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higher education organizations need to do to embrace and facilitate diversity across tertiary institutions. The paper identified 
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political as well as the social frames in the context of higher education served as the recommended solutions. 
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I. DIVERSITY IN HIGHER EDUCATION 

 

Although the diversity of both faculty and students 

has increased in the past quarter-century, particularly 

in terms of race and ethnicity, the diversity of 

students is rising at a much faster rate than the 

diversity of faculty (De Welde, 2017). This paper 

seeks to answer the question of what institutions of 

higher education need to do to embrace and facilitate 

diversity. While many higher education institutions 

put diversity at the core of their operations, some 

institutions are lagging behind (Berman, 2018). 

Higher education then finds itself at a critical 

crossroads in the 21
st
 century, as itresists change, both 

culturally and structurally. There is deep-seated 

inequityalong social identities of race, ethnicity, 

gender, sexuality, socio-economic status, and ability 

(Smith & Conover-Williams, 2017). Scholars have 

encouraged that student bodies, institutional 

constructs, curricula,and dominant philosophies in 

higher education need to be intensely entrenched in 

the value of diversity (Berman, 2018). This way, 

higher education institutions may perhaps act as 

agents of positive change, thus becoming―robust 

breeding grounds of innovation, technological 

advancement, and the creation of intellectual capital‖ 

(Berman, 2018, p.1). Higher education has changed 

immensely in recent decades. However, some 

institutional issues persist in the areas of 

―socialandhistorical context related to the intersection 

of race/ethnicity, low-income status and first-

generation background in higher education‖ 

(Azizova& Felder, 2017, p.154). In this case, it is 

essential to understand the roles thathigher education 

administrators, faculty, and staff fulfill in forming 

campus environments that support the retention and 

success of minority students (De Welde, 2017). The 

issue is not often why diversity is important, but 

ratherhow to achieve it (Berman, 2018). Higher 

education administrators practicing the 

transformational leadership approach willhelp to meet 

the expectationsand needs of minority students. By 

using this approach, leaders will continue to motivate 

minority students to reach their full potential and 

most importantly, help leaders to transform their 

institutional norms and values towards the direction 

of integrity, justice and fairness (Northouse, 2016). 

These practices will help colleges to enroll, retain, 

and graduate more minority students. Therefore, this 

paper examines the problems that minority students 

are facing in the21
st
 century of higher education and 

provides recommended solutions based on literature. 

Lower retention rates, poor academic performance, 

and a lesser sense of belonging are the three problems 

facing minority students on campuses; practicing 

transformational leadership by administrators of 

higher education and applying the political and the 

social frames in the context of higher education will 

contribute to minority students’ success in campuses. 

 

II. DEFINING KEY TERMS 

 

Higher Education Administrators:Bastedo, 

Altbach,&Gumport(2016) define higher education 

administrators as a group of professionals within the 

higher education setting who are in charge of decision 

and policy-making, as well as creating and enforcing 

rules and regulations, in order to meet institutional 

goals and objectives. The authors also state that 

higher education administrators take part in the 

management and coordination of various programs 

and activities for higher education campuses. Leaders 

in higher education institutions have a significant 

impact on the educational system and the direction of 

a college or university. Different positions that can be 

considered higher education administrators are 

chancellor, chief executive officer, board of directors, 

president, vice-presidents, provost, deans, registrar, 

academic secretaries, and department 

directors(Bastedo, Altbach, &Gumport, 2016). 
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Transformational Leadership:James MacGregor 

Burns was the first person to introduce the concept of 

transformational leadership by linking the roles of 

leaders and followers towards helping each other to 

increase morale and motivation (Northouse, 2016). 

Transformational leadership is the process whereby 

leaders work with their followers to create a mutual 

understanding that will increase the motivational 

level of both leaders and followers (Northouse, 

2016). Therefore, transformational leaders motivate 

their followers to meet expected goals and objectives. 

