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Learner Outcomes:

1. Identify barriers to minority and male knowledge of CSDI 

graduate program and requirements. 

2. Describe current program opportunities at your institution to 

include minority and male undergraduates in research 

3. Identify systemic bias that creates barriers and impedes 

opportunities for minorities and males seeking to enter the 

professions 



This work discusses the development and ongoing research 

collaboration between one researcher and an undergraduate 

CSDI program at a historically black university to:

• provide research opportunities for the HBCU students, 

• develop an ongoing relationship between the programs, 

• increase the number of minority and male students applying 

to and successfully completing graduate programs in CSDI.
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Communication Sciences and Disorders
Minority and male representation 

• In February 2016 ASHA president Noma Anderson wrote of 
the need to increase minority enrollment in speech-
language-pathology and audiology programs through 
targeted identification, recruitment and admission of 
minority students. Explicit in her text was the use of a 
holistic approach to evaluate students for admission to the 
programs. 
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How did you get here?

Where is this in the training manual?



Ten years of Minorities and Males in CSDI
2008

• ASHA reported a total of 191,675 
audiologists, SLPs and speech & hearing 
scientists

• By field, males make up the following 
percentages:

– Audiology: 14.1% (more female AUD )

– SLPs: 3.7% decrease

– Both SLP & AuD: 17.6% decrease

• ASHA also reports 8.2% (15,737) were 
classified as minorities (Almost double the 
total number did not almost double the %)

2018
• ASHA reported a total of 130,828 

audiologists, SLPs and speech & hearing 
scientists

• By field, males make up the following 
percentages:

– Audiology: 18.3%

– SLPs: 4.2%

– Both SLP & AuD: 26.7%

• ASHA also reports 6.8% (8,897) were 
classified as minorities



What are the barriers for Minority students and 
CSDI

• We hypothesize

– A lack of program knowledge

– Cost

are two possible barriers



Cost

The cost to attend a year of graduate school 
at Ohio State during the 2019-2020 year is  
estimated for tuition & fees to $12,425 
for Ohio residents and $35,992 for out-of-
state students.

Tuition and fees alone for two years at OSU  
would cost approximately $24, 850.

In addition, data collected from the 2014 Federal 
Reserve shows that African Americans graduate 
college with on average $23,400 in student loan 
debt (Scott-Clayton and Li 2016). Black students 
enter college later and accrue more debt $32,047 
compared to White peers $ 18,685 (Bragg, 2016)

(registrar.osu.edu)

(Dettling et al., 2017)
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Program Knowledge

One man’s story



Program Opportunities: Yes, YOU CAN

• Getting Started
• 3 days and a little pizza

• Faculty Interest
• An experiment
• An IRB
• A site

• Data Analysis and presentation
• We’re presenting a bit here today
• Results from year 1

• Year 2 students



Barriers and Systemic bias

• Access to family wealth  #cost
• Do all your mentees look like you 
• The GRE as a barrier 

• (Posselt, 2016) suggests “contrary to the 
recommendations of its developers [GRE scores], are 
often used as a mechanism to manage applications by 
setting cutoff scores to enable smaller applicant pools 
for committee review. ”



Holistic Approach
Wilson 2019 describes Holistic (or whole-file) review is an emerging solution to 
bias, implicit and explicit,

• minimizes use of the triage strategy 
• increases consideration of other components of the application package,

• such as the personal statement,
• letters of recommendation, 
• evidence of research participation, 
• productivity,

• And traditional quantitative metrics such as grade point average (GPA) and 
standardized test scores.



Holistic Approach
Wilson (2019) reported that
1) use of GRE scores to decrease the total number of applicants to be reviewed for program admission 

significantly reduced the diversity of the applicant pool
2) the use of whole file (holistic review) “can be an effective tool to mitigate the variance of GRE scores” 

observed between different populations of applicants.
3) the men studied in the graduate engineering PhD program scoring in the lower quartiles of GRE V or Q 

scores finished degrees more often than those in the highest quartile. 
4) The finding of lower scoring GRE students and program completing remained consistent for each of 

the four institutions in the study 
5) Further GRE scores failed to predict time to degree or to identify students who would leave during the 

first year of their programs. 
6) Wilson concludes finally…. “Our results suggests that GRE scores are not an effective tool for 

identifying students who will be successful in completing STEM doctoral programs.”



Take Aways
• Your program already has the capacity to increase the 

presence of minority and male students in CSDI by 

1. Inviting them personally to learn about the programs. Begin 
at middle school career fairs and don’t stop talking.

2. Partner with HBCU’s in your state. Provide research 
opportunities.

3. Recognize the cost incurred by many minority students. 
Research opportunities lead to research collaborations and 
often opportunities for graduate school funding.



Movin’ on up

As a discipline, we’ve come quite far but we have a long 
way to go



NCAT at ECU for Research and Creative Activities Day
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