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ABSTRACT 

Institutions of higher education have the important responsibility of shaping the whole 

student, and, thus, are feeling an increased demand to help develop students navigate equity and 

diversity matters. Beyond producing students who have endured an academically rigorous 

curriculum and preparation for the workforce, more and more institutions of higher education are 

placing a greater emphasis on ensuring graduates have had adequate opportunities to develop 

some level of mastery in the area of cultural competency, to help them effectively compete in the 

global workforce after completion. 

As a result of this emphasis, community colleges, many that perhaps are late to the 

conversation, are now joining four-year institutions in the effort to provide places, spaces, and 

opportunities for students to engage in learning about how to effectively communicate and 

engage with individuals who are different from them, especially in terms of their culture, race, 

ethnicity, and or sexual orientation. 

Therefore, community colleges are now entering the arena with universities by 

establishing Truth, Racial Healing, and Transformation Campus Centers (TRHT Campus 

Centers) to help serve this goal. Truth, Racial Healing, and Transformation Campus Centers are 

a based on a model designed by the W.K. Kellogg Foundation that uses a comprehensive 

community-based process designed to address present and past societal inequities impacted by 

racism through programming, training, and workshops to help further the cultural competency of 

students, staff, and faculty. This model has been applied at several colleges and universities 

across the country. Community colleges, however, are by definition differently situated than 
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four-year universities in many ways, including how they are funded, where they are located, who 

they serve, and how their mission is carried out to impact the local community. 

Thus, as more and more community colleges are considering expanding their diversity 

and inclusion efforts, it is hoped that this Guide may serve as a resource for college leaders to 

utilize as they explore implementing a TRHT Campus Center at their institution. 

 
 
KEY WORDS: Diversity, equity, and inclusion (DEI); campus climate; cultural competency 
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CHAPTER ONE: INTRODUCTION 

INTRODUCTION TO THIS WORK 

The climate of higher education is changing drastically as the demographics of our 

country evolve. This changing climate is then reflected in the ethnic and racial makeup of our 

institutions of higher education (Schmidt, 2008). This change, coupled with the rising and 

contentious equity and justice issues of the past that are even more prevalent in 2020 (largely due 

to alleged racial infused killings of unarmed black and brown women), has sparked a nationwide 

and worldwide outcry and call for more racially justice policies, practices, and laws. This outcry 

has, in turn, necessitated a need for more even more comprehensive discussions, training, and 

development of college students centered around racial justice issues to equip them to lead in 

these areas after college. Effectively, the equity and social justice issues of today have helped 

renew and reinforce theorist Paulo Freire’s belief (as cited in Gottesman, 2010) that, “Education 

must be the central feature of building movements for radical social change” (n.p).  

Therefore, the days of colleges and universities simply taking in students and banking 

them with the goal of a degree or certificate, and then considering their job is over, is an ideal of 

the past. To put it plain and simple, students matriculating from higher education into society and 

the workforce must be able to properly articulate and demonstrate the ability to thrive and impact 

change by engaging across cultural lines (Stewart, Wall & Marciniec, 2016). This is further 

enforced by increasing equity and social justice concerns that were once more prominent at 

universities but now being realized at all institutions of higher education as campuses continue to 

become more and more diverse. According to Smith (2018), “Unlike four-year university 
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campuses, which have seen protest after protest, often on racial issues, along with a host of 

controversial speakers and guest in recent years, community colleges tended to avoid these sorts 

of high-profile flashpoints in the past” (para 23). However, Shaun Harper, as cited in Esquivel 

(2020), affirmed, “students and faculty of color have been pushing community colleges to 

commit specific steps to address persistent inequities on campus” (p. 1). This means community 

colleges, like universities, must now place more of an emphasis on providing experiences, 

resources, and training to groom their students in the area of cultural competency to ensure they 

are producing well-rounded graduates who can positively represent themselves and the 

institution as leaders who can, upon completion, impact change in the greater society. 

One new and innovative resource that colleges and universities have employed to help 

achieve this goal of preparing students to interact across racial, ethnic, and cultural differences is 

the Association for America’s College and Universities’ Truth, Racial Healing, and 

Transformation framework using a TRHT Campus Center model to directly provide 

programming, training, and dialogues to foster the growth in students that is necessary to 

compete in the global workforce. 

HISTORY OF “CULTURAL AWARENESS,” DIVERSITY, EQUITY, AND INCLUSION WORK IN 
COMMUNITY COLLEGES 

It is widely accepted that institutions of higher education were initially designed 

primarily for white students and not for the edification of all students. For example, many 

colleges and universities remained off limits to black students until the 1950-60s (Hatfield, 

2020). As a result of this, colleges and universities have for many years grappled with bettering 

their infrastructures to justly serve all students regardless of their demographic makeup. Biondi 
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(2012) stated that “Racism runs rampant in the educational system, while America, in a pseudo 

humanitarian stance, proudly proclaims that it is the key to equal opportunity for all” (p. 12). 

Thus, in the higher education sphere, many forces have driven the inclusion of Diversity, 

Equity, and Inclusion work and awareness. This work was not always an urgent priority in higher 

education and has evolved to respond to the increases in diversity, a byproduct of the rise in the 

total number of students pursuing higher education over the years. For example, in 1965, 5.9 

million people were enrolled in a degree-granting postsecondary institution; by 2014 this number 

had ballooned to 20.2 million (NCES, 2016). But institutions of higher education still did not 

initially take notice that there were challenges within their organizations and adverse impacts on 

certain demographic groups until it became evident that the diversity growth was not translating 

into equitable retention and graduation outcomes particularly for students of color (Schmidt, 

2008). This awareness, also coupled with the fact that as tuition at four-year institutions rises, 

and college degrees become a prerequisite for jobs paying a living wage, community colleges fill 

an ever more crucial role in our economy and thus need to improve diversity, equity, and 

inclusion efforts to ensure they are able to better to retain all students (Belfield & Bailey, 2011).  

SUPPORT OFFICES FOR STUDENTS OF COLOR 

In response to the aforementioned challenges, four-year institutions led the way in 

launching intentional places and spaces where highly skilled (often professionals of color) were 

now tasked with supporting students of color. The spaces, which often had names like the Office 

of Multicultural Affairs, Office of Multicultural Student Services, or Multicultural Student 

Development to name a few, often evolved into being like a second home to these students and a 

place of solace when they experienced issues and challenges often common at predominantly 

white institutions (PWIs). The offices were tasked to unapologetically serve these students by 
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aiding in their transition to university life, navigating the challenges of attending a predominantly 

white institution, providing culturally responsive programming, leadership opportunities, and 

opportunities for students to fellowship and socialize with peers of the same culture (Stewart, 

2011). Many of these spaces offered educational and social programming centered around 

confidence, pride in their identity, and a sense of belonging to help students of color begin to see 

themselves as a part of their institution, and accordingly strengthen retention with the intended 

outcome of greater graduation rates (Furr & Elling, 2002).  

Although this is was an impactful intervention and worthwhile strategy for ensuring 

students of color thrive and graduate, these spaces were often sparsely staffed and, thus, rarely 

had enough capacity to also do the work of providing educational cultural competency 

programming for the entire campus. Moreover, as more and more campus climate issues arose, 

college leaders began to realize there needed to be an expansion of intentional efforts to ensure a 

broader diversity an inclusion impact college-wide. This ultimately culminated with the 

inception of the Chief Equity, Diversity, and Inclusion Officer role or its equivalent that looks 

beyond supporting the needs of students of color as its priority.  

THE CHIEF DIVERSITY OFFICER ROLE 

The development of offices and/or centers to support students of color, though a great 

step, in many ways helped to serve as a revelation that colleges, with the best of intentions, had 

bolstered their support of students of color, but needed to do more to begin to ensure that there 

were opportunities for educating all students, faculty, and staff who have contact with these 

students, to enhance their cultural awareness and development (Arnold & Kowalski-Braun, 

2012). Leaders also began to reflect on the greater need to understand how systems need to be 
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developed through a lens of diversity, equity, and inclusion to ensure all students are being 

properly served and supported within every aspect of the institution. 

The introduction of this role was also important because of how the landscape of our 

country, society, and higher education institutions were changing its definition and awareness of 

diversity. The definition was broadened to include individuals with disabilities, individuals who 

identify as gay, lesbian, bi-sexual, transgender, questioning, intersexed (LGBTQI), and several 

other non-traditional categories (Shackleford, 2003). Thus, having a professional at the 

institution who has diversity expertise became even more critical to ensure all populations were 

being equitably served and supported through college and university curriculum, programming, 

policies, and practices.  

Many schools responded by implementing the equivalent of a Chief Equity, Diversity, 

and Inclusion Officer role as a response to the urgent need to ensure the entire faculty, staff, and 

college community were being groomed and developed around cultural awareness. Other areas 

that often fell under the purview of this role are the new tasks of surveying, analyzing, and 

implementing change around the areas of institutional weaknesses as they relate to equity, 

diversity, and inclusion. For example, for many years colleges and universities did not track or 

even understand the importance of working to ensure the faculty and staff demographics closely 

mirrored the students they served, how to systematically impact achievement gaps for the most 

vulnerable students at the institution, or something as basic as whether or not the institution 

bought goods and services from minority vendors or provided implicit bias training to faculty 

and staff hiring committees. These were simple issues that college and university leaders were 

often not taking into consideration as they related to broader institutional operations (Hwang, 

2013).  
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Historically, community colleges have focused their mission on student degree 

completion and grade proficiency. However, now community college leaders as well are 

beginning to understand the importance of developing their students’ cultural competency as a 

means of ensuring a healthy campus climate of respect and appreciation, and the necessity of 

having graduates who can compete in the global marketplace by having the necessary skills to 

engage at a high level with others of diverse backgrounds. But the looming challenge remains: 

many community colleges still lack intentional spaces, resources, and highly trained culturally 

sensitive diversity, equity, and inclusion staff to conduct the needed work.  

Considering all of these challenges, community colleges need to continue to identify 

spaces and strategic initiatives that can help to strengthen their diversity, equity, and inclusion 

commitment and produce strategic interventions to groom their students with the cultural 

competency needed to thrive in the workforce after graduation.  

