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WINTHROP UNIVERSITY, CAS

• Rock Hill, SC  -- 20 mi. south of Charlotte NC

• Regional Comprehensive, state supported; 5000 undergraduate, 1000 

graduate; 36% ethnic/racial minority, 69% female

• Four Colleges:  Arts & Sciences, Business, Education, Visual and Performing 

Arts

• CAS:  14 departments, 18 u/g degrees, 8 grad degrees; 160 FT, 100 PT 

faculty; 40% of undergrad majors, 30% of grad majors



CAS FACULTY PROFILE



CAS FACULTY 
DIVERSITY COMMITTEE

 Formed Fall 2016

Assistant Dean, chair; 20 CAS faculty members from 

Humanities, Social Sciences, STEM, Professional 

Programs; university Diversity Officer, ex officio



COMMITTEE MISSION STATEMENT

• To promote a diverse faculty during the various stages of the search 
process as these fall under the purview of departmental search 
committees.

• To educate and inform search committee chairs and personnel as to 
college, institutional, and national faculty profiles.

• To educate and inform search committee chairs and personnel as to the 
realities of implicit bias; to advise chairs and personnel as to best 
practices for combatting implicit bias in search procedures; to call 
search committee attention to possible instances of implicit bias during 
search proceedings, as needed.

• To advocate on behalf of under-represented groups for their fair 
consideration at all stages of the search process, including placement in 
search short-lists, conversation lists, interview lists, on-campus visits, and 
the like.



COMMITTEE ACTIVITY

Implicit Bias training

 Harvard online tests

 Recorded 25 min. training session

 Research digest

Committee Advocacy

 Implicit Bias training for search committee

 Ensuring fair evaluation

 In search materials, processes

 Analysis of pools

Recourse for concerns

Diversity Advocate Checklist

Search Committee preparation

• Has the search committee been informed of CAS guidelines for diversity in faculty hiring?  

(These include those specified in the following list and those specified in the CAS guidelines for 

faculty searches generally.)

• Has the search committee been made aware of implicit bias and given examples of how 

unintentional bias can manifest itself?

• Has the search committee formulated and agreed upon candidate evaluation criteria, their 

relative weighting, and the measures by which criteria are to be determined as satisfied?

• Has the search committee established any criteria thresholds below which no candidate will be 

eligible for consideration (regardless of other criteria)?

• Do evaluation criteria align with the text of the JVN?

• Do any evaluation criteria potentially prejudice the search against candidates of any 

underrepresented group?

Candidate Evaluation 

• Have we asked all and only the same questions of each candidate – i.e., in interview or 

screening sessions?

• Have we applied all and only the same standards to each candidate?

• Have we used evidence to arrive at our evaluations/ratings?

• Have we evaluated candidates individually on each criterion (rather than evaluating 

candidates holistically)?

• Have we ranked candidates by individual criteria, and then identified consistently high-ranking 

candidates?

• Have we avoided prematurely ranking one or more candidate?  Have we ranked all 

candidates at once?

The Candidate Pool

• Have we formed a diverse list of semi-finalists for screening conversations?

• Are there qualified applicants from underrepresented groups who seem to be overlooked in 

the committee deliberations that I can call attention to?

• Does our finalist pool contain candidates from underrepresented groups?



SOME RESULTS
• 2016-17:  9 searches

• 77% white > 67%

• 49% female > 83%

• 6% black > 13%

• 10% Asian > 13%

• Elevating 
consciousness

• What should be our 
goals?

Gender Race

All Female Male NoGenInfo Asian AmInd/AK Black Hispa Indian White NoRacInfo

Total 502 167 175 160 33 7 20 16 1 257 186

49% 51% 10% 2% 6% 5% 0% 77% N=334

Rank1 12 9 1 2 2 0 1 0 0 6 3

90% 10% 22% 11% 67% N=9

Rank2 10 6 2 2 0 0 1 1 0 4 4

75% 25% 17% 17% 67% N=6

Rank3 45 18 20 7 3 0 1 1 0 29 11

62% 69% 9% 3% 3% 85% N=34

Rank4 436 134 152 150 28 7 17 14 1 218 169

64% 72% 10% 2% 6% 5% 0% 76% N=285

Gender Race

All Female Male NoGenInfo Asian AmInd/AK Black Hispa Indian White NoRacInfo

Rank1+2 22 15 3 4 2 0 2 1 0 10 7

83% 17% 13% 13% 7% 67% N=15

* percentages are of those responding

* percentage totals may differ from number of applicants owing to multiple identifiers selected in some 

cases.