A good example of a transformational leader was 

Mahatma Gandhi, who incited positive changes in the 

lives of his people, which in turn made him become 

more charismatic, motivational, and inspirational 

(Northouse, 2016).Retention Rates:Talbert (2012) 

definesretention rates as the measurement or 

proportion of first-year college students who remain 

in an active status the following semester. An 

example would be an African-America student in his 

first year of a doctoral program at the University of 

North Dakota who enrolled full-time in fall 2018 and 

continues to enroll full-time in spring 

2019,confidently continuing to enroll full-time until 

he graduates within three to four years. Diversity: 

Diversity points to differences along the dimensions 

of race, ethnicity, gender, sexual orientation, socio-

economic status, age, physical abilities, religious 

beliefs, political beliefs, or other ideologies, and more 

(Volckmann, 2012).Minority Students:In this paper, 

―minority students‖ refers to students of color. These 

students are African-Americans, Latino or Hispanic-

Americans, Asian-Americans, and Native-Americans 

(Talbert, 2012). Minority students compose a small 

segment of the entire student population in higher 

education institutions.  

 

III. ISSUES IN HIGHER EDUCATION 

 

Over the past quarter-century, higher education 

institutions have experienced significant changes in 

their operations. In the last 20 to 30 years, colleges 

have worked to improve the retention rates of 

minority students, whichresulted in an increase in 

meeting the learning and educational objectives 

(Hurtado, Milem, Clayton-Pedersen, & Allen, 1999). 

However, despite the intense effort that higher 

education organizations made to achieve diversity on 

campuses, they still face challenges helping minority 

students succeed in three different areas: lower 

retention rates, poor academic performance, and a 

lesser sense of belonging on campus (Hurtado et al., 

1999).The inability to increase the retention rates of 

minority students is one of the toughest problems that 

institutions have faced in the past quarter-century 

(Benseman, Coxon, Anderson, &Anae, 2006). 

College administrators making decisions without 

taking minority students’ voices into account is the 

leading cause of lower retention rates of minority 

students(Wolfe & Dilworth, 2015). Many higher 

education institutions use a grant to introduce 

programs that will increase the retention rates of 

minority students, such as mentoring and tutorials, 

leadership, and family-based programs. However, 

research shows that the success of such initiatives 

hinges on how well the school administrators plan 

and design the programs to meet the actual need 

(Benseman et al., 2006). The commitment of leaders 

in higher education to include minority students’ 

needs in the college’s decisions could play a role in 

making minority students feel a sense of belonging, 

thus improving their retention rates(Benseman et al., 

2006). Therefore, the leadership practices of college 

administrators play a defining role in the excessive 

dropout of minority students. In addition to the 

absence of diversity or transformational leadership 

practices of college administrators, lack of 

adjustment, academic difficulties, and social isolation 

are also factors that contribute to minority student 

dropoutrates (Bowie & Hancock, 2000). Berger 

(1992) added that factors related to lower retention of 

minority studentsarefamily responsibilities, work, and 

schooland financial resources. Smedley et al. (1993) 

further indicated that minority students experience a 

lack of encouragement, racist policies, and ethnically 

oblivious curricula.Poor academic performance is still 

a problem, even with the minority students who 

remain in college. According to the Organization for 

Economic Co-operation and Development (OECD), 

many students are trapped in a vicious cycle of 

demotivation and poor performance, which 

contributes to further disengagement from school 

(OECD, 2016). The educational outcome of minority 

students in higher education is low (Dennis, Phinney, 

&Chuateco, 2005). Many minority students are not 

performing well in their classrooms because of the 

teaching methodologies of instructors (Gupta, Garg, 

& Kumar, 2018). Some instructors do not give 

equalopportunities to all students to participate and 

engage in classrooms (Lowden, 2001). In addition to 

the mode of instruction, minority students often 

perform poorly in classrooms because of their family 

background. For example, OECD (2016)indicated 

that poverty, non-traditional families, immigrant 

backgrounds, language differences, prior educational 

history, and institutional direction severely impact 

students' chances of success. Similarly, some white 

students feel superior over minority students, which 

lead them to discriminatory attitudes (Gupta, Garg, & 

Kumar, 2018).Smedley, Myers, and Harrell (1993) 

found that although minority students are working 

very hard to perform and contribute in class, some 

white students underestimate the minority 

students’performance.  

