al., 2014, p. 231). 

This standard explores how the CDO works with faculty, staff, administrators, and students 
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through presentations, outreach opportunities, workshops, focus group sessions, conferences, 

seminars, restorative justice, and town hall meetings to engage all stakeholders. 

 Standard Seven states the CDO “has an understanding of the procedural knowledge for 

responding to bias incidents when they occur on college or university campuses” (Worthington 

et al., 2014, p. 231). In incidents of hate crimes on campus, CDOs offer support to victims, assist 

with the reporting process, communicate with law enforcement, and consult with administrators, 

the community, and students. The CDO is involved in these processes in order to bring 

restorative order back to the campus. Standard Eight states the CDO “has basic knowledge of 

how various forms of institutional data can be used to benchmark and promote accountability for 

the diversity mission of higher education institutions” (Worthington et al., 2014, p. 232). The 

CDO is responsible for identifying the educational benefits of diversity through a variety of 

assessment tools. The analysis of the assessment tools can reflect positive gains on campus and 

promote accountability. 

 Standard Nine states the CDO “has an understanding of the application of campus 

climate research in the development and advancement of a positive and inclusive campus climate 

for diversity” (Worthington et al., 2014, p. 232). CDOs often use consultants to conduct climate 

research on campus in order to promote and engage change on their campus. Standard Ten states 

the CDO “broadly understand the potential barriers that faculty face in the promotion and/or 

tenure process in the context of diversity-related professional activities” (Worthington et al., 

2014, p. 232). The CDO provides support, helps recruit, and advocates for diverse faculty 

members. 

 Standard Eleven states the CDO “has current historical knowledge related to issues of 

nondiscrimination, access, and equity in higher education institutions” (Worthington et al., 2014, 
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p. 232). The CDO should have an understanding of institutional policies as well as state and 

federal nondiscrimination laws. The CDO has the challenge of integrating these policies and 

laws on campus to promote a more inclusive campus climate. Standard Twelve states the CDO 

“has awareness and understanding of the various laws, regulations, and policies related to equity 

and diversity in higher education” (Worthington et al., 2014, p. 232).  

The CDO needs to have an awareness of local, state, and national policies and laws 

regarding equity, inclusion, and diversity in higher education. The knowledge of these laws (i.e., 

non-discrimination, equal access, harassment) will assist the CDO in understanding any 

limitations which may restrict their role. Understanding various laws and policies will give the 

CDO a better awareness of their functions. 

Characteristics of an Effective CDO 

 The CDO contributes greatly to the institution’s climate and tolerance level involving 

diverse matters on campus. Therefore, the CDO must possess specific characteristics to unite 

students, faculty, staff, alumni, and senior leadership in making diversity a priority for everyone. 

Based upon the existing research, the following eight characteristics are necessary for an 

effective CDO: prepared for resistance, inclusive, strategic change-agent, navigate political 

waters, a bridge-builder, relational, resourceful, and a masterful communicator (Williams & 

Wade-Golden, 2013). The CDO can be better prepared by sharpening these skillsets in these 

areas. 

 Once the CDO position is created and the CDO is hired, it is realistic to expect levels of 

resistance. Harvey (2014) stated that CDOs should expect some level of resistance from students, 

administrators, faculty, and alumni. Oftentimes students, administrators, faculty, and alumni 

enjoy privileges of legacy preferential treatment of the institution which may cause them to resist 
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changes that will challenge those privileges. Expecting resistance better prepares the CDO to 

respond to it. 

 Inclusive excellence is often used to describe the highest level of administrative 

authority. Inclusive excellence is projected in the strategic plans, institutional missions, and the 

physical, human, and fiscal resources (American Association of State Colleges and Universities, 

& National Association of State Universities and Lang-Grant Colleges Task Force on Diversity, 

2005). There is a need to expand inclusivity on college campuses among all representations; 

students, administrators, and faculty (Worthington et al., 2014).  

Institutions of higher learning should resemble inclusive learning environments. 

Fortunately, the CDO, within his/her duties, has the potential to produce a more inclusive 

campus environment through the curriculum and by assisting in the hiring process of more 

diverse faculty and staff. By bringing all entities together, the CDO is able to be a key 

contributor to inclusiveness on campus. 

 CDOs are considered change-agents on campus. Williams and Wade-Golden (2007) 

stated that CDOs are considered change-management specialists. CDOs collaboratively work 

with stakeholders to implement change on campus. They also possess the leverage to initiate 

institutional change among senior leadership. CDOs work diligently to change the culture and 

climate on campus to increase the benefits of diversity (Williams & Wade-Golden, 2013). The 

encompassing diversity goals assist in creating the change on campus: Develop curricular and 

co-curricular initiatives to prepare students to work and live in a global and diverse world; 

advance diversity-themed research to develop a more board understand of diversity issues 

domestic and abroad; increase equity and access for underrepresented groups; and develop a 

more inclusive and multicultural environment on campus (Williams & Wade-Golden, 2013). 
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 In order for CDOs to implement diversity goals on campus, they must develop skills that 

will help them maneuver political challenges. Navigating the political waters on campus requires 

patience and relational prowess. CDOs must be able to understand the internal and external 

political environment and delve into organizational politics to master becoming a diversity leader 

(Williams & Wade-Golden, 2013). In order to create lasting institutional change, CDOs must 

collaborate with senior administrators/leaders: president, provost, chancellor, and faculty (Cox, 

2001). In order to create these meaningful relationships, the CDO must learn to navigate the 

political silos among these leaders.  

 Connecting and collaborating with senior leaders, faculty, staff, students, and alumni 

requires the efforts of a bridge-builder. A study conducted by Williams and Wade-Golden (2013) 

indicated 93% of CDOs identified the significance of establishing off-campus relationships in 

order to build a strong foundation for diversity on campus. For example, the CDO, alumni, and 

development office at one institution collaborated to create an event to match prominent minority 

alumni with undergraduate students. The CDO built a bridge by working with other entities to 

create an initiative for current undergraduate students, this could not have been done without the 

CDO extending the opportunity to collaborate. The CDO must build productive relationships 

with admissions, marketing and communications, academic deans, and human resources to 

spread diversity throughout the campus (Williams & Wade-Golden, 2013). Building bridges to 

establish powerful and productive relationships on campus is a positive contributor to the 

effectiveness of the CDO. 

 Williams and Wade-Golden (2013) argued that CDOs must be “relational leaders who 

can inspire and supervise the people and units that report directly to them” (p. 98). Being a 

relational leader implies that the CDO must possess the ability to relate, identify, and work with 
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others to enlarge the diversity agenda. CDOs cannot work in silos to accomplish this task. CDO 

should seek opportunities to build networking opportunities in formal and informal settings. One 

CDO discussed the importance of being relational: 

I attend a number of events to ensure that I get to know my president and his family, and 

my VP and Dean colleagues and their families, in a social as well as professional 

environment. This makes it much easier for me to talk with them as equals on issues of 

importance, to gain their support-and avoid their objections. (Williams & Wade-Golden, 

2013, p. 85) 

 Arnold and Kowalski-Braun (2012) stressed the importance of the CDO being 

resourceful, “it is important that the CDO be allocated sufficient resources to carry out necessary 

functions and serve all constituencies” (p. 31). The CDO must be given access to resources to 

move the diversity agenda forward. CDOs need to have access to institutional resources. By 

using the leverage of their resources, given to them by the institution, the CDO can have a 

stronger presence on campus. CDOs should have the budgetary resources to hire and align ODEI 

that best serve the institution. With limited financial resources, the CDO will become isolated 

and frustrated in their endeavors to move diversity initiatives forward.  

 Effective communication is essential to any relationship; even more so as the CDO. One 

of the most valuable skills needed by a CDO is the ability to communicate verbally and in 

writing. “Because the CDO is trying to lead change, he or she must be able to build evidence-

based arguments and market these ideas to different constituencies” (William & Wade-Golden, 

2013, p. 145). In order to carry this message as an effective communicator to broad audiences, 

the CDO must hire staff to promote communication and who are themselves excellent 

communicators.  
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According to the experts, the most effective CDOs and ODEI were the staff who were 

fluid in transferable skills: ability to communicate, critical thinkers, team workers, problem 

solvers, and conducting difficult tasks (Williams & Wade-Golden, 2013). All the transferable 

skills of the CDO and ODEI require a great level of communication skills. Communication 

undergirds all of the other skillsets. 

Archetypes of Structure 

There are four models of archetypes of structure of the CDO; Collaborative Officer 

Model, Unit-Based Model, Portfolio Divisional Model, and the Multi-Institutional Model. Each 

archetype has different levels of staffing and resources. The archetype underline the CDO’s span 

of control. This involves a group of people reporting to a particular position. An archetype 

determines the pattern of vertical authority and infrastructure (Williams & Golden-Wade, 2013). 

Selecting the archetype determines they type of formal authority the CDO will have, in addition 

to the financial and staff resources which will be available to the CDO (Williams & Golden-

Wade, 2013).  

This research focused on only three archetypes. The Multi-Institutional Model is not 

applicable to this study. This particular archetype allows the CDO to oversee diversity leadership 

over a statewide system of institutions and reports to the president (Williams & Wade-Golden, 

2013). The CDO of Multi-Institutional Model provides training and support to campus diversity 

leaders, chancellors and works closely with trustees. The CDO under this model oversees multi-

campuses and in addition, has institutional responsibility of each campus (Williams & Wade-

Golden, 2013). This model is not correlated to the institutions in this study therefore it will not 

be fully explored in this research.  
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Figure 2  

Collaborative Officer Archetype of CDO Structure (Williams & Wade-Golden, 2013)  

 

The Collaborative Officer Model 

The Collaborative Officer Model can be defined as the one-person-show. The CDO has 

limited hiring input. The Collaborative Officer has a small support staff and is usually the only 

administrator in the office with one student employee and shares an administrative assistant, with 

another office (Williams & Wade-Golden, 2013). Institutions utilizing this model are limited 

with incorporating programs on campus. The Collaborative Officer Model has limited human 

resources and usually relies on collaborative relationships and lateral coordination (Williams & 

Wade-Golden, 2007). 

 The Collaborative Officer Model stretches the role of the CDO thin with its limited role 

of influence and small support staff (Williams & Wade-Golden, 2007). In order for this model to 

be successful, it requires the CDO to rely heavily on senior administrators. This office does not 

have staff or direct reporting units, and individuals experience high levels of burnout (Williams 

& Wade, 2013). The Collaborative Officer Model is responsible for creating allies with senior 
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administrators in order to become effective and efficient on campus. A CDO at a Midwestern 

liberal arts school stated: 

I just refer to it as the burnout model because that is what it does. If you do not have staff 

or resources, but you do have responsibilities, you just burn yourself out. It does not 

matter if you are at a large university or a small college. To get your hands around faculty 

diversification, student achievement, and the campus climate, you need office staff and 

resources, otherwise, you cannot even get the conversation going. (Williams & Wade-

Golden, 2013, p. 170) 

The Collaborative Officer Model is cost-effective and symbolizes a commitment of 

diversity. This position maintains the current organizational structure on campus and allows the 

CDO to be an expert on matters of diversity. However, the Collaborative Officer Model limits 

the CDO’s ability to network with other administrators and adversely elevates senior 

administrators over the CDO. This imbalance of influence establishes the CDO as a thought 

leader but one who has insignificant means for incorporating new directives (Williams & Wade-

Golden, 2013). 
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Figure 3 
 
Unit-based Model of Chief Diversity Officer archetypal structure (Williams & Wade-Golden, 
2013)  
 

 

The Unit-Based Model  

 The Unit-Based Model utilizes lateral leadership influence but it has a more vertical 

leadership presence among senior leadership. The Unit-Based Model has an administrative team 

to carry out diversity initiatives. The staff and larger office spaces require larger budgets to hire 

versatile staff members. Core team members are needed to diversify the office. Members may 

include experts in digital media, project management, intergroup relations, diversity education, 

community relations, leadership development, curriculum transformation, legal affairs, conflict 

resolution, and student development (William & Wade-Golden, 2013). 

 The core team adds value and brings perspective to the Unit-Based Model (William & 

Wade-Golden, 2013). The variety of this team allows the office to impact and influence the 

mission and scope of the university. The core team is able to offer a broad range of support to 

students, faculty, and staff through their varied expertise, training, and experiences. Because of 
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the variety of skillsets of the core team, the CDO is given more opportunity to create more 

collaborative relationships with senior administrators. 

 The Unit-Based Model is integrated into the campus organizational structure and is 

symbolic of the institution’s commitment to diversity (Williams & Wade-Golden, 2013). This 

model allows for more collaboration among administrators, faculty, staff, and departments. 

Under this model, the CDO is allowed to provide their expertise in matters of diversity. It 

provides a more structured office than the Collaborative Officer Model. This model has the 

capacity to create more diversity initiatives because of the expertise of the core team. The core 

team is an asset to the CDO. Core team members can provide trainings, special meetings, and 

conferences to move the diversity agenda forward (Williams & Wade-Golden, 2013). 

 There are some drawbacks to the Unit-Based Model. This model is more cost-intensive 

due to the hiring of core team staff. There is potential for conflict among outside campus 

diversity units along with other campus-wide units not associated with Unit-Based Model 

(Williams & Wade-Golden, 2013). Institutions should have a preventive plan in place to combat 

potential conflicts among various units on campus. 

Portfolio Divisional Model 

The Portfolio Divisional Model is the most complex and least prevalent Archetype of 

Structure. Only 28% of institutions have this model (Williams & Wade-Golden, 2013). Large 

research institutions utilize this model more than the other models. Forty-two percent of CDOs 

are hired as the vice president, vice chancellor, or vice provost and 28% are associate vice 

provost, associate vice chancellor, or associate vice president (Williams & Wade-Golden, 2013). 

The Portfolio Divisional Model relies on collaboration among the core team. The reporting 

dynamics is the contributing factor to the success of this model. 
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Figure 4 
 
Portfolio Divisional Model of organization structure (Williams & Wade-Golden, 2013) 
 

 

The noticeable feature of this model is the direct reporting within this office to the CDO. 

There are 10 possible categories which fall under this model: Research centers and institutes, 

retention and pipeline initiatives, cultural centers, training and development, minority and 

multicultural affairs, general administration student support services, international affairs, ethnic 

and gender studies, community outreach, and affirmative action and equity (Williams & Wade-

Golden, 2013). This model can be expanded to accommodate the needs of the institution. It can 

be a one direct reporting unit with five people or as broad as 30 units with 300 people (Williams 

& Wade-Golden, 2013).   

The Portfolio Divisional Model can report to the provost or directly to the president. 

Under this model, the CDO can work vertically and laterally with a multitude of diversity units, 
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supervise a core team, and manage the advisory board. The CDO can collaborate with 

stakeholders, committees, academic leaders, and diversity units to build relationships regardless 

of rank and title (Williams & Wade-Golden, 2013). CDOs have leverage to adapt their leadership 

roles by operating solely in administrative silos. By utilizing this leverage, the CDO can 

strengthen collaborative connections throughout the campus. 

The Portfolio Divisional Model allows diversity units to pool resources and strengthen 

their influence (Williams & Wade-Golden, 2013). Pooling resources and working as a collective 

unit limits the overlapping of similar projects and initiatives and creates a more accountable 

alignment among resources. This model is also the most structured model which promotes 

vertical and lateral collaborations. This model, in particular, sends a profound message of the 

commitment of diversity to stakeholders, the community, and potential students (Williams & 

Wade-Golden, 2013). 

Although there are significant measures of strength to this model, there are also some 

drawbacks to this model. This model can create organizational conflict on campus with campus 

structure, and it is the most cost-intensive model among other models. Combining diversity units 

may be viewed as ‘ghettoizing’ the office (Williams & Wade-Golden, 2013).   

The CDO configurations provide benefits of a reporting structure (Leon, 2014). 

Reporting structure helps strengthen alliances among various levels of hierarchy. These 

structures also improve communication among reporting units within the office. The Portfolio 

Divisional CDO Configuration allows more shared delegating responsibility within the structure 

(Leon, 2014).  

For all three models, communication is highly important, and today social media provide 

a powerful means for communication. Social media makes the dissemination of information 
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readily available for all. Social media marketing spending in America was $17.34 billion in 2019 

(https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-

education/). Eighty-eight percent of young adults ages 18-29 use social media and consider it a 

valuable asset “Social media has become the younger generations’ primary means of interacting 

with the world,” explained digital marketer Jylian Russell. “Unsurprisingly, they’re also actively 

applying their love for social to their post-secondary lives—using it to inform everything from 

their school selection to course choices. For professional communicators working within post-

secondary, attention to this shift is critical.” 

(https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-

education/). Some of the benefits of social media in higher education include: experiential 

marketing, promoting research and innovation, connecting with students and alumni, increasing 

fundraising campaigns, and staying abreast of current trends 

(https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-

education/). 

Social Media and Social Network Systems 

Social media is a tool used by many people, institutions, and businesses. Social media 

allow its user to share information easily through desktop, tablet, or a mobile device 

(https://www.thebalancesmb.com/what-is-social-media-2890301). Social media is a key player 

in marketing a businesses. Social media is also used to connect with friends, however it can also 

be used to engage with people from different communities 

(https://whatis.techtarget.com/definition/social-networking). Higher education institutions are 

businesses as well as instructional and educational centers. In order to navigate and connect with 

students in this digital era, institutions rely heavily on social media to engage students. Social 

https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-education/
https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-education/
https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-education/
https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-education/
https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-education/
https://blogs.unsw.edu.au/thedigitalage/blog/2018/07/how-to-leverage-social-media-in-higher-education/
https://www.thebalancesmb.com/what-is-social-media-2890301
https://whatis.techtarget.com/definition/social-networking
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media is more popular than ever because of Social Networking Sites (SNS) such as Facebook, 

Twitter, and LinkedIn (https://whatis.techtarget.com/definition/social-networking). This research 

will focus primarily on three social media platforms; YouTube, Facebook, and Twitter and how 

Offices of Diversity utilize these platforms to communicate their mission and vision. The 

following discussion provides an overview of each platform as well as some challenges that the 

platforms have faced, serving as a reminder that they are not perfect solutions to interpersonal 

communication. 

The Impact of Social Media 

CDOs play a critical role in implementing diversity initiatives throughout campus. CDOs 

have to rely on social media platforms as an effective means of communicating with faculty, 

students, potential students, parents, and stakeholders. Social media is the gateway for 

connecting to the world. One-third of the global population utilizes social media platforms 

(https://ourworldindata.org/rise-of-social-media); therefore, it is advisable for higher education 

administrators to leverage this tool to their advantage. The world-wide-web has evolved 

throughout the years. During its infancy, professors may have been leery of students citing web-

based sources for research. However, the internet has become the foundation and launch pad for 

social media to evolve and connect people in a more intimate way. Over the years, social media 

has become a tremendous asset to higher education institutions. CDOs can capitalize on this 

social media trend by using it to advance their vision and mission. 

Social media platforms are numerous and all serve different purposes. Social media 

networks include some of the following: Telegram, WhatsApp, Reddit, Skype, VKontakte, 

Wattpad, Tumblr, Meetup, Ask.fm, Flickr, Weibo, and Odnoklassniki. Some of the most popular 

social media platform are LinkedIn, Facebook, Twitter, Instagram, Pinterest, and YouTube. It is 

https://whatis.techtarget.com/definition/social-networking
https://ourworldindata.org/rise-of-social-media
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advantageous for university leaders, administrators, and faculty to use these platforms to their 

benefit. For example, branding is a significant component of higher education that can be 

enhanced through social media. Brand logo, brand consistency (Alessandri et al., 2006), brand 

meaning (Teh & Salleh, 2011), brand image (Chapleo, 2007), brand identity, brand awareness 

brand personality, and brand association (Opoku, 2005) impact the reputation and legacy of the 

institution. 

Social media allow institutions to craft their image to their targeted audience. These 

platforms are a relatively inexpensive medium for institutions to use to create appealing brands. 

This communication strategy causes positive outcomes for the brand and reaches a broader 

audience (Rutter et al., 2016). Higher Education Institutions (HEI) have numerous stakeholders 

for whom they are responsible, therefore HEIs are considered corporate brands (Roper & Davies, 

2007). Corporate brands reap tremendous benefits from social media. There is a significant 

correlation between recruitment and social media. Potential students ages 15 to 19 are 

consistently engaged in social media (Liang et al., 2010). HEIs benefit from student engagement 

and use of social media, especially Twitter and Facebook, in their recruitment efforts 

(http://corporateenvelope.com/SocialMediaAndAdmissions.pdf). The greater their presence on 

social media, the greater the brand’s influence.  

