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The following statement is from Felice J. Levine, executive director, and Tyrone C. Howard, president,
of the American Educational Research Association.

Today the U.S. Supreme Court made it harder for higher education to achieve student equity and
inclusivity, but avenues remain open and higher education must seize them. The decision is a low
point that could impede equitable access to higher education; erode campus diversity; reinforce,
rather than reduce, longstanding and pernicious patterns of bias in higher education; and hinder the
development of future workers and leaders who can thrive in an increasingly multicultural society.

The Court did not expressly overrule prior rulings that allow race as a factor in admissions to achieve
the benefits of educational diversity for all students. However, it invalidated the way institutions and
prior Court decisions have defined the educational benefits of diversity as insufficiently measurable




and without a necessary end point. More analysis is needed of the complex decision to determine
how it translates into institutional policies and practices. While the Court’s decision will leave students
and the country worse off, it should not extinguish scientific and higher education efforts to pursue
educational equity and excellence for all students.

Sadly the Court's decision fails to acknowledge the substantial body of scientific evidence that
student body diversity improves educational outcomes. Study after study has found that alternatives
to race-conscious admissions put into place by states do not have the same impact as race-
conscious policies in achieving that crucial diversity. The constraints imposed by the Court are
formidable; yet, the scientific community and higher education need to respond by redoubling their
efforts and expanding their commitment to the hard work of creating equitable educational systems.

Meanwhile, at a time when college opportunity is limited for underrepresented students of color and
members of other marginalized groups, we urge all educational institutions to take all legal paths to
ensure that students from all backgrounds get equal opportunities. We furthermore urge researchers
across the country to work with colleges and universities to develop and implement admissions
criteria and processes that are as inclusionary as possible for students of color and address systemic
inequities.

In 2022, AERA and other major research associations submitted a Supreme Court amicus brief in

support of Harvard University and the University of North Carolina, calling on the court to rely on the
substantial body of research and reaffirm the governmental interest in diversity. Joining AERA on the
brief were the American Anthropological Association, the American Association for the Advancement
of Science, the American Political Science Association, the American Sociological Association, the

Association for the Study of Higher Education, and the Linguistic Society of America. Visit the AERA

website for research resources related to the case and race-conscious admission policies.




Wt Fess Sl A e —mifEl

- HENZ B EEERE) > BtERI A E—HERT -

* 20125 > JIIMNINIZARSEFRE SR e OB R4 ( Negin Toss )
NEEBRER T R ETEN L 0 HERERR T Z A
THEMHEERINTIE - Fratistiy S EE R HIIEAE12,463 A > 4152
Bl - BB R Y (IS — By - AR R SRRy /N
= RSN  piE b E AR/ EmAYEE - LR REHE RS
RERE © [His—feive > BEERAD > B —E/NL 2 RIVET -

* Meta-analysis




LI IES AT 7

© EMHTEAR S g O EE R E IR R ( Deborah Holoien ) ERi Ry
FIEET TSGR TS HEBIZ T ERYERE - B —(E A RERTEEREE
AEEEIAE LR STTAER /NG B EIEHTT > BT
= AR M-SR o0 SR ETESE -

- TEE T EARCRVERE - FTERHER T BUSIERE - Fog et sk
AR R 5 T AN IRAVHEST - A ISP E R Ui

N 1




SCRFP T BT SE

+ Q02FEEHIHTI (55 THOH) FIB TR - SRS
557 (LAY A B e TSI GPA - Ul LS M A

FHIEERE - BRIREZR - B2 R ubEEs - i > BE

=AlE

FHELT T IEMNE > b T HEE S AR B R e 2T B E R E Y
4R ~ B (HEELE TR IR HIGPA ~ fiiffE

= ERFHYGPA - IEH RS

AY /.,
$>Z< o
ZIN—1

H

=




Labour Economics 78 (2022) 102254

ELSEVIER

Contents lists available at ScienceDirect - |LABOUR
ECONOMIC:

Labour Economics

journal homepage: www.elsevier.com/locate/labeco = )

Does racial diversity improve academic outcomes? A natural experiment in | f)

higher education classrooms* e |
Yan Lau

Bureau of Economics, Federal Trade Commission, 600 Pennsylvania Ave. NW, Washington, DC 20580, USA

