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ABSTRACT 
 

Professional Psychology Programs’ Recruitment and Retention of Culturally and 

Linguistically Diverse Students. (April 2011) 
 

Leann V. Smith 
Department of Mathematics 

Texas A&M University 
 

Research Advisor: Dr. Jamilia J. Blake 
Department of Educational Psychology 

 

In comparison to other professional programs of psychology, the field of school 

psychology has shown the least advances in regards to diversifying its practicing 

professionals and trainers of school psychology. Given the diversification of the public 

school system, where school psychologists are most frequently employed, and the 

professional organizations’ call for the diversification of psychologists, the recruitment 

and retention initiatives of school psychology programs were examined to determine the 

strategies graduate school psychology programs implement to recruit and retain 

culturally and linguistically diverse students into the profession of psychology. Data 

from training directors in clinical, counseling and school psychology were collected, but 

due to low representation of other programs, only school psychology programs were 

examined to identify the strategies that graduate programs used to recruit and retain 

culturally and linguistically diverse students. Results reveal that more emphasis on 

recruiting CLD students to apply to programs should be implemented as significant 



  iv 

success is achieved in getting CLD students to accept the offer of admissions. 

Implications for recruiting CLD students will be discussed. 
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CHAPTER I 

INTRODUCTION 

 

School psychologists serve as an intermediary between the students, the teachers, 

schools and often times, the family. Through school psychologists, learning disabilities 

and behavior disorders in students are assessed and tools are given to teachers to aid 

them in creating a positive learning environment suiting the child’s needs. The role of 

school psychologists in the education system is often overlooked; however, it is 

undoubtedly one of the key aides in achieving student success. It was projected that by 

the year 2010 there would be a shortage of school psychologists due to professionals 

exiting the field based on retirement and attrition estimates (Curtis, Grier & Hunley, 

2004). Giving the increasing need for school psychologists, the lack of ethnic/cultural 

diversity amongst school psychology professionals is becoming a growing concern 

(Curtis et al., 2004). While the professional population of clinical and counseling 

psychology programs appears to be diversifying at a more moderate rate, graduate 

programs in school psychology have shown limited gains in recruiting and retaining 

culturally and linguistically diverse students. 

 

Miller (2003) explains that through natural population growth and immigration, the 

United States’ population is projected to increase by nearly 50% by the year 2050. With 

_______________ 
This thesis follows the style of Journal of the American Chemical Society. 
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this forecasted population growth, the cultural and linguistic diversity of the nation’s 

population is deemed to increase, affecting the diversity of our public school system. 

More recently, the U.S. census reports that more than a third of the United States’ 

population is a member of ethnic minority background and this number is continuously 

increasing (U.S. Census Bureau 2006). Yet, the vast majority of school psychology 

professionals, both those who practice within the public school system and train future 

school psychologists, are White (Curtis et al., 2004). According to Hobbs and Stoops 

(2002) and a 2005 NASP membership survey (2007), approximately 75.1% of U.S. 

citizens are White, whereas 86% of school psychologists are White which creates an 

overrepresentation of White school psychologists compared to the general population 

(Newell et al, 2010). 

 

On the topic of linguistic diversity, the United States has over 14 million children under 

the age of 18 that are children of immigrants or are immigrants themselves (Bornstein, 

Deater-Deckard, & Lansford, 2007). “In fact, the number of children eligible for Limited 

English Proficiency programs has increased by 57% since 1995 (U.S. Department of 

Education, 2006)” (Newell et al., 2010). This may create communication divide in which 

school psychologists are unable to provide support services to these students, as only 

9.7% of school psychologists are fluent speakers of a language other than English 

(Newell et al., 2010). Consistent reported research on issues of the United States’ 

population and the demographics of the professionals of school psychology reveal 

incongruences in representation and multicultural competency. 
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It has been established that there is a significant racial/ethnic, linguistic and cultural gap 

between school psychologists and the populations they serve (Newell et al., 2010). 

Given demographic trends revealing a growth in the number of culturally diverse 

primary and secondary students (e.g., K-12), it is imperative for the field of school 

psychology to produce professionals that are not only skilled in handling issues 

pertaining to diversity and cultural competencies, but who can personally identify with 

such issues due to their own cultural background. 