How Higher Education Institutions Use YouTube 

Many postsecondary institutions use YouTube to highlight special features of the 

institution. YouTube videos can be uploaded to showcase guided campus tours, 

student/faculty/staff testimonials, and highlights of school programs. Additionally, institutions 

can host a questions and answers segment and live stream campus events (https://www.higher-

education-marketing.com/blog/youtube-schools). Students often use YouTube to learn more 

http://corporateenvelope.com/SocialMediaAndAdmissions.pdf
https://www.higher-education-marketing.com/blog/youtube-schools
https://www.higher-education-marketing.com/blog/youtube-schools
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information about their potential college/university; therefore, it is advantageous for institutions 

to promote their strengths on YouTube (https://www.capturehighered.com/higher-ed/better-

youtubing/) by creating videos to highlight academic programs, scholarship information, 

admissions procedures, campus life, sporting events, and student organizations. 

Students frequently use YouTube to learn, communicate, and connect with their potential 

school. Student preference for YouTube suggests that they lean more towards the digital imagery 

(https://www.capturehighered.com/higher-ed/better-youtubing/). Potential students are highly 

visual and use the internet to study, interact, work, and contribute. More than 50% of student 

prefer to visually chat; (https://www.capturehighered.com/higher-ed/better-youtubing/) therefore, 

colleges should have open and personal ways of communicating with both potential and enrolled 

students by using social media platforms. 

How Higher Education Institutions Use Facebook 

Matney and Borland (2009) revealed in their study, that 85%-99% of students ages 18 to 

28 use Facebook. Since Facebook is the largest social media network, colleges and universities 

can leverage this platform to interact with potential students. The best Facebook pages are not 

just aesthetically appealing, they are engaging (https://blog.hubspot.com/marketing/best-college-

facebook-pages). Top ranked Facebook pages engage visitors with videos, photos, and 

campaigns. These institutions cross-promote on different social media platforms 

(https://blog.hubspot.com/marketing/best-college-facebook-pages). 

Universities use Facebook to share significant achievements and important, historical 

milestones of the institution (https://buffer.com/library/facebook-for-universities). Using 

Facebook, institutions can collect the reviews and ratings of students. Engaged institutions 

respond to reviews, especially negative responses (https://buffer.com/library/facebook-for-

https://www.capturehighered.com/higher-ed/better-youtubing/
https://www.capturehighered.com/higher-ed/better-youtubing/
https://www.capturehighered.com/higher-ed/better-youtubing/
https://www.capturehighered.com/higher-ed/better-youtubing/
https://blog.hubspot.com/marketing/best-college-facebook-pages
https://blog.hubspot.com/marketing/best-college-facebook-pages
https://blog.hubspot.com/marketing/best-college-facebook-pages
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
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universities). Another way universities can engage potential students is through Facebook Live. 

Institutions can create interactive, virtual campus tours through Facebook Live 

(https://buffer.com/library/facebook-for-universities). This is an inexpensive way for visitors to 

explore the campus. The only equipment needed for tours is a smartphone. Videos can be easily 

uploaded to the school’s Facebook page.  

Facebook Messenger is being used more frequently among postsecondary institutions to 

engage potential students. The Facebook Response Assistant can be used to gauge the timeline to 

responses (https://buffer.com/library/facebook-for-universities). More institutions are using this 

feature as a means of connecting with potential students. This nuanced approach of bringing new 

students together is very appealing to students who are frequent users of social media 

(https://buffer.com/library/facebook-for-universities). 

Institutions create Facebook Groups for new students to interact with each other, ask 

questions, and gain information about campus events (https://buffer.com/library/facebook-for-

universities). These groups provide support for incoming students and ease the anxiety of new 

students. Institutions can also share students’ social media pictures and videos through hashtags 

and feature the content on the institution’s Facebook page (https://buffer.com/library/facebook-

for-universities). Pictures and videos are from a student’s perspective and may be a great 

marketing strategy for potential students. 

Universities are now using their Facebook pages to offer career support and inform 

students of upcoming career opportunities and career fairs (https://buffer.com/library/facebook-

for-universities). This strategy is an engaging way to stay connected to students. Institutions are 

now utilizing Facebook to create School Events/activities. This feature is used to share the events 

with students and for students to share with their friends. It allows the organizers of the event to 

https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
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communicate with students and gauge the number of students who will participate in the event. 

Events can also be boosted by allowing the event to be published as an advertisement 

(https://buffer.com/library/facebook-for-universities). 

Institutions use Facebook to create subpages for each college/school/department (i.e., 

College of Education, School of Business). The subpages will draw people from a particular 

group to the subpages (https://buffer.com/library/facebook-for-universities). Subpages are a 

direct link to the information visitors wish to obtain. Finally, universities use Facebook to stay 

connected to alumni. Staying connected with alumni helps the institution seek financial support 

from alumni and serves as a catalyst to assist recent graduates 

(https://buffer.com/library/facebook-for-universities).  

How Higher Education Institutions Use Twitter 

An analysis of over 2,400 higher education Twitter accounts and over 5.7 million tweets 

revealed 78.8% of tweets were used as a means of broadcasting events or disseminating 

information, 12.2% called for a response, and less than 10.1% were used to directly engage with 

users (https://www.timeshighereducation.com/news/universities-failing-make-best-use-twitter-

researchers-say). The best university Twitter accounts engage users to take a deeper look at the 

institutional activities. For example, Purdue University has several Twitter accounts for different 

departments which allow departments to post pertinent tweets and respond quickly to questions 

in an expedited manner (https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-

education/).  

Texas Agricultural and Mechanical University uses Twitter to play trivia games and 

announce giveaways to its users (https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-

education/). University of Wisconsin-Madison was ranked number one in responsiveness and 

https://buffer.com/library/facebook-for-universities
https://buffer.com/library/facebook-for-universities
https://www.timeshighereducation.com/news/universities-failing-make-best-use-twitter-researchers-say
https://www.timeshighereducation.com/news/universities-failing-make-best-use-twitter-researchers-say
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
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average response time due to its intentionality of engaging users. Syracuse University tweets 

daily good morning and good night tweets and shares content relating to research links, sporting 

events tweets, and tweets about the weather (https://www.qs.com/10-of-the-best-twitter-

accounts-in-higher-education/). The University of Manchester ranked the highest in engagement 

among its followers. The university sends 25% of its tweets to other Twitter accounts which 

displays a real effort in connecting with students and other users (https://www.qs.com/10-of-the-

best-twitter-accounts-in-higher-education/). 

SNS has the ability to further diversity initiatives. By using SNS, higher education 

institutions reveal to the public what role diversity plays on campus. Campuses can use these 

platforms to communicate its diversity goals and highlight campus organizations, personnel 

diversity training, and diversity programs that push diversity efforts forward. Auburn University, 

The University of Alabama, and The University of Florida Offices of Diversity have used 

technology to community its diversity presence on campus. These institution have shown 

promise in creating a more diverse campus by using technology, SNS, podcasts, and programs. 

However, there are challenges these institutions face by not maximizing SNS and because of 

insufficient staffing which hinder diversity efforts. 

Institutional Use of Social Media (Increase Communication) 

A primary function of social networking sites (SNS) is its use as a communication tool 

(Roblyer et al., 2010). Building community is one of the possibilities of SNS, and Facebook does 

an exemplary job in this domain. One significant feature of Facebook is its ability to create 

profiles and groups. Universities can create events to share with students and stakeholders. 

Institutions also use Facebook to communicate school events and activities to students and 

alumni. Facebook is considered “an excellent mechanism for communicating with our students 

https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
https://www.qs.com/10-of-the-best-twitter-accounts-in-higher-education/
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because it allows us to go where they already are; it is an environment that students are already 

comfortable with” (Mack et al., 2007, p. 4).  

Facebook allows its users to join and create groups of interest. These groups are allowed 

to highlight events and share with the public. Just as individual users may create events, so can 

HEIs. This platform is an effective communication tool to use with students and stakeholders. 

Through Facebook groups, members can readily share information with the student body, 

faculty, staff, and alumni (Roblyer et al., 2010). 

Facebook is a cost-effective, user-friendly communication tool for institutions to share 

content. Users are familiar with the operational features of Facebook and can easily access group 

postings and events. Users can also respond to event invitations, which gives sponsors 

(institutions) a more accurate assessment of who is interested in attending an event. The creation 

of groups on Facebook can be used to survey various topics. The creation of groups can 

positively contribute to engagement between students and the institution (Roblyer et al., 2010). 

Various departments and organizations of an institution can create Facebook groups to 

communicate with current students, potential students, and alumni. For example, there are 

Facebook groups for entering freshmen, athletic departments, sororities, fraternities, academic 

departments, and other groups of interests. These groups create environments and interests that 

bring people together. Groups created through Facebook serve as a direct and reliable source of 

communication with its members. 

Higher education institutions are taking advantage of social media as a means to 

strengthen communication by sharing information through social media platforms (Kimmons et 

al., 2016). These institutions are using SNS platforms to communicate with students because 

students are familiar with how to navigate sites and because they are current subscribers to the 



 

67 
 

platforms (Hrastinski & Dennen, 2012). Professors use social media as an educational tool by 

disseminating information on sites. The use of technology has demonstrated that learning can be 

in a traditional setting or online. Using social media has been a more meaningful way to connect 

to students. Professors are adopting social media to create informal social space (Liu et al., 

2016), embrace various knowledge and perspectives sharing (Wodzicki et al., 2012), increase 

community (Top 2012), and increase learning (Bowman & Akcaoglu, 2014). 

Institutional Use of Social Media (Increase Marketing Value) 

Early investigations indicated that social media is an extremely effective but poorly used 

tool within higher education. Interacting with potential students via social media is a cost-

effective strategy for universities. Social media can be used to connect potential and current 

students (Constantinides & Stagno, 2012). For HEIs, marketing involves creating lasting 

relationships among current students, potential students, and alumni. The loyalty of these groups 

of people are directly correlated to their interactions. 

The internet is the number one source of media for consumers at work and home. People 

depend on social media as a daily source of information. Social media is considered a reliable 

source of information about products and services (Foux, 2006). Currently, more consumers are 

choosing on-demand access through SNS as compared to advertising from newspapers, radio, 

and television (Rashtchy et al., 2007; Vollmer & Precourt, 2008). More than ever, consumers are 

in control of how they interact and receive advertising. Therefore, the use of social media as an 

advertisement strategy is an effective marketing tool. Consumers are using social media outlets 

to organize searches for purchase (Vollmer & Precourt, 2008).  

Technology and social media play an important role in the lives of people who grew up 

or were born during the technology age, digital natives (Greenho & Burton, 2011). Institutions 
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often utilize social media as a marketing gateway to connect with students and potential students. 

These institutions enter into a cycle of gaining potential students (followers), engaging with 

them, encouraging them to submit applications, and converting them to students 

(https://blog.hootsuite.com/social-media-in-higher-education/). Social media is used by HEIs to 

attract potential students, especially traditional age students between the ages of 15 and 19 years 

(Constantinides & Stagno, 2011). Branding and marketing in higher education warrants a greater 

quality of faculty, staff, and students and allows institutions to become more aggressive in 

utilizing these tools.  

The successful recruitment of potential students may have significant implications for an 

institution’s budget and existence (Kuzma & Wright, 2013). Potential students’ first time of 

engaging with a postsecondary institution is often done through social media. How institutions 

engage with potential students through social media platforms reflects how these students 

experience the institution online. Using social media as a marketing tool creates a loyal brand 

following, deepens connections with potential students, and establishes affinity (Powers et al., 

2012). These conclusions indicate the potential for effective SNS communication for a CDO. 

Institutional Use of Social Media (Increase Positive Connections) 

The branding of postsecondary institutions allows for a better repositioning (Brown & 

Geddes, 2006). Rebranding gives universities a competitive edge among its competitors. HEIs 

that maintain corporate branding are set apart to capture the consumer’s attention. Corporate 

branding diminishes geographical barriers by recruiting globally and seeking opportunities to 

deliver classes online rather than solely relying on the brick and mortar settings (Kurre et al., 

2012).  

https://blog.hootsuite.com/social-media-in-higher-education/
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Corporate branding also increases social media traffic to the university. Students can 

easily communicate with the university through social media thereby giving consumers a sense 

of belonging. The connection of students and HEIs can create a lasting relationship beyond 

graduation because the student will be forever connected to the institution (Roper & Lettice, 

2016). Social media is a constant fixture for recruitment and corporate branding. 

Potential students who are heavily connected with social media, engage and experience 

corporate branding frequently through the institution’s social media outlets. For example, 

students may follow an institution’s Twitter page for more access and exposure to the brand. 

Research has demonstrated that connecting with a brand on social media informs consumer 

purchase intentions in the future (Muk, 2013). Social media is heavily used in the branding 

process (http://corporateenvelope.com/SocialMediaAndAdmissions.pdf). Roper and Lettice 

(2016) revealed a strong correlation of a high Twitter following and recruitment success. Twitter 

followers are an indicator for brand strength and reputation. 

A student’s emotional support of a HEI brand is significant (Mattes & Milazzo, 2014). 

The emotional commitment to the brand fosters a strong sense of belonging to the institution. 

Students want immediate and direct communication during the application process. Universities 

are making adjustments to alter or abort traditional marketing and branding to engage students 

during the recruitment and application process (Rutter & Lettice, 2016).  

HEIs continue to seek quality staff and students, therefore, making positive connections 

with these groups has become more aggressive. Research confirms that the more higher 

education institutions connect with potential students, the greater the recruitment process (Roper 

& Lettice, 20016). Institutions that seek to have positive connections with potential students rely 

heavily on SNS. For example, universities with a high Twitter following serves as an accurate 

http://corporateenvelope.com/SocialMediaAndAdmissions.pdf
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predictor of student recruitment success (Barnes & Matt 2009). The Twitter following serves as a 

representative of the reputation for the university’s brand. The positive types of connections via 

tweets are a significant predictor of recruitment (Rodriguez et al., 2012).  

HEIs cannot fully rely on social media to transform their connections. Roper and Lettice 

(2016) noted that institutions that seek to make positive connections with potential students 

through social media reap benefits more than less responsive institutions. Universities can 

increase impact and interaction with potential students by redirecting them to recruitment 

information to increase the institution’s recruitment performance (Kietzmann et al., 2011). 

Admission Office’s Use of Social Media (To Increase Recruitment of Students) 

Postsecondary institutions use social media to connect with and recruit potential students. 

Admission offices use social media to recruit students, engage with the community, and market 

the institution to the public (Constantinides & Zinck Stagno, 2012). Social media platforms, if 

designed properly, can enhanced college-bound students’ online experiences. Personal 

experiences shared by current students has an effect which can draw in potential students. Some 

HEIs hire current students to share their stories in admission social media outlets (Sandlin & 

Pena, 2014). Student stories provide a more authentic experience which transcends brochures 

and pamphlets.  

A four-year longitudinal study by the Center for Marketing Research at the University of 

Massachusetts Dartmouth revealed 66% of admissions offices from accredited colleges and 

universities had an admissions blog. Eight-five percent of institutions with the admissions blog 

stated they were an excellent source for recruitment and nearly 50% without admission blogs 

planned to adopt them. The Chronicle of Higher Education quoted a director of admissions to 

explain the appeal of student stories, “Everybody applying to college is after insider information, 
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and they don’t think they’re going to get it from the college, but they do believe the students will 

be honest with them” (Farrell, 2007, p. A36). This is validated through a recent survey which 

revealed that students with high SAT scores were more likely to research the blogs to discover 

what insiders had to say about the institution 

(https://www.artsci.com/insights/studentpoll/volume-10-issue-2).  

According to Sandlin and Pena (2014), when potential students connect to student stories 

through blogs, potential students are more likely to rank the institution as a good fit. Student 

stories contributed to potential students’ sense of authenticity. Bloggers who did not make 

connections were bloggers who did not share their feelings, experiences, and opinions. Potential 

students viewed those bloggers as unauthentic, and potential students suggested they were edited 

and censored by the institution (Sadlin & Pena, 2014). Admission offices at postsecondary 

institutions make connections with college-bound students using social media before students 

arrive on campus. Authentic bloggers are a gateway to making human connections with potential 

students: 

Student’s perception about the authenticity of student-written blogs on admission 

websites. They found that the bloggers’ disclosure of personal details, opinions, or 

experiences directly contributed to the students’ positive perceptions of the blogs’ 

authenticity, even when the blog topic focused on admission and college-related 

activities. Furthermore, when the participants determined a blog to be authentic, they 

internalized the information, relating their perceptions of the institutional culture and/or 

the bloggers’ personalities or experiences to their self-expectations for college. In other 

words the college-bound students imagined themselves in the same situations and in 

identifying with these peers, were more likely to view the institution as compatible. 

https://www.artsci.com/insights/studentpoll/volume-10-issue-2
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Conversely, this internalization process did not occur when participants perceived the 

blog posts to be edited or censored, characteristics they associated with advertising and 

inauthentic representations. (Rowan‐Kenyon et al., 2016, p. 37) 

Institutional data are the driving force of admission offices (Stegmeir, 2019). As 

competition stiffens, admission offices attempt to engage students in more personal ways using 

social media. Advanced technology has increased the number of schools that students apply to, 

therefore, admissions use the school’s data to connect with potential students (Stegmeir, 2019). 

Gathering data of students’ majors and interests are gateways to connecting with more 

prospective students through conversations, emails, telephone calls, or text messages. The more 

the institution seek authentic ways of connecting, students will begin to feel a ‘personal fit’ with 

the institution.  

Admission Office’s Use of Social Media (To Increase Building Rapport with Students) 

Creating authentic connections with students is the entrance for establishing rapport. One 

strategy for building rapport with potential students is through blogs. The previous mentioned 

four-year longitudinal study conducted at University of Massachusetts Dartmouth revealed the 

results of interviews of 478 college admission officers and their use of social media as a 

communication tool (Barnes & Jacobsen, 2013). Admission offices began asking students to 

create blogs as an authentic way of communicating and establishing rapport between students 

and potential students (Barnes & Jacobsen, 2013). The goal of a blog is to connect in 

conversation, however, if admission offices do not seek ways to build rapport with potential 

students, they may soon lose them. 

In 2007, 37% of schools with blogs would not accept comments. By 2009, this figure 

dropped to 18% because institutions saw the significance of two-way communication 
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engagement (Barnes & Jacobsen, 2013). HEIs began adding videos, audio podcasts, and live 

chats to their blog. Eighty-six percent of admission professionals suggested their blogs were 

successful (Barnes & Jacobsen, 2013). Blogs establish authentic transparency for potential 

students and create an atmosphere of rapport. 

Admission offices are having meaningful conversations with prospective students via 

social media and building rapport. Building rapport with prospective students through social 

media is a significant advantage for admission offices. Social media can develop the campus 

culture (Faculak, 2012). Creating an atmosphere for online interaction with prospective students 

will help admission offices solidify positive relationships.  

Admissions Office’s Use of Social Media (To Influence Student Decision-Making Process) 

Social media has become a contributing factor to the decision-making process for higher 

education. Communication through social media has strengthened human connection with 

institutions and admission offices. Social media has impacted connection and shifted decision-

making from institutions to consumers (Koufaris et al., 2002). Social media serves as an 

indicator of consumer behavior. Consumer behavior can be divided into three groups: behavior 

affect consumption, behavior affected by others, and consumer behaviors toward social media to 

report satisfaction or dissatisfaction (Odabasi & Odabasi, 2010). 

In 2009, a survey conducted by Widmeyer Communication of first-year undergraduate 

students involving social media technology discovered that 81% of students reported the 

university website as an important factor in the decision-making process but only 18% used 

social media sites as a source of information (Parrot & Tipton, 2010). Students trusted more 

factual literature during the application process. However, students used social media sites to 

assist them to select the university with the best personal fit (Parrot & Tipton, 2010). 
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Maintaining a high level of transparency will strengthen students’ ability to make a well-

informed decision in higher education pursuits.  

Barnes and Matson (2010) stated that “it is clear that online behavior can have important 

consequences for young people and that social networking sites can, and will be utilized by 

others to make decisions about them” (para. 9). Admission offices can attract prospective 

students through social media and advance the level of engagement (Faculak, 2012). In addition, 

for colleges and universities with large athletic programs, SNS can provide opportunities for 

advancing the athletic department’s goals of greater fan loyalty and identification with the 

department. 

Athletic Departments 

Athletic departments within postsecondary institutions use social media in similar ways 

to the institution. However, because the goals of athletic programs are different from the 

institution and admission offices, there are differences as well. Athletic departments use of social 

media helps generate and increase revenue, brand exposure, and fan interaction (Stoldt, 2012). 

