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See here for references on Faculty Hiring Studies and Best Practices

	Success Recruiting and Retaining Diverse Faculty into Tenure-Track Position

	Activity Area
	Current/Planned Activities
	Notes

	Recruitment
	· Conduct baseline data-collection for campus and broad disciplinary areas
· Consider needs of department/University as broadly as possible (not in context of person who last held the position or sub-field conservatism).
· Cluster/Interdisciplinary hires if possible.
· Write position descriptions to attract a highly qualified and diverse applicant pool (as broad as possible – what is dept. missing beyond discipline?)
· Actively recruit through transparent processes and networks intentionally established to expand our applicant pools.
· Support recruitment through communication of University values and processes on website (what does our website say to prospective applicants about whether they will be successful?)
· Provide training to faculty/staff/search committees/dept. chairs/etc. (perhaps as part of an Inclusive Excellence Certificate)
	· Baseline data useful for tracking trends and identifying areas where processes and rubrics are working/non working.
· Check with HR to ensure that applicant pool is at least as diverse as candidates available (see table 22).
· Department readiness assessment (Robin many be asking us to participate in a survey for the APAA project).
· Need to provide training/educational resources to build readiness.
· Can support departmental readiness by having outside experts talk about how diversifying the faculty can be done in that discipline.
· Inclusive Excellence Certificate could be a sequence of trainings from most basic to Campus Equity Advocate.  Would need to recognize this training as valued by the campus.

	Selection and Hiring
	· Use well-established process including rubrics with clear metrics that align with the University’s mission and the position ad; explicit voting procedures
· Ensure that search committees include at least one member with appropriate training on equity in search processes (team of well-trained, deeply committee EDI advocates to serve on committees).
· Minimize challenges to applicants (e.g., pay for costs of interviewing instead of reimbursing; offer second campus visit, guide to the area and broader region with special focus on faculty/staff from diverse groups; provide advances to cover moving expenses instead of reimbursing)
· Develop spousal employment/family support program
	· Diversity statement should be included as part of the application process.  Makes clear what we are looking for and gives applicant a chance to talk about their work in this area (whether lived experience as a URM in that field or an ally).
· See here for a rubric for assessing candidate contributions to DEI.
· Inequities are baked into the candidate (and faculty) evaluation processes (references to be added – research exists on basic science being more highly valued that community-based work).  
· Use interdependent, not independent language (Robin to send reference for this).  
· Value that URM have navigated inequitable terrain – is this being recognized in the search process?  Is the value of having someone with this lived experience on your faculty being prioritized?
· Develop a search waiver process for opportunity hires.

	Onboarding
	· Communicate clear expectations for T&P process (University and departmental guidelines under review for what is ‘valued’ and how this is communicated)
· Coordinate with Human Resources Program (goal of making new employees feel welcome and to reduce logistical challenges (fingerprinting process)
· Sustain compensated New Faculty Orientation cohort (starts before they arrive at SU, include EDI expectations in this as well – ask them what they’re wondering/worried about)
	· Finish review and summary of T&P guidelines at SU and develop plan for any revisions.

	Professional Development & Mentoring
	· Expand Mosaic Mentoring Program to include Individual Development Plan.
· Establish and develop programming for Common Learning Outcomes: Writing proficiency for discipline; Inclusive Teaching Practices; Mentoring Skills; Problem-solving Skills (self-advocacy, knowledge of resources available)
· Develop a ‘Your University 101’ or similar resource – lower priority, already written
· Encourage use of institutional NCFDD membership
· Provide leadership development training and broad opportunities (including engagement with community and disciplinary organizations)
· Training for faculty/staff/dept. chairs/etc.
	· A-list certificate which would qualify holder to them to have certain roles on committees
· Add inclusive teaching practices to evidence required for T&P. 

	Preparing for Tenure & Promotion
	· Ensure consistent and clear communication of process (including technical aspects of Digital Measures) and expectations through annual evaluations, pre-tenure meetings and Faculty Handbook
· Evaluate student teaching evaluations for potential for bias and consistency across programs – Goal to start project in AY21-22 and complete by AY22-23
	· ‘Invisible work’ that URM faculty do is often not recognized in the T&P process.  Identify how this is document and rewarded.

	Post-Tenure Growth & Success
	· Provide on-going opportunities for leadership development and roles
· Establish reward structure for continued success post-promotion (to include support for post-tenure wayfinding (development or time made available) as well as financial bump for promotion)
	· 


 