 

This discriminatory attitude has a negative effect on 

minority students’ grades. The aggressive treatment 

by white students causes a hostile environment that 

makes minority students anxious, whichcan lead to 

lower academic performance(Smedley et al., 1993). 
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Students' low performance has a long-lasting effect, 

not only for the students but for the institution and the 

entire community (OECD, 2016). 

Lesser sense of belonging of minority students on 

campus is the third problem facing minority students. 

According to Hurtado et al. (1999), theories of 

minority relations and attitudes help students learn 

how to create a positive atmosphereso that a sense of 

belonging is possible for minority students. Literature 

shows that students' perception of learning 

environments has an effect on college transition, as 

well as educational outcomes. Poor racial climate on 

campus and unhealthy student interaction could lead 

minority students to feel a detachment from their 

institution (Hurtado et al., 1999). Students who 

experienced being singled-out or treated in a different 

way in college were likely to have a higher sense of 

alienation (Cabrera & Nora, 1994). Negative 

judgment, as well as lack of proper support, 

contributes to the emotional state of isolation on 

campus. This is particularly detrimental to minority 

students and their attachment to higher education 

campuses (Hurtado et al., 1999). The authors also 

point out that the alienation negatively impacts the 

overall minority student’s academic success. Personal 

harassment diminishes attachment with the campus 

and affects academics and social experiences. In 

addition, the stress of financial problems, pressures at 

home, misunderstanding between faculty and peers, 

and academic weaknesses contribute to college 

maladjustment (Smedley et al., 1993).This shows that 

a lesser sense of belonging is a problem that 

contributes negatively to minority students' lives on 

campuses of higher education. 

 

III. POSSIBLE WAYS TO ADDRESS THE 

ISSUES 

 

Higher education organizations need to understand 

that to bring about change in an organization, it will 

take hard work, strong effort and consistency 

(Bolman & Deal, 2013). Therefore, institutions need 

to be ready and willing to change. Based on the 

literature used in this paper, there are a few different 

solutions that address the challenges of supporting 

minority students' success in higher education, thus 

embracing and facilitating diversity. One of these 

solutions is that higher education administrators 

should practice transformational leadership to 

increase the retention rates of minority students, as 

well as utilize the political frame. In addition, by 

applying the symbolical frame, higher education 

campuses can improve the academic performance of 

minority students by introducing diversity initiatives 

that will result in a greater sense of minority students’ 

belonging on campus. Bolman and Deal (2013) 

define the political frame as a factor that addresses a 

problem between individuals or organizations; this 

frame encourages coalition-building, conflict 

resolution work, and power-base building to support 

the initiatives of the organization’s leaders (Bolman 

& Deal, 2013). The symbolic frame addresses 

individuals' needs for a sense of direction and 

significance in their work. It centers around 

motivating individuals by causing the organization's 

direction to feel critical and distinctive (Bolman & 

Deal, 2013).  

Northouse (2016) defines transformational leadership 

as the process by which a leader works with his 

subordinates to establish a secured connection and 

understanding that will raise the motivational level of 

both leaders and followers. The author added that 

transformational leaders are very conscious in 

meeting the expectancy and needs of subordinates, 

and continue to motivate followers to reach the 

climax of their potentials. If higher education 

administrators practice transformational leadership, it 

will help them to change their institutional values in 

order to be a more humane standard of integrity, 

fairness and justice (Northouse, 2016). This shows 

that when higher education administratorspractice 

transformational leadership, as well as diversity 

leadership, they can put minority students’ voices into 

account in any institutional decision they will make 

(Wolfe & Dilworth, 2015). Transformational 

leadership would shape the behaviors of higher 

education leaders to model strong diversity practices 

and to display competency in fair and just practices. 