Athletic departments play a significant role in recruiting students and enhancing institutional 

branding. The funds generated through the athletic department play a significant factor in 

attracting students and bolstering revenue therefore, athletic departments are strategic and 

intentional in using social media. Fan connections to athletic departments have resulted in 

favorable outcomes generating an increase in ticket sales, donations, and revenue for athletic 

departments (Williams & Chin, 2010).  

Clemson University is one of the premier leaders among HEIs with advanced 

engagement of fans and recruits through social media. Clemson designated $160,000 in salaries 

to promote their athletic program using social media (Thamel, 2017). College Athletic 
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Communicators (CAC) are used to set the tone of the athletic program on the social media 

platform (Blaszka et al., 2018). The reach of the CAC depends greatly on who is available to 

manage social media. 

Clemson’s football team was ranked the number one Twitter account for the 2015-2016 

season. Their Twitter account has the largest following of any program with over 2.5 million 

followers (Martinez, 2018). The creative team posts videos across social media platforms to give 

fans behind-the-scene footage of being a Clemson Tiger. The athletic program receives over 70 

million views per week due to social media coverage (Martinez, 2018). 

Jonathan Gantt, the Clemson Athletic Department’s Director of New and Creative Media, 

stated:  

Our job is to try to take (the) campus to the recruit through content and through social 

media. It’s really important for us to try to tell the stories of our programs, of our 

university, sometimes of our individual student athletes, to help explain what it’s like to 

be a Clemson Tiger. Every piece of content tries to answer that question right there, so 

through videos, photos, motion graphics, articles, whatever it might be, we’re trying to 

help you understand what’s it like to be a Clemson football player, Clemson volleyball 

player, whatever. (Martinez, 2018, p. 9) 

To protect the brand, universities often place a preventive layer of protection to safeguard 

athletes and the institution. Because athletes are representatives of the institution, some 

institutions like the University of Michigan require all athletes to sign a Social Media Agreement 

contract (Woodhouse, 2012). The college athletic program establishes policies to create positive 

social content and feedback among student athletes. 
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Athletic Departments’ Use of Social Media (Increase Brand Exposure) 

Social media’s role in branding of a university is an essential element to expanding 

engagement and revenue. Ninety-two percent of sports directors acknowledged social media has 

changed the dynamics in which organizations communicate (Stoldt, 2012). Social media opens a 

two-way flow of communication. With two-way communication, people can interact with 

organization and other fans instantly (Hipke & Hachtmann, 2014). Through social media, 

athletic departments have the capability to communicate with recruits, fans, and internal and 

external stakeholders (Clavio, 2011).  

Fostering a strong connection with fans creates a strong foundation for loyalty. A loyal 

brand following is just as important to the university as it is for the athletic department (Hipke & 

Hachtmann, 2014). A strong brand can increase the reputation of the institution nationally (Estler 

& Nelson, 2005). Athletic departments work diligently to increase branding among fans through 

engagement and interaction with the end results leading to increased sales. In order to increase 

institutional branding, universities must recognize the common denominator is the fan 

experience (Hipke & Hachtmann, 2014). 

If you engage your fans and listen to them and let them participate, whether it be open-

ended questions or polls, it gives people things to react to, and then they become part of 

it. That’s where your fan loyalty builds organically, and that’s where ticket sales come, 

and that’s where merchandise sales come. (Hipke & Hachtmann, 2014, p. 525) 

Establishing meaningful relationships with fan equates to fan loyalty and increased 

revenue. In this equation, everyone wins. The university utilizes a meaningful platform to engage 

fans, fans reinforce and promote the branding of the athletic department and university, and the 

institution and athletic department reap the financial dividends of fan loyalty. Creating 
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relationships with fans through social media is an inexpensive venture for institutions (Stoldt, 

2012). Institutions have much more to gain in creating two-way communication with fans via 

social media. 

Athletic Departments’ Use of Social Media (Increase Fan Interaction) 

Fans want to feel connected to their favorite collegiate sports teams. Social media 

provides a platform for engagement. If used properly, universities can engage with fans through 

a cost-effective platform while giving them virtual access to the team and players. This access 

contributes to increased branding exposure for the university through increased sales of tickets 

and merchandise and also attracting students to the university. 

A captivating feature of social media platform is the ability to give fans inside coverage 

of the team and players (Hipke & Hachtman, 2014). Through social media, fans are able to have 

a two-way means of communication with organizations and other fans (Hipke & Hachtman, 

2012) as opposed to traditional media which only allows for one-way flow of communication 

(Sanderson & Hambrick, 2012). Through social media, fans are able to view and respond to 

content, interact with other fans, and create their own content (Sanderson & Hambrick, 2012). 

Through this method, fan communities are established, brand exposure increases, and the 

byproduct of both leads to increased revenue.  

Successful athletic departments create and control the narrative of their program. The 

framework for communications is parallel to how information is distributed to the masses (see 

Figure 4). Blaszka et al. (2018) identified personnel, account setup, content platforms, and sales 

and promotion. It is paramount to have the necessary personnel to carry out all functions of the 

athletic department.  
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Properly managing the content and abiding by policies is vital to coaches, staff, and 

players. The three social media platforms have different goals. Facebook focuses primarily on 

timelines and pictures, Twitter announces giveaways and game scores, and YouTube provides 

game highlights and interviews. Sales and promotions provides ways for fans and students to 

become more engaged in athletic events by offering awards such as free tickets to events for 

tweeting, liking, or sharing social media posts (Blaszka et al., 2018). The primary goals are to 

focus on the content and the consumer and emphasize policies, consistency of social media 

accounts, and involving coaches, staff, and players for their individual and collective 

involvement in increasing the brand, as Figure 5 indicates. 
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Figure 5 

Framework for college athletic department social media strategy-communication tactics to 
control the message 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
In addition to admissions offices and athletic departments, students themselves use SNS. 

Their use highlights the important of institutional use of these forms of communication.   
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Students’ Use of Social Media 

 Social media use is global therefore this review includes some institutions in other 

countries students as well as domestic institutions. Two articles will explore how students from 

the United States and international students from University of Jordan use social networking 

sites. There are similarities and differences of each is shared in this research. The United States 

study is from a non-disclosed co-educational university within the southeastern portion of the 

country with 363 participants. The second study is from the University of Jordan with 500 

participants. 

 The study (Knight-McCord et al., 2016) was conducted in the southeast portion of the 

United States. There were 326 participants (59% females and 41% males). The eight-question 

survey were distributed in classrooms, other places on campus. Students also completed the 

surveys online through Survey Monkey. The majority of participants (78%) were ages 19 to 23 

years old. 

 The rank of social media for this study are as follows: Instagram (29%), Snapchat (24%), 

Facebook (23%), Twitter (13%), YouTube (7%), LinkedIn (2%), and Pinterest (2%) (Knight-

McCord et al., 2016). When asked the hours per day these participants were on social media, 

they responded the following: 1-5 hours (46%), 6-10 hours (29%), 11-15 hours (12%), 16-20 

hours (7%), and >20 (6%). Males (58%) and females (38%) used social media 1-5 hours.  

Men used Facebook (27%) almost three times more than they used Twitter (10%). 

Women used Instagram (30%), almost twice more than Twitter (16%) and Facebook (18%). 

Overall, women used social networking sites more hours each day than men (Knight-McCord et 

al., 2016). Only 2% of male and female students use professional LinkedIn and Pinterest. Eighty-

nine percent of participants preferred social networking sites (Instagram, Snapchat, Facebook, 
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and Twitter) that enables them to post videos, pictures in an effort to socially engage with other 

subscribers. 

A study involving 500 male and female students analyzed how the University of Jordan 

students engaged in social media networks. The study revealed how often students were exposed 

to social media, the nature of relationships made using social media, the reasons for using social 

media, and how social media networks creates positive outcomes for Jordanian institutions (Al-

Rawashdeh & Al-Khaddam, 2018). This study attempted to explore the habits of students using 

social media, students’ motives for using social media, and whether or no social media created 

positive or negative values for students. Charts from the study highlight the significant 

perceptions and views of students. 

The majority of students (62.4%) used social media more than three hours daily, followed 

by 24.4% of students who only used social media one to two hours daily. The lowest percentage 

(13.2%) used social media less than one hour per day.  

 Most University of Jordan students (85%) used Facebook as their primary social media 

source. YouTube came in a distant second for University of Jordan students at 13.2%. Twitter 

was used by 1.8% of students at University of Jordan. Facebook was the dominant social media 

network for University of Jordan students. 

 A majority of students (68.4%) used social media as a means to create relationships. 

Eighteen percent of students created social media to establish emotional relations, but only 

13.6% of students created social media for scientific research. The results indicate that students 

used social media networks primarily to establish social and emotional connections with other 

users. Social media primary functioned as a way to connect and bring people together; university 

student responses reflected this purpose. Students were more interested in making connections 
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than conducting scientific research using social media. Students’ social and emotional constructs 

were reflected in 86.4% while educational pursuits were evident in only 13.6% of the time. 

University of Jordan student motives for social media were to recognize the opinions of 

others within their community. Students placed high value on the opinions and perspectives of 

others. This suggests that other people can influence the opinions of students. If used properly, 

universities can use influencers or bloggers to increase their institutional brand. Four of the top 

five reasons University of Jordan students used social media involved connections with others, 

communicating with and seeking the opinions of others, and gaining access and information 

about others.  

The least cited reason that University of Jordan students used social media was to 

recognize new information. Student use of social media had little to do with gaining new 

information and more to do with connection with others. Using social media for educational 

references was the lowest concern for University of Jordan students. Students also used social 

media to escape psychological stressors, like stress and depression. Social media served as a 

means of escape for students. 

 University of Jordan student use of social media was to create positive value by enlarging 

social relationships through following the news of others on the network and keeping in touch 

had the most impact. Relationships and connectedness played significant roles in positive 

outcomes of social media for University of Jordan students. Student use of social media to 

remain connected had a high impact among University of Jordan students and had a strong 

correlation with the other tables presented in this study. 

The least positive value among University of Jordan students was to encourage 

participation in charitable events to serve community. Al-Rawashdeh and Al-Khaddam (2018) 
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proposed that this concept had low impact because students had not fully grasped the concept of 

charitable donations. The concept of donations and a sense of volunteering had not yet been 

rooted in the minds of the youth. This concept is usually deeply rooted in those who have had 

more lived experiences. 

Wasting time by following subjects and games that were not useful on social media 

networks had the highest impact of negative value of social media for University of Jordan 

students. Research attributed student inability to effectively manage their time as a significant 

contributor to the high impact of negative value for UJ students (Al-Rawashdeh & Al-Khaddam, 

2018). To reduce real social relationships received the lowest average. Although social media is 

considered influential among youth, it does not replace real social relationships. Although social 

media may limit family interaction, social media does not replace the importance of direct 

communication (Al-Rawashdeh & Al-Khaddam, 2018). 

These studies revealed students primarily used social media to engage and emotionally 

connect with others. The U.S. study revealed Instagram, Snapchat, and Facebook where the top 

social networking sites while the international institution revealed Facebook, YouTube, and 

Twitter were the top social networking sites. Participants from both studies used social 

networking sites more for engagement and connection rather than for research, professional and 

educational gain. 

Professors’ Use of Social Media 

Social media and SNS are heavily associated in the curriculum of higher education. 

Professors use SNS as a learning tool to engage and interact with students. How SNS are used 

depends greatly on the professor’s exposure to using SNS and their attitudes towards SNS. 



 

84 
 

Veletsianos and Kimmons (2013) indicated that social media and SNS can be used for 

professional purposes, however there is a resistance involving teaching and pedagogy practices. 

 The literature on U.S. professors and social media use is typically at least eight years old, 

thus this review focuses on a much more recent global examination. Manca and Ranieri (2016) 

conducted a study involving 6,139 college professors at Italian Higher Education Institutions 

detailing practices of using social media and SNS with their classes. Sixty-four percent used SNS 

as an educational tool but not on a consistent basis. Only 38.6% identified SNS as useful for 

educational purposes. Of the 38.6%, the majority of professors (19.8%) reported YouTube to be 

the most helpful in teaching. Blogs (14.0%) were considered the second most useful, and 

Facebook (12.8%) was the third most useful. LinkedIn (4.1%), Twitter (4.3%) and podcasts 

(4.6%) were recognized as the three least useful SNS. 

Survey participants were asked, “Do you think social media tools are valuable for 

teaching?”. Only 38.6% responded affirmatively while 37.4% responded negatively, and 24.0% 

were undecided if social media tools were valuable for teaching.  

 Professors identified the following as motivation for using SNS: To increase students’ 

motivation and involvement; To fulfill ways of collaborative and participative learning; To 

capitalize on students’ familiarity with these tools; To improve the quality of teaching; To 

experiment with new tools; To share content material with students easily; Other motivation 

(Manca & Ranieri, 2016).  

Facebook (25.3%) and Twitter (25.5%) were primarily used to increase involvement and 

motivation. Professors used podcasts to improve the quality of teaching and to share content 

material with students easily (27.7% and 24.9%, respectively). Blogs and Wikis were used to 

improve the quality of teaching, to share content material with students easily, and to fulfill ways 
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of collaborative and participative learning. YouTube and Vimeo were used to improve the 

quality of teaching. ResearchGate and Academia.edu were used to share content material with 

students easily and to improve the quality of teaching. SlideShare was used to share content 

material with students easily and to improve the quality of teaching. 

To increase student motivation and involvement, professors mostly used YouTube/Vimeo 

(25.0%). To fulfill ways of collaborative and participative learning, professors mostly used 

Facebook (20.1%). To capitalize on students’ familiarity with these tools, professors mostly used 

Facebook (22.5%). To improve the quality of teaching, professors mostly used YouTube/Vimeo 

(28.5%). To experiment with new tools, professors mostly used LinkedIn (13.7%). To share 

content material with students easily, professors mostly used Slideshare (39.4%). Other 

motivations, not listed on the survey, professors mostly used LinkedIn (12.2%).  

 Professors (64.0%) used at least one tool, however, the number decreased to 41.1% when 

daily, weekly, and monthly usage was factored in. Manca and Ranieri (2016) revealed the three 

most used tools were YouTube/Vimeo (39.3%), Blog-Wiki (28.7%), and ResearchGate-

Academia.edu (25.6%). Twitter (5.5%), podcasts (8.8%), and LinkedIn (9.5%) were the least 

frequently used. Professors mostly used Facebook (2.7%) daily. Professors mostly used 

YouTube (7.8%) weekly. Professors mostly used YouTube/Vimeo (11.4%) monthly. Of the 

6,139 participants, 94.5% did not use Twitter, 91.2% did not use podcasts, and 90.5% did not use 

LinkedIn.  

Mason (2006) argued that SNS could be effectively used as an educational platform to 

promote critical thinking. SNS increase student engagement and cause students to move from 

passive to active learners (Zielger, 2007). The outcomes of using SNS in higher education 

settings admonishes student engagement; therefore, professors will reap the benefit of having 
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more involved and engaged learners in the classroom. Students are eager to utilize platforms in 

the classroom setting that they already use frequently. 

Rasiah (2014) conducted a study which evaluated the effectiveness of using SNS to 

improve teaching and learning in a higher education setting. Students in this study considered 

Facebook to be an effective teaching and learning tool that more professors should utilize. The 

study also demonstrated that using Facebook as an educational tool encouraged students to 

perceive a more positive and less intimidating learning environment. Use of Facebook also 

enhanced the learning experiences of students and established greater rapport between the 

professor and student (Rasiah, 2014).  

Conclusion 

The Archetypes of Chief Diversity Officer Vertical Structure have strengths and 

weaknesses for each model. According to Williams & Wade-Golden (2013), the Collaborative 

Officer Model is a low expense to the institution and serves a symbol of the institution’s 

commitment to diversity. The Collaborative Officer Model does not disrupt the organizational 

structure on campus and allows the CDO to advise on diversity matters. However, the CDO in 

the model is oftentimes viewed as symbolic in nature and there is a limitation to the CDO’s 

ability to collaborate with others (Williams & Wade-Golden, 2013).  

The Unit-Based Model is more structured and professional and provides more 

opportunities for the CDO to engage in collaborative relationships. Unfortunately, the Unit-

Based Model can present possible organizational conflict with diversity units and other campus 

wide units on campus (Williams & Wade-Golden, 2013). The Portfolio Divisional Model 

represents a powerful symbolic message of commitment of diversity and is the most vertically 
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and professionally structured archetype however, it is also the most cost-intensive, and this 

model may also create organizational conflict (Williams & Wade-Golden, 2013). 

Social media and SNS are used for a variety of reasons within high education. The 

institution, admission office, athletic department, students, and professors use these sites for 

many similar and nuanced reasons. Social media can build an institution’s brand, increase 

communication, enlarge the fan base, and/or increase students’ learning experiences. Social 

media connects people and expands engagement. Most people gravitate to social media for 

various reasons. Regardless, SNS can be beneficial tools, tools that can be used in the classrooms 

for education, in the institution’s board rooms to create more opportunities to communicate with 

students and alumni, and in the coaches’ room to extend the fan base of the athletic department. 

If used properly, SNS can be an appropriate tool for all departments. SNS can gauge the pulse of 

institutional stakeholders. Using social media wisely can be a tremendous asset to the institution, 

in all facets.  
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CHAPTER 3 

METHODOLOGY AND METHOD 

Auburn University, The University of Alabama, and The University of Florida have faced 

many challenges with integration throughout the years. As these universities seek to become 

more inclusive, there are more challenging obstacles to overcome. This study explored how the 

Offices of Diversity at these three institutions use social media to communicate their mission and 

vision. In view of Critical Race Theory, this multi-case study also analyzed resistance which 

might exist from the late establishment of these offices and resistance to embracing diversity. 

The underlining principles of Critical Race Theory is often shown as White resistance. 

 YouTube, Facebook, and Twitter are the SNS which were analyzed in this study. This 

study explored how the Offices of Diversity use these social networking sites (SNS) to 

communicate their missions and visions, how often posts are uploaded, and whether these 

Offices of Diversity communicate with their followers through SNS. Which institutions utilize 

these platforms frequently and which institutions use these platforms less frequently was also 

addressed.  

Restatement of Research Questions 

1. How do Offices of Diversity and Inclusion use social media to communicate their 

message to important stakeholders? 

2.  How do Offices of Diversity use Facebook to communicate their message of 

inclusion? 

3.  How do Offices of Diversity use Twitter to communicate their message of inclusion?
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4.  How do Offices of Diversity use YouTube to communicate their message of 

inclusion? 

5. How do Offices of Diversity use other social media platforms to communicate their 

message of inclusion? 

Setting 

 The research focused on Auburn University, The University of Alabama, and The 

University of Florida’s Offices of Diversity. This research closely observed the ways in which 

each Office of Diversity uses social media to share its mission and vision. This research 

identified the social media platforms each institution uses and how they use them to 

communicate their mission and vision. This research also defined the ways in which each Office 

of Diversity uses social media, how often they use SNS, and how often these Offices of Diversity 

interact with users. 

 Auburn University is located in Auburn, Alabama. Auburn University is a land grant 

university. Auburn also became the first land grant institution in the South. Auburn University 

serves 34,440 undergraduate and graduate students and employs 1,330 full-time faculty. This 

institution was founded in 1856. Auburn University hired its first Chief Diversity Officer in 

December, 2016. 

 The University of Alabama is located in Tuscaloosa, Alabama. The University of 

Alabama was founded in 1831. This institution was the first public college in the state and is the 

state flagship. The University of Alabama serves 38,103 undergraduate and graduate students 

and employs 1,484 full-time faculty. The first Chief Diversity Officer at The University of 

Alabama started on August 1, 2017. 

 The University of Florida is located in Gainesville, Florida. The University of Florida 

was founded in 1853. This institution is the fourth largest university in the country. The 
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University of Florida serves over 56,079 students and employs nearly 5,000 faculty members. 

The University of Florida hired its first Chief Diversity Officer in July, 2018. 

Sampling Approach 

 There were no individual participants in this study because I analyzed Social Networking 

Sites of the Offices of Diversity from Auburn University, The University of Alabama, and The 

University of Florida. Purposeful sampling considers three factors: participants in the sample, 

types of sampling, and sample size. Qualitative research employs a sampling technique known as 

purposeful sampling (Creswell & Poth 2018). Purposeful sampling solicits participants who have 

an intimate knowledge and understanding of the topic being researched (Merriam & Tisdell 

2016). Participant selection for this study focused on these criteria: Offices of Diversity at 

Auburn University, The University of Alabama, and The University of Florida. 

Site Selection 

 Participants in this study included the Offices of Diversity at Auburn University, The 

University of Alabama, and The University of Florida. These Offices of Diversity provided a 

broad and full perspective of how these institutions use social media to communicate its mission 

and vision.  