 

The growth in the diversity of professional psychologists can be determined by the 

current demographics of the enrollment of students in graduate level psychology 

programs. However, there has been limited research on the recruitment and retention 

practices of school psychology programs (Graves & Wright, 2009). Moreover, at the 

2010 National Conference on Contemporary Issues in School Psychology Education and 

Training trainers of school psychology called for more research on the marketing of 

school psychology programs and the recruitment and retention efforts of CLD graduate 

programs in school psychology (Sanders, Wilson, & Jones, 2010). In response to this 

call, this study assessed the current recruitment and retention initiatives of professional 

programs in school psychology. Specifically, this project investigated the (a) type of 

strategies school psychology programs use to recruit and retain all students and the 

strategies specific to culturally and linguistically diverse (CLD) students? (b) how 

successful these recruitment and retention efforts (as indicated by the diversity of their 
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graduate student population) are in attracting and graduating CLD students? and (c) if 

recruitment and retention strategies differ between programs, what factors may explain 

these differences (e.g., difference in available student funding, diversity of applicants, 

proximity to or relationships with Historically Ethnically Diverse Institutions etc.)? In 

order to contextualize school psychology programs’ recruitment and retention strategies, 

programs recruitment and retention efforts will be compared to the characteristics of 

psychology departments and programs that have been found to be exemplary in 

recruiting CLD students in the nation (Rogers & Molina, 2006). 

 

Rogers and Molina (2006) have established a checklist of qualities that are common to 

programs that are successful at recruiting and retaining CLD students. Their exemplary 

programs were defined as programs that have shown promise or were successful at 

increasing the enrollment or minority students or color and retaining them through 

graduation (Rogers & Molina 2006). In a similar fashion, success in recruitment and 

retention efforts of CLD students in this study was determined by the overall recruitment 

and retention of CLD students.  
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CHAPTER II 

METHODS 

 

Considering the size of this study it was most fitting to create a web survey that could be 

administered electronically to minimize project expenses. The preliminary stages of this 

research was spent compiling an excel spreadsheet of every counseling, clinical and 

school psychology program. The spreadsheet included the name of the 

university/college, the degree offered (PhD, PsyD or EdS), the program director’s name, 

email address and phone number. After gathering all of the information needed to fill-in 

the spreadsheet was complete, all email addresses were verified through an online email 

verifier (verify-email.org) to minimize the number of emails that bounce back. For email 

addresses that were deemed undeliverable a note was made on the spreadsheet to signify 

that the program would need to be contacted via phone. 

 

Once the spreadsheet was complete with all of the correct information, the survey was 

designed. Measures on the survey were designed to have a thorough understanding of 

each program’s recruitment and retention strategies, physical location as well as the 

demographic information of the applicant pool and student body. A copy of the survey 

can be found in the appendix. Once the survey was complete, it was administered and 

independently evaluated by a panel of experts (e.g. associate professor in clinical 

psychology, briefly identify rank and experience of each in) that could give feedback in 

regards to the length of the survey, the availability of information needed to respond, and 
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any grammatical errors or inconsistencies that were not caught in the editing stage. From 

this survey feedback questions were reworded, corrections were made for clarity and an 

estimated survey completion time of ten minutes was established. 

 

Once the survey and spreadsheet were both fully updated, the survey was administered. 

The initial email to all program directors was sent on October 25, 2010 and was coupled 

with a letter that outlined the intent of this survey, the estimated time for completion and 

other information deemed important for survey participants to know about in accordance 

with IRB procedures. The second administration of the survey was sent through a school 

psychology professional organization listserv on November 6, 2010 with hopes to 

increase the response rate of school psychology programs. Phone calls were initiated on 

January 10, 2011, however, many program directors requested to receive the survey 

electronically. Therefore, a mail merge of all program directors was created and 

personalized emails to all program directors were sent to encourage a final response. 