This way, the leaders will have coherent goals and 

objectives that will include minority studentsand 

communicate higher expectations in welcoming 

minority students. Through transformational 

leadership, higher education administrators will 

express confidence that diversity and inclusion goals 

can be achieved and stimulate motivation to avoid 

discrimination and to have a positive college 

atmosphere (Northouse, 2016). These actions can 

make students and staff build affection and trust their 

leaders (Berman, 2018). Mahatma Gandhi is a typical 

example of a transformational leader who elevated 

the hopes and demands of many people in his 

community. The process that he follows also changed 

him as he becomes more charismatic, motivational, 

and inspirational (Northouse, 2016). Practicing 

transformational leadership can boost the retention 

rates of minority students in campuses of higher 

education (Berger, 1992). 

To reframe the current state of higher education, 

administrators should be able to utilize the political 

frame by providing a clear vision and strategy to 

achieve the organizational goals, develop positive 

relationships with minority students and facilitate 

effective communications (Bolman & Deal, 2013). 

The authors added that the political frame would help 

higher education administrators to set agendas, build 

a secure network as well as a coalition, map the 

political terrain, and become excellent negotiators. 

This will help in including minority students’ voices 

in conversations surrounding decisions that 

institutions are considering. It is always important to 
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be straightforward and clear in explaining every 

policy and procedure to minority students so that they 

will comprehend what an institution wants to 

communicate and embrace the policies and 

procedures involved in the decision. An example of a 

political frame that higher education leaders could 

use is a bargaining skill. This skill will contribute in 

convincing minority students to understand the 

benefits of a policy that they are not originally in 

favor of so as to reach a compromise and make 

minority students feel part of the institution (Bolman 

& Deal, 2013). Higher education administrators will 

then learn to focus on both minority and majority 

students’ interests and invent options for mutual gain, 

thus promoting fairness and justice. The political 

frame will also enable leaders in higher education 

institutions to empower students through 

understanding, build support, and practice ethical 

leadership (Bolman & Deal, 2013). Politics 

determines institutions’ priorities, strategic decisions, 

and practices. Political dynamics are an inevitable 

component of higher education in which leaders can 

use their power to facilitate a change, and to address 

the needs of students, faculty, and staff. This 

indicates that the political frame can in one way or 

the other, help in retaining minority students in 

college. 

Symbols in higher education play an enormous role in 

giving identity to an institution. Organizational 

symbols are fundamental elements of culture that 

people shape to fit unique circumstances as culture is 

mostly communicated through symbols. Institutions 

can use their symbols to depict their culture as more 

tolerable to diversity, thus emotionally driving 

students to increase enrollments. These organizational 

symbols can influence work dynamics, create norms 

and values, and affect students’ performance (Bolman 

& Deal, 2013). The symbolic frame may allow 

employees to feel more connected to organizational 

goals and objectives (Bolman & Deal, 2013). Studies 

show that the symbolical frame can help to improve 

students’ attachment to their higher education 

institution, thus leading to growth in critical thinking 

and problem-solving skills. Positive interaction 

among students would provide a better campus 

climate and learning outcomes(Hurtado et al., 1999). 

Higher education institutions should introduce 

diversity programs and policies that will assist 

minority students in performing better in classrooms 

and feeling connected with the campus. These 

initiatives will help in enacting positive attitudes and 

interactions inside and outside classrooms. Diversity 

and inclusion initiatives, as well as campus climate, 

demand an equal amount of attention and 

understanding in order to find and implement 

sustainable solutions (Williams, Conyers, & Garcia, 

2018). The authors added that colleges should change 

their culture by advocating for diversity and inclusion 

practices for all to provide an intellectually 

stimulating campus climate for all students. Students 

will benefit more from a campus that is culturally 

aware and inclusive. Other implementations that can 

be created by the institution’s administrators include: 

structural learning opportunities for interaction 

between majority and minority students, addressing 

the issues of diversity in classrooms through teaching 

methodologies and course content, and preparing 

students to work with minority students in a diverse 

learning environment. These activities are within the 

realm of campus planning, decision making, and 

coordination. Research indicates that campus climate 

has potential benefits for a greater educational 

outcome for both white and minority students. 

