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History

• Harvard University
• Court Cases

• Gratz v. Bollinger (2003)
• Grutter v. Bollinger (2003)
• Supreme Court rulings



US Population % RN Population %
White/Caucasian 57.8 80.6
Hispanic 18.7 5.6
African American 12.1 6.7
Asian 5.9 7.2
American Indian/Alaskan Native 0.7 0.5

Native Hawaiian/Pacific Islander 0.2 0.4

US Population from 2020 Census.  RN data from  NCSBN 2020 survey.



• Decrease in white alone

• State = -1.3%
• King County = -4.0%

2020 Census



Pursuit of Diversity & Inclusion

• Urban Universities  
for HEALTH Study 
(2014)

• 72% reported an 
increase in diversity 
and no change or an 
increase in student 
success measures



Urban Universities  for HEALTH Study (2014)



Measures of 
Student 
Success: BSN 
Programs

Glazer, G. (2015) 



Survey of Nursing School Deans 

Glazer, G., Clark, A., Bankston, K., Danek, J., Fair, M., Michaels,J. (2016). Holistic admission in nursing: we can do this. Journal of Professional Nursing,32(1) published online 12 
January 2016. Retrieved from poster presentation found at https://sigma.nursingrepository.org/bitstream/handle/10755/16235/Glazer_PST248_90611.pdf?sequence=1&isAllowed=y

• Enable the school to shape the incoming 
class to better meet its mission and goals 
including increasing diversity

• Improve the chances that the school’s 
graduate would reflect the public they 
serve

• To meet accreditation requirements

• Lack of knowledge or expertise regarding 
the implementation

• Difficulty getting buy in from 
administration and faculty

• Insufficient on-campus  resources 
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REASONS FOR THE CHANGE AND EXISTING BARRIERS

https://sigma.nursingrepository.org/bitstream/handle/10755/16235/Glazer_PST248_90611.pdf?sequence=1&isAllowed=y


American Association of Colleges of Nursing

2016

Began advocating for Holistic Admissions Review

2017

Nursing Workforce Diversity funding opportunity 
was released which included a provision for 
nursing schools to implement holistic admissions 
practices. 

2018–2020

Holistic Admissions Review workshops

AACN 
White Paper

https://www.aacnnursing.org/Portals/42/News/White-Papers/AACN-White-Paper-Promising-Practices-in-Holistic-Admissions-Review-December-2020.pdf
https://www.aacnnursing.org/Portals/42/News/White-Papers/AACN-White-Paper-Promising-Practices-in-Holistic-Admissions-Review-December-2020.pdf


Nursing School Outcomes
• Zerwic et al (2018) reported 

that minority admissions 
increased after implementation 
of holistic admissions from 
41.4% to 55.6%

• No significant changes in 
average admission science GPA, 
overall GPA, 2-year graduation 
rate or first time NCLEX pass 
rates

Rosenberg, 2019

Attrition rate remained steady at 1.5 to 2.0%

% of Underrepresented Minority* Prelicensure Students Accepted per Cohort

Fall 2016 Spring 
2017

Fall 2017 Spring 
2018

Fall 2018 Spring 
2019

24.2 31.6 19.8 19.0 38.2 38.6

*African American, Hispanic, Native American, Pacific Islander, Vietnamese and male

Example 1

Example 2



Definition of Holistic Admission Process

• “A flexible, individualized way of assessing an applicant’s capabilities by 
which balanced consideration is given to experiences, attributes, and 
academic metrics.”

Association of American Medical Colleges (2010)



Core 
Principles

Selection criteria are broad-based and linked to school mission, 
visions, and values

There is a balance of applicant experiences, attributes, and 
academic metrics

Admissions staff and committee members consider how each 
applicant may contribute to school learning environment and to 
the profession

Race and ethnicity may be considered only when such 
consideration is narrowly tailored to achieve mission 
related educational interests and goals associated with student 
diversity*

* RCW 49.60.400 



EAM: 
Experiences
Attributes 
Metrics 

With adversity(economic, educational, ethnic/cultural, family)

Paid or volunteer healthcare experience

Rural resident

First generation college student

Underrepresented minority

Leadership experience

Experience with diverse or underserved populations

B/C grades while working full time or caring for family

Veteran status



EAM: Experiences, Attributes & Metrics 

• Commitment to social justice
• Oral communication
• Written communication
• Values that align with the profession
• Motivational fit for the profession
• Ability to tolerate stress
• Ability to learn from experiences
• Gender

• Older than 25
• Foreign language ability
• Origin in a community that is a health 

professions shortage area
• Origin in a geographic location 

specifically targeted by the school
• Other attributes specific to the 

school’s mission, geographic context, 
and workforce needs 



EAM: Experiences, Attributes, Metrics

Overall GPA Science GPA

Standardized Tests Additional degrees



Adapted from Workforce America: Managing Employee 
Diversity as a Vital Resource, McGraw Hill Publishing, 1990. 