 
 
 
 
Web survey responses  
 
Significant research has been conducted on web-based survey administration.  Many 

issues and concerns have been raised such as response rate discrepancies between more 

traditional methods and web-based surveys as well as convenience and mixed-mode 

surveys. As a result, a number of best practices for administering web-based surveys 

have been developed. As for response rate, web-based surveys lead with a rate of 



  7 

44.21% while mail and faxed surveys followed behind with rates of 26.27% and 17% 

respectively.  Both Solomon and Cook et al. explain that often time response rates from 

web- based survey are lower than desired but that a few factors can be looked at as 

means of increasing these responses.  Solomon’s article shows the validity in the 

methods used in the professional psychology program study. Similar to how he stated 

the importance of cover letters, follow-up emails, having personal contacts and creating 

a simple survey, the study of the psychology programs includes all of the above. 

However, we must take note that response rates of web-surveys may be lower than 

expected.  
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CHAPTER III 

RESULTS 

 

Of the 161 school psychology programs that were contacted, 69 programs participated in 

the study resulting in 42.9% response rate. Furthermore, the programs that responded are 

representative of EdS (88%), PhD (35%) and PsyD (12%) programs. Approximately 

23.2% of programs were located in the Northeast, 27.5% in the Midwest, 14.5% in the 

Southwest, 21.7% in the Southeast and 10.1% in the West. This population of 

respondents makes it acceptable to assume that these trends exist throughout the entire 

field of school psychology.  

 

Program characteristics 
 

The amount of program diversity amongst faculty and funding availability is important 

to provide a better understanding of the current conditions of programs. Of the 

respondents, 56% of the programs had a 1 to 3 ethnically diverse faculty and 32% had 

none. As far as graduate student funding,  31.6% indicated that most students (91-100%) 

received three or more years of funding, 39.2% receives two years and 41.8% is funded 

at least one year. 

 

Recruitment strategies 
 
 

Of the respondents, 78.3% employ recruitment strategies and of that percentage 21.7% 

employ different strategies for culturally and linguistically diverse students. The 
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majority of the programs indicate that no systematic recruitment effort occurs within 

their program, with most faculty recruiting students individually (61%) or faculty 

informally agreeing to recruit students (48%). In general, faculty reported relying on the 

program website to recruit all students followed by targeting student organizations. The 

most common strategies used to recruit culturally and linguistically diverse students 

were: posting the programs’ commitment to diversity on the program website (16.8%); 

listing demographics of enrolled students on program website (12.5%); faculty research 

on multicultural issues (11.5%); and campus resources for CLD student support (11.5%). 

For programs that did not intentionally recruit CLD students, the following reasons were 

identified (see Table 1): 

Table 1 Respondents reasons for non-recruitment 
 

Reasons for Non-recruitment                       Percentage of Responses 

Time constraints 25.90% 

Not necessary 22.20% 

Lack of financial resources 22.20% 

Lack of student funding 11.10% 

University restrictions 11.10% 

No reinforcement 11.10% 

Lack of knowledge 7.40% 

 

 

When CLD students were admitted to programs regardless of recruitment strategies 

employed, programs indicated that they did the following to ensure CLD students 

attended their program (see Table 2): 
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Table 2 Strategies used to accept admission offer 
 

Strategies Used to Accept Admit Offer          Percentage of Responses 

Faculty made personal contact with student 37.0% 
 

Provided students with contact information of 

individuals who could discuss 

University/program climate 25.5% 

Sent student a list of campus resources 16.0% 

Invited student to revisit the campus 14.5% 

 

 

The most common strategies listed to recruit culturally linguistically diverse students 

were to pair incoming CLD students with advanced graduate students (22.8%), increase 

social opportunities for CLD students to interact with faculty (17.4%), and to inform 

CLD students of cultural activities (13%). Figures 1 and 2 show important information 

on the actual numbers of students that have applied and were admitted. Figure 1 shows 

that over half of the programs have applicant pools that are greater than 12 per year and 

that most programs only receive one to three applicants from a cultural background other 

than European. The next highest percentage of cultural students that are applying to 

programs falls under the category of none. This means that majority of programs either 

have one to three applicants of Hispanic, Asian or Black descent or have none apply at 

all. 
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Figure 1: The applicant pool by racial group of surveyed programs 
 

Additionally, Figure 2 shows the students that actually accepted the offer of admissions 

by looking at their currently enrolled students (see Figure 2). From a quick glance at 

both Figures they seem to be identical. Over 60% of programs enroll more than 12 

White students while just over 40% enroll one to three Black students and over 30% 

enroll one to three Hispanic and Asian students. Again, the next highest percentage of 

student count ranges is none, which shows that there are no Hispanic, Asian or Black 

students in the program. 

