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Nonwhites make up a comparatively
small share of U.S. college faculty

% of postsecondary faculty who are
by academic rank, fall 2017

Nonwhite

Professors - 19

Associate professors - 24

Assistant professors - 27

Instructors - 24

Note: “Nonwhite” includes blacks, Hispanics, Asians, Pacific
Islanders, American Indians or Alaska Natives, and those of

two or more races. Those categorized as “non-resident alien”
and “race/ethnicity unknown” are not included in this analysis.

Source: National Center for Education Statistics.

PEW RESEARCH CENTER

https://www.pewresearch.org/fact-tank/2019/07/31/us-college-faculty-student-diversity/ft_19-07-22_facultydiversity_1/

U.S. college students are twice as likely as faculty to
be black, four times as likely to be Hispanic

% of undergraduates and postsecondary faculty by race and
ethnicity, fall 2017

Faculty
White e76

Asian

0.2
Pacific Islander

American Indian/ ”-(5
Alaska Native

Two or more races 1 @
Black 6 @
Hispanic 5 ®

All nonwhite

PEW RESEARCH CENTER




Science, engineering, and health doctorate
holders employed in universities and 4-year
colleges

ASIAN BLACK LATINX NATIVE AMERICAN

Research Faculty Teaching Faculty Adjunct Faculty Undergraduates

Data from Table 9-22. National Science Foundation, National Center for Science and Engineering Statistics,
Survey of Doctorate Recipients, 2017.




QUICK FIXES




BUT ISN'T

THIS JUST A
CPIPEEINE:
PROBLEM<¢

GRADUATE STUDENT DIVERSITY HAS EXCEEDED
GROWTH IN FACULTY DIVERSITY

EARLY CAREER SCHOLARS OF COLOR EXPRESS
LESS INTEREST IN FACULTY CAREERS OVER TIME

*  LOWER AT START
* BIGGER DECLINES

* ESPECIALLY NOTABLE DECLINES FOR WOMEN
OF COLOR

INCREASING EVIDENCE THAT SCHOLARS OF
COLOR ARE CHALLENGED BY

e CULTURE OF SCIENCE

*  CLIMATE OF THEIR DEPARTMENTS AND
PROGRAMS



MENTORING
CAN FIX
THIS!

ACCESS # RELATIONSHIP QUALITY

FEW MENTORS HAVE TRAINING THAT WOULD
ALLOW THEM TO MAXIMIZE RELATIONSHIP
OUTCOMES

THE OUTCOMES OF MENTORING ARE MIXED

*  CONNECTED TO DEGREE COMPLETION AND
CAREER ASPIRATIONS

*  MENTEES OF GOOD MENTORS CAN STILL
DECIDE TO LEAVE THE ACADEMY

*  BAD MENTORS CAN LEAD MENTEES TO WANT
TO “PROVE THEM WRONG"



SHIFTING FRAMING AND RESPONSIBILITY




EXPLAINING INEQUITY IN REPRESENTATION

“IT's a
retention
problem”

“It's a pipeline “It's a hiring
problem” problem”




UNDERSTANDING INTERLOCKING
DYNAMICS AND RACISM

INDIVIDUAL RACISM

STEREOTYPES, MICROAGGRESSIONS,
AND DEVALUATION OF EXPERTISE

e STUDENTS
«  COLLEAGUES

*  MENTORS

EXCLUSION FROM FORMAL AND
INFORMAL NETWORKS

INEQUITABLE ASKS AND ALLOCATIONS
OF WORKLOADS (ESPECIALLY SERVICE
AND TEACHING)

*  STRUCTURAL RACISM

LACK OF ACCOUNTABILITY FOR
RACISM AND INJUSTICE

HIRING PROCESSES THAT RELY ON
TRADITIONAL OUTREACH STRATEGIES
AND NOTIONS OF PRESTIGE TO IDENTIFY
CANDIDATES

EPISTEMIC EXCLUSION AND
DEVALUATION OF THE WORK SCHOLARS
OF COLOR DO AS “OUTSIDE OF THE
MAINSTREAM"

ADVANCEMENT AND PROMOTION
POLICIES THAT DO NOT VALUE SERVICE,
DIVERSITY, OR TEACHING WORK AND
EMOTIONAL LABOR



THE INSTITUTIONAL MODEL FOR FACULTY
DIVERSITY

INSTITUTIONALCONTEXT

OUTREACH HIRING YIELD

r i n
(long term efforts to {process. sejacticn and (getting applicants to

s short term pool
build pool) development) accept offers)

TRANSITION

(fostering smooth and welcoming entry into an institution and campus community)