Colleges should encourage students to interact with 

minority students in order to challenge their view of 

the world and become more tolerant (Hurtado et al., 

1999). This explains that applying the symbolical 

frame in the context of higher education will 

contribute positively towards the success of minority 

students in higher education. 

 

IV. OVERVIEW OF TRANSFORMATIONAL 

LEADERSHIP 

 

Transformational leadership is a leadership style that 

changes the culture of an organization. It also crafts 

followers into leaders by encouraging them to find 

unique ways to challenge the status quo and find 

solutions to organizational problems (Northouse, 

2016). The author addedthat transformational 

leadership is composed of four elements, which 

areidealized influence, inspirational motivation, 

intellectual stimulation, and individualized 

consideration. First, idealized influence, or charisma, 

is an emotional part of the leadership that describes 

leaders who act as strong role models for their 

followers (Northouse, 2016). Leaders who act with 

idealized influence always set high standards of 

moral and ethical behavior, and their followers trust 

and respect them. These leaders provide their 

followers with a clear vision and a sense of 

straightforward mission, encouraging them to strive 

for excellence in achieving organizational goals. 

There are two components of idealized influence. The 

first component isattributional, which refers to the 

perception of followers about their leaders. The 

second is behavioral, which refers to employees’ 

observation of leaders' behavior. For example, Nelson 

Mandela, the first black president of South Africa, 

possessed charismatic leadership qualities,as he 

inspired his supporterto follow the vision he put 

forward, a vision which significantly changed and 

reshaped the entire country. 

Second, Northouse (2016) explains that inspirational 

motivation describes leaders who are open-minded in 

communicatingthe organizational expectations and 

future goals to their followers. They inspire followers 

through motivation to be part of the shared vision of 

the organization, thus encouraging the followers to 

commit in accomplishing organizational goals. 
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Inspirational leaders stimulate followers through an 

emotional approach to aim higher than they would 

otherwise. This leadership trait encourages teamwork 

and excellent communication. An example of this 

type of leadership in higher education would be the 

manager ofa college bookstore,who inspires, 

motivates, and communicates frankly to her workers 

on their enormous contribution towards the store’s 

success. This will inspire the workers to put extra 

effort into their work for the benefit of the store. 

Third, intellectual stimulationcauses leaders to listen 

to followers’ ideas, challengethe status quo, and 

takerisks. Leaders that possess this quality of 

intellectual stimulation encourage creativity and 

innovation among their team members (Northouse, 

2016). They make their followers think 

independently, allowing them to enjoy a great sense 

of autonomy with little supervision. However, they 

are required to be active critical thinkers and problem 

solvers. In this leadership, education is a valuable 

element of the organization’s success; there is always 

an opportunity to learn and grow. An example of this 

leadership would be a plant manager introducing the 

use of critical thinking to analyze and develop unique 

patterns of solving production slowdown. 

Fourth, individualized consideration describes leaders 

who provide a positive workplace atmosphere by 

listening to the workers' needs and addressing their 

concerns. Leaders serve as mentors to the followers 

and help them to become fully prepared for their 

responsibility to attain the organizational goal 

(Northouse, 2016). Leaders are empathetic and 

supportive and encourage followers not to give up. 

Leaders also give straightforward and clear 

directives, rejoicing in followers’ successes and 

contributions to the organization. Followers will thus 

become self-motivators, accepting challenges and 

achieving targeted goals on their own. College 

advisers would be the best example of this leadership. 

College advisers care about their students’ success 

and spend long hours finding solutions to students’ 

problems in structural and meaningful directives. 

Overall, transformational leaders are concerned with 

the way in which they inspire and motivate 

subordinates to aim higher and achieve targeted 

goals. In general, transformational leaders are 

hardworking change agents and role models who can 

articulate a transparent, meaningful, and achievable 

mission and vision for their organizations. 

Transformational leaders are trustworthy, and they 

empower subordinates to consider ethical decisions in 

order to meet a higher standard. The transformational 

leadership model is the most encompassing approach 

to leadership. 