Methodology 

 Qualitative research is the study of problems which focus on a social or human 

phenomenon (Creswell, 2013). The most appropriate research methodology for this study was 

qualitative research. Qualitative inquiry is characterized by a large number of facets. However, 

there are seven facets of qualitative inquiry which apply to this particular study. Those seven 

facets are:  
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• the research takes place in a natural setting  

• the researcher is the key instrument of data collection and data analysis  

• the research involves an inductive process  

• the research employs an emergent research design  

• the researcher engages in a process known as reflexivity  

• the research investigates a problem, an issue, or a phenomenon which needs exploration  

• the research employs research questions which begin with “How,” “Why,” and “What 

types” (Creswell & Poth, 2018). 

First, qualitative research dictates that research needs to be gathered through direct 

contact with people through interviews and observations in this environment (Creswell, 2013). 

The natural setting for this research is Auburn University, The University of Alabama, and The 

University of Florida.  Second, the researcher serves as the key instrument of data collection and 

data analysis (Creswell, 2013). Third, qualitative researchers, however, collect and analyze data 

in order to describe, explain, or understand a problem, an issue, or a phenomenon (Marshall & 

Rossman, 2011). As a result, qualitative research inductively builds a case or a hypothesis rather 

than testing a hypothesis. This study explored the phenomenon of how the Offices of Diversity at 

Auburn University, The University of Alabama, and The University of Florida use SNS to 

communicate their missions and visions. Fourth, qualitative research employs an emergent 

research design. Adaptations may need to be made once the study has begun (Hatch, 2002). As 

the research process unfolds, there may be a need to add, delete, or adjust certain research and 

interview questions. Also, the data collection process can be adjusted based on how the study 

moves forward. Fifth, reflexivity is a process by which the researcher examines the way she is 

positioned in the research, the reasons she was attracted to the research topic, the manner in 
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which she may influence the research findings, and any preconceived notions or biases which 

she may have brought to the research study (Charmaz, 2014; Creswell, 2013). As a result, it is 

imperative for readers to have a holistic view of how the researcher approaches the study, often a 

positionality statement (Wolcott, 2010).  

Sixth, qualitative research is an exploratory enterprise (Hancock & Algozzine, 2017). The 

researcher seeks to investigate a problem, an issue, or a phenomenon. There are research studies 

that have investigated ways in which universities and their departments use social media. 

However, there have been no previous studies that identify ways in which Offices of Diversity 

use social media to communicate their mission and vision. Therefore, this study was designed to 

explore this issue. Seventh, most qualitative research questions begin with the words “How,” 

“Why,” or “What types” (Holley & Harris, 2019).  

Method 

 This study is aligned with content analysis qualitative research. As a method, content 

analysis has quantitative and qualitative methodology. Quantitative content analysis is rooted in 

media research while qualitative content analysis is rooted in social research (Bengtsson, 2016). 

According to Downe-Wambolt (1992), “Content analysis is a research method that provides a 

systematic and objective means to make valid inferences from verbal, visual, or written data in 

order to describe and quantify specific phenomena” (p. 314). Content analysis is a common 

method for analyzing qualitative data (Shields & Twycross, 2008).  

Data are represented as words and themes in qualitative content analysis. The researcher 

decides if the analysis will be manifest or latent analysis (Bengtsson, 2016). In a manifest 

analysis the researcher focuses on the words and explains what is happening within the text. 

However, latent analysis focuses on the researcher’s interpretation of the text (Bengtsson, 2016).  
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There are three distinct approaches to content analysis: conventional, directed, and 

summative (Hsieh & Shannon, 2005). All three of these approaches are used to gain a better 

understanding from the content of the data. Qualitative content analysis is one of many research 

methods that is used to analyze text data. Kondrack and Wellman (2002) emphasized text data 

could be in electronic form, verbal, print, or through narrative responses (surveys, open-ended 

questions, interviews, books, manuals, and articles).  

 The conventional approach to content analysis is generally used when there is limited 

information and literature on the phenomenon. Data collected through interviews and open-

ended questions are read verbatim to create codes (Miles & Huberman, 1994). Then, the 

researcher writes his/her first impressions and thoughts thereby creating labels for codes of 

multiple key thoughts. Next, codes are arranged in categories based on how codes are connected 

(Hsieh & Shannon, 2005). The codes are then organized into meaningful clusters. In order to 

keep clusters broad, they can range from 10 to 15 clusters in order to arrange a large number of 

codes (Morse & Field, 1995). Large subcategories can be combined to create a smaller number 

of categories and definitions are created for each category. A significant benefit to the 

conventional approach of content analysis is receiving direct information from the participants of 

the study.  

 Another content analysis approach is directed content analysis. The direct content 

analysis focuses on building upon a theoretical framework or theory as a guide for initial codes 

(Hsieh & Shannon, 2005). Direct content analysis is more organized than the conventional 

approach because it uses previous research in identifying variables (Potter & Levine-

Donnerstein, 1999). Directed content analysis labels key concepts for initial coding categories by 

using existing theory and research. Then operational definitions for each coding category are 
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identified using the theory (Hsieh & Shannon, 2005). The findings from a directed content 

analysis will either support or debunk the theory. One of the strengths of directed content 

analysis is that the existing theory can be extended and supported (Hsieh & Shannon, 2005).  

 Lastly, summative content analysis begins with identifying specific words or content in 

text with the purpose of understanding the content (Hsieh & Shannon, 2005). This approach 

allows the researcher to identify comparisons and counting of content followed by an 

interpretation of the context. Summative content analysis is not restricted to word count but it 

involves latent content analysis. Latent analysis involves the researcher’s interpretation of the 

content.  

 Each qualitative content analysis approach has seven steps: formulating the research 

questions to be answered, selecting the sample to be analyzed, defining the categories to be 

applied, outlining the coding process and the coder training, implementing the coding process, 

determining trustworthiness, and analyzing the results of the coding process (Kaid, 1989). The 

coding process plays an instrumental role within content analysis. The goal of the coding process 

is to organize large quantities of text into fewer content categories (Weber, 1990). Categories are 

defined as themes that are expressed through text. Next, the relationships among categories are 

identified. Content analysis researchers develop a coding scheme (translation device) to guide 

the coders to make decisions regarding the content. A coding schedule influences trustworthiness 

in research (Folger et al., 1984).  

 This research involved two of the three approaches to content analysis: Directed Content 

Analysis and Summative Content Analysis. The researcher used Directed Analysis in order to 

use Critical Race Theory to organize the coding scheme before analyzing the data. During the 

analysis, coding schemes can be revised and additional codes can be created. Through directed 
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content analysis, the Critical Race Theory can be extended. Summative content analysis allows 

the researcher to use latent analysis and interpret the content of the text. Keywords are used 

before and during the data analysis and the researcher is able to interpret the data. 

Data Collection 

 Qualitative data encompasses a wide array of data types. Traditional qualitative research 

usually collects at least one of the three types of data. The three traditional types of data collected 

in qualitative research are observations, interviews, and documents.  

 Observations are conducted when a researcher enters into the field to collect data by 

watching a group of people who are engaged in some activity or experiencing some type of 

phenomenon. The researcher can position herself in the research as a detached observer in which 

there is no interaction with participants, a participant observer in which the researcher interacts 

with participants, or an incognito observer in which participants do not realize they are being 

observed (Emerson et al., 1995). The researcher creates an observational protocol in which she 

records the type of events she will observe. These events should be events that will collect the 

type of data needed to address the research questions.   

 Documents are often collected in qualitative research. In some studies documents may 

become the dominant form of data collected. In other qualitative studies documents serve the 

purpose of supplementing the data collected from observations and interviews. There are two 

types of documentary data which may be collected in qualitative research. These types of data 

are contained in public and private forms of data (Glaser, 1998). Public documents include any 

documents which are in the public domain.  

 This study utilized documents as the exclusive source of data. Documents in this study 

were extracted from four data sources from August 1, 2019-January 31, 2020. Videos were 
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collected from YouTube. Posts were collected from Facebook. Tweets were collected from 

Twitter. Information was collected from university websites. These data were stored in three 

folders. There was a separate folder for each of the universities participating in the study. There 

was one folder for The University of Alabama, one folder for The University of Florida, and one 

folder for Auburn University. Each folder contained five sub-folders. One subfolder contained 

data from YouTube, one subfolder contained data from Facebook, one folder contained data 

from Twitter, another folder contained data from the university website, and the fifth subfolder 

contained data from social media networking sites not listed above.  

The document data were ordered according to the research questions and categorized 

according to the type of documents investigated. This information was recorded in a document 

protocol. This information was recorded in an appendix. Data contained in the documents was 

converted into written transcripts. The written transcripts were kept in a locked file cabinet in the 

office of the principal investigator which is located in the principal investigator’s residence. The 

principal investigator was the only person who had access to these recordings.  

The written transcripts as well as the files which contain the data will be retained in this 

filing cabinet with only the principal investigator having access to these data. After a period of 

five years the jump drive containing the original data files will be destroyed and transcripts will 

be shredded.  

Data Analysis 

 Data analysis in qualitative research allows the researcher to make sense of the data 

(Creswell, 2013). This researcher analyzed the Social Networking Site documents of the Offices 

of Diversity of Auburn University, The University of Alabama, and The University of Florida. 

These documents were analyzed individually and compared collectively against each Office of 
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Diversity. Coding is a shorthand description that allows the data to be easily recognized 

(Creswell, 2013). Codes were analyzed within and across transcripts to analyze recurrent themes.  

The researcher used holistic coding, in vivo coding, and thematic development. Holistic 

coding entails chunking themes as a whole (Saldaña, 2016). Holistic coding is ideal for 

qualitative researchers and is common when the researcher is familiar with what needs to be 

investigated (Saldaña, 2016). Holistic coding allows the researcher to “chunk” themes from 

portions of a transcript, such as a 140-character Tweet. This method is less time-consuming 

because it does not require a line-by-line thematic approach. It takes larger portions of the 

interview and creates themes. 

Qualitative researchers often use in vivo coding to analyze data. Words are used to create 

themes. In vivo coding can represent predictable information the researcher expected, surprising 

information did not expect, or information which stands out as unusual (Creswell, 2013). In vivo 

coding is unique; it draws directly from the language of the participant (Saldaña, 2016). These 

words are placed in quotation marks because they are words the participant used and words that 

the interviewer feels stand out. In vivo coding is respectful of the participant’s voice because it 

provides imagery, metaphors, and symbols of the data (Saldaña, 2016). Themes involve several 

codes which form a common topic. 

Theming the data is often used by qualitative researchers. Theming the data entails an 

extended phrase or sentence which explains its meaning (Saldaña, 2016). This information is 

summarized by the interviewee and describes what is happening (Rubin, H., & Rubin, I., 2012). 

Theming the data also consists of detailed descriptions of behavior within a culture, statements, 

or concepts from the participant’s stories.  
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Themes expose repeated ideas within the interview. Themes are created during the first 

cycle of data analysis and are used later to identify tensions, explanations, and conclusions 

(Rubin & Rubin, 2012). This process is very intense and requires extensive focus to develop 

participants’ meanings and outcomes. 

Procedure for Data Analysis 

Data analysis was conducted according to the following eight steps: creation of folders, 

creations of sub-folders, placement of data, organization of data, development of themes, 

analytical comparisons, analytical contrasts, and analytical outline (see data analysis chart 

below).   

Steps One and Two: Organization of Data 

After creating the three institutional folders, I organized the four subfolders; Facebook, 

Twitter, YouTube, and Other (SNS).The second activity in data analysis was to create sub-

folders. Under each of the main folders (institutions) four sub-folders were created. Each sub-

folder was labeled according to the social media platforms involved in the study. The first sub-

folder was labeled Facebook. The second sub-folder was labeled Twitter. The third sub-folder 

was labeled YouTube. The fourth sub-folder was labeled Other Social Media. 

Step Three: Placement of Data 

 The third activity in data analysis involved the placement of data within the sub-folders 

of each institution. Data were collected for the period of August 1, 2019 until January 31, 2020. 

This timeline was analyzed because it was during the timeframe where most new students are on 

campus. These students rely heavily on social media as a means of communication and 

resources. The institution’s use of these social media platforms will be an asset to new students 

on campus. YouTube videos were labeled and summarized with a paragraph description, then 
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placed in the sub-folder. Facebook posts were given a descriptive title and pasted into the sub-

file. Tweets from Twitter were given a title and pasted into the sub-folder. Information from 

other social media sources were labeled, summarized, and placed in the sub-folder.  

Step Four: Data Organization 

 The fourth activity in data analysis involved organizing the data along the lines of the 

research questions. Organizing data in this method helped identify how the Offices of Diversity 

used various social media platforms.  

Step Five: Development of Themes 

 The fifth activity in the data analysis involved developing themes which addressed the 

research questions. Social media posts were placed in one of the three categories; Inspiration, 

Participation, and Information. Inspirational posts featured motivational quotes, promoted 

positive behavior, and encouraged empathy. Participation posts encouraged stakeholders to 

attend campus events featured through the Office of Diversity’s social media platforms. Some 

examples of Participation posts include; MLK March, Black Lives Matter protests, banquets, 

roundtable discussions, seminars, special event speakers. Information posts served as 

announcements. Some examples of Information posts include student and organization highlights 

about events and meetings. Information posts were not considered a call to action nor were they 

highly inspirational. Information posts were also posts of events which happened in the past. 

These posts were considered Information rather than Participation because the event was posted 

after the event occurred. Therefore the post could not seek to solicit participation, rather the post 

served as a means to inform the public of the event. 
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Step Six: Analytic Comparisons 

 The sixth activity in data analysis involved the comparison of the themes from the Office 

of Diversity’s social media posts. Each Office of Diversity’s social media post was identified as 

one of three themes. The themes were tabulated and one theme was featured for each Office of 

Diversity. This study analyzed which theme was prevalent for the Office of Diversity. The first 

comparison focused on how the Offices of Diversity used their social media platforms. The 

second comparison focused on the interaction and engagement of the Offices of Diversity.  

Step Seven: Analytic Contrasts 

 The seventh step in data analysis involved the contrasts of two facets of the data. The first 

contrast focused upon the uniqueness of each of the three institutions involved in the study. The 

second contrast focused upon the distinct nature and uses of the social media sites involved in the 

study.  

Step Eight: Analytic Outline 

 The eighth and final step in the data analysis involved the development of an analytic 

outline for the presentation of findings in the study. The analytic outline for the findings of the 

study was organized around the five research questions. The first layer of the outline of the study 

was organized around the three institutions involved in the study. The second layer of the 

analytic outline was organized around the social media platforms involved in the study. The third 

layer of the analytic outline was organized around the themes that emerged from the analysis of 

the data. Figure 6 summarizes the study’s data analysis. 
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Figure 6 

Data analysis chart 

 

Timeline of Study 

 The timeline for research of this study was conducted from August 1, 2019-January 31, 

2020. This timeframe is significant because most students are returning to campus. This timeline 

is also when there is the largest population of new students on campus who are seeking 

information, when fraternities and sororities have rushes, and it is also a pivotal moment with 

diversity offices. Institutions can relay pertinent information to students using SNS. The timeline 

includes: Proposal (June 2020), Data Collection (June 2020-August 2020), Data Analysis 

(September 2020-November 2020), and Final Defense (December 2020). 

Positionality Statement 

 Diversity is a hot-button topic and causes people to express strong sentiments in response 

to or against diversity. For most of my life, I have had homogenous experiences. I am an African 

American and I have lived in a homogenous environment, attended homogenous elementary, 
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middle, and high school. I also attended a Historically Black College and University (HBCU) as 

an undergraduate.   

Navigating graduate school at The Ohio State University was very challenging for me. 

Unfortunately, I experienced institutionalized discrimination. I was discriminated against 

because of my age, racial background, and undergraduate attendance at an HBCU. Another 

HBCU graduate and I were called in separately and were told to consider withdrawing from the 

program or take time off to reflect on the depth of the program. We were the youngest in the 

program, HBCU graduates, and were recipients of graduate assistant positions which funded our 

education. We were discouraged from remaining in the program before receiving our first-

semester grades. 

 My first experience of diversity was disheartening and discouraging. This experience 

allowed me to become resilient and, thankfully, I persevered and learned personally from the 

institutionalized discrimination experience. Although I was grateful to have completed the 

program, the experience made me want to return to a homogenous environment to work and live. 

I returned to my hometown to work for 19 years in the school district I graduated from, 25 years 

ago. 

 As I pondered about applying to the Executive Ed Higher Education Cohort at The 

University of Alabama, I questioned whether I wanted to return to a large public research 

institution or attend a regional university or HBCU institution. I became motivated to apply to 

The University of Alabama because I wanted to transition to a higher education environment in 

order to help students transition in an environment which may not reflect the high school they 

attended. 
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 I want this research to identify ways in which an institution can improve diversity 

initiatives. I do not work at The University of Alabama in any capacity, nor am I a colleague or 

relative of any participant in the study. I want this research to provide helpful information to 

institutions to strengthen diversity initiatives for all students.   

 I am aware of my personal experiences and how it can impact the research I conducted. 

In 1965, my mother integrated her high school during the Civil Rights Movement in Akron, 

Alabama. She shared her experiences with our family and has impacted our family for two 

generations. As I reflect on her experience, I would not want my children or any student of a 

diverse background to be intimidated or discouraged from attending a diverse institution. I am 

aware of my experiences, however, my background and familial experiences with discrimination 

is the catalyst behind this research. 

Ethical Consideration 

 Primary ethical considerations were given towards the participants of the study. Although 

participants cannot be masked individually, considerations regarding staffing and financial 

resources were factored into this study. Individual names except for the CDOs were not included. 

This study is not a simple case-by-case contrast of what individuals are doing, it is an 

acknowledgement of what each diversity office is accomplishing through SNS.  

Validity Considerations 

 According to Creswell (2013), there are eight strategies often used by qualitative 

researchers to maintain validity: prolonged engagement and persistent observation; triangulation; 

peer review; negative case analysis; clarifying researcher bias; member checking; rich, thick 

description, and external audits. This research closely focused on two validation strategies: peer 

review and negative case analysis. This research used peer reviews as a means of allowing 
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another researcher to dissect the underlining meaning of the research and methods. Negative case 

analysis was used to report the evidence which does not fit the pattern or theme (Creswell, 2013).   

Conclusion 

 This study used a qualitative investigation of the Offices of Diversity. A multi-case study 

explored how these Offices of Diversity utilize their SNS to advance their mission and vision. 

This study analyzed the ways in which each Office of Diversity identify their mission and vision 

using their SNS. Data analysis provided themes of SNS. Holistic and in vivo coding were best 

suited for this multi-case study.  
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CHAPTER 4 

RESEARCH FINDINGS 

 Social media is a cornerstone in higher education institutions. It serves as an effective 

communication tool for prospective and current students. It is advantageous for various 

departments to utilize social media to share information, goals, and upcoming events with the 

public. Social media can provide a level of transparency with stakeholders and assist with 

maintaining a level of accountability.  

 The Office of Inclusion and Diversity at Auburn University utilizes three social media 

platforms (Facebook, Twitter, and Instagram), The University of Alabama’s Office of Diversity, 

Equity and Inclusion, during the timeframe of this research, did not use any social media 

platforms, and The University of Florida’s Chief Diversity Officer used his personal Twitter 

account as the office’s primary platform. (More recent activity for all three institutions has been 

added to indicate important changes since the conclusion of this research.) This chapter will 

explore the findings of the social media platforms from the CDOs and the Offices of Diversity 

that utilized them. This chapter will explore the Chief Diversity Officer, staff of the office, 

diversity goals for the office, and the university goals for each institution, where applicable. 

Next, the strategic goals section will examine the diversity and institutional goals for 

universities. Chapter 4 will conclude with an analysis of the social media platforms used by 

CDOs and Offices of Diversity. 

 Posts from each institution are placed in three categories: Inspiration, Participation, and 

Information. These category labels were identified based on the types of posts which were 
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uploaded to the Office of Diversity or Chief Diversity Officer’s social media platforms. 

Reoccurring themes were broad descriptors, and all posts could be placed under one of the 

categories. Each post was identified under each category label. Posts that are labeled 

“Inspiration” are posts that encouraged followers to be inclusive, embrace diversity, or expand 

their perspectives. Inspirational posts also included quotes from historical figures who 

challenged the status quo. Posts that are labeled “Participation” are posts that asked followers to 

attend or participate in an event. Events could be in-person or virtual. The goal of the 

participation post is for the follower to be engaged by attending the posted event. Finally, posts 

labeled “Information” simply served as a post to inform the follower of any announcement the 

CDO or Office of Diversity wanted people to be knowledgeable of. Information posts served 

only to inform and to make the public aware. 