ARTICLE INFO

JEL classification:
120
121
123
128
J15

Keywords

Racial diversity
Affirmative action
Classroom peer effects
Higher education

ABSTRACT

This paper estimates the causal effect of racial diversity on academic outcomes in a higher education classroom
setting. I exploit a natural experiment where first-year college students in a mandatory writing course are assigned
to discussion conferences with varying racial compositions. Within-classroom diversity is effectively random con-
ditional on scheduling availability. I find that a higher degree of classroom diversity increases GPA at graduation,
improves first year grades of female students, and affects the major choice of white students. I develop a trimming
procedure to bound estimates and account for selection into the sample of completers. My results highlight the
potential value of racial diversity in higher education and contribute to the debate over race-based admissions

policies.
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Xy~ The second column in each set shows regression results which add
male and international status indicators, as well as admissions ratings,
conference size and the number of course units over the relevant time
frame, as covariates. The third column in each set augments the specifi-
cations in the second column with category indicators for major area of
study. Within each set of three specifications, estimates of the coefficient
on diversity do not change substantially across them.

There does not appear to be any statistically significant average treat-
ment effect of diversity on writing course grade (columns (1) through
(3)) or GPA at the end of the first year (columns (4) through (6)). This
implies that diversity in writing course conferences does not have con-
temporaneous effects on outcomes during the first year while the stu-
dents are in the writing course. As for diversity’s effect on completion
(columns (7) through (9)), one of the three coefficient estimates is neg-
ative and statistically significant at the 10% level, while the other two
point estimates are negative but not statistically significant, suggesting
either no effect or a weak effect at best. However, the next set of esti-
mates suggests diversity might have other longer-term effects.




Regression coefficient estimates in Table 4 show the effect of diver-
sity on GPA at graduation for the completers subsample only.?* The
effect of diversity on GPA at graduation is positive and statistically sig-
nificant (columns (1) through (3)). The estimates suggest that a one-unit
increase in the diversity index of the writing course conference (i.e. from
a single-race classroom to one with equal proportions) increases gradua-
tion GPA by approximately 0.30¢ (from the preferred-specification and
middling estimate in column (2)). Alternatively, replacing one White
student with one minority student in a “typical” conference increases
graduation GPA by 0.024¢. In this student-replacement scenario, the
change represents a 0.0094 grade-point increase in GPA at graduation.

While the weak estimates of diversity’s negative effect on completion
suggest otherwise, some may nonetheless be concerned about sample at-
trition. Attrition may occur when students drop out of college or transfer
to another institution. Specifically, if greater classroom diversity caused
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Female students benefit more from diversity than male students with
respect to certain outcomes. Including the male indicator interaction
term in the specification reveals heterogeneous diversity effects between

N gﬁ/\\\ﬁ@ é-‘l: ) ﬁﬂ—/‘ E[/\j »ﬂa EJ E[/\j male and female students. For female students3 Fhe effect of fliYa'sity on

GPA at the end of the first year becomes positive and statistically sig-

GPA H A\ jJDT 0.019 nificant at the 5% level. The estimate suggests that replacing one White

iRy = e student with one minority student in a “typical” conference increases

?F \%? ( standard the average female student’s first year GPA by 0.0196. The estimated

deviation ) o effects of diversity on GPA at graduation and writing course grade for

female students are also more positive and more statistically significant

- N1 ] == — when compared to point estimates of average treatment effects, though

{El % é[: DIRAGEREN E“& /L for the latter outcome, it is significant only at a 10% level. The effect

%@ﬁﬁ%%ﬁzgi o of diversity on completion remains statistically insignificant for female

students. On the other hand, for male students, the diversity effects on

writing course grade and first year GPA are not statistically significant

= \IE{]%““}_‘QE‘EI/]ND% from zero (calculated by combining the baseline female estimates with

’ @EELEE@T@%UE, E the coefficient on the interaction term), while the statistically insignif-

i icant interaction term coefficients for the completion and graduation
)E GPA outcomes indicate no heterogeneity by sex.




4.4. Major choice

Interacting with racially-diverse classmates may influence the choice
of major. To investigate this possibility, I run a multinomial logit regres-
sion with major area of study as the categorical dependent variable. To
capture possibly heterogeneous effects of diversity across different stu-
dent race groups, I include the diversity index as well as its interactions
with each race group (White being the omitted category) as covariates
in the multinomial logit specification. Other covariates include own SAT
score, mean SAT score in conference, male indicator, international sta-
tus, admissions rating, conference size, number of first year course units,
race indicators, free indicators, as well as year, time slot, and instructor
fixed effects.