 

V. RETENTION RATES AND CONTRIBUTING 

FACTORS 

 

Retention ratesare measurements of continuing 

enrollment of first-year students in higher education 

institutions (Talbert, 2012). Higher education 

institutions have worked to improve the retention 

rates of minority students, which caused growth in 

achieving educational objectives and goals (Hurtado 

et al., 1999).There are programs that institutions carry 

out to increase the retention rates of minority 

students, but the attainment and sustainability of such 

programs depend upon the policies and how well 

college leaders manage the programs(Benseman, 

Coxon, Anderson, &Anae, 2006). Nevertheless, one 

of the most significant challenges that colleges are 

facing is lower retention rates of minority students 

(Benseman et al., 2006). The leadership practices of 

administrators in higher education institutions 

areamong the leading causes of minority students 

dropout rates (Wolfe & Dilworth, 2015). Lack of 

college adaptation, isolation, and academic 

difficulties also influence the lower retention rates of 

minority students (Bowie & Hancock, 2000). 

 

VI. TRANSFORMATIONAL LEADERSHIP 

AND RETENTION RATES OF MINORITY 

STUDENTS 

 

It is vital to comprehend the role that leaders in 

college play in the success and retention of minority 

students (De Welde, 2017). Transformational 

leadership would help leaders in higher education to 

challenge the status quo by transforming institutional 

values to include equity and justice (Northouse, 

2016). The transformation will guide the college to 

enact policies that will actively help minority students 

to remain in college. These policies can encourage 

students to be confident and to build trust in college 

leaders. Practicing transformational leadership in 

colleges would serve as a robust strength between 

students and continual enrollment (Berman, 2018). 

When leaders in higher education practice 

transformational leadership style, they will be 

committed to meeting the expectations of minority 

students. This could make minority students feel 

connected with the campuses and eventually continue 

to enroll for the following semester and 

beyond(Benseman et al., 2006). Therefore, the 

individual character of college administrators can be 

positively changed by practicing transformational 

leadership.  

They will have meaningful goals that will reduce the 

dropout rates of minority students and communicate 

higher expectations regarding diversity and inclusion. 

This will increase retention rates of minority students, 

and welcome minority students on campuses, thus 

stimulating motivation in order to avoid 

discrimination of minority students (Northouse, 

2016). Practicing transformational leadership would 

evidently boost the retention rates of minority 

students in campuses of higher education (Berger, 

1992). 
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Figure 1. Transformational leadership and retention rates. 

 

As shown in Fig. 1 above, there is a balance between 

higher education administration, transformational 

leadership, and minority students. The balance will be 

higher retention rates of minority students in higher 

institutions. Therefore, when higher education leaders 

practice transformational leadership, there will be 

fairness and justice in carrying out their daily 

management activities. Transformational leadership 

practices will benefit minority students to feel 

connected to campus by having a great sense of 

belonging. Leaders will make policies that are ethical 

in considering minority students’ decisions. Minority 

students will portray the leaders as role models and 

have trust in them. Higher education administration 

could inspire students by motivating and encouraging 

them to commit to organizational goals and 

objectives. The leaders will also encourage teamwork 

and excellent communication. The leaders will 

regularly give straightforward and clear directives 

and encourage minority students to persevere in 

achieving their desired goals. This will make minority 

studentshavebetter academic performance. The 

retention ratesof minority students also impact the 

community. An individual community will benefit 

more from members that are educated and have a 

professional career, unlike those members who drop 

out of college. When minority students enroll, retain, 

and graduate from college, they will have the 

possibility of a better future and multiple ways to 

help their community.

 

Higher education administrators have organized 

diversity programs and planned to address minority 

students’ performance and lower retention rates. 

Nevertheless, minority students’ academic 

performance, campus climate, and retention rates 

(Smedley et al., 1993) will help to develop a positive 

attitude towards learning, campus engagement, 

motivation, and self-confidence (OECD, 2016). It is 

obvious that campuses of higher education can 

ultimately shape community outcomes, as the values 

that shape community instilled in higher education 

institutions help students to determine their passions 

and contribute positively in a community; therefore, a 

country that prioritizes diversity should reinforce that 

value in colleges (Berman, 2018). 