Auburn University: Findings 

Facebook 

 Auburn University’s Office of Diversity’s Facebook page had 27 posts ranging from 

August 1, 2019 to January 31, 2020. Of the three social media platforms from this office, 

Facebook was the most used during this timeframe. Posts fall into three categories: Inspiration, 

Participation, and Information. The breakdown of the Office of Diversity’s Facebook posts is as 

follows: Inspiration (13 Posts), Participation (8 Posts), and Information (6 Posts).  

 Most Facebook posts were aimed to inspire their followers. These inspirational posts 

were comprised of quotes and positive reflections. The inspirational quotes consisted of quotes 

by Stephen R. Covey which stated, “Strength lies in differences, not similarities,” Dr. Maya 

Angelou, “Prejudice is a burden that confuses the past, threatens the future, and renders the 

present inaccessible,” and Theresea McHenry, “The point isn’t to get people to accept that they 
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have biases, but to get them to see (for themselves) that those biases have negative consequences 

for others.” These inspirational quotes encouraged people to assess and reflect on how the 

limitations of biases and prejudices impacted their interactions with others. These quotes were 

introspective in nature. 

Participation posts were aimed at encouraging followers to attend events sponsored by 

the Office of Diversity and other campus departments. For example,  Dr. Martin Luther King 

activities featured a “Lunch and Learn” on Financial Freedom as a form of Social Activism on 

January 22, 2020. Additionally, Auburn University and The Office of Inclusion and Diversity 

hosted the Dr. Martin Luther King, Jr. lecture speaker (Dr. Eddie S. Glaude, Jr.) on January 21, 

2020. Another example of participation events were Black History Month events; on January 30, 

2020, The Office of Diversity shared three posts from the Black Student Union (BSU) 

announcing their sponsored events during Black History Month; February 5, 2020 (Soul Food 

Bazaar), guest speaker, Dr. Harold A. Franklin (February 3rd); and the final post highlighted list 

of nine events the BSU would host: 60s General Assembly and Soul Food Bazaar (February 5, 

2020), 80s General Assembly (February 10, 2020), 90s General Assembly (February 17, 2020), 

Unity Week (February 17-24, 2020), Civil Rights March Reenactment (February 24, 2020), Jazz 

and Poetry Night General Assembly (February 26, 2020), and Black History Month Speaker 

(February 27, 2020). The Critical Conversations during this timeframe highlighted Assistant 

Professor Anthony Jack from Harvard University sharing research on the experiences of low-

income students on November 7, 2019. The last example of a participation events was from 

Auburn University’s Gay-Straight Alliance which announced their meetings every Wednesday. 

This organization serves as a safe space for students who are part of gender, sexual, and romantic 

minorities, those who were still discovering themselves, and their allies to gather and discuss 
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topics that relate to them, as well as establish an environment free from discrimination based on 

sexual orientation and gender identity and expression. 

The Information posts consisted of campus announcements, student organizations, and 

student highlight. These posts served as announcements of events held on campus and intended 

to primarily inform students. These posts were not generated to inspire or ask for participation. 

Some of the information posts included: the student organization highlight of Active Minds, 

which works against stigmas involving mental health; a post announcing homecoming, highlight 

of the Black Graduate & Professional Student organization, which uses its platform to address 

the unique needs and concerns of minority students within the Auburn community; and an 

announcement of Black Alumni Weekend. 

Current Facebook Statistics of the Office of Inclusion and Diversity 

As of January 2021, Auburn University Office of Inclusion and Diversity had posts, 

pictures, videos, and basic information on its Facebook page. These Facebook pages included 

197 pictures posted on its timeline, 20 mobile uploads, 11 cover photos, and 53 Instagram 

photos. There were 10 uploaded videos on its Facebook page, and they had 1,241 followers and 

1,117 likes. The Office’s Facebook page was created on August 3, 2010, well before the 

appointment of the CDO, when it was the Office of Diversity and Multicultural Affairs. 

The Office of Inclusion and Diversity posted the following information on its Facebook 

page about its goals and purpose: 

Diversity is a core value at Auburn University. We strive to offer a comprehensive range 

of exemplary educational programs that foster and sustain an environment that promotes 

academic excellence, respects differences, and accepts inclusiveness. Diversity at Auburn 

University encompasses the whole of human experience and includes such human 
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qualities as race, gender, ethnicity, physical ability, nationality, age, religion, sexual 

orientation, economic status, and veteran status. These and other socially and historically 

important attributes reflect the complexity of our increasingly diverse student body, local 

community, and national population. Auburn University recognizes and values the 

considerable educational benefits emanating from diversity as we prepare our students for 

life and leadership in a multicultural world. Students who interact with and learn about 

people from a variety of backgrounds are more apt to understand, appreciate, and excel in 

the community they inhabit. In this context, diversity is aligned with Auburn University’s 

land grant mission of providing its students with a superior education in service to the 

needs of Alabama, the nation, and the world. The primary purpose of the Office of 

Inclusion and Diversity is to accomplish the mission set forth in Auburn University's 

Strategic Diversity Plan (SDP): Establish diversity as a core value at Auburn University. 

(https://www.facebook.com/AuburnOID/?ref=page_internal) 

Twitter 

 The Office of Diversity’s Twitter page had 24 posts from August 1, 2019 to January 31, 

2020. Twitter was the second most used social media platform during this timeframe by the 

Office. Posts included Inspiration (13 Posts), Participation (3 Posts), and Information (8 Posts). 

Of the three types of posts, Inspiration was the most commonly used of the three. 

Inspirational posts consisted of quotes and encouraged followers to embrace diversity and 

broadening the perspective of others. Similar to its Facebook page, the Office of Inclusion and 

Diversity’s Twitter page is designed to inspire and encourage its student body to be more 

inclusive. There appears to be a need to promote inclusivity and diversity with a White student 

population comprising 76% of the student body on campus. Of the 30,460 students enrolled at 

https://www.facebook.com/AuburnOID/?ref=page_internal
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Auburn University, there were 4,284 students who self-identified as people of color (excluding 

race unknown and non-residents/Alien). There appeared to be an emphasis from the Office of 

Inclusion and Diversity to inspire change because two-thirds of their social media platforms 

focus on inspiring the Auburn University community to embrace diversity.  

Participation posts were the least numerous of the three types of Twitter posts. These 

posts mostly consisted of the Critical Conversations segments. The Twitter posts did not include 

Black History Month activities and events nor did it include Dr. Martin Luther King, Jr. lectures 

and events. The primary goal for the Twitter participation posts was to promote the Critical 

Conversations Series. The inspiration posts were mostly the same posts on both Twitter and 

Facebook social media platforms, however, participation posts on these platforms did not cross-

promote. The Twitter platform had only three participation posts which only highlighted the 

Critical Conversations Series.    

Finally, the Information posts were the second most common posts on Twitter with eight 

posts. Information posts consisted of student organization highlights, student highlights, and 

announcements. The Office of Inclusion and Diversity promoted student organizations that 

represented inclusivity. Highlighting these organizations may increase student participation and 

encourage more student-led organizations to promote diversity and get more involved in 

diversity initiatives.  

Current Twitter Statistics of the Office of Inclusion and Diversity 

The Twitter handle for the Office of Inclusion and Diversity is: @AuburnOID. The 

Twitter account was created in September 2011. As of January 2020, OID has 436 Tweets with 

206 photos and videos and 152 likes. The Twitter account had 371 followers and was following 
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130 others. The information provided on its Twitter page stated, “Official Twitter Page for the 

Office of Inclusion and Diversity at Auburn University.” (https://twitter.com/AuburnOID)  

Instagram 

The Office of Diversity’s Instagram page had 20 posts. Instagram is its least utilized 

platform. Instagram posts included Inspiration (6 Posts), Participation (9 Posts), and Information 

(5 Posts). Inspirational posts were the second most commonly used post of the Office of 

Inclusion and Diversity on Instagram and primarily encouraged followers to embrace diversity; 

one post was a quote. The Office of Inclusion and Diversity’s Facebook and Twitter pages used 

mostly quotes to inspire while only one quote was posted to Instagram.  

Participation posts were the most often used posts on Instagram during this timeframe. 

These posts were in reference to MLK events, Black History Month activities, Critical 

Conversations, TESS (Together Embracing Successful Scholars) TALKS, and First Generation 

Celebration Event. TESS TALKS and First Generation Celebration were only mentioned on the 

Instagram platform. The Office of Inclusion and Diversity did not post TESS TALKS or First 

Generation Celebration events on the other platforms. It is not certain if the omission of these 

events was intentional or an oversight. 

The 1st Gen Celebration was only featured on Instagram. The National First Generation 

College Celebration Day was celebrated in the Cross Cultural Center for Excellence. Students 

who attended received buttons and stickers. The First Gen Event celebrated all students who 

were the first in their family to attend a postsecondary institution. This national event was 

designed to highlight and support these students. 

https://twitter.com/AuburnOID
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Participation posts on Facebook, Twitter, and Instagram were reproduced and recycled on 

each platform. They were posted on different days but posts were generally the same posts on all 

platforms. Most of these posts were posted on the same day on each platform.  

Information posts were the least frequently posted items on Instagram. Information posts 

on Instagram consisted of student highlights and campus announcements. Unlike Facebook and 

Twitter, Student Organization highlights were not posted on Instagram. The focus of student 

organizations were not featured on Instagram during this timeframe.  

Current Instagram Statistics of the Office of Inclusion and Diversity 

As of January 2021, the Office of Inclusion and Diversity had 218 posts on Instagram. Its 

first Instagram post was on August 15, 2017. The office had 998 followers and was following 

349 others. There were nine highlighted featured photos and videos. Information posted on the 

Instagram page stated the “OID serves as a vital source for building unity, equity and inclusion 

in the Auburn University community.” (https://www.instagram.com/auburnoid_/).   

Overview of the Office of Inclusion and Diversity’s Social Media Platforms 

The Office of Diversity at Auburn University used its social media platforms primarily to 

inspire change on campus. Facebook, Twitter, and Instagram Inspiration posts had a combined 

total of 32 of 71 posts of these platforms. The OID used inspirational posts 45% of the time on 

its social media platforms. Based on social media usage, inspiring the student body was the main 

focus of the Office of Inclusion and Diversity. The primary way the OID inspired its followers 

was by using quotes and suggesting others to move beyond their comfort zones and make new 

friends, read diverse books, and seek to understand different perspectives.  

The second most posted category was participation posts. Participation posts had a 

combined total of 21 of 71 posts. The OID used participation posts 30% of the time on its social 

https://www.instagram.com/auburnoid_/
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media platforms. The focus of participation posts was to increase student engagement and 

activism among the student population involving diversity and inclusion. Events included 

Critical Conversation Series, TESS TALKS, First Generation Celebration, Black History Month 

Events, and Dr. Martin Luther King, Jr. events. These events were sponsored by the OID or in 

conjunction with the University or other departments with the OID.   

Finally, information posts ranked third with a combined total of 18 posts of 71. The OID 

used information posts 25% of the time on its social media platforms. Information posts were 

designed to update students on announcements like homecoming and Black Alumni Weekend. 

Information posts also featured students on campus sharing their views about diversity. 

Information posts also featured student-led organizations which support and embrace diversity 

efforts on campus. These organizations served as advocates of marginalized populations on 

campus. 

Based on this ranking, Auburn’s Office of Diversity is using its social media platforms to 

inspire change on campus by featuring quotes, encouraging others to broaden their perspectives 

by listening to others, and embracing the beauty of differences. In order to promote a more 

holistic view of diversity, the Office of Diversity at Auburn University seeks to challenge others 

to view diversity in a positive light, thereby using positive quotes and messages. Moving beyond 

inspirational posts, the next step is for the Office of Inclusion and Diversity to engage its 

followers to move into positions of positive action.  

The positive action movement consisted of the Auburn University community 

participating in the following events: Dr. Martin Luther King, Jr. events, Black History activities, 

Critical Conversations, TESS Talks on campus, and First Generation Celebration. Participation 

of faculty, staff, and students in these events can pivot change, create more action-centered 
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activities on campus, and educate the student body on a broader perspective of diversity and 

inclusion. Participation and positive action in these types of events can inspire change and shift 

the campus culture and perspective. When the campus gains a better understanding and 

appreciation of others, the campus can become more inclusive in thought and action. 

Informative posts did not seek to promote a call to action or inspire, rather the goals of 

these posts were to inform and communicate with the student body. For example, some 

information posts served as a reminder to announce Black Alumni Weekend or Homecoming. 

Informative posts also highlighted student organizations and students on campus. The Office of 

Diversity on campus used its Twitter feed to post eight Information tweets, which was the 

highest among the other platforms. 

University of Alabama: Findings 

Instagram 

The University of Alabama’s Office of Diversity, Equity and Inclusion created an 

Instagram to communicate with its stakeholders in January, 2020. The first post was on January 

15, 2020. There were 4 posts within the timeline of this study. Two posts were characterized as 

Participation (50%) and the other two posts were characterized as Information (50%). The two 

participation posts featured events and activities of DEI (Diversity, Equity & Inclusion) Week 

and an event highlighting a keynote speaker, Dr. Yusef Salaam. The two Information posts 

featured a flyer of Rev. Dr. Martin Luther King, Jr’s birthday and a picture of the students acts of 

service during MLK day.   

The account was created after hiring two additional staff in the Office of Diversity, 

Equity, and Inclusion. It is assumed the additional staff assisted with the creation of the social 
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media platforms because prior to the hiring of the additional staff, social media accounts were 

not created.  

The Instagram account was created in January, 2020 and the Twitter account was created 

in February. The Twitter account was created after the timeline of the study, therefore the 

findings in regard to that platform will not be discussed in this study. Cresandra Smothers and 

LaToya Scott were the new hires of the Office of Diversity, Equity, and Inclusion. Cresandra 

Smothers formerly worked in the Office of Strategic Communications and she is currently the 

Executive Director of External Engagement in the ODEI. Through her experience within the 

Office of Strategic Communications, Cresandra Smothers is familiar with creating and 

maintaining social media platforms and establishing a creditable presence and brand. 

 Latoya Scott was hired as the ODEI Assistant Vice President for University Engagement 

and Programing in addition to serving as the Interim Director of the Intercultural Diversity 

Center on campus. On March 30, 2020 a flyer was posted on the Instagram account stating 

Latoya Scott and Dr. Taylor were available to connect via phone and Zoom on particular days 

and hours. However this flyer did not state Latoya’s role within the ODEI. The announcement of 

the new hires are not visible on the ODEI’s webpage nor on the social media platforms. The 

information of these new hires within the ODEI were provided by one of my dissertation 

committee members. 

Current Instagram Statistics of the Office of Diversity, Equity and Inclusion 

 Presently, the ODEI has two social media platforms. The Instagram account was created 

in January, 2020. As of January, 2021 the Instagram account has 53 posts, 977 followers, and 

203 following. There are also seven highlights featured on the Instagram platform. There is also 
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a link located on the Instagram platform which redirects followers to events and information 

associated with ODEI. There are presently 16 links to various campus events and information. 

 The ODEI created an account July, 2019. As of January, 2020 this platform has 60 

tweets, 120 followers and 56 following. There are 25 photos and videos and 80 likes in all. The 

first tweet was on February 21, 2020 and the last tweet was October 15, 2020.  

Overview of the Office of Diversity, Equity and Inclusion’s Social Media Platforms 

 The ODEI’s social media presence, for this study, is very narrow in scope. There are only 

four posts from one platform which qualifies to be a part of this study. Within the next year, the 

ODEI has gained traction on its social media platforms. Instagram appears to the more engaging 

platform. 

University of Florida: Findings 

Twitter 

The University of Florida (UF) hired Antonio Farias as its Inaugural Chief Diversity 

Officer. Mr. Farias also serves as an advisor to President Fuchs at The University of Florida. Mr. 

Farias did not have the infrastructure to complete diversity work with hired staff, however, he 

networked with various departments and faculty on campus and relied on infinity groups. In 

addition to networking, Mr. Farias had three seasons of podcasts entitled Level Up. This podcast 

highlights interviews of faculty and staff of UF. Interviews consisted of people sharing their 

stories of belonging.  

Mr. Farias used his personal Twitter account as a means to share stories of diversity, 

highlight events, and feature diversity initiatives on campus. He had 243 posts from August 1, 

2019 to January 31, 2020. The breakdown of tweets are as follows: Inspiration (46 Tweets), 

Participation (54 Tweets), and Information (143 Tweets).  
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The inspirational category represented 19% of the tweets featured on this timeline. 

Inspirational tweets were mostly retweets, and they were centered on mentoring, healthy eating 

habits, mental health awareness, listening to others, quotes, and being grateful. Mr. Farias 

depended on others for these inspirational nuggets. The majority of inspirational tweets were 

retweets from other sources; however, these inspirational retweets were both intentional and 

thought-provoking. 

Mr. Farias had 54 participation tweets featured on his Twitter account. Participation 

tweets comprised 22% of his account during this timeframe. He tweeted and retweeted about 

events and programs on campus. Events ranged from various podcasts from the Let’s Talk 

Gainesville Podcast on mental health, Modern Figures Podcast, poster presentations, and panel 

discussions, to his personal podcast entitled Level Up. Most participation tweets highlighted the 

Level Up podcast. By tweeting participation events, others gained access. These resources, 

especially podcasts, were not restricted to students on campus but were available to everyone. 

Finally, Mr. Farias used Twitter primarily to inform The University of Florida’s about 

various events on campus from departments and community organizations. Information tweets 

accounted for 59% of his tweets. He strived to keep the campus informed on various events by 

using this platform to share announcements. For a campus this size and with limited staff, it was 

advantageous for him to use this platform to inform the campus. Announcements ranged from 

symphony events, YouTube videos, student memorials, and engineering projects for disabled 

youth to highlighting a student’s sculpture. Because Mr. Farias is a “one-person-show,” it was 

beneficial to tweet and retweet campus and community announcements and events. Mr. Farias 

highlighted the diversity work of others on campus, in the community, nationally, and 

internationally. 
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He used his Twitter account to move the diversity dial forward on campus. His Twitter 

account allowed him to stay connected with the campus community by sharing valuable 

resources, events, and inspiration with everyone. 

Current Twitter Statistics of Antonio Farias 

The Twitter handle for Antonio Farias is Antonio Farias@GatorCDO. His Twitter 

description states, “human & dog dad, husband, ultrarunner, vet, vegan, UF chief diversity 

officer. The world breaks every one and afterward many are strong at the broken places.” 

(https://twitter.com/GatorCDO). As of January, 2021, Mr. Farias has 2,289 Tweets, 1,861 

Following, and 1,434 Followers. He has 320 photos and videos and 11,500 likes. His account 

was created July 2018. 

 Figure 7 provides a comparison and contrast across the three institutions. It indicates the 

differences among the three institutions. Figure 8 provides information about engagement, the 

types of responses to the different uses of SNS. 

https://twitter.com/GatorCDO
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Figure 7 

Social media usage in Offices of Diversity at AU, UA, and UF 
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Figure 8 

Social Media Posts Engagement/Response in Diversity Offices at AU, UA, and UF 
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Figure 7 displays each Office of Diversity social media platform usage. The posts were 

placed in three categories: Inspiration, Participation, and Information for each institution. Auburn 

University’s Office of Inclusion and Diversity used Facebook, Twitter, and Instagram. The 

University of Alabama’s Office of Diversity, Equity and Inclusion only used Instagram during 

the time of this study. Their first Instagram post was January 15, 2020 and their first Twitter post 

was February 21, 2020. The University of Florida’s Chief Diversity Officer used his personal 

Twitter account. This figure highlights the platforms used by the Office of Diversity. The study 

originally focused on Facebook, Twitter, and YouTube platforms, but since qualitative research 

includes changes in research questions, this study included the additional social media platform 

of Instagram. None of the Offices of Diversity in this study used YouTube. 

Figure 8 emphasizes the Offices of Diversity engagement on social media platforms. 

Although the Office of Inclusion and Diversity at Auburn University used three social media 

platforms, there was little engagement with the posts. OID had the most interaction and 

engagement on their Instagram account, with the most likes and comments compared to the other 

two platforms. The OID also used Instagram Highlights and Stories to feature information. 

Highlights can be accessed from the OID page at any time. Stories are used to feature 

information over a 24 hour period. OID followed me on their Instagram and Twitter platforms. 

When an organization, entity, or person follows you back it signifies their commitment for 

connection. It also reflects their intentionality. 