TRUTH, RACIAL HEALING, AND TRANSFORMATION: A NEW OPPORTUNITY FOR INCLUSION WORK 
AT COMMUNITY COLLEGES 

Recent social events that have occurred both on college campuses and across the country 

have helped to influence discourse at colleges and, thus, the understanding by institutional 

leaders that it is imperative that learning opportunities related to the issues of race, racism, and 

cultural competence for their students are increased and strengthened. Moreover, scholarly 

research continues to support the fact that campus climate affects a variety of college outcomes 

(Mayhew, Grunwald, & Dey, 2005). Thus, if higher education expects to groom the leaders of 

tomorrow, issues of race, racism, sexism, homophobia, ableism, and xenophobia must be a part 

of the campus conversation and educational outcomes. Industries need community college 

graduates who have developed the necessary skills to be able to lead and function in diverse 
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teams with the goal to collaboratively think critically and globally about the companies’ 

messaging, marketing, processes, and appeals to multiple audiences (Flores, Markin, Burbach, et 

al, 2016). Therefore, providing students of color with additional education, programming, and 

supports by installing a CEDIO responsible for ensuring oversight of equitable policies and 

practices in many cases still failed to properly grow and develop all students. Institutions must 

set out to equip graduates to be the change and contribution they hope they will be in their 

vocations and the broader society. The implementation of a new program model established the 

W.K. Kellogg Foundation in 2017 entitled “Truth, Racial Healing, and Transformation” is a 

framework that can serve as a strategy to remedy this problem. Establishing a community college 

Truth, Racial Healing, and Transformation Campus Center can potentially help to address and 

provide many of these competencies to current students as they progress towards graduation and 

matriculation into society. 

HISTORY OF W.K. KELLOGG’S TRUTH, RACIAL HEALING, AND TRANSFORMATION MODEL 

In 2017, the Truth, Racial Healing, and Transformation (TRHT) model was developed by 

the W.K. Kellogg Foundation and adopted by the Association of American Colleges and 

Universities, which partners closely with higher education institutions: “The TRHT approach 

examines how the belief system (white supremacy) became embedded in our society, both its 

culture and structures, and then works with communities to design and implement effective 

actions that will permanently uproot it” (W.K.Kellogg Foundation, 2016, p. 7).  

The TRHT mission is designed to impact positive societal change in the United States by 

harnessing individual, local, public, and private resources to tear down systemic and structurally 

based inequities at the local, state, and federal level that have direct correlations to past historic 

injustices built on a system of racial superiority (W.K.Kellogg Foundation, 2016). For higher 
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education, the model is meant to be adaptable and boldly provide open and honest spaces for 

training modules, workshops, and dialogues designed to allow for candid conversations about 

how racism and societal inequities have contributed to past and present injustices. Additionally, 

the model is designed to help students have tough conversations and grow beyond their own 

culture, cultural lenses, and biases to learn from other experiences and gain new perspectives to 

equip them to better interact with others and engage in making the world a better place through 

their vocations and lives.  

The goal for community colleges in implementing these centers is to provide as many 

opportunities as possible for students to engage in and grow their cultural competence as they 

progress through their academic career. Once they graduate or complete their credential, the 

hope is that whether they are transitioning into the work force, transferring to a four-year 

institution, or continuing further training, this development will help them to be highly 

competitive by having skills that other candidates may not have.  

As the TRHT model (see Figure 1) highlights, the W. K. Kellogg Foundation (WKKF) 

designed a model that provides a framework that is readily adaptable to impact different 

industries including higher education. Within the model, WKKF has laid the foundation for a 

tool that helps to provide an understanding of how narrative change and progress can be made 

through societal entities like the entertainment industry, journalism/media, digital media, 

publishing, school curriculum, cultural institutions, and monuments and parks. The goal is to 

focus on racial healing and relationship building by providing background/history (Truth) on 

how inequitable practices have had long-term societal impacts on promoting racism through 

segregation, law enforcement, and economic practices. After understanding the Truth of 

historical inequities, Racial Healing comes from hearing and learning from others who have 
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different cultural backgrounds and experiences, while also sharing and understanding our own. 

Transformation, then, comes from collaborating with individuals in the local community who are 

both similar in demographic make-up to develop solutions and strategies for bettering individual 

organizations or institutions. Specifically, for students in higher education, the goal becomes 

equipping them with these skills to impact their present campus, and then later their work 

institutions and society after graduation.  

 

Figure 1. TRHT Racial Healing and Relationship Building. Source: W.K. Kellogg Foundation (2016) 
 

RESEARCH QUESTIONS  

To guide community colleges in their efforts to implement similar institutional 

approaches, the researcher has prepared a guide that responds to these central research questions: 
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• What are Truth, Racial Healing, and Transformation Campus Centers and why are 
they important for Community Colleges?  

• How can community colleges that do not have a Truth, Racial Healing, 
Transformation Campus Center develop and implement one?  

• How can community colleges that implement a Truth, Racial Healing, and 
Transformation Campus Center begin to measure the effectiveness of the center’s 
programming and outreach? 

 

DEFINITIONS  

The terms that follow are pertinent because they will be used frequently in this project. 

AAC&U: The Association of American Colleges and Universities is a national association 
headquartered in Washington, D.C., United States. It focuses on improving 
undergraduate education and advancing liberal education. 

Cultural Competency: The ability to understand one’s culture, perspectives, and biases 
while also being able to value those of others and work effectively together 
towards a common goal. 

Diversity, Equity, and Inclusion: These terms combined represent the intentional 
pedagogy diversity educators and trainers use to promote cultural competency and 
justice in training sessions, workshops, dialogues, institutional policies, 
practices, and traditions.  

Racism: The act of utilizing discrimination, prejudice, or racial superiority against an 
individual based on their membership in a particular racial or ethnic group.  

Truth, Racial Healing, and Transformation (TRHT): A term used to describe a national 
initiative that is a comprehensive community-based process designed to address 
present and past societal inequities impacted by ideals of superiority, race issues, 
and structural racism to ensure every student has an equitable shot at surviving 
and thriving.  

Truth, Racial Healing, and Transformation Campus Center: A campus space designated 
by the college as a public convening venue for students, faculty, staff, and 
community members to engage and develop cultural competency in the areas of 
Truth, Racial Healing, and Transformation. 

Truth, Racial Healing, and Transformation Campus Center Assessment: The mechanisms 
and processes used to solicit feedback and outcomes for students, faculty, staff, 
and community members voluntarily report from being engaged in TRHTCC 
dialogues, training modules, or workshops. 
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W. K. Kellogg Foundation: The W.K. Kellogg Foundation is a private foundation 
founded by cereal entrepreneur Will Keith Kellogg. The organization is one of the 
largest philanthropic foundations in the US with the mission that all children 
should have an equal opportunity to succeed. The foundation works in 
communities to improve conditions that cause barriers to student success.  

CONCLUSION 

In addition to this introductory chapter, the researcher has organized the dissertation in 

the following manner: Chapter Two will review literature regarding the research available on the 

history, strengths, opportunities, and challenges for community colleges and their ability to 

continue to equip students in the area of cultural competence. Chapter Three presents the 

framework for implementing the TRHT Campus Center Guide. Chapter Four provides the guide 

and implementation steps for community colleges to use as a resource for installing their own 

Truth, Racial Healing, and Transformation Campus Center. Lastly, Chapter Five highlights 

implications the TRHT framework has for future community college diversity, equity, and 

inclusion work, conclusions, and final recommendations for further research of the TRHT work 

at community colleges. 
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CHAPTER TWO: LITERATURE REVIEW 

INTRODUCTION 

This chapter will shed further light on the increasing emphasis for higher education to 

produce students who are both astute in their field of expertise, and able to navigate entering 

society after graduation where they will be both working with, serving, and impacting 

increasingly diverse individuals. Keeling and Hersh (2012) argue that no longer can the 

American education system reduce students to economic outcomes. Keeling and Hersh alluded 

to the fact that the approach and practices for developing students to succeed beyond college 

campuses has to be more strategic and intentional to ensure community colleges are producing 

students who will be productive citizens, who are also culturally aware, and thus, who are able to 

better serve society. The implication is that staying rooted in the old mindset of producing 

students who are simply subject matter experts only hurts our institutions of higher education and 

the communities and organizations our alumni serve when the whole student is not developed.  

Though traditional universities are more seasoned at this work, there is a need for 

community colleges to continue to get better at equipping students to be culturally competent to 

perform the aforementioned functions. Thus, community colleges have to think boldly and 

strategically about how to shift from producing students who can succeed in a vocation without 

equipping them with the soft skills to effectively engage and interact with those who are different 

from them culturally and work towards a common goal.  

The literature reviewed will focus on the history of diversity, equity, and inclusion work 

in community colleges. Additionally, it will explore the social and economic drivers that have 
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impacted the paradigm shift of what is now being expected of college-educated candidates by 

industries. Next, it will delve into the W.K. Kellogg’s Truth, Racial Healing, and Transformation 

Campus Center framework, as a potential opportunity for community colleges to deliver the type 

of preparation being demanded of graduates who will be candidates for employment. Lastly, the 

literature review will conclude with supporting research on the history, mission, rationale, and 

important aspects necessary to establish an effective Truth, Racial Healing, and Transformation 

Center as a strategy to respond to the new demands.  

THE NEED TO ADDRESS RACIAL INEQUITY AND INJUSTICE IN HIGHER EDUCATION  

According to Gilbert & Heller (2013), the Truman Commission of 1947 highlighted the 

fact that higher education was largely developed initially with only white males in mind then 

later incorporated white females. Then the Civil Rights Acts of 1964 and 1991 had significant 

impacts how higher education especially predominantly white colleges and universities began to 

approach and invest in strategies to ensure they are properly and justly supporting all students on 

their campuses especially students of color who are often the most vulnerable.  

As a result of this original design, Solorzano, Ceja, and Yosso (2009) support the fact that 

students of color experience subtle daily personal and systematic insults in higher education 

especially at predominantly white institutions. Then Shumaker & Wood (2016) stated that as it 

relates to community colleges, students of color who are largely first generation have heightened 

needs of student services to help neutralize the fact that these campuses aren’t always welcoming 

to them and that they are more likely to be first generation and thus navigating those challenges 

as well. One theoretical framework to help address this is Critical Race Theory. Solorzano, Ceja 

and Yosso defined Critical Race Theory as the act of racism being highly present in 

environments where people produced and present knowledgeable. Thus, this will certainly apply 
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to colleges and universities. According to Solorzano, Ceja, and Yosso (2009), utilizing Critical 

Race Theory in higher education helps to reaffirm and recenter the needs, concerns, lived 

experience, and history of people of color who have been disenfranchised both in higher 

education and the society.  