 

VII. BENEFITS OF DIVERSITY 

 

Literature shows that diverse learning environments 

have decisive intellectual and social importance. 

There is the educational significance of diversity in 

higher education and the complexity of the 

interaction between minority and white students 

(Antonio, Hakuta, Kenny, Levin &Milem, 2004). 

Frequent interactions between diverse students and 

discussion of ethical matters positively forecast 

student retention, intellect, and overall college 

satisfaction (Gurin, 1999). The presence of a few 

group members who hold opinions that differ from 

the majority leads to an increase in divergent 

thinking, which Nemeth calls minority influence 

(Nemeth, 1992). A racially diverse group may also be 

characterized by a divergence in backgrounds, values, 

attitudes, and experiences that presents in individuals 

in the group with novel situations; the novel 

perspective introduced by racial diversity may be 

either actual or perceived (Antonio et al., 2004):  

Research from a broad spectrum of institutions 

including the Gates Foundation, Carnegie Mellon, 

and Harvard University demonstrate links between 

academic achievement and diversity—exposure to 

new ideas, new cultures and people from different 

backgrounds promotes creative thinking, expands 

academic discourse, enhances self-awareness and 

better prepares students for a global economy. 

(Berman, 2018, p.1) 

Diversity contributes to pedagogy, research, and 

leadership approaches of higher institutions and helps 

in developinghigher education leaders to become 

transformational(De Welde, 2017). Transformational 

leaders positively inspire and motivate their 

subordinates towards achieving common goals with 

fair compensation; this shows that the leaders’ 

success is dependent on the commitment of their 

followers, meaning students and staff (Andy-

Wali&Wali, 2018). According to Berman (2018), an 

organization has a 45% chance of growing by having 

employees who came from diverse 

backgrounds.Minority students who also benefited 

from diversity ―spoke more about their academic 

experiences and their sense of exceptionality 

crystallized more as their foundation from which their 

intrinsic forces had grown to drive their actions and 

decisions in their pursuits of doctoral education‖ 

(Azizova&Felder, 2017, p.157). Besidespersonal 

development, minority students enjoy scholarship 

opportunities. For example, being a minority in a 

higher education institution helped a student to obtain 

a Fulbright Scholarship from the Melinda and Bill 

Gates Foundation (Azizova& Felder, 2017). 

 

VIII. CONCLUSION 

 

The retention rates of college students remain a 

significant issue as the graduation rates continue to 

decline; it is highly essential to keep students in 
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college, especially in this era of global economic 

competition (Talbert, 2016). Leaders should provide 

individual attention not only to the minority 

population of students in college but also to provide 

attention to first-generation students and new 

attendees (Talbert, 2016). Transformational leaders 

positively inspire and motivate their followers 

towards achieving common goals with fair 

compensation; this shows that the success of leaders 

in higher education depends upon the willingness and 

commitment of staff and students (Andy-Wali&Wali, 

2018). It is evident that campuses of higher education 

can ultimately shape community outcomes and help 

students to determine their passions and contribute 

positively to a community. The policies that have 

been triggered by the transformational leadership 

approach would assist higher education 

administrators to have structured diversity initiatives 

and plans to address minority students' performance 

and lower retention rates in order to improve the 

positive atmosphere and learning outcomes (Hurtado 

et al., 1999). When minority students keep enrolling 

in college, they will learn to be self-confident and 

develop positive attitudes toward campus 

engagement. Higher education administrators may 

perhaps act as agents of positive change. 

Transformational leadership could increase 

enrollment, retentionand graduation rates of minority 

students in colleges of higher education. It can also 

serve as a strategic method for leaders in higher 

education to be involved in planning and developing 

policies and programs that will lead to the growth of 

minority students’ enrollment, retentionand 

graduation rates. Practicing transformational 

leadership by higher education administrators and the 

application of the political as well as the symbolical 

frames in the context of higher education will 

contribute to the success of minority students by 

increasing their retention rates, uplifting their 

academic performance, and making them feel 

connected to their institution. 
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