The University of Alabama has four Instagram posts with 116 likes and 6 comments. The 

posts featured Dr. Martin Luther King holiday and ODEI events. The ODEI Instagram account 

has seven highlights featured. I followed ODEI on their Instagram and Twitter accounts but they 

did not follow me back. 
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The University of Florida had the greatest interaction of the three institutions. This may 

be because Mr. Farias has more posts/tweets than Auburn University and The University of 

Alabama combined.  

Findings 

Strategic Goals 

The strategic goals of a university is a reflection of the changes it wants to implement on 

campus. Usually, strategic goals are followed by a university’s climate study or strategic 

diversity report. Goals encompass strategies the institution will implement in the future. Auburn 

University had two sets of goals: University Diversity goals and Office of Inclusion and 

Diversity goals. These goals were similar in their response to diversity. Auburn University and 

OID goals were specific and outlined: creating an inclusive campus for everyone; retaining and 

recruiting minorities, women, and students; establishing community partnerships; providing 

diversity training; monitoring diversity reports and best practices; and sharing the results with the 

Auburn University community.  

These goals were specific and maintain a high level of transparency for the university and 

the OID. Auburn University appeared to have a more aggressive plan than The University of 

Alabama and The University of Florida to address diversity concerns on campus, and the Auburn 

OID use of Social Network Sites appears to reflect that more aggressive plan. Although Auburn 

University has a more aggressive push towards diversity, Auburn University is also the least 

diverse university in this study with a combined racial minority composition of 13.66% of the 

student population (see Figure 9). This drive could be in response to diversifying the campus and 

changing the mindsets of the student body and other stakeholders including administrators, staff, 

and faculty. 
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The University of Alabama is the second least diverse institution in this study (see Figure 

10). The University of Alabama’s racial minority groups comprise 20.44% of the student body, 

excluding the race unknown and nonresident students. UA has nearly double the African 

American enrollment percentages of Auburn University and The University of Florida. However, 

The University of Florida’s racial minority groups comprise 36.49% of the total student 

population. The Office of Diversity Equity and Inclusion at the University of Florida did not 

have specific diversity goals. The University of Alabama, however, had strategic diversity goals. 

These diversity goals include: adding diversity to its educational mission; creating an inclusive 

campus; increasing diversity among the faculty, staff, and administration of the institution; 

increasing the diversity of the student body; and reviewing the effectiveness of these goals 

annually. 

Like The University of Alabama, The University of Florida only had university goals. 

However, unlike Auburn University and The University of Alabama, these goals were not 

considered diversity goals. The goals for The University of Florida were general in nature and 

not specific to diversity. The goals included the following: maintaining an outstanding academic 

environment with diverse experiences; accessible education; stellar faculty; increasing in 

research and scholarship; strengthening public involvement with local, national, and international 

communities; highlighting successful alumni; and maintaining a strong administration and 

physical infrastructure. These goals did not mention racial diversity or increasing diverse 

initiatives. Instead, they focused primarily on strengthening and expanding the growth of the 

university. The University of Florida is the largest institution in this research study, and it is also 

the most diverse of the three (see Figure 11). Its diverse enrollment could account for why the 

university did not mention racial diversity in its strategic goals.  
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The goals for each institution and their Office of Diversity are referenced in the sections 

below. Auburn University and the Office of Inclusion and Diversity both have diversity goals. 

The University of Alabama Strategic Diversity Plan outline its diversity goals. The University of 

Florida focuses primarily on institutional goals rather than diversity. 

Auburn University Strategic Diversity Plan Goals 

• Goal 1: Foster a total campus environment that respects differences and encourages 

inclusiveness. 

• Goal 2: Increase the recruitment, retention, and representation of people of color, ethnic 

minorities, women, people with disabilities, and other underrepresented students, faculty, 

administrators, and staff at Auburn University to a level that reflects the appropriate 

relevant pool of availability for the target population. 

• Goal 3: Develop and implement a comprehensive system of education and training 

focused on effectively managing and leveraging diversity for students, faculty, and staff. 

• Goal 4: Build and strengthen partnerships with diverse communities, businesses, and 

civic and community organizations to support diversity and multiculturalism in the 

university and in external communities.  

• Goal 5: Develop and execute a comprehensive Diversity Communication Plan 

(https://cws.auburn.edu/shared/files?id=199&filename=AU%20Strategic%20Diversity%

20Plan%20Final%20-%208-24-15%20with%20appendix.pdf) 

Office of Inclusion and Diversity Goals 

• Goal 1: Create, promote, and encourage a supportive and friendly campus environment 

that is welcoming and attractive to people of all races, ethnicity, nationalities, religions, 

gender, sexual orientation, and those with disabilities. (SDP Goal 1) 

https://cws.auburn.edu/shared/files?id=199&filename=AU%20Strategic%20Diversity%20Plan%20Final%20-%208-24-15%20with%20appendix.pdf
https://cws.auburn.edu/shared/files?id=199&filename=AU%20Strategic%20Diversity%20Plan%20Final%20-%208-24-15%20with%20appendix.pdf
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• Goal 2: Assist Auburn University in its efforts to recruit and retain minority and women 

faculty, students, and staff at all levels. (SDP Goal 2) 

• Goal 3: Develop and strengthen alliances with external communities to support diversity 

in and outside of Auburn University. (SDP Goal 4) 

• Goal 4: Develop efforts that enhance external support for diversity programs and 

scholarships. (SDP Goal 1,2) 

• Goal 5: Foster a community that values diversity through educational and training 

programs. (SDP Goal 3) 

• Goal 6: Regularly monitor and assess Auburn University’s diversity efforts for 

effectiveness, identify new and better “best practices” for success, and publish reports for 

dissemination. (SDP Goal 1,5)  (https://diversity.auburn.edu/about/).   

The University of Alabama Strategic Diversity Plan 2008 Goals 

• Goal 1: Communicate the University of Alabama’s commitment to diversity as part of its 

educational mission. 

• Goal 2: Create and sustain an inviting, respectful, and inclusive campus environment that 

enhances awareness and appreciation of cultural and individual diversity, promotes 

community and tolerance, and prepares students for the global society in which they will 

live and work. 

• Goal 3: Increase diversity within the University’s faculty and senior level administration 

to ensure that students are exposed to and learn from individuals from a variety of 

backgrounds and experiences, and consequently graduate with a better ability to 

understand, appreciate, and contribute to a global society. 

https://diversity.auburn.edu/about/
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• Goal 4: Increase diversity within the University’s student body to enrich the learning 

environment, foster more informed and open perspectives, promote community, and 

better prepare our students to live and work in an ever-expanding global environment. 

• Goal 5: Annually review goals and assess effectiveness of actions steps and initiatives in 

enhancing diversity within our educational mission. 

(https://eop.ua.edu/img/uasdp2008.pdf)  

Goals for the University of Florida 

• Goal 1: An exceptional academic environment that reflects the breadth of thought 

essential for preeminence, achieved by a community of students, faculty and staff who 

have diverse experiences and backgrounds. 

• Goal 2: An outstanding and accessible education that prepares students for work, 

citizenship and life. 

• Goal 3: Faculty recognized as preeminent by their students and peers. 

• Goal 4: Growth in research and scholarship that enhances fundamental knowledge and 

improves the lives of the world’s citizens. 

• Goal 5: A strengthened public engagement of the university’s programs with local, 

national and international communities. 

• Goal 6: Alumni who are successful in their careers and in life and who are proud to be 

graduates of the University of Florida. 

• Goal 7: A physical infrastructure and efficient administration and support structure that 

enable preeminence. (https://www.uff.ufl.edu/wp/wp-content/uploads/2018/08/goal-

setting-brochure-2016.pdf).  

•  

https://eop.ua.edu/img/uasdp2008.pdf
https://www.uff.ufl.edu/wp/wp-content/uploads/2018/08/goal-setting-brochure-2016.pdf
https://www.uff.ufl.edu/wp/wp-content/uploads/2018/08/goal-setting-brochure-2016.pdf
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Figure 9 

Auburn University student enrollment 2019-2020 
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Figure 10 

The University of Alabama student enrollment 2019-2020 
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Figure 11 

The University of Florida student enrollment 2019-2020 

 

Conclusion 

 Social media was a valuable asset to the CDO and the Office of Diversity at Auburn 

University and The University of Florida. The use of social media kept students, faculty, staff, 

alumni, and other stakeholders aware of the inner workings of the department. Social media 

provided a means of open communication and ushered in a higher level of transparency. 

Research data revealed the Offices of Diversity used social media to inspire, encourage 

participation in events, and inform stakeholders of important announcements, highlights, and 

resources. 

 Auburn’s OID used its social media platforms primarily to inspire change, while the 

CDO at The University of Florida used his Twitter account to inform. Both institutions used their 
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social media platforms to benefit the specific needs of their programs. Auburn had diversity 

goals, a Chief Diversity Officer, and an Office of Inclusion and Diversity with programs and 

goals to outline how to make its institution more diverse. The institution engaged with students 

and the Auburn University community through three social media platforms.  

The University of Alabama has a Chief Diversity Officer and an Office of Diversity, 

Equity and Inclusion with a staff which includes an administrative assistant for the duration of 

this study. However two newly hired Cresandra Smothers (Executive Director of External 

Engagement) and LaToya Scott (ODEI Assistant Vice President for University Engagement and 

Programing) were added to the ODEI after this study. There is presently an infrastructure in 

place for more staff because, in addition to hiring Dr. Taylor, the university created the Office of 

Diversity, Equity and Inclusion on campus. Dr. Taylor joined forces with various departments 

and organizations on campus to provide diverse programs. The strategic diversity goals 

encompassed racial diversity in addition to retaining and recruiting diverse faculty, staff, and 

senior level administrators.  

The University of Florida is the most diverse and largest campus in this study. The 

University of Florida has over 1,000 student organizations and was awarded nearly $1 billion in 

research funding. However, the institution with the most robust budget and greatest number of 

resources invested the least towards diversity. Because the institution’s student body is already 

diverse, there was little evidence towards moving the diversity needle. Mr. Farias used his 

personal Twitter account and his podcast to share diversity conversations, events, and 

information with followers. 
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CHAPTER 5 

CONCLUSION 

This chapter will include a discussion of findings, conclusions drawn from the discussion, 

and recommendations, and describe the contributions this study makes to the research literature. 

The discussion features the researcher’s findings from the research. The conclusions section 

answers the researcher’s three questions within the study. The recommendation section provides 

vital information for future research, Policymakers, and practitioners. The conclusion states the 

gap in the literature and the researcher’s original contribution to the field of knowledge. 

Auburn University: Office of Inclusion and Diversity 

Chief Diversity Officer (CDO) 

Dr. Taffye Benson Clayton was hired as the university’s inaugural Chief Diversity 

Officer on December 1, 2016 (http://ocm.auburn.edu/newsroom/news_articles/2016/11/auburn-

announces-hiring-of-first-associate-provost-and-vice-president-for-inclusion-and-diversity.php). 

She is also the Vice President and Associate Provost for Inclusion and Diversity at Auburn 

University. In 2012, Dr. Clayton was hired at The University of North Carolina at Chapel Hill 

(UNC) as the Associate Vice Chancellor and Chief Diversity Officer. In 2014, Dr. Clayton 

became the Vice Provost and Chief Diversity Officer until 2016. In addition to these positions, 

she was also served as the Clinical Assistant Professor of Education 

(https://olemiss.edu/files/communications/eblasts/diversity/interview/CV/ClaytonCV.pdf). Dr. 

Clayton was hired at ECU in 1995 and remained until 2011. She served in many capacities 

during her 16 year tenure; Director of the Ledonia Wright Cultural Center, Interim Assistant 

http://ocm.auburn.edu/newsroom/news_articles/2016/11/auburn-announces-hiring-of-first-associate-provost-and-vice-president-for-inclusion-and-diversity.php
http://ocm.auburn.edu/newsroom/news_articles/2016/11/auburn-announces-hiring-of-first-associate-provost-and-vice-president-for-inclusion-and-diversity.php
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Vice Chancellor for Student Life, Director of Minority Affairs, Assistant to the 

Chancellor for Special Assignments, EEO/ADA Compliance Officer, Interim Diversity Officer, 

Assistant to the Provost and University Equity Officer, Associate Provost for Equity, Diversity 

and Community Relations, and Chief Diversity Officer 

(https://olemiss.edu/files/communications/eblasts/diversity/interview/CV/ClaytonCV.pdf). Her 

educational background includes: bachelor’s degree in Speech Communication from UNC, 

master’s degree in Arts Administration from American University, and doctorate of education in 

Educational Leadership from East Carolina University 

(http://ocm.auburn.edu/newsroom/news_articles/2016/11/auburn-announces-hiring-of-first-

associate-provost-and-vice-president-for-inclusion-and-diversity.php).  

At Auburn University, Dr. Clayton was the appointed executive administrator for 

conducting diversity and inclusion efforts on campus and served as the adviser and advocate to 

the Provost, University President, and senior leadership involving diversity and inclusion 

(http://www.auburn.edu/academic/provost/bios/taffye-clayton.php). Dr. Clayton was nationally 

known for her work in diversity. Some of her national work includes: incorporating diversity and 

inclusion in higher education, presentations on recruiting diverse faculty, and retention of diverse 

faculty (http://www.auburn.edu/academic/provost/bios/taffye-clayton.php). She also served as a 

board member and membership committee co-chair for the National Association of Diversity 

Officers in Higher Education and a member of the American Association for Access, Equity and 

Diversity (http://www.auburn.edu/academic/provost/bios/taffye-clayton.php).  

Staff 

According to Auburn University’s Department Directory and the Office of Inclusion and 

Diversity, there are other programs which fall under its umbrella. The Cross Cultural Center, 

http://ocm.auburn.edu/newsroom/news_articles/2016/11/auburn-announces-hiring-of-first-associate-provost-and-vice-president-for-inclusion-and-diversity.php
http://ocm.auburn.edu/newsroom/news_articles/2016/11/auburn-announces-hiring-of-first-associate-provost-and-vice-president-for-inclusion-and-diversity.php
http://www.auburn.edu/academic/provost/bios/taffye-clayton.php
http://www.auburn.edu/academic/provost/bios/taffye-clayton.php
http://www.auburn.edu/academic/provost/bios/taffye-clayton.php
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Women’s Initiatives, Education Opportunity Resource Center, and the Multicultural Center all 

fall under the Office of Inclusion and Diversity. According to the Department Directory there are 

21 people serving in these departments throughout campus 

(https://cws.auburn.edu/directory/departments.aspx). However, on the Office of Inclusion and 

Diversity’s webpage, there are 11 people highlighted as the Staff of Office of Inclusion and 

Diversity (http://diversity.auburn.edu/about/).  

The University of Alabama 

Chief Diversity Officer (CDO) 

 Dr. G. Christine Taylor’s first day as the inaugural Chief Diversity Officer at The 

University of Alabama was August 1, 2017. Dr. Taylor was hired as the vice president and 

associate provost for Diversity, Equity, and Inclusion (https://news.ua.edu/2017/09/qa-with-dr-g-

christine-taylor-i-want-students-to-thrive-not-survive/). She reports directly to the Executive 

Vice President and Provost Kevin Whitaker and The University of Alabama’s president, Dr. 

Stuart Bell (https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-

for-diversity-equity-and-inclusion/). According to the article, “Taylor Named UA’s Vice 

President and Associate Provost for Diversity, Equity and Inclusion,” Dr. Taylor was hired to 

provide leadership and build upon the institution’s core principles of inclusiveness within 

programs, learning environments, and strategic partnerships (https://news.ua.edu/2017/06/taylor-

named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/). Dr. Taylor 

brings to the university many years of experience in higher education working with diversity and 

inclusion. 

 Dr. Taylor began working in higher education in 1991 at Ohio University where she 

served in many leadership roles within Student Affairs, Director of Multicultural Programs, 

https://cws.auburn.edu/directory/departments.aspx
http://diversity.auburn.edu/about/
https://news.ua.edu/2017/09/qa-with-dr-g-christine-taylor-i-want-students-to-thrive-not-survive/
https://news.ua.edu/2017/09/qa-with-dr-g-christine-taylor-i-want-students-to-thrive-not-survive/
https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/
https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/
https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/
https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/
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Associate Director of Residential Life, and Associate Vice President for Finance and 

Administration (https://gchristinetaylor.wordpress.com/bio/). Dr. Taylor later served as the 

Associate Vice President for Institutional Diversity at Miami University in Oxford, Ohio, and 

between 2009 and 2015, Dr. Taylor served as Vice Provost for Diversity and Inclusion and CDO 

at Purdue University (https://gchristinetaylor.wordpress.com/bio/).  

 Dr. Taylor received her bachelor’s degree from Middle Tennessee State University in 

Broadcast Journalism in 1979. In 1989 she received her master’s degree, and in 1997 she earned 

her doctorate in Mass Communications. Dr. Taylor also had a promising career in broadcasting 

in Murfreesboro, Tennessee and Houston, Texas prior to her higher education work, 

(https://gchristinetaylor.wordpress.com/bio/). Dr. Taylor stated, “Preparing all of our students to 

live, work and thrive in an increasingly diverse and global society is of paramount importance” 

(https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-

diversity-equity-and-inclusion/).  

Staff 

In an article by The Birmingham Times on September 17, 2017, Dr. G. Christine Taylor 

was asked, “How will the office be staffed in terms of personnel and resources?” Her response 

was: 

There will be other staff that will be put in place to make that happen. One of the big 

pieces we are working on now is a report that the president or provost had done, which is 

a diversity mapping project, which will give us a better understanding of what is 

happening on campus. But the work cannot be done by one person; it can’t be done, 

particularly, for a campus this size. That would be like saying (UA football coach Nick) 

Saban could take us to the finals without a team. It doesn’t happen. 

https://gchristinetaylor.wordpress.com/bio/
https://gchristinetaylor.wordpress.com/bio/
https://gchristinetaylor.wordpress.com/bio/
https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/
https://news.ua.edu/2017/06/taylor-named-uas-vice-president-and-associate-provost-for-diversity-equity-and-inclusion/
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(https://www.birminghamtimes.com/2017/09/new-university-of-alabama-diversity-chief-

sets-goals/)  

On the Office of Diversity Equity and Inclusion’s website there are no other staff 

mentioned besides Dr. G. Christine Taylor and her administrative assistant, Osielia Lewis. This 

information was posted on the website between August 2019 and January 2020. It took nearly 

three years for Dr. Taylor to have additional staff hired in ODEI. The two new hires were not 

mentioned on the ODEI webpage at the time of this writing. (One of the dissertation chair 

committee members shared this information with me.) The new staff members were hired in the 

spring semester of 2020. 

The University of Florida 

Chief Diversity Officer (CDO) 

Antonio Farias became the inaugural Chief Diversity Officer at The University of Florida 

on July 9, 2018. Mr. Farias was hired as the university’s CDO and senior advisor to the President 

(https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-

officer.html). Dr. Fuchs, University of Florida’s President, upon the hiring of Antonio Farias 

stated: 

I am thrilled that Antonio will be joining the University of Florida. He has a strong track 

record and enjoys tremendous respect at a national level. We created this position 

because UF, like many other Southern universities, has a legacy that includes not always 

welcoming people of diverse backgrounds. This is a significant step in addressing the 

cultural changes that must continue to take place at the University of Florida. Antonio is 

well-equipped to tackle these challenges (https://news.ufl.edu/articles/2018/05/uf-taps-

proven-leader-as-its-first-chief-diversity-officer.html). 

https://www.birminghamtimes.com/2017/09/new-university-of-alabama-diversity-chief-sets-goals/
https://www.birminghamtimes.com/2017/09/new-university-of-alabama-diversity-chief-sets-goals/
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
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From 2013 to 2018, Mr. Farias was employed at Wesleyan University where he worked 

with Academic Affairs, Admissions Office, Student Affairs, and University Relations (Inclusion 

and Equity) (https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-

diversity-officer.html). Mr. Farias served as the Chief Diversity Officer for the U.S. Coast Guard 

Academy from 2005 to 2013 (https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-

first-chief-diversity-officer.html). Mr. Farias received his bachelor’s degree from The University 

of California, Berkeley in Comparative Literature. He later received his master’s degree in 

Comparative Ethnic Studies from The University of California, Berkeley. He earned another 

master of fine arts in Creative Writing from The University of California, Riverside 

(https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-

officer.html).  

Staff 

 Mr. Farias serves as the Chief Diversity Officer and the Advisor to the University of 

Florida’s President. Mrs. Brigit Dermott serves as the administrative assistant to the CDO. She 

has many responsibilities and coordinates the Campus Liaison network and produces the Level 

Up podcasts. Mrs. Dermott earned a bachelor’s degree from Cornell University. 