Many interventions have been developed out of this paradigm shift. In fact, Pickett, 

Smith et all (2017), cited San Francisco State Community College’s 1966 Black Student Union 

as the first recorded effort a community college engaged in.  

Though these efforts and strategies have yielded some success, higher education and 

Community Colleges specifically still have a great deal of work to do. Smith (2018) supports the 

fact that community colleges have just recently begun to double down on efforts universities 

have been taking for years to intentionally employ diversity, equity, and inclusion staff as an 

intervention for student success. This is timely and refreshing considering, as Zamani-Gallaher, 

Yeo, Velez, Fox, and Samet (2019) point out, the demographic shifts of the US have a direct 

impact on higher education. It is projected that while members of minority groups currently 

make up 40% of the U.S., this number will jump to over 50% by the year 2044, a trend that 

scholars predict will proportionally increase the number of students of color into higher 

education who have the need for intentional supports to ensure success.   

THE HISTORY OF DIVERSITY, EQUITY, AND INCLUSION EFFORTS IN COMMUNITY COLLEGES 

According to Cohen et al. (2014), a greater demand for higher education attainment and 

the need for open access for more students was prompted by the introduction of the G.I. Bill and 

financial aid in the United States. Cohen et. al. (2014) further noted, “No longer were colleges 

sequestered enclaves operated for the sons of the wealthy and educated, who were on their way 

to positions in the professions, and for daughters of the same groups, who would be marked with 
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the manners of the cultured class; now colleges were open to minorities, low-income groups, and 

those whose prior academic performance was marginal” (p. 33). The foundation of this sentiment 

was laid by Nevarez & Wood (2012), who stated that community colleges became necessary to 

ensure educational equity for all students. Pickett, Smith, et al. (2017) also stated that 

“Community colleges have long been places for diversity in terms of representation of students 

who enjoy open access to higher education” (p. 20). However, as Amour (2020) noted, as 

community college demographics changed, community colleges did not. Research by Hess et al. 

(2012) aligned well with this belief by reporting that minority students often have lower 

graduation rates as a result of being unconnected and or alienated by the campus community and 

culture that don’t adequately support their issues, concerns, and identity.  

Clark (2010) noted that diversity, equity, and inclusion in educational spaces is often 

defined as being a body of services and programs the institution offers to students, faculty, and 

staff to affirm social membership, build community and campus culture, and remain in 

compliance. Milem, Chang, and Antonio (2005) also affirmed this, but added that diversity is 

also related to teaching practices and ensuring that all students are valued within the educational 

experience inside the classroom. All of this research serves to support the idea that diversity, 

equity, and inclusion work in higher education should be essential to both colleges and 

universities. But how have community colleges fared in addressing this need?  

Dr. Leah Bartlett president of Northeast Community College in Norfolk, Nebraska (as 

cited in Wood, 2019) stated that “At a four-year institution, many of your students are there for 

four years," she says. "So, you have additional time with them to set the stage and to help 

influence their success. Whereas at a two-year school, sometimes you only have nine months, if 

they are working on a certificate program, to create intervention and opportunities for them to be 
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successful and to earn their degree” (p. 1). Smith (2018) helped lay the foundation for this by 

noting that community colleges have just recently begun to duplicate efforts universities have 

been taking for years to intentionally employ diversity, equity, and inclusion staff as an 

intervention for student success. Community colleges that traditionally have had fewer resources 

and, frankly, less time to impact students have not had DEI work at the forefront as a priority but 

are now beginning to follow the lead of universities.  

MULTICULTURAL AFFAIRS 

Pickett, Smith et al. (2017) cited San Francisco State Community College’s 1966 Black 

Student Union as the first recorded effort a community college engaged in to support the 

vulnerable populations in higher education and work to ensure diversity, equity, and inclusion as 

an important focus in higher education. However, Epperson (2013) noted that the evolution of 

spaces and services like a Multicultural Affairs or Multicultural Student Services are largely by-

products of the 1991 Civil Rights Act, as one strategy that higher education leaders began to 

utilize to support all students on their campus, and also ensure diversity, equity, and inclusion 

programming are at the forefront front for their institutions. Jones and Smith’s research (2001), 

which helped lay the foundation for this ideal, noted that the 2000 U.S. Census highlighted 6.8 

million people indicating two or more races. This is further evidenced by the Race and Ethnicity 

in Higher Education, 2019: A Status Report which highlighted the fact that 29.6% of the 

undergraduate student population in 1996 had increased to 45.2% in 2016.These factors all 

contributed to the increase of these intentional spaces to both support students and multicultural 

and cultural competence learning in higher education. 

Jackson (2011) and Karkouti (2015) all support the idea that such multicultural services 

are essential to student success, multicultural student belongingness, and campus climate. 
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However, Wong and Buckner (2008) noted that though these spaces are integral services that are 

a vital part of campuses, out of 35 such offices surveyed, “The breadth of the practice can be best 

represented as a factor of two components: professional staff assigned by the institution to 

deliver services to multiracial students, and strong student leadership in the community with 

other multiracial students” (p. 46). Though multicultural and cultural competence programming 

is often part of the missions of the offices, staff capacity often inhibits the ability to fully realize 

this for their institutions. These limitations prompted institutions of higher education to look for 

further interventions to strengthen their commitment and impact of their diversity, equity, and 

inclusion work.  

CHIEF DIVERSITY OFFICERS  

Pennamon (2017) affirmed that community colleges in recent years have begun to follow 

in the footsteps of four-year universities by launching the Chief Diversity Officer (CDO) role to 

expand diversity, equity, and inclusion efforts for their campus community that weren't able to 

be fully supported through existing services. This is further supported by Pickett, Smith, et al, 

(2017) who stated that “Community colleges have long been places for diversity in terms of 

representation of students who enjoy open access to higher education, however, having a central 

role, central office, or central individual to provide guidance in supporting this diverse 

population has been slow to develop” (p. 20).  

Now that community colleges have by in large responded and are launching these roles, 

many institutions are continuing to do the work of understanding how to best structure the 

position for maximum community impact. Levine (2007) added that Chief Diversity Officers 

should also influence campus cultures such as faculty hiring, training, and curriculum and co-

curriculum advancement with a diversity, equity, and inclusion lens. Parker (2015) noted that the 
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role is the answer to “who” will be responsible for the oversight of diversity and carrying forth 

the college diversity goals in alignment with the institutional strategic plan. University of South 

Florida (USF) President Dr. Judy Genshaft (as cited in UWire, 2012) added regarding the chief 

diversity officer role that, “He or she should have a budget and investments and would look to 

find diverse suppliers and vendors to provide the college/university with more bang for the buck, 

in addition to engaging in community outreach and research on diversity” (p. 1). However, 

according to Brown (2017), although these advancements have been made by college and 

universities, the fact still remains that college Diversity Officers face a demanding job with often 

scarce resources and time. Thus, potential opportunities still remain to expand equity work to 

focus on student development.  

KELLOGG’S TRUTH, RACIAL HEALING, AND TRANSFORMATION CAMPUS CENTER 

The 2016 election cycle marked the selection of our current president and according to 

Gharbi (2018) will go down in history as one of our nation’s most memorable moments because 

of the myriad of significant events that arguably caused gross division and tension politically, 

racially, and culturally. Many political experts have dubbed it as the most vicious political cycle 

our country has ever seen, one that noticeably occurred after two terms of service of the 

country’s first African American president. Many historic events that followed, while not 

directly the cause of Kellogg’s implementation and funding of the TRHT model, were a stern 

wakeup call that there is still a lot of diversity, equity, and inclusion work that needs to be 

provided for all members of society including students engaged in higher education.  

The Standing Rock and Dakota Access Pipeline Protests (Martindale, 2016) and Orlando 

Club Shooting (Russo, Galante, Holcomb, et al, 2018) are just two examples of civil unrest these 
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issues and growing racial tensions caused that prompted W.K. Kellogg to take urgent action to 

promote TRHT through a 24-million-dollar investment (W.K. Kellogg Foundation, 2016).  

The TRHT model is a national effort led by the W.K Kellogg Foundation to focus on 

engaging community organizations and individuals in the work of combatting racism and 

implied superiority. This is accomplished by addressing past societal transgressions and present 

inequities that still need to be undone to bring about positive change for our communities and our 

country (W.K. Kellogg Foundation, 2016). This model aligns with the mission and work of 

community colleges, which typically focuses on equipping students to be engaged learners and 

leaders for their communities and the vocations they serve in professionally.    

Kellogg’s TRHT framework was based on the research and work of many notable 

scholars, business/economy experts, and diversity, equity, and inclusion practitioners including 

Dr. Gail Christopher (Senior Advisor and Vice President for TRHT W. K. Kellogg Foundation), 

Rinku Sen (President and Executive Director of Race Forward), Denise Shervington (President 

and CEO, the Institute of Women and Ethnic Studies), Algernon Austin (Senior Research 

Fellow, Center for Globally Policy Solutions), Sarita Gupta (Executive Director, Jobs With 

Justice), Terry Cross (Founding Executive Director and Senior Advisor, National Indian Child 

Welfare Association), Phillip Tegeler (Executive Director, Poverty & Race Research Action 

Council), and finally Barbara Arnwine (President and Founder, Transformative Justice Coalition) 

(W.K. Kellogg Foundation, 2016).  

As a new initiative, (the program launched in 2017 but TRHT Centers didn’t begin 

opening until 2019) the TRHT framework’s impacts have not been fully realized through peer 

reviewed research although the model is well backed by aforementioned industry experts and 

practitioners.  
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The W.K. Kellogg Foundation (2016) notes that the mission read as, “Our vision is to 

improve capacity as communities and as a country to see ourselves in each other so that we can 

shape a more equitable future with opportunities for every child (student) to thrive” (p. 1). The 

W.K. Kellogg Foundation (2016) further states that The Truth, Racial Healing, and 

Transformation model is a national effort focusing on engaging community organizations and 

individuals in the work of combatting racism and superiority. This is accomplished by addressing 

past societal transgressions and present inequities that still need to be undone to bring about 

positive change for our communities and our country (W.K. Kellogg Foundation, 2016). This 

model aligns well with the mission and work of community colleges that typically focuses on 

equipping students to be engaged learners and leaders for their local communities and the 

vocations they will serve in professionally.  

