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Many myths persist surrounding the difficulties campuses have in recruiting and retaining faculty and other professionals of color from groups that remain underrepresented in higher education. One of the most often quoted excuses proclaimed by search committees is, “we can’t compete for the few ‘qualified’ candidates available.”  Countless other excuses and miscues have persisted in undermining the efforts of otherwise well-meaning university officials in recruiting, retaining and promoting faculty of color.  In addition, faculty and administrators of color are often perceived as individuals with no professionally relevant networks. 

Overarching Question:

What are the experiences of minority faculty in the hiring, tenure and promotion processes?

· How do they navigate these processes?

· To what extent do they identify race or ethnicity as an issue in their experiences?

· To what extent do they share their experiences with colleagues, friends and mentors?

· How do they describe their personal experiences and feelings (before, during and after the process?

In addressing the above questions, I explore the following propositions:

· Most predominantly white institutions of higher education remain in a general state of denial about the chilling affect that their past practices still have on their present efforts to attract faculty of color to their campuses.

· One of the primary obstacles to addressing race matters in American higher education is that we treat them as short-term problems of “the other” and employ traditional, narrowly defined problem-solving methods to achieve unspecified outcomes with no clear plan or limited resources.

· Faculty members of color have wide ranging networks and, in reality, do not live in individualized professional spheres.

Using the propositions as context, I examine several case studies to better understand the implications and consequences of both effective and ineffective processes, strategies and behaviors of faculty search committees through the lenses of faculty of color.  The initial categories below are based on a sampling of ethnographic interviews over a period of several years and used as part search committee chair workshops at Rice University over the past two years. These cases are condensed and designed to generate discussion and reflection on search and promotion processes for the benefit of all parties. Pseudonyms are used to protect the identities of individuals and institutions.

Case Study Categories:

1. The Token Candidate 

2. Bait and Switch or                                                                                                                                                  When The Thrill is Gone 

3. Cold Feet 

4. The Isolation Booth 

5. Too Little, Too Late 

6. When a Plan Comes Together 

 Category 1: The Token Candidate

Too often the behavior of search committees convey messages that they are not really interested in the “minority” candidate.

Leroy, an African American, who was nearing the end of a postdoctoral fellowship, received a phone call inviting him to interview for an assistant professorship at Benjamin University.  During the conversation, curiosity and caution replaced his initial feelings of joy. He called around to colleagues but was unable to either confirm or counter his growing concerns about how serious they were about his candidacy.  Here is some of what happened:

· He was told the date and time of the interview with no mention of, or regard for, whether he was available on that date.

· His travel arrangements were hastily put together and there was no mention of how he would find his way from the airport to the hotel next to the campus.

· There were unexplained gaps in his itinerary. And, there was no one assigned to host him.

· The interviews were one-sided in that he was given little opportunity to ask questions about the department or the university.

· After his exit meeting, no effort was made to assist him in getting back to the airport.

· By the time he returned home, his concerns had tuned to anger that he had not been taken seriously as a candidate and afforded common courtesies generally given to candidates invited to interview and that he had received elsewhere. 

Because he shared his experiences with colleagues and, later his own graduate students, it became a part of his network’s virtual data bank.

What are the implications for Benjamin University?

What are some of the measures Benjamin U. might use to avoid this scenario?

__________________
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Category 2: Bait and Switch or When The Thrill is Gone
After a hard sell to land Ellen, an African American associate professor recruited from a tenured position, at a private research university in the northeast, McElroy University doesn’t follow through on its commitments to the new faculty member.  Here is some of what happened:

· A department chair approached her from McElroy U. at a professional meeting about coming to his university.  She began to entertain the idea because she had a commuter marriage and the move might help some.

· For a period of sixteen months the McElroy department chair communicated with her, attempting to sweeten the deal with substantial capital funding for research.

· Finally, she agreed.  Even though the chair told her that university policy did not permit them to transfer her tenure immediately but that she would certainly go up for, and receive, it in her second year.

· Once on campus, she was informed that a new department chair had been named. 

· The new chair, who appeared to be much less supportive, did not submit her folder to the department’s committee on promotion and tenure.  His response to her query was “you’re not ready yet.”