Discussion 

This research was exploratory in nature. There were no prior studies to compare with this 

research. Specifically, researchers have not previously reviewed how Offices of Diversity used 

their social media to communicate with stakeholders. Because this study was exploratory in 

nature, the researcher will provide three insights gained from this study.  

First, there is no uniform or right way to communicate using social media. Auburn used 

three social media outlets, The University of Alabama used one social media platform, and The 

https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
https://news.ufl.edu/articles/2018/05/uf-taps-proven-leader-as-its-first-chief-diversity-officer.html
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University of Florida used one social media platform. Presumably, these institutions used social 

media platforms based on their ability to manage them. Auburn University used three social 

media platforms apparently because they had sufficient staff members to manage them.  

It is unclear the reasons why these institutions chose these platforms. The Auburn Office 

of Inclusion and Diversity may have chosen these platforms because they are easier to operate. 

On Facebook, Twitter, and Instagram, images can be posted, videos uploaded, and live feeds 

conducted simultaneously. The updates and features on social platforms are user-friendly and 

interconnected to each other.  

The University of Alabama used two social media platforms at the time of writing the 

dissertation. The Twitter account was created July 2019, however their first tweet was not until 

February 21, 2020. The Twitter account does not fall within the range of this study and therefore 

their posts were not a part of the research data. The University of Alabama’s DEI also has an 

Instagram account. The first post was on January 15, 2020. Four posts were analyzed from the 

Instagram account which fell within the time parameters of this study.  

A member of my dissertation committee informed me of the social media platforms the 

ODEI uses and the additional staff members hired to assist Dr. Taylor after the time restraints of 

this study. However neither the social media links nor the new hires are on the ODEI webpage. 

The two new employees were hired in 2020 and the first posts of these platforms were in January 

(Instagram) and February (Twitter) of 2020. Cresandra Smothers joined the ODEI from the 

Office of Strategic Communications. Cresandra is the Executive Director of External 

Engagement in the ODEI. Once Creseandra was hired, social media platforms became 

operational. Latoya Scott was hired as the ODEI Assistant Vice President for University 
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Engagement and Programing. She also serves as the Interim Director of the Intercultural 

Diversity Center on campus. 

The timeline of this study was from August 1, 2019 to January 31, 2020 and up until the 

final two weeks of the study, Dr. Taylor was the only person in the ODEI. Operating the ODEI is 

a tedious task to undertake; therefore, Dr. Taylor had to prioritize her work. Managing social 

media platforms may not have been a high priority for the Vice President and Associate Provost 

for Diversity, Equity, and Inclusion at The University of Alabama. Adding social media to Dr. 

Taylor’s list of responsibilities may have been unrealistic. 

Mr. Farias’s role as the Chief Diversity Officer and advisor to the president at The 

University of Florida was a significant task. Mr. Farias did have the benefits of having a full staff 

to share the responsibilities of conducting diversity programs and initiatives. As a means to 

communicate with The University of Florida’s community, he used his personal Twitter account 

to share information from student organizations and about student events throughout campus. 

Managing his personal Twitter account was an effective way to communicate and a manageable 

task. 

Second, using social media platforms as a means of communication for these departments 

could present a level of resistance based upon generational differences and level of comfort with 

social media usage. Social media was originally used as a means of connecting and 

communicating with people; however, businesses and academic institutions now use these 

platforms in a variety of ways. Social media is used at institutions for a variety of reasons. 

Departments have specific and strategic uses for social media. The literature review summarized 

the significance of the uses of social media. Institutions used social media to: increase 

communication, marketing value, and positive connections while admission offices used social 
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media to: increase recruitment of students, build rapport with students, and influence student 

decision making process, and athletic departments used social media to: increase brand exposure 

and fun interaction. These departments had specific uses for social media. The use of these 

platforms were extremely intentional and thoughtful.  

Auburn University, The University of Alabama, and The University of Florida hired 

Chief Diversity Officers to inaugural positions. As a result, CDOs were steeped in building 

relationships, establishing programs, creating policy, meeting with stakeholders, forming 

alliances throughout the campus and community, and hiring staff. It was likely difficult to 

balance these responsibilities and manage changing social media platforms as a Chief Diversity 

Officer. 

Social media is an ever-changing platform and trends change at a rapid pace. In order to 

stay abreast of these changes, individuals must be knowledgeable and hands-on. Chief Diversity 

Officers in this study are characterized as Baby Boomer and Gen X. People within the baby 

boomer age bracket are ages 56 to 74 and were born between 1946 and 1964. People within the 

Gen X age bracket are ages 40 to 55 and were born between 1965 to 1980 

(https://www.kasasa.com/articles/generations/gen-x-gen-y-gen-

z#:~:text=Baby%20Boomers%3A%20Baby%20boomers%20were,between%201981%20and%2

01994%2F6). According to their biographies, Dr. Clayton is 52, Dr. Taylor is 63, and Mr. Farias 

is 54. While age is not an exclusive response to the type of work they have produced, it does 

speak loudly about how they accept and adapt to technology. 

Baby Boomers are considered digital immigrants (https://nordic-it.com/evolution-

technology-throughout-generations/) and last to adopt technology compared to Gen X and 

Millennials (https://www.pewresearch.org/fact-tank/2019/09/09/us-generations-technology-use/). 

https://nordic-it.com/evolution-technology-throughout-generations/
https://nordic-it.com/evolution-technology-throughout-generations/
https://www.pewresearch.org/fact-tank/2019/09/09/us-generations-technology-use/
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Fifty-nine percent of Baby Boomers use social media compared to 76% of Gen X 

(https://www.marketingcharts.com/charts/mobile-and-social-media-adoption-by-generation-in-

2019). Baby Boomers are more likely to use Facebook and LinkedIn because it evenly splits 

their personal and professional lifestyles. Baby Boomers are also less likely to use social media 

platforms like Instagram and Twitter and less likely to have multiple profiles 

(https://www.postbeyond.com/social-media-generations-2/). 

Beginning in March 2020, the world began to shut down due to the COVID-19 pandemic. 

This shut-down caused an uptick in social media usage. Gen Z (54%) and Millennials (44%) 

spent more time on social media platforms in the month of May, 2020 than in previous months 

prior to the pandemic (https://www.smartinsights.com/social-media-marketing/social-media-

strategy/new-global-social-media-research/). There were trends in social media which CDOs 

should pay close attention to involving social media platforms. For example, Facebook 

subscribers have used its platform to watch a video (44%), create or view a story (21%), watch 

something on Facebook Live (20%), and watch something on Facebook Watch (19%) 

(https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202

020%20-%20GlobalWebIndex.pdf?utm_campaign). Instagram subscribers have used its 

platform to watch a video clip (38%), create or view a story (27%), watch something on IGTV 

(23%), and used the live feature (11%) 

(https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202

020%20-%20GlobalWebIndex.pdf?utm_campaign). Gen Z and Millennials in the United States 

and the United Kingdom enjoyed viewing livestream content. The overall percentage of social 

media users has increased during the pandemic and appears to be a promising trend after the 

pandemic. These populations enjoyed watching livestreams from the following platforms: 

https://www.marketingcharts.com/charts/mobile-and-social-media-adoption-by-generation-in-2019
https://www.marketingcharts.com/charts/mobile-and-social-media-adoption-by-generation-in-2019
https://www.postbeyond.com/social-media-generations-2/
https://www.smartinsights.com/social-media-marketing/social-media-strategy/new-global-social-media-research/
https://www.smartinsights.com/social-media-marketing/social-media-strategy/new-global-social-media-research/
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
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YouTube (46%), Facebook Live (28%), Zoom (27%), Instagram Live (26%), and Twitch (15%) 

(https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202

020%20-%20GlobalWebIndex.pdf?utm_campaign).   

The nuance of technology and social media may have been a deterrent for Dr. Taylor, 

whereas Dr. Clayton and Mr. Farias seemed to embrace new technology. Dr. Clayton has 

incorporated social media platforms within the Office of Inclusion and Diversity and has 

assigned staff members to monitor and maintain these platforms. Mr. Farias maintained his own 

personal Twitter account and was able to efficiently navigate this platform. Mr. Farias took on 

the task of becoming the first Chief Diversity Officer of one of the largest institutions in the 

United States, which was a challenging accomplishment. Implementing diversity initiatives at 

such a large institution, without the assistance of a full staff, is challenging. Therefore, it was 

wise of him to preserve his energy by relying on his Twitter account to inform and inspire the 

student body. 

It is uncertain whether Dr. Taylor was willing to personally maintain and manage social 

media platforms for the Office of Diversity, Equity and Inclusion. If there were other staff hired 

in this office, the maintenance of social media platforms could be appointed to them. The 

generational level of Dr. Taylor could also be a determining factor in her response to not using 

technology as a tool as a Chief Diversity Officer. 

Finally, the PWIs within the Southeastern Conference can be very a precarious 

environment to navigate, especially for CDOs. The political atmosphere at these universities can 

be challenging. Power dynamics can cause a feeling of alienation in higher education settings 

and create problems for the organization and administration (Birnbaum & Edelson, 1989). 

Higher education institutions are melting-pot environments with an eclectic group of people, 

https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
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however, the diverse groups are expected to assimilate to the majority culture (Arnold & 

Kowalski-Braun, 2012). The response to this belief is to allow more access to diverse 

populations; however, the need for possible structural changes in this area may become 

unrecognized (Tierney, 1993). It is the responsibility of higher education institutions to create 

spaces for underrepresented faculty, staff, and students and help them flourish in these 

environments (Arnold & Kowalski-Braun, 2012).  

The president and senior level administration need to communicate their support of the 

CDO. The downfall of an accomplished CDO is the lack of infrastructure (Arnold & Kowalski-

Braun, 2012). The rank of CDO within the overall organizational hierarchy equates to the 

amount of access the CDO has to other senior level administrators. The greater the CDO’s rank, 

the greater political and symbolic power they have (Leon, 2014). 

CDOs do not have any formal authority therefore their source of power is primarily 

through status, persuasion, and symbols (Williams & Wade-Golden, 2007). CDOs do not have 

formal power to hire staff but often use their influence to persuade other faculty, like department 

chairs and deans, to hire staff. Another source of power for the CDO is their alignment to the 

president. The positional alignment and the amount of power and authority given to the CDO can 

determine the overall effectiveness of the CDO and their willingness to move diversity initiatives 

forward on campus. 

According to the Archetypes of Structure, Auburn’s Office of Inclusion and Diversity 

closely resembles the Unit Based Model. The Unit Based Model has administrative support, 

technical support, program associate, diversity officer and chief diversity officer. The University 

of Alabama has the infrastructure of The Unit Based Model. In addition to hiring Dr. Taylor, the 

Office of Diversity, Equity and Inclusion was created. The University of Florida hired a Chief 
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Diversity Officer therefore their model reflects The Collaborative Officer Model. Usually these 

models have an administrative assistant or graduate student serving as an administrative 

assistant.  

The lack of technical, administrative, and program support could have been a limitation 

at The University of Alabama and The University of Florida. Due to the lack of staffing at these 

institutions, a priority cannot be placed on a social media presence. The CDOs must prioritize the 

work they are able to do by themselves and managing social media platforms may not be as high 

of a priority as it is for institutions who have adequate staffing. These staffing constraints pose 

limitations on maintaining a social media presence. 

Auburn University created the level of structure in place to support the CDO. The 

adequate staff representation is a reflection of the sufficient structure at Auburn University. Dr. 

Clayton has the support and staff needed to carry out diversity initiatives. The University of 

Alabama and The University of Florida, in contrast, have not established the necessary support in 

place for the Chief Diversity Officers. Dr. Taylor and Mr. Farias need more than administrative 

assistants to incorporate diversity initiatives at these large institutions. The minimum support is 

reflected by the institution hiring adequate staff. 

Conclusions 

Diversity is a common and broad word in higher education arenas. Diversity not only 

encompasses race but also extends to ability, sexual orientation, religion, and gender. 

Universities are faced with the great challenge of diversifying campuses in order to create a safe 

and inclusive environment for everyone. Diversifying college campuses is a tremendous feat, and 

the challenge becomes even more demanding on campuses with large student populations. 
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Large campuses can bring a diverse atmosphere on campus. Diversity can unite 

campuses, however, it can also cause great division. Without intentionality, what is viewed as a 

beautiful mixture of diverse people can be used as a means to make these diverse populations 

feel marginalized and isolated. In an effort to address diversity and possible challenges on 

college campuses, the creation of Chief Diversity Officer (CDO) was created. 

Chief Diversity Officers are faced with the challenge of effectively communicating with 

university stakeholders. Social media plays a vital role in keeping stakeholders abreast of current 

information. Social media platforms at Auburn University, The University of Alabama, and The 

University of Florida keep stakeholders informed both domestically and abroad. Two Chief 

Diversity Officers within this study capitalized on social media as a communication tool. Auburn 

University and The University of Florida have intentionally used social media to inspire, increase 

participation in events, and inform its stakeholders. Auburn University’s Office of Inclusion and 

Diversity used three social media platforms, The University of Alabama’s Office of Diversity, 

Equity, and Inclusion used one platform within the time period of this study, and The University 

of Florida’s Chief Diversity Officer used his personal Twitter account. 

As stated earlier, the COVID-19 pandemic has altered our lives, especially in terms of 

communication. Higher education institutions have been impacted all over the world. This 

pandemic has affected the ways students attend class, sporting events, and social activities on 

campus, as well as how and where students interact. Social media, now more than ever, is an 

excellent communication tool. 

After analyzing the data, there were questions the researcher pondered involving these 

institutions: Why does Auburn University’s Office of Diversity have so many posts on their 

social media platforms?; Why did The University of Alabama’s Office of Diversity, Equity and 
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Inclusion take so long to establish a social media presence?, and why did The University of 

Florida choose not to establish a Diversity Office? The researcher will provide a perspective 

from my interpretation of the data to the following questions. 

Why Does Auburn University’s Office of Diversity Have So Many Posts on Its Social 
Media Platforms? 

 
Auburn University has a student population of 30,460 students. Of this population, 4,284 

students (excluding non-resident/alien and race unknown) self-identify as non-white. The White 

population comprises 76% of the student population, the multi-ethnic population makes up 

13.66%. The non-resident/alien (10%) and race unknown (.34%) populations make up 10.34%. 

Given the racial composition of Auburn University, it is not as diverse as the student bodies of 

The University of Alabama and The University of Florida. 

According to Museus and Quaye (2009), minority students face many challenges 

connecting with the culture at Predominately White Institutions (PWI). Students of color often 

experience cultural dissonance because of the vast difference of home and school cultures. The 

dissonance minority students face can negatively impact their success and their interactions with 

the culture of PWIs (Museus & Quaye, 2009). These challenges can cause students of color to 

feel marginalized, unwelcomed, and isolated at PWIs (Park, 2009).  

Racial and ethnic minorities are successful when they connect to cultures of their 

institutions (Tierney, 1999). These students can become connected to their school’s culture by 

connecting with individual (faculty, staff) and collective (academic departments, student support 

services, student organizations, and cultural centers) culture agents on campus (Museus & 

Quaye, 2009). The Office of Inclusion and Diversity at Auburn University serves as a culture 

agent for students of color. The office provides opportunities for students of color to engage with 

one another through summer programs, scholarships, retreats, guest speakers, and special events. 
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The Office of Inclusion and Diversity use Facebook, Twitter, and Instagram to communicate 

their programs and promote messages of unity on campus.  

Considering the racial diversity of Auburn University, students of color might have 

experienced isolation and lack of support. The Office of Inclusion and Diversity served as a 

means of support for racial and ethnic minorities while also serving as a means of support, 

education, and training for faculty, staff, and the majority White culture on campus. The posts 

shared on its three social media platforms were for the collective culture on campus. White 

students benefited from the inspiring quotes, critical conversation series, and the outlined Black 

History month events as much as students of color. 

One of the reasons the Office of Inclusion and Diversity used its social media platforms 

is to create an inclusive and inviting environment on campus. The activities and programs were 

not solely for minority students, they were for the collective body. As students become aware of 

the challenges and struggles of their peers, they can be more empathetic and display kindness to 

each other. Inclusive activities create cohesive environments on campus (sporting events, 

homecoming activities, and Greek life events). 

(https://www.instagram.com/p/B2pB2wanZB5/ 

https://www.facebook.com/AuburnOID/photos/a.192376704146879/2812103812174142/  

https://twitter.com/AuburnOID/status/1176265046650957825)  

Second, the Office of Inclusion and Diversity (OID) used its social media platforms as a 

means of communication and education. For example, the OID educated the Auburn Community 

by sharing information and presentations of the following: Domestic Violence Awareness 

Month, Historical Figures in the LGBTQ+ community for LGBTQ+ month, contributions of 

Latinos during National Hispanic Heritage Month, Juneteenth virtual cooking show, and an open 

https://www.instagram.com/p/B2pB2wanZB5/
https://www.facebook.com/AuburnOID/photos/a.192376704146879/2812103812174142/
https://twitter.com/AuburnOID/status/1176265046650957825
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letter to the campus of how African Americans’ concerns of safety on campus. Behaviors can 

change when people become educated on the cultures of others. Education and awareness can 

build a level of sensitivity to the collective body. 

Finally, the OID used its social media platforms to reduce negative racial tensions and 

stereotypes on campus. On July 16, 2020, the OID responded to Black at Auburn group on 

Instagram. The purpose of the Black at Auburn Instagram page is to share the experiences of 

BIPOC (Black, Indigenous, People of Color) students/community at Auburn University and 

interrogate the idea of the Auburn Family. The letter in part states: 

Dear Auburn Community: 

…We want to say this: we see and hear you all and recognize that we too need to do 

better! The historic and contemporary racial incidents on campus present an opportunity 

for all campus leaders to engage the personal work involved in becoming equipped with 

the language, tools, and knowledge necessary to confront racism. We are taking 

accountability and we will work to become more transparent with you all to foster a 

community where students, faculty, and staff are better supported. More importantly, we 

want to establish a culture where we (as a collective community) are not just reacting to 

incidents like those that have been shared on the @blackatauburn account but instead, we 

are proactive in the ways in which we create our policies, programming, and initiatives. 

Lastly, in order for systemic inequality to be eradicated, diversity, inclusion, and equity 

must be engrained into every aspect of Auburn. This work requires collaboration as well 

as accountability. Please continue to hold us accountable! None of this work can be done 

without you, the Auburn community. Please contact us at diversity@auburn.edu if you 

mailto:diversity@auburn.edu


 

148 
 

have further questions and-or comments to share (@auburnoid_ Instagram, July 16, 2020 

post). 

This letter was a representation of the concerns of the students of color at Auburn 

University. The OID openly took responsibility of its inaction, offered transparency in moving 

forward, supported the frustrations of this group, and aspired to become more proactive in 

creating policies, programming, and initiatives. The OID recognized the disparities on campus 

and collectively spoke against them. Social media allowed the OID to create a more inclusive 

campus, educate the Auburn Community, and reduce negative racial tension and stereotypes. 

Although the OID’s level of transparency could be applauded, many Black Auburn 

alumni were very disappointed in lack of diversity the OID has created on campus 

(https://www.insidehighered.com/news/2020/12/11/black-auburn-alumni-students-say-

university-needs-change). The article highlighted that Black freshmen enrollment in 2011 was 

268 and Fall 2020 Black freshmen enrollment dropped to 157 students. The total enrollment for 

Black students fell from 1,935 in 2011 to 1,624 in 2020. The Coalition of Black Alumni believed 

Auburn University did not have a welcoming atmosphere for Black students by keeping the 

names of buildings on campus with racist connections. The Coalition asked for some of the 

following changes: increase Black freshmen enrollment by 25% each year; increase Diversity 

Scholarship by $5,000; increase the number of Diversity Scholarship recipients; fire leadership 

in the Office of Inclusion and Diversity; rename buildings associated with slavery and the Ku 

Klux Klan; and increase the number Black faculty and staff 

(https://www.insidehighered.com/news/2020/12/11/black-auburn-alumni-students-say-

university-needs-change).    

 
 

https://www.insidehighered.com/news/2020/12/11/black-auburn-alumni-students-say-university-needs-change
https://www.insidehighered.com/news/2020/12/11/black-auburn-alumni-students-say-university-needs-change
https://www.insidehighered.com/news/2020/12/11/black-auburn-alumni-students-say-university-needs-change
https://www.insidehighered.com/news/2020/12/11/black-auburn-alumni-students-say-university-needs-change
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Why Did The University of Alabama’s Office of Diversity, Equity, and Inclusion 

Take So Long to Establish a Social Media Presence? 
 

 The University of Alabama hired Dr. G. Christine Taylor on August 1, 2017. According 

to http://www.diversity.ua.edu there were no other staff connected to the Office of Diversity, 

Equity and Inclusion. Additional staff was not hired until the spring semester of 2020.  Dr. 