Dr. Gail Christopher Senior Advisor and Vice President for TRHT for W.K. Kellogg 

Foundation is quoted as saying, “It is time to focus our energy, resources, and discourse on 

uprooting and eliminating the false ideology of a hierarchy of human value to grow what we 

value most: our common humanity” (W.K. Kellogg Foundation, 2016, pg. 3).  

This model is intentionally adaptable for communities, community organizations, 

corporations, and institutions of higher education. The framework focuses on resources, 

education, and programming geared towards impacting narrative change, racial healing, 

relationship building, and integration of equity-focused laws, and policies, and practices for all 

people (W.K. Kellogg Foundation, 2016). Though there are many different iterations of the 

TRHT model, specifically for college campuses that have TRHT Centers, the goal is intended to 

provide a comprehensive approach to unpacking and understanding race, racism, the effects, and 

the impacts, and also identifying strategies so students, staff, and faculty can begin to transform 
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themselves, the organizations they work/serve in, and communities they live in. The TRHT 

mission when packaged into a Truth, Racial Healing, and Transformation Campus Center 

provides direct education, resources, and programming by trained and experience diversity, 

equity, and inclusion staff that will help campuses and especially students move towards cultural 

competency that works towards the goal of developing them so that as they are walking across 

the graduation stage they are highly competitive, culturally intelligent candidates for the 

workforce and society. 

CONCLUSION 

The literature overwhelmingly supports the fact that, although community colleges have 

begun to understand the need for dedicating qualified diversity, equity, and inclusion staff to 

ramp up efforts to support this, gaps still exist in providing this education. Existing DEI staff are 

stretched thin in serving the college’s most vulnerable demographics and working to ensure that 

the policies, practices, and operations continue to become more equitable. Thus, although great 

strides have been made, there still lies many opportunities for community colleges to commit 

more to their students’ abilities to become culturally competent through structured programming 

and training prior to graduation.  
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CHAPTER THREE: METHODS FOR DEVELOPING THE GUIDE 

INTRODUCTION 

Chapter Three will describe the design process for Chapter Four’s Truth, Racial Healing, 

and Transformation Community College Implementation Guide. The goal of the chapter is to 

provide readers with an explanation of the contents and overall organization of the tool that 

community college diversity, equity, and inclusion officers, as well as TRHT design teams 

(professionals tasked with implementing a new TRHT campus center for their institution) will be 

able to readily use as a resource for implementing a community college center.  

THE ROLE OF THE RESEARCHER 

The Guide is written by a researcher who is a present Community College Truth, Racial 

Healing, and Transformation Campus Center Director.  The researcher has spent a total of 11 

years in three different higher education institutions (serving in roles in Housing & Residence 

Life, Student Life, and Multicultural Affairs) being immersed in supporting underrepresented 

populations and providing cultural competency training and programming for students, faculty, 

and staff.  

The researcher approaches the role with a passion for ensuring all students gain the skills 

needed to engage effectively across differences and have opportunities to develop soft skills 

outside of the classroom, including cultural competency that will allow them to thrive at the 

institution and beyond in the work force. Additionally, the researcher is committed to ensuring 

that underserved students feel they have a voice at the institution and are thus reflected in the 

programming and are empowered to be active members of the full campus community.  
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Finally, the researcher approaches staff/faculty with the philosophy that diversity, equity, 

and inclusion work is a journey that will require continuous education on our parts, especially 

since we are asking the same commitment from students. The researcher has a firm belief that 

the students from the most vulnerable demographics at our institutions feel best supported by 

leaders who are committed to their own cultural competency which makes them better equipped 

to serve all students.   

 The researcher is in the final phase of launching his institution’s TRHT center: It is, in 

fact, the first community college center with a fully dedicated staff and, thus, is using the same 

model for Austin Community College’s Truth, Racial Healing, and Transformation Campus 

Center that is described in Chapter Four’s Guide.  

VALIDITY OF THE GUIDE 

The Guide was developed according to Kotter’s (2019), “Leading Change.”  The 

literature provides a research-based strategy which calls for the necessity to define eight 

important components for forming and implementing a Diversity Center or its equivalent for a 

college or university. The components are: 

1. Establish an Urgency for the Resource 

Institutional diversity, equity, and inclusion leaders must be able to make the case for 
such a resource utilizing institutional data that provides evidence of equity gaps and or 
campus climate concerns. Some recommended data points include but are not limited to 
retention and graduation data of the institution’s most vulnerable populations and data 
tracking campus climate incidents and or issues. 

2. Develop a Powerful Collaborative Work Group 

Institutional diversity, equity, and inclusion leaders should work to intentionally identify 
a collaborative group of students, faculty, and staff who are diversity champions at the 
institution. The work group should be comprised of individuals whom represent different 
departmental units/divisions and are aware of where the equity gaps exists as well as 
some strategies that can be incorporated into the center.   
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3. Create a Vision of Institutional Change 

Institutional diversity, equity, and inclusion leaders must create a vision plan for how 
their campus center will impact the overall equity gaps and concerns and how they would 
like to be reflective in their campus culture as a result of the intervention.  

4. Develop a Communication Plan for the Vision 

Institutional diversity, equity, and inclusion leaders must create a communication plan to 
share the purpose, mission, and vision of the center with their students, faculty, staff and 
community stakeholders.  

5. Eliminate Barriers to Implementation 

Institutional diversity, equity, and inclusion leaders must assess the strengths, 
weaknesses, opportunities, and threats for the center and work to remove any road block 
to its implementation and impact.  

6. Establish Short Term and Long-Term Goals 

Institutional diversity, equity, and inclusion leaders who transition into the center 
advisory team which will support the director must work collaboratively to help the staff 
establish long term and short-term goals for the space.  

7. Develop a Plan for Continuous Improvement 

The Center Director in collaboration with the center advisory team should devise a 
comprehensive assessment plan of center programming offerings to ensure continuous 
improvement is being employed.  

8. Root the Principles in Organization Culture 

The Center Director in collaboration with the center advisory team and senior level 
administrators should devise a plan to ensure the center goals and principles are aligned 
with the college strategic plan and thus become a part of the institutional culture.  

Lastly, Morrill (2011) provides support for establishing a clear Center Model structure 

based on three these options: 

• Identity Specific Model: This model is structured to allow for separate offices that 
focus on intentional support of the different underrepresented identity groups, and 
finally a separate office that serves the institution’s diversity initiatives for the entire 
campus.  

• Programming and Professional Point-of-Contact Model: This model relies on a staff 
that is charged with developing diversity programming and resources for students.   
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• Comprehensive-Service Model: This model is structured to house multiple staff who 
serve a wide range of diversity programming, resources, curriculum design and 
institutional strategic goals.  

The premise is that there is no right or wrong model. Each college or university 

institution must choose a model based on the distinct needs of their students, faculty, staff and 

community stakeholder needs.  

ORGANIZATION OF THE TRHT GUIDE 

The TRHT Community College Center Implementation Guide is designed to serve as a 

step-by-step blueprint for community college leaders hoping to move from consideration and 

exploration of the program for their campus to actual realization of launching a physical center 

and programming. The Guide will provide valuable insight on the exploration phase, 

implementation phase, program launch process, and assessment and evaluation phase necessary 

to continue to better the TRHT Center programming and impact. The Guide also provides 

essential, detailed information regarding the crucial components it takes to foster a thriving 

TRHT Center for the campus community and broader community. Having a proper 

understanding of each crucial TRHT component will help ensure a long lasting TRHT campus 

center.   

WHAT ARE THE IMPORTANT COMPONENTS OF A TRUTH, RACIAL HEALING, AND TRANSFORMATION 
CENTER? 

The TRHT Campus Center has several components that are essential to maximize the 

impact for the community college campus and local community.  
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Assessing the Campus and Community Climate to Ensure Readiness  

Though the TRHT Campus Center model signifies a significant financial and time 

investment for colleges, one of the first considerations to assess is the campus and community 

readiness to pursue such work. Institutional leaders must accurately engage in ensuring the 

campus and local community are ready to embrace such an effort. Understanding the strengths, 

weaknesses, opportunities, and threats to the diversity, equity, and inclusion picture for the 

campus and local community will help to answer these questions: Will students, faculty, staff, 

and the community embrace implementation of the TRHT Center and engage in its 

programming? Or, what work would need to be done to ensure the answer to this question is in 

the affirmative? 

Understanding the TRHT Campus Center Framework  

The Truth, Racial Healing, and Transformation model is designed by the W.K. Kellogg 

Foundation (WKKF) and implemented in conjunction with the American Association of 

Colleges and Universities (AAC&U) to offer intentional campus programming, training, 

facilitation, and community engagement events that encourage honest dialogues around race and 

justice issues (W.K. Kellogg Foundation, 2016).  Implementation of the framework aligns well 

with the work and efforts of community colleges and campus diversity, equity, and inclusion 

leaders because it combines the important missions of equipping students to be leaders on these 

issues on their campuses and in their local communities while also providing opportunities for 

the local community to contribute and engage in the learning and campus life of the institution.  
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Who should use the Community College TRHT Campus Center Implementation Guide?  

The TRHT Campus Center Implementation Guide is designed by a practitioner serving as 

a center director to be a resource for current diversity, equity, and inclusion leaders. The guide is 

specifically developed to support campus leaders championing justice work who are considering 

providing an increased level of intentional education and support for marginalized populations 

and majority populations alike through offering intentional campus programming, training, 

facilitation, and community engagement events that encourage honest dialogues around race, 

racism, and racial healing (W.K. Kellogg Foundation, 2016).   

The Guide describes the process for developing and implementing a TRHT Center and 

describes four key foundational pieces: The role of the Design/Advisory Team, the importance of 

aligning the national framework with the campus’ existing DEI work, the role and function of 

TRHT staff, and the importance of a central campus space devoted to the TRHT work and 

ongoing activities.  