· A month later, Ellen received a national recognition in her discipline for her published research.

· Feeling grossly misled, she begins the agonizing task of re-assessing her options (she had been granted a leave of absence at her previous university).

What is McElroy U’s responsibility to her?

What should she do?

__________________
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Category 3: Cold Feet
After offering a position to Barbara, a tenured African American faculty member from a sister research university within the state, the dean of State University caved in to the campus politics of compensation.  Here is some of what happened:

· She was invited to apply for an open position at State U. because she offered an expertise that would further strengthen an already strong program.

· She quickly and easily made it to the finalist round and was told she had unanimous support from the faculty, who clearly saw her as adding an important dimension to the program.

· She received a phone call offering her the position.  She was excited.  In her negotiations with the dean, they agreed on all points (tenure, sabbatical schedule, moving expenses, travel, merit, cost of living).

· On the topic of salary, her only requirement was to receive her current salary.  The dean responded with a salary that was $5,500 less, stating that he could not bring in a person making the highest salary among associate professor in the college.

How might this scenario have been avoided?

What did Barbara do?

__________________
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Category 4: The Isolation Booth
Once Maria, a Chicana who had just received her Ph.D., was virtually ignored by her department at Blair University.  Here is some of what happened:

· Her appointment process was relatively uneventful, although she was the second female member hired by the department. 

· She was praised for her potential.

· As her first semester progressed, she sensed a withdrawal from several colleagues as she sought to assimilate into the departmental culture.

· By the end of the year, she felt totally ignored by most of her colleagues.

· Over the next few years, she buried herself in her teaching and research, achieving very good reviews in both.

· Rumors began to spread that she was not fitting in.

· At the time the rumors were circulating, she received a book contract.

Maria began to consult with colleagues and friends at other universities on her situation at Blair.

How might this situation have been avoided?

What do you think happened?

__________________
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Category 5:  Too Little, Too Late

Juan, a Mexican American, had distinguished himself in route to achieving tenure at the University of Wilmore.  However, when offers came from other universities, the counter offer from his university was late and weak.  Here is some of what happened:

· He was a very popular professor among both students and colleagues.

· He had completed his second book and was active on a key university community.

· His research was making important contributions to Hispanic issues in his field.

· His spouse had a non-tenured position in the linguistics department and their youngest child had just started first grade.

· When he received an offer from another major university, he took it under advisement and consulted his department chair.

· The chair congratulated him but urged him to stay, stating that he would work on a counter offer. Juan responded by restating his desire to remain at Wilmore.

· He received two inquiries from two other universities, which he also shared with the chair.

· As weeks past, he heard nothing from the chair.  When he queried the chair, the response was we’re working on it.

· Just before he was about to take the new position, a counter offer came.  However, it was significantly short of that made by the first university’s offer.

How might the university have better handled the situation?

What did Juan do?

__________________
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Category 6: When a Plan Comes Together
George, an African American scheduled to defend his dissertation, experiences a relatively smooth recruitment process.  Here is some of what happened?

George, an African American scheduled to defend his dissertation the following September, received a phone call from the chair of the history Department inviting him to visit the campus and interview for a faculty position in the department.  George was struck by the enthusiasm of the department chair and his initial joy was replaced by caution, thinking: “Is this going to be a snow job? Are they going to take me seriously?”  As the conversation progressed, George began to feel cautiously optimistic.  Although he was very interested in the University for both professional and personal reasons, three others were seriously courting him.  Here is some of what took place:

· The department chair assigned a secretary to schedule the visit at a time that was convenient for the candidate and the search committee.

· An itinerary was prepared which included a campus lecture to discuss his research George and a series of meetings and social gatherings.

· He was greeted at the airport and had a faculty host throughout his visit.

· He had private meetings with faculty and administrators of color.

· He had small group sessions with both undergraduate and graduate students.

· Toward the end of his visit, he met with the dean and the provost.

Follow-up calls came to George after his trip inquiring if he had any additional concerns or questions.

How would you improve the process?

What do you think happened?

__________________
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