Taylor was hired as The University of Alabama’s Vice President and Associate Provost for 

Diversity, Equity and Inclusion. The creation of the Office of Diversity, Equity and Inclusion 

implied there would be staff set in place to move diversity work forward on such a large campus. 

 The primary reason the Office of Diversity, Equity and Inclusion did not have a social 

media platform for twenty-nine months is because there were not adequate staff members 

available to create and manage them. Dr. Taylor mentioned in several articles that she makes 

time to meet with students. Dr. Taylor met with students to help them strategize an effective way 

for communicating their concerns. Dr. Taylor also delivered presentations on campus and in the 

community throughout the year. The demands on her time limited her ability to do the work 

alone. 

 The Office of Diversity, Equity and Inclusion may not have had an operating social 

media platform because the office did not have anyone hired to create and maintain these 

platforms during most of the time of this study. In addition, Baby Boomers are often slow to 

adapt to new technology trends and social media platforms. Dr. Taylor might not have been fully 

knowledgeable on the inner workings of various social media platforms and managing these 

accounts for The Office of Diversity, Equity and Inclusion. Dr. Taylor needed the support of 

additional staff to ensure the Office of Diversity, Equity and Inclusion communicates with 

university stakeholders. Additional staff would contribute to operating social media platforms 

http://www.diversity.ua.edu/
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and move messages of diversity forward. The level of work which was required for such work 

could place limitations on what Dr. Taylor was able perform. 

Other universities with an Office of Diversity had staff in place to support its mission, 

programs, and social media platforms. At the University of Florida,, Mr. Farias has an 

administrative assistant who manages his podcasts. According to the website, his executive 

administrative assistant managed calendar and office management for the CDO. She helps 

coordinate the Campus Diversity Liaison network and takes on special projects such as 

producing the Level Up podcast (https://cdo.ufl.edu/about/). However the Office of Diversity, 

Equity and Inclusion website did not provide detailed information regarding the type of work Dr. 

Taylor’s administrative assistant provided during the period of the study. Therefore, it could be 

interpreted that Dr. Taylor shoulders most responsibilities herself. Until January 2020, Dr. Taylor 

operated an entire Office of Diversity, Equity and Inclusion without the assistance of a staff. 

 Dr. Taylor wears many hats within her role therefore it becomes the responsibility of the 

board of trustees and president to hire more staff for the Office of Diversity, Equity and 

Inclusion. The administration has the power to hire staff for the Office of Diversity, Equity and 

Inclusion in order to do the work that is needed on campus. Thankfully, additional staff were 

hired within the spring semester of 2020 and Instagram and Twitter social media platforms were 

created for the ODEI. 

 These institutions have to be protective of the image they have carefully crafted. For 

example, the University of Alabama came under national scrutiny when White sororities did not 

offer any bids to African American women on campus. This negative publicity was harmful to 

the institution and as a result, the Division of Strategic Communications worked diligently and 

purposefully to address and prevent matters which cast the institution in a negative light.   For 

https://cdo.ufl.edu/about/
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the University of Alabama, another consideration for the lack of social media presence is the 

guidelines set forth by the Division of Strategic Communications. On the Division of Strategic 

Communications webpage the following is shared: 

we provide guidelines and best practices, brand identity standards, marketing support, 

design services, web templates, digital imaging and broadcast production. As stewards of 

the University’s brand, we offer the knowledge and framework for how you can best 

communicate with your audiences to accomplish your goals. (https://stratcomm.ua.edu/) 

This statement implies the Division of Strategic Communications is the gatekeeper of the 

institution. Within the Division of Strategic Communication there are nine departments; Brand 

Strategy, Broadcast Production, Ceremonies and Events, Communications, Design & Production, 

Marketing, Photography, Social Media, and Web Communications 

(https://stratcomm.ua.edu/departments/). A dissertation committee member shared how 

frustrating it was to be required to select a specific email signature which emphasized the 

institution and logos. The expectations at The University of Alabama are very powerful. Before 

any information is shared, social media post, or emails must all reflect the specific guidelines of 

the Division of Strategic Communication. Careful attention is paid to the brand of the institution, 

down to email signatures, logos, templates, watermarks, and approved graphics.  The attention to 

detail is of the utmost importance. The Social Media Department states: 

The social media team is responsible for the management of the University’s brand and 

reputation within the social media landscape. We keep a pulse on the campus community 

through live coverage of events, constant monitoring of platforms and hashtags, and 

collaboration with others in our Division and across campus. Working with the top-level 

https://stratcomm.ua.edu/
https://stratcomm.ua.edu/departments/
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social media channels of the University, the team strives to create content that tells our 

story and amplifies our brand (https://stratcomm.ua.edu/social-media/).  

The brand and image of the university is of high importance, therefore Cresandra 

Smothers was hired from the Division of Strategic Communications to oversee, create and brand 

the image of the ODEI. Her title within the ODEI is the Executive Director of External 

Engagement. Cresendra created the two social media platforms for the ODEI and manages these 

accounts. (This information was shared with me by one of my dissertation committee members  

who serves on various boards with Dr. Taylor.) It is highly likely all three Offices of Diversity 

face some level of constraint because of offices of strategic communications, but given the high 

level of national attention on The University of Alabama in regard to such events as the white 

sororities not pledging African American women, it is reasonable to pay special attention to that 

office at Alabama.  

Why Did The University of Florida Choose Not to Establish a Diversity Office? 
 

 The University of Florida is one of the largest institutions in the United States. Compared 

to the other institutions in this study, The University of Florida is the most racially diverse. Its 

diverse enrollment could account for why the university did not mention racial diversity in its 

strategic goals. However, this institution was also the last within the Southeastern Conference to 

hire a Chief Diversity Officer. One of the reasons the institution was slow to hire a Chief 

Diversity Officer may have been because the racial demographics of the institution already 

reflected a diverse student population. Because the institution’s student body was already 

diverse, there was little motivation for moving the diversity needle. A racially diverse institution 

implies the institution is sensitive to the racial demographics of the institution. This implication 

may have been an inaccurate depiction of reality at Florida.  

https://stratcomm.ua.edu/social-media/
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 Another reason the institution may not have established an Office of Diversity was 

because the senior level administrators and president did not believe it was warranted to hire a 

Chief Diversity Officer and create a Diversity Office. University goals did not reflect any 

diversity initiatives or agendas. The goals were vague and did not directly address diversity 

perspectives. Due to the racial composition of the campus, the administration may have been 

satisfied with the hiring of a Chief Diversity Officer rather than creating an Office of Diversity. 

 The University of Florida has a large alumni base throughout the world and is one of the 

largest institutions with financial means and access to expand its presence and infrastructure. As 

the university strives to improve its impact on faculty, staff, students, alumni, and the world, it is 

important to have a means of support for diverse student populations on campus. It is 

unreasonable to expect one person to have such a significant impact on diversity with an 

enrollment of over 56,000 students.  

To improve and prepare faculty, staff, and students to coexist in an inclusive 

environment, it is imperative for the institution to have a more proactive stance and create more 

opportunities for diversity initiatives. One way to address this concern is by creating an Office of 

Diversity. An Office of Diversity would be an appropriate response to provide the necessary 

support system for students at The University of Florida. The creation of an Office of Diversity 

would not be a financial burden to this institution. Institutions devote resources for programs and 

initiatives they believe in and support; The University of Florida is no different.  

Mr. Farias uses his personal Twitter account as a form of communication. Mr. Farias 

presumably uses his Twitter account because it is a feasible way to communicate. Most of his 

posts are retweets from various organizations on and off campus. The retweets are an efficient 
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way to keep stakeholders informed, but his work would likely have more of an impact if he had a 

staff.  

Recommendations 

 This study provides insight regarding how CDOs from these institutions can use their 

social media platforms to communicate with its stakeholders. This research offers 

recommendations for implications for future research, Policymakers, and practitioners. The 

recommendations will serve as a means to build upon a more effective and transparent way of 

communicating with stakeholders.  

Future Research 

 This study can evolve by adding more institutions to the study. The researcher decided to 

conduct research on the last three institutions within the Southeastern Conference to hire a Chief 

Diversity Officer. Research can be conducted on the first three institutions within the 

Southeastern Conference to hire a Chief Diversity Officer, and the results can be compared. A 

study can also be conducted comparing similar or different institutional types within similar or 

different conferences throughout the country.  

 Further research can assist in building a body of literature. The information could provide 

strategies for strengthening Offices of Diversity and the ways they communicate using social 

media. The potential for this research and data could be expanded among institutions within a 

geographical location, different institutional types, and by institutions that hired Chief Diversity 

Offices versus institutions that hired Chief Diversity Officers last. The data collected can provide 

Policymakers and practitioners with strategies to strengthen the Offices of Diversity. 

The institutions in this study use social media platforms in meaningful ways to keep 

stakeholders informed and engaged. Now more than ever, during this pandemic, social media 
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connected stakeholders to the pulse of campus. Without social media platforms, students would 

not have been able to connect with the Offices of Diversity or participate in virtual events. 

Auburn University has conducted several virtual sessions from the Office of Inclusion and 

Diversity. The University of Alabama Office of Diversity, Equity and Inclusion joined forces 

with mental health counselors to conduct informational sessions. The University of Florida’s 

CDO continued his podcasts and Twitter account to retweet events on campus. Social media 

played a significant role in advertising, managing, and orchestrating these virtual events. Further 

research could be done to explore the impact of social media at higher education institutions, for 

example by interviewing people who evidenced engagement with the SNS used by the offices of 

diversity. 

Policymakers  

 In this study, policymakers are referred to as the senior level administrators, provosts, 

chancellors, vice presidents, and president within the institutions. Policymakers have the ability 

to influence and incorporate necessary practices and changes of policy within the institution. 

Policymakers within this study can provide the standards for communication for Chief Diversity 

Officers and Offices of Diversity. Policymakers should create guidelines for communication and 

provide resources to The Office of Diversity or Chief Diversity Officer. These guidelines will 

facilitate adequate and meaningful opportunities for communication and engagement among 

institutional stakeholders.  

 If the Office of Diversity is understaffed, the policymaker should appoint assistance. The 

assistance could be in the form of a graduate assistant whose course work is in web design or 

some other technology credentials or endorsement. Another way policymakers can assist the 

Office of Diversity is by sharing a staff from the information technology department of the 
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institution. The Office of Diversity needs someone to manage and monitor the logistics of its 

social media platforms, especially if the Office of Diversity is understaffed.  

Practitioners 

 In this research, practitioners are considered the Chief Diversity Officers or Provosts of 

Diversity at an institution. Practitioners wear many hats in this arena. It is imperative for the 

CDO to be mindful of the significant role they play in fostering an inclusive environment for all 

faculty, staff, and students. While it is essential to be engaged in campus and community events 

it is also necessary for practitioners to have the necessary staff assistance to move the diversity 

needle forward. Chief Diversity Officers should advocate for adequate staff in order to create and 

maintain an inclusive campus. 

 It is impossible to expect any significant amount of diversity infusion on campuses with 

30,000 or more students on campus without a full staff of the Office of Diversity. At the very 

minimum there should be an executive assistant, but if diversity is to be influential, staff should 

be hired to implement the diversity initiatives. The senior level administrators, president, and the 

board of trustees are in control of hiring Office of Diversity staff to create a more inclusive and 

welcoming environment on campus. If there is a CDO on campus, the senior level 

administrators, president, and trustees have already determined there was a need to hire someone 

to move diversity forward on campus. However, it is also essential for those individuals to 

understand that this level of work cannot be done in silos. 

 In order to inform the public about programs and initiatives which are led by the Office 

of Diversity, there should be staff hired to update the website and create and manage social 

media platforms. Staff members should have a level of understanding of platforms that students 

are using. It helps for the person to be open-minded and not easily intimidated by new and 
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trending social media platforms. Faculty and staff on campus may be accustomed to the original 

social media platforms like Facebook and Twitter, however, Generation Z enjoys content from 

YouTube, Snapchat, and Instagram because they enjoy visuals 

(https://www.postbeyond.com/social-media-generations-2/). Gen Z enjoys interacting with social 

media platforms which are more private in nature and have time restraints like Snapchat and 

Instagram (https://www.postbeyond.com/social-media-generations-2/). TikTok is also on the rise 

from 5% users in 2018 outside of China to 18% in 2020 

(https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202

020%20-%20GlobalWebIndex.pdf?utm_campaign).  

 Ages of CDOS in the study ranged from 52 to 63. Most Generation X and Baby Boomers 

are not TikTok or Snapchat subscribers. They do not fully understand how to navigate these 

platforms or how to use them to their full advantage. Therefore, it is beneficial to have someone 

on staff who is familiar with these platforms and who fully understands the ways in which 

diversity can be incorporated to inform the public whose ages range from Baby Boomer to 

Generation Z. 

Conclusion 

 Chief Diversity Officers have had a very difficult landscape to traverse. There is no 

correct format to follow. Institutions determine the institutional rank of the CDO and the type of 

office they will have, or if there will be an office at all. Interest Convergence, as argued by Bell 

(1980), is a characteristic of Critical Race Theory that deserves consideration in regard to the 

findings of this study. The creation of these offices can be viewed as Interest Convergence. 

Administrators, presidents, and trustees control how this office will operate, who is hired, and the 

level and type of work the CDO and staff will able to perform. A case in point here is that the 

https://www.postbeyond.com/social-media-generations-2/
https://www.postbeyond.com/social-media-generations-2/
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
https://www.globalwebindex.com/hubfs/Downloads/Social%20flagship%20report%20Q3%202020%20-%20GlobalWebIndex.pdf?utm_campaign
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most limited staffing occurred at The University of Florida, whose governing board is appointed 

by the governor, a conservative Republican at the time of the appointment, although it is 

important to note that governing boards have long had conservative members. The Offices of 

Diversity on campuses were designed to implement diversity initiatives and to promote a more 

inclusive campus, however not to the detriment of the institution’s image and brand. The hiring 

of a CDO and the creation of the Office of Diversity may appeal to alumni, and incoming 

students and faculty but the impact of these offices are often questionable without the support of 

senior level administrators. Therefore the institution receives the recognition and praise of hiring 

a CDO but the impact of these offices are rarely felt as moving the diversity needle forward on 

campus. All three institutions have troubled pasts concerning racism, and while establishing an 

office of diversity and inclusion (as occurred at Auburn University and The University of 

Alabama) or appointing a specific person to address those issues (at The University of Florida) 

might appear to be an attempt to resolve concerns and challenges, from the perspective of 

Interest Convergence, these institutions (as well as all other institutions of higher education with 

similar approaches) also establish a solution even though, as is clear in the case of the African 

American alumni at Auburn, offices and individuals may not be able to proffer a solution 

because of the interests of the administration. A limited response by appointing an individual “in 

charge” of promoting diversity in contrast to an ongoing, full institutional, response to the 

complex challenges of furthering the possibilities of diversity allows the administration to appear 

to be fair and to be honoring the need for diversity while the deep-rooted challenges of racism 

remain in place. In addition, offices of strategic communication ensure that the institutional 

messages are by and large positive rather than reflecting the reality of racism at Predominantly 

White Institutions. In other words, the CDOs have to play the hand they are dealt. While the 
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CDOs does not determine the political and symbolic position they carry on campus, they can use 

social media platforms to their advantage. Social media is a universal tool which is accessible to 

everyone with internet access. 

 Social media provides opportunities for CDOs to communicate with faculty, staff, and 

students. These platforms keep students informed and provide opportunities for students to share 

their concerns as well. Students can respond to social media posts, share posts on their platforms, 

and have a direct connection with the CDO. Offices of Diversity can also poll students through 

these platforms.  

Herein is a core of the complexity of Critical Race Theory and its power to inform. While 

these three institutions are benefiting from Interest Convergence, at the same time the CDOs and 

their offices are able to offer Counter-Storytelling. Social media is widespread and has the ability 

to tell a story different from the official institutional messages. An important example here is the 

July 16, 2020 letter from the Office of Inclusion and Diversity at Auburn University. The 

declaration of “please hold us accountable” makes clear that there is work to be done in order to 

improve the lives of so many students with diverse backgrounds as they encounter the challenges 

of being at an institution whose norms may be very different from those of the students. 

Furthermore, the widespread promotion of activities that serve to address these students’ 

concerns is a form of Counter-Storytelling. Even more so are the social media messages in the 

category of Inspiration, an activity that these offices and individuals should consider increasing. 

 In order to engage stakeholders, CDOs should take advantage of the leverage that social 

media provides. Social media is a very important part of students’ daily lives. Offices of 

Diversity should explore trending social media platforms for young adults and join these 

platforms in order to connect with them. It is necessary for the CDOs to become relevant and 
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communicate with stakeholders in innovative ways through social media platforms. Social media 

is always evolving which makes it a moving target; therefore, practitioners should strive to stay 

abreast of trending ways to communicate involving social media platforms. CDOs should 

embrace these platforms in an effort to stay relevant and connected.  

This study filled a significant gap in the literature, research questions, purpose of the 

research, and original contribution to the field of knowledge. The information provided 

highlights the discoveries found in the research. The purpose of this research was to impact 

future research and to inform and implore practitioners to use social media platforms to their full 

level of capability in an effort to move their diversity goals forward. 

 First, this research revealed a significant gap in the literature. There were no research 

articles which analyzed or explored the social media platforms being used by Offices of 

Diversity or Chief Diversity Officers and the effectiveness of these platforms. This research 

detailed the intentional thoughtfulness of how these institutions used their social media 

platforms. There were no information or data provided by any institutions which outlined how 

Offices of Diversity intentionally use their social media platforms. This research carefully 

analyzed each post and placed each post in one of three categories. The results of this research 

are beneficial to CDOs, Offices of Diversity, and other higher education departments. 

Second, this study addressed the research questions. The research questions were 

specifically about social media platforms used by Offices of Diversity or CDO. The first 

question was broad in nature: How do Offices of Diversity and Inclusion use social media to 

communicate their message to important stakeholders? This question was an overarching 

question to address how the Offices of Diversity use social media. Upon analysis of data for 

these institutions, it was discovered that these Offices of Diversity used their social media 
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platforms to inform, encourage participation, and inspire. The remaining research questions 

explored how these Offices of Diversity used specific social media platforms including 

Facebook, Twitter, YouTube, and other social media platforms. The results varied for each 

institution.  

Next, this study fulfilled the purpose of the research by answering each research question. 

The purpose of this study was to analyze how the CDOs or Offices of Diversity used their social 

media platforms. The Office of Inclusion and Diversity at Auburn University used its social 

media in the following ways: Facebook posts were used to Inspire, Twitter posts were used to 

Inform, and Instagram posts were used to increase Participation among diversity initiatives. The 

Office of Diversity Equity and Inclusion at The University of Alabama created their social media 

account on the last month of this study. In January 2020 an Instagram account was created and 

within this month they posted four posts. The ODEI Instagram account was used to Inform and 

to encourage Participation among the stakeholders. In February, ODEI created a Twitter account. 

The CDO at The University of Florida used his Twitter account primarily to inform by 

retweeting information from various organizations on campus and within the community. 

Finally, this study makes an original contribution to the field of knowledge. This research 

explored how the Offices of Diversity and CDOs used social media to communicate messages to 

its stakeholders. There have been no previous studies that analyzed the posts shared by the CDO 

prior to this study. This research provides a roadmap of how the researcher analyzed the data and 

the ways in which these institutions (Offices of Diversity/CDO) used their social media 

platforms to actively engage and promote diversity. 

Data from this study revealed a message behind the posts shared. For example, Auburn 

University’s themes revealed they used their platforms to inspire change on campus and 
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encourage students to be more engaged in diversity events on campus. However, through more 

research of the Office of Inclusion and Diversity’s posts, students expressed isolation and racism 

on campus. Therefore, the Office of Inclusion and Diversity wanted to use its social media 

platforms to inspire change on campus, create events, and join organizations on campus that 

inspire change.  

The CDO at The University of Florida used his platform as a means to provide the 

student body with information from various organizations on campus and in the community 

involving awareness of many issues. Mr. Farias had limited resources and staff therefore he used 

social media to share information and became a resourceful conduit using his personal Twitter 

account. 

This original contribution to the field of knowledge about university Offices of Diversity 

and CDOs encourages them to be intentional about their social media platforms. Social media 

posts have tremendous weight and influence on these campuses. Social media platforms can 

serve as a canvas of inclusivity on campus. The Offices of Diversity gain more leverage when 

they actively use these platforms. If there is limited use of social media platforms by Offices of 

Diversity, stakeholders may interpret there is limited work being done.  
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APPENDIX B 
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