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Provost’s Leadership Academy 
Sub-Group 4 Recommendation Report 

 

“Identify best practices that will increase our ability to recruit diverse faculty through school based hiring 
mechanisms: strategies for identification, recruitment and tools for assessment/accountability.” 

Group Members: Judy Stepan-Norris, Roxane Cohen Silver, Bill Branch, Jennifer Chacón, Yong Chen, 
Elizabeth Crook, Joel Veenstra, Zu Zheng  

Introduction 
The Provost Leadership Academy Subgroup on diversity hiring is pleased to present our 
recommendations on strategies and best practices that will increase UCI’s ability to recruit diverse 
faculty through school-based hiring mechanisms. We have spent time examining data, trends, and 
discussing how hiring is managed at other campuses. There are several stages in the hiring process that 
should be carefully considered, including the development of recruitment plans, broad advertising, the 
development of a diverse applicant pool that matches national availability metrics, the development of 
the short list, and of course, the hiring results. Ultimately, we need to hire and retain diverse faculty at a 
higher rate and we need to increase the diversity of our graduate student population.  

Considerations 
Availability Data 
Units should strive to create hiring pools that are diverse vis-à-vis the “availability pool.” That is, our 
faculty searches should be designed to yield candidate pools that reflect the diversity of the national 
pool.  Best practice guidelines can and should be developed to help committees attract as diverse an 
applicant pool as possible.  We also need to focus on building a diverse graduate student pipeline. 

Culture/Climate 
We cannot stress enough the importance of culture. What is the unit doing to create and sustain a 
culture that is more inclusive to women (where they are underrepresented) and people from 
underrepresented backgrounds? Without displacing the needed focus on underrepresented minority 
groups and women, we recommend that efforts should also extend to LGBTQ, people with disabilities, 
veterans, and other historically underrepresented groups. Deans should be held accountable for pro-
active efforts to create inclusiveness in their school cultures. For example, how much attention is paid to 
educational opportunities for faculty to learn how to change the way that committees implement their 
searches and the words they choose when speaking about candidate achievements?  Is the hiring 
committee trained to identify and guard against implicit bias?   

A few years ago, UCI started conducting a climate assessment of units as new deans were hired (or at 
deans’ 5 year renewals). The Office of Inclusive Excellence conducts a climate survey of the unit, which 
can be informative for the dean and provost. This workgroup recommends that the results (perhaps only 
an executive summary due to the sensitive nature of the results) be shared more widely with all faculty.   
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Equity Advisors 
Equity Advisors are required to sign three separate forms regarding each search in an attempt to hold 
faculty accountable to our inclusive excellence expectations. How often do they refuse to sign until 
some problem is solved?  Should equity advisors include more narrative information about their role to 
allow for external evaluation of the hiring process? 

Deans’ Reporting 
We have a suggested rubric for deans to report on their inclusive excellence accomplishments annually. 
We hope this will help to keep deans accountable.  

What Constitutes Excellence? 
Can we broaden diversity to include LGBTQ and API faculty? We believe that the campus is now 
collecting LGBQ information from undergraduate students (and perhaps graduate students) who chose 
to provide this information. The failure to collect these data from faculty makes it impossible to assess 
discrimination and in itself may function as a form of discrimination. Changes in state law also serves as 
a reminder that gender is not binary; our data collection and assessment should reflect this, too.  

Race/ Ethnicity Data Trends  
Race/Ethnicity is difficult to measure because it is self-reported and the categories for self-reporting 
shift over time.  Survey design also can create problems for how the data are collected. For example, in 
2010, the data collection form added a “two or more” category for race, but Hispanic identity is 
classified separately. Moreover, the new categories are only collected for new faculty. There is also 
fluidity on how people view their race and ethnicity; this too changes the data trends. Debate around 
the 2020 census highlight the continued flux in how information on race has been and will be gathered. 

Updated metrics regarding the ethnicity/race of faculty might help the Provost develop a better 
understanding of the current racial composition of the campus, assuming that the data are collected in 
ways that accurately and (to the extent possible) stably capture faculty members’ racial and ethnic 
identities.  

Conclusion 
Our workgroup has focused on two aspects of campus diversity that need to be measured and 
monitored: 1) faculty hiring; and 2) graduate student cohort diversity. We have developed a rubric for 
holding units accountable for their a) efforts to increase inclusive excellence in faculty hiring and 
increasing graduate student cohort diversity, b) results in diversifying the faculty and graduate 
population, and c) their continual assessment of their ongoing efforts.  

The schools need a clear rubric to guide this assessment process. While our summary highlights some of 
the ongoing data challenges that complicate such efforts, we believe the campus can use this rubric as 
one way to show data to deans and to collect data that demonstrates their progress.  

 