Campus TRHT Design/Advisory Team 

The guide includes the Campus TRHT Design/Advisory Team who are integral to the 

process of implementing a campus center. The guide provides essential information regarding 

the Campus TRHT Design/Advisory Team because this group of professionals is responsible for 

drafting the proposal to their respective institution to get their top leaders on board. Then the 

group must lead the work of completing the TRHT application process with AAC&U, 

responsible for hiring the chosen TRHT Campus Director and lastly continue their service as an 

advisory board thereafter.    
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Alignment of the TRHT Framework 

 The Guide chronicles the importance of the TRHT framework aligning with the mission 

and strategic vision of the respective community college. Because the significant investment of 

time and talent will only reap the dividends of having a campus center if the campus/institutional 

leaders and culture support and prioritize the center’s work as central to the college’s work.   

TRHT Center Director 

Chapter Four’s Guide focuses on appropriate selection of the TRHT Director as a result 

of the individual being responsible for providing the mission and vision for the space, who 

shapes the narrative purpose for the campus and local community by serving as the lead 

trainer/facilitator for trainings and programming and in many respects the face of the center and 

institution as it relates to the college’s external diversity, equity, and inclusion investment.  

TRHT Campus Center Location 

Chapter Four provides insight and direction on the important elements of selecting an 

appropriate center location, which is pertinent to the important work and engagement of students, 

faculty, staff and local community members alike.  

How should an institution approach the process of implementing a TRHT Center?  

Finally, Chapter Four’s Guide also helps provide critical knowledge regarding step-by- 

step actions an institution should take to pursue implementing a TRHT Center, as well as 

important elements that must be present to ensure a full-fledged institutional commitment that 

will be sustained long term.  
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LIMITATIONS OF THIS GUIDE 

The scope of the Guide is specifically focused on community college institutions that aim 

to implement a Truth, Racial Healing, and Transformation Campus Center who have a fully 

dedicated campus center space with fully dedicated staff who are solely tasked at impacting 

students, staff, faculty, and the local community as it relates to diversity, equity, and inclusion 

efforts to carry out the program framework. The researcher acknowledges that not every 

community college has the resources or capacity to undertake launching this model in this 

fashion. Thus, the AAC&U would be a good resource for examples of community colleges who 

are engaged in the TRHT work without having a campus center for community colleges and or 

universities interested in adopting the model in a different fashion, which could still include 

specific elements of the TRHT campus programming and training. These institutions might also 

find it useful to contact other schools who are pursuing the work but do not have a full-fledged 

campus center model (list provided in the Guide).   

Additionally, the researcher acknowledges that implementing this programmatic 

framework at his institution, which serves nearly 45,000 students over 11 campuses, would need 

further considerations regarding scale for smaller or larger community colleges. 

Lastly, community colleges seeking quick fixes for campus climate issues and concerns 

regarding diversity, equity, and inclusion efforts must understand that pursuing this may not be 

the best fit in the short term. This initiative is an intervention that requires a significant time 

investment to realize change and benefits; for example, the researcher’s college worked to lay 

the foundation for the Center for over two years prior to the launching of the campus center.  
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CONCLUSION 

Chapter Four’s Guide is a resource written specifically for large community colleges that 

have a multi-campus system, are well resourced, and have significant campus and local 

community buy in and engagement.  

Community college leaders interested in seeking to implement the TRHT Campus Center 

framework must do the due diligence to ensure the model is a good fit for their institution 

philosophically. Additionally, college leaders must assess their campus and community climate 

readiness, then determine if the capital investment is feasible for a long-term commitment, as this 

center and its staffing should not be temporary or grant funded being that equity work needs to 

be viable and sustained in the community’s eyes.  

Only then should the institution forge ahead with beginning the application process and 

incorporating college and community leaders to help lead the efforts of championing the work 

from application process to the center implementation. However, even if the full-fledged campus 

center/staffing model is not realistic for an individual school, other options are possible, and 

leaders should consult with the Association of American Colleges and Universities for guidance 

and recommendations. 
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CHAPTER FOUR: AN IMPLEMENTATION GUIDE FOR A COMMUNITY 
COLLEGE TRUTH, RACIAL HEALING, AND TRANSFORMATION 

COLLEGE CENTER 

PREFACE 

The Community College Truth, Racial Healing, and Transformation (TRHT) Campus 

Center Implementation Guide is meant to serve as a practical tool for higher education 

professionals at community college institutions. The hope is that college leaders who are 

considering the TRHT model as a strategic intervention for their campuses will first empower a 

TRHT Advisory or Planning Team to champion the planning and implementation efforts. The 

team (discussed in detail later in this Guide) should be comprised of intentional campus leaders 

representing a variety of different functions that impact student success. This Guide will help 

inform the team on step-by-step processes to complete as they consider the viability and benefits 

of the model for their institution. Once the TRHT campus center approach is deemed an 

appropriate and fruitful endeavor for their college, the Guide will also chronicle the necessary 

steps to implement and launch a TRHT campus center.  

INTRODUCTION 

The climate of higher education is changing drastically as the demographics of our 

country evolve, which is then reflected in the ethnic and racial makeup of our institutions of 

higher education (Schmidt, 2008). This is further supported by Gail Christopher (as cited in 

McNair, 2020) who states, “Higher Education must play a leadership role in catalyzing the truth 

as a foundation for dismantling racial hierarchies a building equitable community” (pg. 1).  
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Businesses and future employers who depend on our graduates also no longer have the luxury of 

a choice regarding whether or not they will value diversity because the reality is that there is a 

costly proposition for lacking a diverse workforce that reflects the customer base they are serving 

(Stewart, Wall & Marciniec, 2016). However, to ensure this transition is seamless, community 

colleges who have historically focused solely on educating and developing their students to be 

subject matter experts, must now also ensure that the whole student’s soft and hard skills are 

developed to ready them for the paradigm shift that necessitates cultural competence. This fact 

means that students matriculating from higher education into the workforce must be able to 

properly engage in the discussion of demonstrating through multicultural related questions or 

scenarios their ability to work with others, and experience in doing so before securing jobs 

(Stewart, Wall & Marciniec, 2016). 

TRHT CAMPUS CENTER FRAMEWORK 

Fellow community college diversity, equity, and inclusion leaders, the TRHT model is a 

national effort led by the W.K Kellogg Foundation to focus on engaging community 

organizations and individuals in the work of combatting racism and superiority. This is 

accomplished by addressing past societal transgressions and present inequities that still need to 

be undone to bring about positive change for our communities and our country (W.K. Kellogg 

Foundation, 2016). The model is designed to offer intentional programming, training, 

facilitation, racial healing circles and community and campus wide events that encourage honest 

dialogues. Furthermore, the model aligns well with the mission and work of community colleges, 

which historically has focused on equipping students to be engaged learners and leaders for their 

communities and the vocations they serve in professionally.  
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Dr. Gail Christopher Senior Advisor and Vice President for TRHT for W.K. Kellogg 

Foundation said it best, “It is time to focus our energy, resources, and discourse on uprooting and 

eliminating the false ideology of a hierarchy of human value to grow what we value most: our 

common humanity” (W.K. Kellogg Foundation, 2016, pg. 3).  

SO, YOU ARE CONSIDERING IMPLEMENTING A TRHT CAMPUS CENTER? 

For institutions and leaders of community colleges who are considering this model, it is 

imperative that you have a good understanding of the myriad of challenges that must be 

navigated to ensure the TRHT center’s implementation is successful and its impacts for the 

campus and broader community contribute positively to the advancement of greater cultural 

competency and engagement around the tough topic of truth, racial healing and transformation. 

Some key questions for community college leaders to consider before even applying are: 

• How would a TRHT Campus Center align with the mission and strategic plan of your 
institution? 

• Does your institution have the financial viability to ensure a long-term investment of 
staff, physical space, and a center programmatic budget?  

• Does your institution have a physical location that is front facing and fully accessible 
for engagement of students, faculty, staff, and the community?  

• Will the diversity, equity, and inclusion climate of your intuition embrace a TRHT 
Campus Center? 

QUALIFICATIONS FOR BECOMING A TRHT CAMPUS CENTER 

According to the American Association of Colleges and Universities, “AAC&U is 

looking forward to partnering with higher education institutions across the country to prepare the 

next generation of leaders to dismantle the belief in the hierarchy of human value and confront 

racism in our society” (AAC&U, 2020, n.p.). The twenty-three institutions selected thus far via a 

rigorous selection process to host TRHT Campus Centers are: 
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• Adelphi University (NY) 

• Andrews University (MI) 

• Austin Community College (TX) 

• Big Sandy Community and Technical College (KY) 

• Brown University (RI) 

• Dominican University (IL) 

• Duke University (NC) 

• George Mason University (VA) 

• Hamline University (MN) 

• Marywood University (PA) 

• Millsaps College (MS) 

• Otterbein University (OH) 

• Rutgers University—Newark (NJ) 

• Southern Illinois University–Edwardsville (IL) 

• Spelman College (GA) 

• Stockton University (NJ) 

• The Citadel, The Military College of South Carolina (SC) 

• University of Arkansas–Fayetteville (AR) 

• University of California, Irvine (CA) 

• University of Hawai’i at Mānoa (HI) 

• University of Maryland Baltimore County (MD) 

• The Charlotte Racial Justice Consortium (University of North Carolina Charlotte, 
Johnson C. Smith University, and Queens University of Charlotte) (NC) 

• University of Puget Sound (WA)  
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Each institution was chosen through an application process in the form of a concept paper 

and proposal where institutions were required to articulate and demonstrate (1) their enthusiastic 

commitment to Truth, Racial Healing, and Transformation, (2) a summary of the diversity, 

equity, and inclusion history of the institution before pursuing the TRHT designation, (3) a 

demonstrated readiness for the TRHT process. 

The W.K. Kellogg Foundation and the Association for American Colleges and 

Universities (AAC&U) recognize that though every institution may have a sincere desire to 

impact their campus and local community as it relates to this work, not every institution has the 

means to designate and support at TRHT Campus Center. Thus, there are two options, one being 

the TRHT Campus Center which is the focus of this Guide, or to simply hold the designation of a 

TRHT Campus Partner. The process for becoming engaged in the work as a partner is the same 

with the only differentiation being that as institutional leaders you are not committing to a 

physical space and staffing, rather your commitment is to operationalize the TRHT framework 

through programmatic efforts with present staff and leaders once approved to be a partner. 

