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QUICK FIXES

It’s the pipeline –
Increase the 

flow! Stop the 
leaks!

We need more 
mentoring
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BUT ISN’T 
THIS JUST A 
“PIPELINE” 
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

• CULTURE OF SCIENCE

• CLIMATE OF THEIR DEPARTMENTS AND
PROGRAMS

5



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”
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SHIFTING FRAMING AND RESPONSIBILITY

Diversity framing
•Problems reside within people who 

are most marginalized
•Focus is on support and training
•The goal is to increase numbers 

and representation, helping 
individuals navigate extant systems

Equity framing
•Problems reside within institutions 

and organizations
•Focus is on changing structures to 

promote equitable access to 
resources and outcomes

•The goal is to transform institutional 
structures and cultures, resulting in 
environments where all can thrive



EXPLAINING INEQUITY IN REPRESENTATION

“It’s a pipeline 
problem”

The numbers are too 
small.  There are no 
good candidates.

Lack of inclusion in 
graduate programs 
and push out high 
potential scholars.

“It’s a hiring 
problem”

Candidates of color are 
too expensive and/or 

don't choose us. 

Implicit bias and 
structural racism are 
embedded in hiring

“It’s a 
retention 
problem”

Scholars of color are 
less likely to be 
successful and 

productive

Scholars of color are 
more likely to leave 

their institution and/or 
the professoriate 
because of the 

barriers they face.



UNDERSTANDING INTERLOCKING 
DYNAMICS AND RACISM

• INDIVIDUAL RACISM

• STEREOTYPES, MICROAGGRESSIONS, 
AND DEVALUATION OF EXPERTISE

• 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
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THE INSTITUTIONAL MODEL FOR FACULTY 
DIVERSITY
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TRANSFORMATION REQUIRES

STRATEGIC 
ACTION AND 

COLLABORATION

BRAVERY

DATA 
COLLECTION AND 

SENSEMAKING 



DATA COLLECTION AND SENSEMAKING

• DEMOGRAPHICS
• IDENTIFIES ISSUES WITH REPRESENTATION AND DIFFERENCES IN OUTCOMESINSTITUTIONAL DATA

• QUALITY AND NATURE OF STUDENT AND FACULTY EXPERIENCES
• IDENTIFIES ISSUES WITH HOW THE ENVIRONMENT IS PERCEIVED AND
EXPERIENCEDNATIONAL SURVEYS

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

• IDENTIFIES ISSUES ACROSS DIMENSIONS OF CLIMATECLIMATE ASSESSMENTS

• WHAT ARE WE DOING NOW?  WHAT ARE WE TRYING AND WHERE?
• IDENTIFIES EXTENT OF INSTITUTIONAL RESPONSE AND ACTION

(ORGANIZATIONAL/STRUCTURAL CLIMATE) AND INSTITUTIONAL INVESTMENT
CHECKLISTS OF INSTITUTIONAL

ACTIONS

• ARE STRATEGIES WORKING?
• IDENTIFIES WHETHER WE SHOULD STICK WITH CURRENT ACTIONS OR MOVE ON
TO NEW STRATEGIES

PROGRAM AND POLICY
ASSESSMENT



STRATEGIC ACTION & COLLABORATION

• INTENTIONAL INTERVENTION ACROSS
MULTIPLE TIME POINTS

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

• MENTORING AS STRATEGIC ACTION

• INTERPERSONAL INTERACTION AS AN
OPPORTUNITY FOR GROWTH AND
LEARNING

• INTENTIONALITY ABOUT NETWORK
DEVELOPMENT AND FOSTERING
CONNECTIONS AND BELONGING

• 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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THANK YOU

QUESTIONS?
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