Columns (1) and (2) of Table 6 report estimates of the marginal ef-
fects of the diversity,,, variable on the probability of being in each of the
four major areas of study for White students and (non-White) minority
students respectively. These average marginal effects are evaluated for
the two groups of students separately, based on estimates from a single
multinomial logit regression.

The two statistically significant estimates within columns (1) and
(2) imply that when White students are placed in higher diversity writ-
ing conferences, they are less likely to take up majors in literature, lan-
guage, and arts, and more likely to take up majors in social sciences,

history, and philosophy. This pattern of White students flowing from
one major area to another may be the result of their being exposed to
worldviews and social networks different from their own when placed
in more racially diverse classrooms.
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Rethinking the Dworkinian Forward-Looking Approach: is Affirmative Action Compatible
with Fairness?

Chong Ho Yu * Yu,C.H, & Cheung, K.T. (2017).

Azusa Pacific University, USA Rethinking the Dworkinian forward-
Kwok Tung Cheung . : .
looking approach: Is Affirmative
University of Dayton, USA i

Abstract Action compatible with fairness?.
Whether Affirmative Action is a proper way to accomplish social justice in terms of fairness has been an ongoing Eur n rnal ial ien
debate in the United States. Late philosopher Ronald Dworkin was a vocal supporter of Category 4 Affirmative u opea -/ CLIES Of SOC e SC CHEE>
Action, in which preferential treatments for minorities is justified. Dworkin emphasized a forward-looking Education and Research I 1(2) | 66-
approach as a means to achieve social justice and overall fairness. In his view, it is not sufficient for black : : ’
applicants to enjoy preferential treatment now just because in the past their ancestors suffered due to slavery. - ; - _
Rather, a successful argument for affirmative action programs must include a forward-looking justification. To | 74 dOI. | 0264 | 7/ cjser.v Il |2P | 66
be specific, this policy promises a better educational environment in terms of diversity and promotes a less | 7 4

racially conscious society for all citizens. Additionally, Dworkin often cited the study entitied The Shape of the
River to substantiate his claim that special treatment for minorities could amend social injustice and produce
fairer outcomes, This article attempts to evaluate this Dworkinian theory on both the principle and practical
levels. It concluded that while a neutral or non-interventional policy is insufficient to achieve racial equality,
interventions in terms of special treatments and soft quotas are not yet shown to be fair in practice.

Keywords: Action, Affirmative, Compatible, Faimess.
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Category 1. Formal equality of opportunity: In this approach, an affirmative action program aims to implement a neutral
policy to ensure that opportunities are open to everyone regardless of race, gender, religion, or any demographic attribute.
This is the original intent of affirmative action advocated by President Kennedy in 1961. Executive Order 10925 signed by
President Kennedy states that “it is the plain and positive obligation of the United States Government to promote and ensure
equal opportunity for all qualified persons, without regard to race, creed, color, or national origin, employed or seeking
employment with the Federal Government and on government contracts” (Kennedy, 1961, para. 2).

Category 2. Aggressive formal equality of opportunity. Instead of neutrality and non-intervention, supporters of Category 2
would aggressively use sensitivity training, extemal monitoring, and outreach efforts to achieve a fair outcome in admission
and employment. For example, the Office of Civil Engagement at the University of Chicago developed a plethora of
programs for minority middle school and high school students to leam science, such as the Young Scientist Program and
Space Explorers (University of Chicago, 2017).