 

 

 

 

 

 

 
Figure 2: Actual number of students who accepted admission offer by racial group of surveyed programs 
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CHAPTER IV 

SUMMARY AND CONCLUSIONS 

 

Summary 

Results suggest that the CLD recruitment strategies recommended by Rogers & Molina 

(2006) and others are not consistently implemented in School Psychology programs 

across the country. This in part might be because only a small number of programs 

recruit CLD students specifically and because recruitment strategies are often passively 

implemented. Newell et al. (2010), argued that multicultural competency in school 

psychology needed improvement and seven key components that could be used to 

facilitate this improvement were addressed. Of the seven components, one was 

recruitment and retention of culturally and linguistically diverse students and faculty. It 

was also noted in the article that recruitment and retention of students in graduate 

programs is important, but that recruitment and retention of faculty is equally, if not 

more, important due to the insight and recruitment assistance that they can provide 

(Newell et al., 2010). Furthermore, a key feature of Rogers and Molina’s (2006) 

exemplary programs is having at least one faculty member of color, however, 32% of 

school programs had none. Once CLD students were admitted, faculty members took a 

more active role in encouraging the student to accept the offer which is characteristic of 

model programs. Based on the Rogers and Molina (2006) model programs, programs 

that are successful at retaining CLD students by pairing CLD students with advanced 

students and informing of cultural activities. These results are consistent with other 
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research which reveals that creating a culturally welcoming environment, pairing faculty 

and CLD students together and identifying campus and community resources are all key 

in retaining CLD students at the graduate program level. 

 

The pool of respondents that participated in this study was a very representative group of 

programs. Having a diversity of program degrees, geographical locations and student 

populations reveals a blend of many different programs that all make-up the field of 

school psychology and each individually impact the future direction of this discipline. 

Furthermore, although there were a significant number of non-respondents, many of 

these non-respondents began the survey but did not complete the survey; therefore, their 

responses were deemed incomplete and were not used during analysis. It is my belief 

that perhaps these program directors were either unsure of the answers to the questions 

that were being asked, which shows an unfamiliarity with aspects of their program 

crucial to the success of the program, or the program director was not proud of the 

current state of its program’s multiculturalism or efforts in recruitment and retention of 

CLD students which would further confirm the conclusions made from the responses 

received from programs that did participate. 

 

Conclusions  

Overall, to balance out the demographics of programs’ applicant pools, more programs 

need to engage in recruitment and more active recruitment must be implemented. In 

addition to being a more actively recruiting program, directors should be more cognizant 
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of the content on their program’s website. Inclusion of multicultural content makes a 

significant impact on a student’s decision and apparently is one of the key recruitment 

strategies that most programs surveyed use although it is a passive form of recruitment. 

Programs that are looking to recruit more CLD students encourage them to accept 

admission and ultimately retain and graduate them should strongly consider including 

information on the demographics of their current students as well as the faculty. Students 

seem to be more responsive to programs that are transparent about their program’s 

current cultural and linguistic composition. More time must be given to faculty members 

or program directors to allow them to recruit students as time constraints were listed as 

the top reason why some programs do not recruit at all. Again, at large, school 

psychology programs do a sufficient job at retaining students and encouraging CLD 

students to accept the offer of admissions. This is good news. If the main problem would 

have been retention, or both retention and recruitment; more effort would have had to be 

instituted to fix the shortage of CLD professionals. However, the sole problem being 

recruitment allows programs to not have to be fully concerned with implementing more 

advanced and long-term strategies to help last over the entire course of the student’s 

graduate career. Instead, this implies that the area that annual strategies can be put into 

effect that last the duration of the application time and perhaps a few months prior to 

that, when students are researching programs that they would consider for graduate 

studies. Future studies should focus on comparing school psychology programs to 

counseling and clinical programs which, according to the literature, are both recruiting 

more CLD students. Also, other studies may compare program recruitment strategies and 
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prospective student’s reactions to the program’s strategies and observing any 

discrepancies between the two. 
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