WKKF and AAC&U recognize the benefit of having a diverse array of TRHT partners and value 

each equally regardless of the designation, “The value of this diversity is that the partner 

organizations represent a wide range of perspectives which is a critical asset in trying to uproot 

the belief in a racial hierarchy (W.K. Kellogg Foundation, 2016, p. 15). 

COMMUNITY COLLEGE ORGANIZATIONAL COMMITMENT TO TRHT 

The W.K. Kellogg Foundation (WKKF) provides some structure regarding what the 

TRHT model is, as well as the program framework and resources, but there still remains a 

process that necessitates institutional buy-in of your top leaders to commit capital to make the 

initiative a reality.  Implementing a TRHT Campus Center at your community college is meant 



 36 

to be a long-term intervention and resource for your students, faculty, staff, and the local 

community. Pursuing this endeavor will require long-term financial and resource investment of 

staff time and new staff allocations to ensure its success. Thus, it is integral that this undertaking 

is directly tied to both the strategic plan and mission of the institution. As your institution 

considers this model, several questions must be considered to determine whether or not this is a 

feasible option to explore further. 

1. How would the investment of a TRHT Campus Center align with your institutional 
mission and strategic plan? 

2. How does the presence of a TRHT Campus Center respond to the cultural 
competency needs of your students, faculty, and staff? 

3. Does your institution have the people resources and capacity to form a TRHT 
Institutional Design Team who will invest in doing the necessary institutional 
research and draft work to complete the WKKF TRHT application packet?  

4. Does your institution have the financial resources to fund leadership of a TRHT 
Campus Center, which is often the equivalent of a director-level role and program 
coordinator role but can be different depending on the institutional needs? The TRHT 
Campus Center designation highly recommends a model where staff are fully 
committed to this work versus staff who also have other functional area duties.  

5. Does your institution have the financial and space resources to provide a physical 
space for the TRHT Center and programming budget to sustain operations annually? 

6. What resources are already in place to measure the diversity, equity, and inclusion 
climate at your college and in the community, and what has already been learned 
from them about the strengths and weaknesses of the student, faculty, staff, and 
community’s overall diversity, equity, and inclusion experience?   

 

Answering these questions alone would likely take some significant staff time. Top 

leaders would need to designate a TRHT Design Team (referenced later in the Guide) who can 

focus on preparing a proposal and preparing a staffing and programmatic budget and space 

request to allow for the institution to have some candid conversations before going down the 

road of applying for the TRHT designation.  
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Beyond the integral logistical and philosophical considerations, a commitment to 

embracing change is at the heart of the plan. WKKF asks: “What are the key leverage points for 

change in your organization?” (W.K. Kellogg Foundation, 2016, p. 33). Thus, is your institution 

and community ready for a TRHT Campus Center even if you can answer yes to all of the 

aforementioned questions?  

FORMATION OF INSTITUTION-WIDE TRHT CAMPUS CENTER DESIGN TEAM 

The AAC&U recommends that each institution exploring adopting a TRHT Campus 

Center should implement a TRHT design team of at least four to seven campus leaders to pioneer 

the effort. Although each institution may approach this process differently, you should consider 

recruiting a wide range of representation and diversity in background and expertise. Your design 

team should include a senior academic or student affairs officer and a mix of faculty, provosts, 

deans, department heads, student affairs educators, registrars, librarians, and a student 

representative (AAC&U, 2020). The team will play an integral role in determining “the vision of 

your organization in terms of embracing our common humanity” (W.K. Kellogg Foundation, 

2016, p. 35). Additionally, the team will craft the action plan for the Center, conduct a strengths 

and weaknesses analysis of the institution’s present diversity, equity, and inclusion efforts, and 

lead the staffing decisions for leadership of the Center. WKKF believes that, because of the 

depth of the work the design team will be undertaking, the team members should have a track 

record as dedicated and committed professionals who are well educated on the culture, strengths, 

and areas of diversity, equity, and inclusion opportunities of the organization that will help 

determine the overall direction of the center. See Appendix A for a sample of an Advisory Team 

meeting plan. 
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STRENGTHS, WEAKNESSES, OPPORTUNITIES, AND THREATS (SWOT) ASSESSMENT 

Community colleges considering adopting the TRHT framework for the purpose of 

launching a TRHT Campus Center should rely on their design team to do the important work of 

conducting an organizational survey to determine the viability and potential for success of a 

Campus Center. These efforts should include a detailed understanding of the college’s (1) 

Strengths as they relate to diversity, equity, and inclusion data and experiences, as well as the 

college’s (2) Weaknesses in the area, (3) Opportunities for bettering the institution, including 

present college efforts, as well as any existing in the local community and regionally that are 

accessible, and (4) an analysis of Threats. 

STRATEGIC TRHT CAMPUS CENTER LOCATION 

The TRHT Campus Center is intended to be a fully accessible, highly visible, and 

centrally located resource that students, staff, faculty, and community members alike can engage 

with. Individual and collective attempts to counter racism are often impeded by our society’s 

unwillingness to engage in a rational conversation around rapidly expanding racial and economic 

segregation: “We must begin to have these conversations on college and university campuses, 

recognizing that issues of diversity and inclusion must be at the forefront of public discussion 

and private debate every single day” (AAC&U, 2016, para 2).  

Thus, the TRHT Advisory Team and community college leadership should have some 

candid conversations about the space investment at the beginning of the planning process to 

ensure the commitment and viability match the needs of a campus center for the college. The 

questions that need to be considered may vary for each institution but include the following; 

1. What space does the institution have available to commit to dedicating it to the TRHT 
Campus Center?  
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2. Will this space be highly visible and accessible for students, staff, faculty, and 
community members alike? 

3. Often community colleges have multiple campuses. How would students, faculty, and 
staff from other campuses be supported in engaging with the TRHT Campus Center? 

4. Does the space already offer what is needed as it relates to being a feasible office, 
programming, and learning space? If not, does the institutions have funds to commit 
to transform the space? 

 

Although the physical TRHT Campus Center space will be unique for each campus, 

several factors are critical to supporting TRHT Work:  

• Will the space be fully accessibly for all audiences including the local community 
(for example, consider parking needs)? TRHT programming, discussions, racial 
healing circles, and trainings necessitate a space that can be closed off to ensure 
confidentiality and a safe space for sharing.  

• Does the space have a seating capacity of at least 20-30 participants? This size will 
accommodate smaller TRHT programming needs. Larger programming can be 
accomplished in larger venues on the campus. However, it is recommended that 
seating in the center is not fixed. TRHT Racial Healing Circles, for example, require 
a configuration that will allow for seats to be assembled in a circle.  

• Lastly, most TRHT programming offerings will require audio/video accessibility. 
Overhead screens/projectors, speakers, and laptop accessibility are critical to the 
success of the work.  

BUDGETARY CONSIDERATIONS FOR A TRHT CAMPUS CENTER 

The W.K. Kellogg Foundation and the American Association for Colleges and 

Universities are not responsible for the financial viability of each institution’s TRHT Campus 

Center.  Thus, the allocation of an appropriate institution-funded TRHT Campus Center budget 

for staffing, space, and operations is integral to the sustainability of the office’s efforts beyond 

the implementation. This essentially means that each institution’s administration who is seeking 

to establish an TRHT Center will effectively be signing on to a long-term financial commitment 

of an annual Center budget.  
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 Although each TRHT Center’s budget may vary depending on the size of the institution 

and enrollment and each institution’s vision of the Center’s outreach, the Center must have a 

dedicated budget. See Guide Appendix B for an example of a Center budget. 

STRATEGIC STAFFING OF CENTER LEADERSHIP  

The next consideration, which goes hand in hand with the application to be a TRHT 

center, is identifying and committing staff who are skilled leaders and professionals with prior 

diversity, equity, and inclusion experience, as well as knowledge regarding where the institution 

is presently in all aspects of key diversity issues, and a vision for where the institution needs to 

go.  

Although these individuals will, of course, come from different areas of the campus, 

depending on the campus and institutional history, each institution will need to determine a 

selection process, whether or not these are new hires and roles, whether or not to extend the 

opportunities to internal and/or external candidates, or whether the roles will be delegated by 

institutional leaders or present staff. Whatever approach your institution takes, it is important that 

the key role, the director position, has a clearly defined position level of authority. TRHT Center 

leadership is charged with “Implementing visionary action plans with the aim of moving the 

needle on the transformative goal of erasing structural barriers to equal treatment and 

opportunity on campuses, in our communities, and for our nation” (AAC&U, 2020, para 2). 

Thus, the work will be best served with a Director and, if possible, some level of support staff, 

such as the equivalent of a Program Coordinator, who can be solely devoted to this mission. 

Included in the Guide’s Appendix C are sample job descriptions for the Truth and Racial Healing 

Center director and program coordinator roles that can be adapted to fit your institution.  
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STRATEGIC ACTION PLAN 

Implementing a TRHT Center at a community college comes at a great expense and 

investment to the institution in a time where many colleges are struggling with decreased funding 

and enrollment which impacts resources available for new offices and programs (Berrett, 2019). 

Therefore, when a community college makes the decision that they are going to move forward 

with pursuing a center, the staff leading the space must be strategic in crafting a plan that will 

include a system to track both qualitative and quantitative data regarding the Center’s impact 

through both participation and data shared as a result.  

 The WKKF asks, “What specific actions can be taken to achieve your vision of what you 

want our organization to be like/feel like/look like?” (W.K. Kellogg Foundation, 2016, p. 35). 

Kellogg believes that the design team should be the first point of contact in crafting desired 

institutional outcomes for the center; however, the chosen TRHT Campus Director should be 

responsible for operationalizing these into a strategic plan that link outcomes to physical 

programmatic deliverables for the institution and community. 

The Strategic Action Plan is an AAC&U tool you can use as a road map for launching the 

efforts of a new TRHT campus center. The Action Plan (see Guide Appendix D) will help your 

institution and design team devise a plan that aligns both with your diversity, equity, and 

inclusion needs and your respective institutional mission to justly serve and support all faculty, 

staff, and students. Although the tool is provided as a template for every TRHT Campus Center, 

each action plan will be unique being that each community college has different needs. The 

document will need to be filled out by the design team  in an strategic and comprehensive 

manner, as it will help provide goals and direction for the campus center and a understanding of 

the skills and competencies needed by the presumptive center director and program coordinator: 
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“The development of the action plan allows your team to advance and communicate a shared 

understanding of the vision and goals of your TRHT Campus Center” (AAC&U, 2020, para 1).  