* N values are total race responses



KEY TAKEAWAYS

1. Data are a good thing!  Seeing our faculty profile, the profiles of our candidate pools, 

and the profiles of our interview pools helped us to establish and manage hiring 

goals.

2. Faculty buy-in was widespread; faculty are eager to contribute.

3. We elevated consciousness nevertheless (i.e., of implicit bias; of demographic 

profiles; of the value of focused attention to diversity throughout the hiring process).

4. Identifying goals is complicated.  Consider:  national profiles; regional profiles; 

campus, college, departmental profiles.  In particular:  institutional or college v. 

departmental diversity goals may diverge.



THANK 
YOU



INTERCULTURAL DEVELOPMENT 
LEADERSHIP TRAINING

Susan Naramore Maher

College of Liberal Arts

University of Minnesota Duluth



STRATEGIC INVESTMENT

1) UMD Strategic Plan states in its section “Introducing a New Vision” that “[we] 

encourage the ability to speak honestly about issues and ourselves by fostering 

a campus culture that welcomes students, faculty, staff, and guests to an 

inclusive learning climate committed to diversity, equity, and social justice.”

2) Core Values: Learning, Discovery, Engagement, Inclusiveness, 

Sustainability, Integrity, Excellence

3) Goal Two of the Strategic Plan: Create a Positive and Inclusive Campus 

Climate for All by Advancing Equity, Diversity, and Social Justice 



TAKE ACTION: STEPS

Intercultural Development Leadership (IDL) Training, led by a campus 

Strategic Fellow for Intercultural Initiatives, was initiated to address action 

steps around Goal Two. To improve climate, to address challenges to 

recruiting and retaining a diverse student, faculty, and staff population at 

UMD, to “integrate cultural diversity, cultural competence, and social justice 

topics into the curriculum and campus life,” Chancellor Lendley Black selected 

Dr. Paula Pedersen, Associate Professor of Psychology, to organize peer-to-

peer training, IDL events, guest speakers, IDL brown bag sessions, and 

workshops to advance cultural competence. Dr. Pedersen is nationally 

recognized for her research in this area. I highly recommend her as an expert 

and trainer.



COHORT 3: MY EXPERIENCE

IDL Cohorts (UMD has graduated over 12 cohorts now) initially meet for an intense retreat, 

dedicated time for the cohort members to meet each other, sustain dialogue, perform roles, play 

instructional games, and analyze the results of two inventories (they are NOT tests):

1) Intercultural Development Inventory: this long survey is analyzing one’s individual place on 

the Intercultural Development Continuum. I was a little over halfway on the journey.

2) DISC Workplace Profile: Dominance/Influence/Steadiness/Conscientiousness. I was at the 

interstices of Influence and Steadiness. See handout. 



KEY TAKEAWAYS

1. The training was revelatory for me and deflated my sense of how inter-culturally 

attuned I was: this humbling was a good thing!

2. I stay in touch with my cohort and look forward to working with them each year: 

builds community!

3. The ongoing nature of IDL training keeps the conversation alive and extends the 

number of people on campus willing to challenge the status quo.

4. Faculty buy-in is still difficult. More staff and students have undergone IDL 

experiences than faculty on my campus.

5. The concept of continuum is not judgmental: we all have starting points, and we 

all are seeking change in our journeys. Not punitive, not shaming, not counter-

productive. 



FOLLOWING UP
Fellow for Intercultural Initiatives:

Dr. Paula Pedersen, Department of Psychology, University of Minnesota Duluth, 

email: ppederse@d.umn.edu

IDL is also a train-the-trainers opportunity, to create more leaders for extending 

intercultural development on a campus

Links of interest: 

 http://d.umn.edu/campus-climate

 http://d.umn.edu/campus-climate/training-and-development

 http://d.umn.edu/campus-climate/training-and-development/contact-us

mailto:ppederse@d.umn.edu
http://d.umn.edu/campus-climate
http://d.umn.edu/campus-climate/training-and-development
http://d.umn.edu/campus-climate/training-and-development/contact-us


THANK 
YOU



USING YOUR ‘BULLY PULPIT’
TO ADVANCE DIVERSITY 
& INCLUSION EFFORTS

Abbey Zink

College of Humanities and Social Sciences

Sam Houston State University 



ADVOCACY

The deanship can be an effective 

“bully pulpit” if we so choose. 