Retrieved fromHolistic-Review-
Workbook.pdf (aacnnursing.org)

https://www.aacnnursing.org/Portals/42/AcademicNursing/Tool%20Kits/Holistic/Holistic-Review-Workbook.pdf


Where to Start



Express value of diversity in mission, vision, values, and strategic 
goals

Solid stakeholder support at all levels

• Administration
• Faculty
• Admissions staff
• Accrediting bodies and nursing community
• Healthcare (employers, hospital association)
• Community



Address Issue of Faculty Time

“Although additional faculty time may be 
required, it has been our experience that 
faculty enjoy the personal nature of these 
interactions with applicants and their 
contribution to the shaping of the incoming 
class” 

Rosenberg, 2019



Define Experiences, Attributes, & Metrics (EAM)

• Must have a common agreed upon understanding 
of which non-cognitive variables are important to 
create the diversity sought in the student body

• Each must have a descriptor that defines how the 
applicant meets the expectation

• Determine how to measure them
• Yes, no
• Exceeds, meets, below standard
• Numeric value

• Create the metric floor



Implement Modalities to Collect Data

Forms Essay Interview



Desirable Traits to Applicant Data

Jung D. et al 2021

Desirable traits of a nurse Applicant data and source
Intellectual ability Academic record, SAT or ACT score, and demographics

University application
Commitment to service Engagement or participation in service activities from letters of 

reference and/or essay
Cultural sensitivity Interview and/or essay question
Empathy Letters of reference
Capacity for growth Overcoming adversity: interview question
Emotional resilience Life experiences: interview question
Strength of character Letters of reference, interview questions and/or essay
Interpersonal skills Interview and letters of reference
Curiosity and engagement Letters of reference
Advocacy for self, others, or a 
cause

Interview question

Ethical comportment Interview question
Nursing work fit with career 
aspirations

Interview question

Adapted from Witzburg, R. A. & Sondheimer, H.M. (2013).  Holistic review: Shaping the medical profession one applicant at a time.  New 
England Journal of Medicine, 368 (17), 1565-1567



Recorded Interview Process

Four Questions
Ethics
Advocacy
Resilience
Role of the nurse

30 seconds to read prompt and 90 seconds to 
respond

Rubric evaluated if applicant had
A main idea

Support for main idea

Somewhat detailed information to back up their 
thoughts

A clear presentation

Jung, et al (2021)



Group Interview Process

3 faculty interview a group of 5 applicants

Each applicant responded to 5 interview questions in a round-robin format

Within the group Each question asked once
Each applicant had an opportunity to be first to answer

Used situational questions

Oregon Health & Science University School of Nursing



Multiple Mini Interviews

• 6 to 8 stations 
• Validated prompts to specifically address an 

attribute of interest
• Allotted 2 minutes to read prompt and 6 to 8 

minutes to respond

Circuit interview format



Example of What and When

Experiences Attributes Academic metrics

Assessed at initial screen • Experiences with adversity
(economic, educational, ethnic/cultural, family)

• Paid or volunteer healthcare experiences
• Coming from host campus

(for regional campus applicants)
• State resident
• Rural resident
• First generation college student
• Underrepresented minority

• GPA

• Completion of specific 
prerequisites by application 
deadline

• Additional degrees
• Completion of chemistry

Assessed at Interview • Leadership experiences
• Experience with diverse or underserved 

population

• Commitment to Social Justice
• Oral Communication
• Written Communication
• Values that align with the profession
• Motivational fit for the profession
• Ability to tolerate stress
• Ability to learn from experiences

Wros, P. & Noone, J. (2018)



Scoring Rubric for Essays

Points Criteria 
1 SELF: Either talks only about self or makes 

no mention of inclusivity or diversity 

2 OTHERS: Goes beyond self, includes 
immediate circle of understanding, 
demonstrates understanding beyond self 

3 GLOBAL: Broad demonstration, beyond 
immediate community  

Diversity scoring:   

Lewis L. et al (2021)



http://urbanuniversitiesforh
ealth.org/media/documents/
BSN_Direct_Admission_rubri
c-FINAL.pdf

http://urbanuniversitiesforhealth.org/media/documents/BSN_Direct_Admission_rubric-FINAL.pdf


https://uwm.edu/nursing/wp-
content/uploads/sites/287/2019
/11/Rubrics-for-Admission.pdf

https://uwm.edu/nursing/wp-content/uploads/sites/287/2019/11/Rubrics-for-Admission.pdf


Visibility of 
Holistic 
Admissions

• https://nursing.lsuhsc.edu/care/admission.aspx

https://nursing.lsuhsc.edu/care/admission.aspx


This presentation was 
made possible with 
funding from a Premera
Blue Cross grant as part of 
$1.8 million investment in 
LPN to BSN programs to 
address the critical 
shortage of nurses in 
Washington. 

Link to presentation

https://youtu.be/zC3hWFbqzno


Resources

• AACN Holistic Admissions Tool 
Kit

• Holistic Admissions | UW 
Graduate School

• Manual for Interviewers
• Indiana Center for Nursing 

Toolkit

https://www.aacnnursing.org/Education-Resources/Tool-Kits/Holistic-Admissions-Tool-Kit
https://grad.uw.edu/equity-inclusion-and-diversity/programs-resources/for-faculty-and-staff/holistic-admissions-2/
https://mdprogram.mcmaster.ca/docs/default-source/admissions/interviewer-manual-mmi_websiteversion.pdf?sfvrsn=4
https://ic4n.org/strategic-initiatives/indiana-needs-initiative/
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