Once a Center Director is chosen, the advisory team should provide onboarding support 

in addition to acclimating the new administrator to the institution, Center Action Plan, and TRHT 

work that has been completed prior to their tenure. It then becomes the new Director’s role to 

operationalize the action plan into a detailed and comprehensive programming plan that 

chronicles how the Center will approach and carry out programing and education for students, 

faculty, staff, and the community.  

Your institution’s Action Plan should be a detailed road map for how you plan to work 

towards achieving the launch of your THRT Campus Center. One recommended place to start is 

by asking how the mission of the TRHT Campus Center will align with the college mission and 

vision. This may include several goals as well as a Center Mission Statement. Next, what steps 

will you take to realize each goal within your vision plan? Your action steps should be detailed 

for every goal along the way. Additionally, what is the audience and what will be your marketing 

and engagement plan for each group? Lastly, how will you evaluate the Center’s impact and 

outcomes for your community? Moreover, how will the data and feedback gained help inform 

continuous improvement of the Center’s work? See Guide Appendix E for an example of an 

annual Vision. 

Lastly, although the institution’s Action Plan will provide a full and comprehensive guide 

for how the TRHT Campus Center will operationalize its efforts, the document, because it is in-

depth and detailed, can be cumbersome for individuals beyond top level administrators; thus, it is 

recommended that the TRTH Campus Center Director produce a one- to two-page Action Plan 

Summary that will help to summarize and clearly highlight how the work will manifest itself for 
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stakeholders like students, faculty, staff, and community members. This plan should answer the 

following questions:  

• What concrete TRHT deliverables will impact community college students? 

• What concrete TRHT deliverables will impact community college staff? 

• What concrete TRHT deliverables will impact community college faculty? 

• What concrete TRHT deliverables will impact community college members of the 
local community? 

The summary plan should provide a synopsis of the planned activities, including a mix of 

training offerings, workshops, programs, and community collaborations for a TRTH community 

college campus center.  

EXAMPLE PROGRAMMING: NATIONAL DAY OF RACIAL HEALING  

A huge part of implementing any Truth, Racial Healing, and Transformation Campus 

Center beyond remaining in alignment with the TRHT framework is annual engagement with the 

National Day of Racial Healing (NDORH). The NDORH is January 21st each year and is a day 

designated by the W.K. Kellogg foundation for all TRHT Campus Centers to dedicate their 

efforts in creating a more equitable campus and world by providing equity programming, racial 

healing circles, education, and arts that continue to develop their students, faculty, and staff 

(W.K. Kellogg, 2020). The goal of the NDORH is for colleges and universities nationwide to 

host events, speakers, and activities aimed at bringing their college community and local 

community together to work towards a more equitable and just society free or racism (AAC&U, 

2019). Programs range from diversity focused speakers, entertainment, art exhibits, diversity 

discussion, and racial healing circles. Most campuses will provide a day full of programming that 

offer many different ways for students, faculty, staff, and community members to engage in 

ways that best appeal to their interests (see Guide Appendix F for materials relating to Racial 
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Healing Circles and Guide Appendix G for an example of Austin Community College’s 2020 

National Day of Racial Healing schedule of programs).  

BUILDING RELATIONSHIPS WITH INTERNAL AND EXTERNAL STAKEHOLDERS 

Many community colleges use a satellite campus structure to maximize their services to 

the community. This structure heightens the need for the TRHT Center to develop a strong 

organizational commitment that runs throughout the entire community of students, faculty, and 

staff. Assuming the community college’s board and upper-level leadership are invested and fully 

committed to the Center, effective implementation of a community college TRHT Campus 

Center relies heavily on the staff’s ability to build relationships with both internal and external 

stakeholders including faculty, staff, students, community leaders, community organizations, and 

community members. Each stakeholder will play a vital role in adopting the TRHT’s mission 

and purpose as an essential part of the campus and community culture and conveying these 

through formal and informal marketing of the Center’s initiatives to ensure community 

awareness and buy-in.  

The TRHT Campus Center goals and mission must be well understood so all stakeholders 

can help do the job of ensuring its mission and purpose are well understood throughout the 

organization and community. Establishing relationships with campus administrators, academic 

deans, faculty, and student-facing services such as Student Life will all aid in bringing the entire 

college on board. Then, the important work of integrating the community into the conversation 

begins. See Guide Appendix H for an example of a Student Town Hall agenda and Appendix I 

for an agenda for a Staff / Department meeting. 

By definition, community colleges are mission-driven to serve the local communities 

where they are located. Thus, it only makes sense that the community college’s TRHT be 
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intentionally modeled to serve both the campus community and engage the broader community. 

In fact, there are many benefits to doing so. Engaging in the broader community allows both the 

Center and staff to continue their learning, growth, and development, and build relationships 

with community leaders who often represent different aspects of culture perhaps not represented 

in the Center. This engagement allows for growth of partnerships and collaborations that will 

serve both the community college and broader local community (Del-Rio & Loggins, 2019). 

However, this is an aspect that requires proper management. TRHT staff must first and foremost 

serve the needs of the campus community and students; they must begin by ensuring a strong 

campus presence and then build their engagement with the community.  

It is important to remember that community colleges are unique from four-year 

institutions both because the student population is representative of the local community, and 

also because they typically have a direct community funding investment. This external 

investment into the institution in turn means that the community college must invest into the 

community to maintain trust and a fruitful relationship. Because the TRHT framework has a 

direct, intertwined community component, it is imperative that TRHT leadership and staff 

nurture and develop relationships with community organizations that also do diversity, equity, 

and inclusion work. An important first step is to identify organizations that directly impact 

underserved communities of color and those who represent vulnerable populations in your 

community. These organizations have knowledge and wisdom regarding the needs and concerns 

of the community and can, thus, be key partners in supporting the TRHT mission. In turn, the 

Center staff can benefit the community organizations by providing expertise relating to 

programming, policies, and practices. Beyond these established organizational groups, the 
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Campus Center should also be a starting point for new community efforts and programming that 

can extend these efforts to new needs and local communities.  

CONSIDERING THE CONTEXT OF THE LOCAL COMMUNITY  

One of TRHT’s key goals is to build on community systems and organizations and 

involve the entire community in the Center’s vision, goals, and activities. The context for your 

Center’s work will be key to its success. Because of the newness of the TRHT initiative, little is 

known at this point about the long-term effects of TRHT programming on the local communities. 

In fact, more research needs to be conducted to understand the impact of institutional variables 

(including urban or suburban location; rural, residential, or non-residential setting; and public or 

private) on TRHT Centers. The current existing community college centers (Austin Community 

College and Big Sandy Community and Technical College) are both situated in large urban 

environments, and both community colleges also have a strong equity and social justice focus 

and were among the first cohort of colleges to implement centers. By being in this first cohort, 

they received grant dollars to help fund the initial efforts to complete the TRHT application 

process and institutional assessment needed to invest in the work.  

Thus, as part of the expanding influence of TRHT efforts, your work with the local 

community will be important pioneering efforts. See Guide Appendix J for an example of a 

community Town Hall agenda. 

ENSURING ACCESS TO TRHT INFORMATION, RESOURCES, AND PROGRAMMING 

Community colleges that have implemented a TRHT Center have the daunting challenge 

of communicating with thousands of faculty, staff, and students who are often located on 

multiple campuses and locations throughout their service area. Additionally, there is the added 
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task of ensuring community members and organizations are able to engage in the Center’s 

activities and learning. Effective outreach and communication integral for the Center to be a 

success and for its information, resources, and programming to be impactful. The TRHT 

Center’s implementation plan, then, must include a robust and inclusive communication and 

marketing plan to ensure there is always clear, complete knowledge of the Center’s activities and 

services.  

MEASURES & ASSESSMENT 

Part of the appointed TRHT Campus Director’s strategic plan should a comprehensive 

assessment plan, not only to keep the Center accountable to its mission, but also to measure the 

impact the Center is having on the campus climate and its diversity, equity, and inclusion goals. 

This commitment to ongoing assessment is affirmed by W.K. Kellogg’s advice for continual 

improvement of TRHT Campus Centers: “What tools, resources, and processes exist for analysis 

by populations to evidence expansiveness and assess change over time?” (W.K. Kellogg 

Foundation, 2016, p. 36).  

Each Center must identify effective and appropriate assessment approaches and a method 

for using these measures for ongoing continuous improvement. The campus’ institutional 

research and assessment staff and offices can be extremely useful in helping to develop these 

mechanisms and in sharing the commitment to the Center’s success. 

As part of their role within the TRHT network, the TRHT Center Director and team must 

provide an annual report to the AAC&U. This report should be extended, as well, to the campus 

leadership as an important means for conveying the Center’s programmatic and climate impacts, 

continuing to keep the leadership informed and engaged in the Center’s work, as well as 

communicating plans to expand the Center’s work to better serve students, staff, and faculty.  
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AAC&U. (2018). https://www.aacu.org/trht-campus-centers 

AAC&U. (2020). https://www.aacu.org/sites/default/files/files/TRHT/ 
TRHT%20Action%20Plan%20Template.pdf 

W.K. Kellogg Foundation. (2016, December). TRHT Implementation Guidebook. 
http://www.racialequityresourceguide.org/guides-workshops/trht-implementation-
guidebook  

 

IMPLEMENTATION GUIDE APPENDICES 

The following appendices are included to demonstrate one institution’s approach to 

implementing a TRHT Center and provide samples for programming and services. 