SAM HOUSTON STATE U, CHSS

 Main campus is in Huntsville, TX – 70 miles north of Houston

 14th fastest growing institution in U.S. in 2016

 Carnegie classifications:  Doctoral Research Intensive and Community Engaged

 21,115 students; 23% Hispanic; 17% African-American; more than 50% are first generation 

 Seven colleges:  Business, Criminal Justice, Education, Fine Arts and Mass Communication, Health 

Sciences, Humanities and Social Sciences, and Science and Engineering Technology

 CHSS:   Includes 7 academic departments, Texas Review Press, and Psychological Services Center;  

204 FTE faculty; 2,500 undergraduate majors; 210 graduate students (including 29 Clinical Psychology 

doctoral students); 4,100 FTE students (including core and electives)

 About 20% of SCH are online; nearly all master’s programs in CHSS are fully online



ACTIONS
Signal priorities (and repeat as often as possible)

 Opening meetings

 Chair-Dean meetings

 Strategic plan & budget requests

 Assessment goals 

Establish frameworks for building support and nurturing culture  

 Implemented best practices in hiring procedures

 Created CHSS Diversity and Inclusion Committee

 Diversity-related lectures and events

 Diversity Read program

 Diversity Fellows program for students

 Adopted “connections” theme for new faculty orientation 

 Initiating Faculty of Color Network 



ACTIONS
Communicate commitment to diversity and inclusion at every opportunity

 Words 

 Images:  Advertising, social media, web presence

 Badges:  HAVEN, VAN

 Actions:  Attending lavender graduation ceremony; hosting DACA information event 

Provide information to challenge presumptions

 EXAMPLE:  Prestige bias 

 Provide books as gifts:  Buller’s Best Practices for Faculty Search Committees (2017) 

 Share Diverse Issues in Higher Education’s “Top 100 Producers of Minority Degrees”



ACTIONS
Partner with allies who share deep commitment to diversity and inclusion

 Faculty 

 Diversity coordinator

 Student Affairs professionals 

 Student groups 

 Sister colleges 

 Office of International Programs 

Include diversity and inclusion in your assessment goals 



KEY TAKEAWAYS

1. Use your deanship as a “bully pulpit”

2. Communicate your priorities at every opportunity

3. Establish a framework of support 

4. Partner with allies

5. Measure and report progress 

6. Celebrate gains 



FOLLOWING UP
Helpful links:

 CHSS Diversity and Inclusion Committee:  

http://www.shsu.edu/academics/humanities-and-social-sciences/chss-

diversity-committee/index.html

 Diverse Issues in Higher Ed Top 100: 

http://diverseeducation.com/top100/pages/index.php?q=7

http://www.shsu.edu/academics/humanities-and-social-sciences/chss-diversity-committee/index.html
http://diverseeducation.com/top100/pages/index.php?q=7


THANK 
YOU



CONTACT US

Dr. Greg Oakes, Assistant Dean and Associate Professor of Philosophy, Winthrop University

oakesm@winthrop.edu

Dr. Susan Naramore Maher, Dean and Professor of English, University of Minnesota Duluth

smaher@d.umn.edu

Dr. Abbey Zink, Dean and Professor of English, Sam Houston State University

zink@shsu.edu

Dr. Emily A. Haddad, Dean and Professor of English, University of Maine

emily.haddad@maine.edu

mailto:oakesm@winthrop.edu
mailto:smaher@d.umn.edu
mailto:zink@shsu.edu
mailto:emily.haddad@maine.edu


DISCUSSION 
AND
QUESTIONS
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CAS	
  Diversity	
  Committee	
  Guidelines	
  
Diversity	
  Committee	
  
	
  
	
  
Diversity	
  Advocate	
  Checklist	
  

• Search	
  Committee	
  preparation	
  
1. Has	
  the	
  search	
  committee	
  been	
  informed	
  of	
  CAS	
  guidelines	
  for	
  diversity	
  in	
  faculty	
  

hiring?	
  	