Category 3. Compensating support: In this approach, special fraining programs, financial support, mentoring, or tutoring
are provided to minorities to compensate for their disadvantages. Executive Order 11625 signed by President Nixon in
1971 is a good example. Under this law, the Federal Government is obligated to provide minorities with additional technical
and management assistance to disadvantaged businesses, and to assist in demonstration projects. It is mandatory for the
Secretary of Commerce to “establish a center for the development, collection, summarization, and dissemination of
information that will be helpful to persons and organizations throughout the Nation in undertaking or promoting the
establishment and successful operation of minority business enterprise” (Nixon, 1971, para. 5).
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Category 4. Soft quotas: In this method, “bonus points” are added to the selection indices of minorities in admission and
employment while no explicit quota is set. It is important to point out that very often explicit point-adding is forbidden. In
2003, the US Supreme Court struck down the proposed admission policy of the University of Michigan, where 20 points
out of 100 were added to minority applicants. Nonetheless, sometimes the soft-quota approach is allowed in an implicit
way. For example, in 1997 the University of Texas, Austin adopted a new admissions policy that gives more weight to the
essay for non-top 10-percent applicants. This admission criterion is based on how well the candidate could overcome
adversity, and also takes into account the special circumstance that might affect the candidate’s test score and GPA. As a
result, the freshman enrollment of minorities surged significantly (Sabbagh, 2011). This policy was challenged by Fisher, a
white applicant who was turned down by the university in 2008 (Fisher vs. University of Texas, No. 14-981). After a long
legal process, the Supreme Court decided to side with UT, Austin (Liptak, 2016).

Category 5. Hard quotas: As the name implies, this approach aims to achieve a proportional representation of the population
by gender and racial composition in the student body and the work force. Today, this category is unacceptable because in
Regents of University of California vs. Bakke (1978), the Supreme Court ruled that a university's use of hard quotas in the
admission process is unconstitutional (Justia, 2016).




In contrast, there is evidence that race-based admissions and hiring policies would harm the society as a whole. Take
Malaysia as an example. Malaysia is a racially-diverse country, which is composed of Malays, Indians, Chinese people,
and other minorities, including Orang Asli (Aborigines of Peninsular Malaysia), Eurasians, and the indigenous groups of
Ibans, Kadazan, Dusuns, Bidayuhs, and Murut. Malays are the ruling majority while the Indian and Chinese people are
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significantly smaller minorities in terms of number. Indians and Chinese people outperform Malays in both academic and
economic achievements. To empower the Malay group, the government implements its own version of “affirmative action,”
setting different admissions and hiring standards for different ethnic groups. As a result, many talented people lost the
opportunity to actualize their potential. In 1965, a group of Chinese separated themselves from Malaysia to form an
independent country—Singapore. Singapore adopted a racially-neutral policy in virtually all aspects of their society. Within
a decade, Singapore became one of the “four tigers” in Asia. In terms of area and population, Singapore is a much smaller
country than Malaysia. The size of Singapore is only 263 square miles and the population is about 4 million, whereas
Malaysia covers 127,316 square miles of land and has a population of 23 million. Despite this disparity, Singapore’s
sophisticated manufacturing infrastructure and technological advancements have made her a regional giant. In 2016, the
GDP of Singapore was almost US$297 billion while the per capita GNP approached US$52,600. In contrast, the 2016 GDP
of Malaysia was almost US$275 billion and the per capita GNP was only $US11,028 (Trading Economics, 2017). Therefore,
we do not need a counterfactual argument or a thought experiment; the comparison between Malaysia and Singapore
illustrates that depriving a small number of people their rights and suppressing their talents makes a worse, not a better
society. Candidly, Malaysia has been hurt by her own policy. Should a policy be considered fair if the so-called overall
fairmess in terms of total welfare of a wider community is not achieved?
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Bowen and Bok (1998) asserted that without the race-sensitive admission policy some blacks could not have been admitted
to selective universities such as Harvard. As a result, counterfactually speaking, those universities would not have been
culturally diverse and those blacks would not have led successful lives. There are two problems with this argument. First,
if those black applicants were rejected by selective universities, they could have been admitted to less selective universities.
Don't less competitive universities also need a diversified environment? One of the goals of equality is to help those who
are disadvantaged. When less prestigious colleges are in a disadvantageous position compared to top universities, doesn’t
it make sense for these schools to increase their diversity to enhance the learning environment and educational
opportunities? In 1996, the State of California passed Proposition 209, which prohibited public institutions from using race-
based admission policies. Although the black and Hispanic enroliment was reduced at the most prestigious University of
California campuses (-42% at UC Berkley; -37% at UCLA), other less competitive UC campuses increased their black and
Hispanic enrollment (+22% at UC Irvine, +18% at UC Santa Cruz; +65% at UC Riverside) (Sander & Taylor, 2012).
Basically, overall diversity of more UC campuses improved as a result of Proposition 209.
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