A: TRHT Campus Center Advisory Team — Sample Meeting Agenda 
B: Sample Center Programming Budget 
C: Sample Job Descriptions 

TRHT Director 
TRHT Program Coordinator 

D: Sample Action Plan 
E: Austin Community College’s TRHT 2020-21 Academic Year Vision 
F: Racial Healing Circle Materials 
G: Austin Community College’s 2020 National Day of Racial Healing Campus Wide 

Program 
H: Campus-Wide Student Town Hall on Equity and Social Justice Issues 
I: Staff Departmental Conversation on Equity and Social Justice Issues 
J: Community Partners’ Town Hall on Equity and Social Justice Issues 
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Appendix A: TRHT Campus Center Advisory Team—Sample Meeting Agenda 
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Appendix B: Sample Center Programming Budget 
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Appendix C:  Sample Job Descriptions 
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Appendix D:  Sample Action Plan 
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Appendix E: Austin Community College’s TRHT 2020-21 Academic Year Vision 
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Appendix F: Racial Healing Circle Materials 
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Appendix G: Austin Community College’s 2020 National Day of Racial Healing Campus Wide 
Program (Open Also to the Community) 
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Appendix H: Campus-Wide Student Town Hall on Equity and Social Justice Issues 
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Appendix I: Staff Departmental Conversation on Equity and Social Justice Issues 
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Appendix J:  Community Partners’ Town Hall on Equity and Social Justice Issues 
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CHAPTER FIVE: CONCLUSIONS, IMPLICATIONS, AND FUTURE 
RESEARCH 

INTRODUCTION 

This Guide was stimulated by the need for community colleges to be more responsive to 

the increased diversity, equity, and inclusion (DEI) issues facing our institutions, including 

supporting a more diverse student body and the need to navigate more complex issues of race 

and racism. The resource is specifically tailored to assist as a tool for implementing a Truth, 

Racial Healing, and Transformation Campus Center, a new intervention championed by equity 

leaders at the W.K Kellogg Foundation and the AAC&U. The tool provides guidance for 

providing intentional and explicit diversity education for college students, staff, and faculty as 

well as the local community through a TRHT Community College Campus Center.   

The Guide is designed to deliver practitioner-level detail to provide a practical step-by-

step approach for current equity leaders to pick up and apply as they explore the viability of a 

TRHT Center on their campus and then move forward with the implementation. The Guide is 

written from the perspective of a current inaugural community college TRHT Campus Center 

Director, who is presently applying the methodology to launch his institution’s Center.  

This final chapter will discuss limitations of the Guide, acknowledge potential 

implementation challenges, and recommend additional research to aide community colleges in 

strengthening the Truth, Racial Healing, and Transformation work. 
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DISCUSSION OF THE TRHT COMMUNITY COLLEGE CAMPUS CENTER MODEL AS AN IMPERATIVE 

The TRHT Campus Center model was developed during a period when racial tension and 

strife was resonating throughout our country as a result of an extremely divisive 2016 

presidential election cycle, arguably an unprecedented era of racial and homophobic incidents 

that resulted in several large scales losses of life. Subsequently, this dissertation work was 

completed in 2020, during a period when the country was in the throes of increasingly 

heightened challenges of the same root issues coupled with the additional complexity of the 

COVID-19 pandemic. Furthermore, this year’s disturbing police-related deaths of unarmed 

African Americans Breonna Taylor, Ahmed Arbury, and George Floyd sparked a renewed vigor 

for change through the widespread Black Lives Matter movement and other equity and social 

injustice marches, protests, and outcries for change resounding throughout the United States and 

the world.  

The reality is that, during this uncertain period, exacerbated the COVID-19 pandemic, 

racial strife, and an economic depression, many college students are turning to higher education 

for answers and guidance regarding how to best navigate a myriad of racism and social justice 

concerns. Thus, colleges and universities must be equipped and prepared to provide resources for 

students to develop skills to discuss these issues productively, understanding both the historical 

and present context of race issues in our country and understanding how they can be advocates 

for change and intervention leaders on their college’s campuses, in their communities, and the 

companies/organizations they will become a part of after college. 

IMPLICATIONS FOR HEIGHTENED RACIAL EQUITY CONCERNS 

College campuses are not immune to racial and social justice concerns. In fact, they are 

often incubators for these same issues; colleges have a history of systematically perpetuating 
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many injustices beginning with the inception and foundation of higher education, which was not 

originally with intended for students of color. We must remember, however, that the goal of 

education is increased awareness and knowledge, leading to improvement and advancement. 

Higher education must take the lead in addressing racial and social injustice issues and seeking 

for answers.  

The heightened concerns regarding racial and social justice issues impact students in both 

their communities as well as on our campuses. Students are looking to their colleges to provide 

direction on how they can respond. Therefore, community college leaders, now more than ever, 

have a responsibility to provide an intentional, sustainable, and impactful DEI infrastructure to 

address these needs. Our institutions must respond to the education and competency-based needs 

to ensure that their graduates can fully and successfully engage and thrive in their campus 

community, in their local communities, and in their continuing education or workforce activities 

after graduation.  

FUTURE RESEARCH INTO THE TRUTH, RACIAL HEALING, AND TRANSFORMATION MODEL  

The Truth, Racial Healing, and Transformation model is a new intervention that was 

launched in 2017. However, it is important to note that the first official TRHT Community 

College Campus Center did not launch until 2020. Therefore, the options for future research are 

expansive and integral to strengthening the credibility of the work as a tool that is worthy of 

investment for future community colleges. This researcher will share some recommended main 

themes that can, and must, be examined to expand and build on this early work. 
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A University TRHT Implementation Guide 

The purpose of this research project focused solely on the TRHT model as an 

intervention for community college campuses in higher education. It is important to point out 

that community colleges are differently situated than four-year universities. Because of their 

funding structures and responsibilities to the local communities, their mission and vision must 

involve and engage the community. However, universities are also included in the TRHT model, 

and the AAC&U does have resources to aid DEI university leaders who are considering the 

model. However, development of a specific TRHT University Guide to provide university 

leaders with practical step-by-step implementation would help inform these leaders. In this 

Guide’s present form, the research and the methodology for implementing the community 

college TRHT would need to be researched and modified to be effective for universities. Some 

areas that would need to be explored to better understand university implementation would be: 

• Who are university stakeholders? 

• Universities often have more DEI resources and staff already dedicated to this work. 
Would it be feasible for a full-fledged TRHT Center to serve the institution, or would 
it in some ways duplicate services already offered? 

• Would the financial investment be justifiable?  

Whie some key approaches and methods may be gleaned from the Guide, this project in 

its form would not be wholly appropriate for university DEI leaders considering a TRHT campus 

center and thus would necessitate future scholarly work. 

TRHT Campus Center vs Adoption of the TRHT Program Model 

The TRHT model offers a wealth of opportunities for community college leaders, their 

students (who are also often members of the local community), faculty, and staff to engage with 

the local community and its leaders around matters of race and racism often needed to further 
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equity and social justice in community laws, policies, and practices. However, The TRHT 

Community College Campus Center Guide was written specifically for community college 

institutions who are looking to implement a full-fledged campus center. The researcher believes 

that it is important to acknowledge that the benefits of the model need to be realized at all 

community colleges, though some institutions may not have the resources or capacity to launch 

the full Campus Center. The AAC&U provides some resources for institutions looking to 

implement TRHT programing without a campus center; however, a practical step-by-step 

implementation guide does not exist for institutions looking to implement the model without a 

campus center.  Thus, a potential project for a future researcher could be combining existing 

resources from this Guide and resources from the AAC&U to write a tool for implementing the 

TRHT programming model without the Center component. Some potential considerations for 

exploration are: 

• Who within the college structure would be appropriate to take on the TRHT 
leadership and lead the responsibilities? 

• Do the appropriate staff have the capacity to take on these extra duties? 

• Though this model (without the center) would be a more economical option, what 
additional costs would be incurred and would they be sustainable? 

• How would the TRHT work engage the community without a physical center?  

A Study to Understand Student TRHT Impacts 

The TRHT center model is designed to impact the cultural competency of institutional 

students who are engaged in the programming. Thus, a logical future research consideration 

would be either a quantitative (survey-based project) or qualitative (interview-based project) that 

examines: 

• The quality of the TRHT Programming 
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• The perceived benefits 

• The campus climate impacts 

• The impacts on student cultural competence 

• The impacts on a student’s readiness to engage in diverse environments as they 
transition out of the institution into the work place or further education  

A Study to Understand Faculty/Staff TRHT Impacts  

Similarly, the TRHT Center model is designed to impact the cultural competency of 

institutional faculty and staff who are engaged in the programming. Thus, a logical future 

research consideration would be either a quantitative (survey-based project) or qualitative 

(interview-based project) which examines: 

• The quality of the TRHT programming 

• The perceived benefits 

• The impacts on campus climate 

• The impacts on faculty and staff cultural competence 

• The impacts on the confidence of faculty/staff to serve diverse students, and engage 
their classroom around diversity topics.  

FUTURE TRHT ASSESSMENT PROJECTS 

In addition to long-term research opportunities and areas for investigation, the TRHT 

Center Model, because it is in its developmental stages, will require ongoing assessment of its 

impact as well as adjustments and modifications to better serve the needs of the changing student 

population and the evolving national landscape. 

The 2020-21 academic year will mark the first full academic year of programming for the 

first community college TRHT Campus Center. At the conclusion of the year, community 

colleges looking to pursue this work and present institutions with campus centers will benefit 
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from future researchers providing assessment of the work that has been accomplished and 

identifying both the strengths and areas of growth for the model.  

CONCLUSION 

The impetus behind the creation of this Guide was to present a broader audience of 

community college equity leaders with the TRHT philosophy and integral step-by-step guidance 

into the strategies and considerations for implementing a community college TRHT Campus 

Center. Leaders who use this resource, combined with the proper institutional morale, staffing, 

financial, and space support, can provide important educational opportunities that will enhance 

their students’ learning experiences and develop their competencies as future community leaders 

(which in turn adds value to their degree), but also leverage the resource to impact staff and 

faculty and improve the DEI climate on their campus.   

In recent years, community colleges have made some positive strides in catching up to 

their university partners in terms of the DEI efforts they provide to ensure that every student has 

the ability to strive academically, socially, and interpersonally and to enjoy a pleasant and 

equitable experience at the institution. However, in this unprecedented period of COVID-19, 

which is impacting communities of color and especially African Americans disparately, and the 

severe cultural unrest brought about by the deaths of several unarmed African American citizens, 

the need for intentional truth, racial healing, and transformation is arguably needed more now 

than ever. Communities of color are hurting and crying out, and our community colleges have a 

direct responsibility to invest in the stakeholders that keep them viable, as well as a mission to 

serve and develop the students who call the college home and also reside in these communities. 

Thus, now more than ever, community colleges need infrastructures in place to ensure they have 

trained and competent staff fully dedicated to providing spaces, education, and resources to 
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address these important issues and help equip students with the skills needed to transform our 

communities and society.  
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