  (These	
  include	
  those	
  specified	
  in	
  the	
  following	
  list	
  and	
  those	
  specified	
  in	
  the	
  CAS	
  
guidelines	
  for	
  faculty	
  searches	
  generally.)	
  

2. Has	
  the	
  search	
  committee	
  been	
  made	
  aware	
  of	
  implicit	
  bias	
  and	
  given	
  examples	
  of	
  how	
  
unintentional	
  bias	
  can	
  manifest	
  itself?	
  

3. Has	
  the	
  search	
  committee	
  formulated	
  and	
  agreed	
  upon	
  candidate	
  evaluation	
  criteria,	
  
their	
  relative	
  weighting,	
  and	
  the	
  measures	
  by	
  which	
  criteria	
  are	
  to	
  be	
  determined	
  as	
  
satisfied?	
  

4. Has	
  the	
  search	
  committee	
  established	
  any	
  criteria	
  thresholds	
  below	
  which	
  no	
  candidate	
  
will	
  be	
  eligible	
  for	
  consideration	
  (regardless	
  of	
  other	
  criteria)?1	
  

5. Do	
  evaluation	
  criteria	
  align	
  with	
  the	
  text	
  of	
  the	
  JVN?	
  
6. Do	
  any	
  evaluation	
  criteria	
  potentially	
  prejudice	
  the	
  search	
  against	
  candidates	
  of	
  any	
  

underrepresented	
  group?	
  
• Candidate	
  Evaluation	
  	
  

7. Have	
  we	
  asked	
  all	
  and	
  only	
  the	
  same	
  questions	
  of	
  each	
  candidate	
  –	
  i.e.,	
  in	
  interview	
  or	
  
screening	
  sessions?	
  

8. Have	
  we	
  applied	
  all	
  and	
  only	
  the	
  same	
  standards	
  to	
  each	
  candidate?	
  
9. Have	
  we	
  used	
  evidence	
  to	
  arrive	
  at	
  our	
  evaluations/ratings?	
  
10. Have	
  we	
  evaluated	
  candidates	
  individually	
  on	
  each	
  criterion	
  (rather	
  than	
  evaluating	
  

candidates	
  holistically)?	
  
11. Have	
  we	
  ranked	
  candidates	
  by	
  individual	
  criteria,	
  and	
  then	
  identified	
  consistently	
  high-­‐

ranking	
  candidates?2	
  
12. Have	
  we	
  avoided	
  prematurely	
  ranking	
  one	
  or	
  more	
  candidate?	
  	
  Have	
  we	
  ranked	
  all	
  

candidates	
  at	
  once?	
  
• The	
  Candidate	
  Pool	
  

13. Have	
  we	
  formed	
  a	
  diverse	
  list	
  of	
  semi-­‐finalists	
  for	
  screening	
  conversations?	
  
14. Are	
  there	
  qualified	
  applicants	
  from	
  underrepresented	
  groups	
  who	
  seem	
  to	
  be	
  

overlooked	
  in	
  the	
  committee	
  deliberations	
  that	
  I	
  can	
  call	
  attention	
  to?	
  
15. Does	
  our	
  finalist	
  pool	
  contain	
  candidates	
  from	
  underrepresented	
  groups?	
  

	
  
In	
  the	
  event	
  that	
  the	
  Diversity	
  Advocate	
  encounters	
  any	
  weakness	
  in	
  the	
  search	
  committee’s	
  activity,	
  as	
  
per	
  the	
  above	
  items,	
  s/he	
  should	
  call	
  the	
  matter	
  to	
  the	
  attention	
  of	
  the	
  following,	
  until	
  resolved:	
  

• The	
  Search	
  Committee	
  Chair	
  
• The	
  Department	
  Chair	
  
• The	
  Dean	
  of	
  the	
  College	
  of	
  Arts	
  and	
  Sciences	
  

	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
1	
  Such	
  thresholds	
  are	
  not	
  a	
  CAS	
  requirement;	
  but	
  if	
  they	
  exist,	
  they	
  should	
  be	
  made	
  explicit.	
  
2	
  This	
  practice	
  is	
  recommended	
  but	
  not	
  required.	
  