RETENTION
(keeping faculty)

PROFESSIONAL
DEVELOPMENT ADVANCEMENT

(building skill and (promoting successful
professional = navigation of tenure and €=
development in promotion policies and
teaching, service, and processes)
research)

SATISFACTION
AND SUPPORT

(addressing sense of
belonging and
community, work-life
balance, and satisfaction)




TRANSFORMATION REQUIRES

g




DATA COLLECTION AND SENSEMAKING

INSTITUTIONAL DATA

NATIONAL SURVEYS

CLIMATE ASSESSMENTS

CHECKLISTS OF INSTITUTIONAL
ACTIONS

PROGRAM AND PoOLICY
ASSESSMENT

* DEMOGRAPHICS
* |DENTIFIES ISSUES WITH REPRESENTATION AND DIFFERENCES IN OUTCOMES

* QUALITY AND NATURE OF STUDENT AND FACULTY EXPERIENCES

* |DENTIFIES ISSUES WITH HOW THE ENVIRONMENT IS PERCEIVED AND
EXPERIENCED

* WHAT IS THE CURRENT STATE OF COMMUNITY ATTITUDES, BEHAVIORS, AND
PERCEPTIONS ABOUT DIVERSITY AND INCLUSION?

* |DENTIFIES ISSUES ACROSS DIMENSIONS OF CLIMATE

* WHAT ARE WE DOING NOW<¢ WHAT ARE WE TRYING AND WHERE?

* |DENTIFIES EXTENT OF INSTITUTIONAL RESPONSE AND ACTION
(ORGANIZATIONAL/STRUCTURAL CLIMATE) AND INSTITUTIONAL INVESTMENT

* ARE STRATEGIES WORKING?2

* |DENTIFIES WHETHER WE SHOULD STICK WITH CURRENT ACTIONS OR MOVE ON
TO NEW STRATEGIES




STRATEGIC ACTION & COLLABORATION

* INTENTIONAL INTERVENTION ACROSS
MULTIPLE TIME POINTS

* MAY REQUIRE BETTER COMMUNICATION
AND MORE CENTRALIZATION, RATHER
THAN MORE PROGRAMS

Individual
NelelNag!

¢  MENTORING AS STRATEGIC ACTION

*  INTERPERSONAL INTERACTION AS AN
OPPORTUNITY FOR GROWTH AND
LEARNING

Structural
NeleilNag

*  INTENTIONALITY ABOUT NETWORK
DEVELOPMENT AND FOSTERING
CONNECTIONS AND BELONGING

e  SPONSORSHIP AS ADVOCACY,
INCLUDING POLICY AND STRUCTURAL
CHANGE
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BRAVERY

* CHANGING WHAT WE CAN, WHERE WE CAN

* EQUITY BASED PRACTICE REQUIRES VULNERABILITY
*  CHANGING POLICY AND RETHINKING HOW WE DEFINE EXCELLENCE
*  CHANGING PRACTICE AND RECOGNIZING IDENTITY MATTERS

*  HARMS MUST BE ADDRESSED, AND WE CAN'T SKIP ACKNOWLEDGEMENT OF THAT
HARM

* PROGRESS AND REFORM REQUIRE CLEAR-EYED UNDERSTANDING OF INDIVIDUAL
AND SYSTEMIC RACISM AND A DESIRE TO SEEK IT OUT IN OUR OWN SYSTEMS
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CLOSING THOUGHTS AND
TAKEAWAYS

* DEMOGRAPHICS ALONE WILL NOT ELIMINATE INEQUITY

* FACTORS LIMITING OUR PROGRESS TOWARDS EQUITY

* DIVERSITY AS THE ONLY GOAL, NOT AN OUTCOME OF A
PROCESS

*  OVERRELIANCE ON QUICK FIXES

* THE IMPACT OF INDIVIDUAL AND STRUCTURAL RACISM
ON RECRUITMENT AND RETENTION

* THE PATH FORWARD REQUIRES COMMITMENT TO
*  UNDERSTANDING UNIQUE PROBLEMS IN CONTEXT
*  STRATEGIC INTERVENTION

*  OUR OWN GROWTH, VULNERABILITY, AND BRAVERY
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Stella Safo, MD MPH
@AmmahStarr

Replying to @AmmahStarr

If you do nothing else today, ask yourself what you've
done in your home institution, in your professional society,

in your immediate space to actively create a space where
just and equitable treatment of minoritized groups can TH A N K YO U

OocCcCur.

End/ QUESTIONS?

8:35 AM - Feb 13, 2021 - Twitter for iPhone

21 Retweets 2 Quote Tweets 77 Likes

Q i
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