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Purpose:
The purpose of the presentation is to discuss how best practices in the hiring of permanent faculty can serve as a catalyst for creating a culture of anti-racist inclusion. The dialectic between culture and policy is well documented. Policies fostering inclusivity are ineffective if a culture of exclusion and bias persists; changing such a culture requires however the accountability that policies enable. (De Welde, 2017) While there is no magic bullet for effecting institutional change, faculty hiring is a sensitive area that affects the heart of any academic institution and thus can serve as a catalyst for culture change. Any effective policy must be tailored to first reduce the impact of existing explicit or implicit bias. Reducing this impact will allow opportunities to create institutional change. Second, the development and implementation of an effective policy can itself be a vehicle for culture change.  

Design/methodology/approach
The presentation uses a case study approach. First, to contextualize the case I will discuss recent findings concerning the difficulties of increasing hiring of faculty from historically minoritized populations in relationship to effecting culture change. Second, in light of this context, I will present as a case study the process of developing and implementing a policy aimed at increasing the hiring of minoritized faculty at a small liberal arts college in the U.S. 

Context
In the U.S. 84% of all full professors are white and 60% are men. (Reece & Hardy, 2017) Black faculty make up only about six per cent of full time faculty in the U.S. (Turner Kelley, Gaston Gayles, & Williams, 2017) In sum: U.S. institutions of higher education are as a whole far removed from being inclusive multicultural organizations. (Ferber, 2005)

While not a sufficient tool, faculty hiring is a necessary one for the cultural and institutional changes required to build an inclusive multicultural organization. Like other tools, such as diversity trainings or climate surveys, faculty hiring cannot be addressed in isolation. Rather, initiatives aimed at increasing faculty diversity must be part of and contribute to a larger anti-racist culture change. For example, understanding the impact of racist structures on the “leaky pipeline” of faculty talent can impact a department’s willingness to reach out to professional organizations representing the expertise of minoritized faculty.

In other words, hiring is not a matter of increasing numbers of minoritized groups alone; but best practices for increasing minoritized faculty participation in an institution must reflect a shared awareness of the systemic and structural processes that majoritize white, heterosexist, masculinity. This in turn requires reaching constituents across the institution. The goal must be to simultaneously change culture and to develop processes that inhibit biases that affect hiring processes. Consequently, best practices for hiring can be a conduit to strengthen anti-racist inclusion initiatives across an institution.

Case
I will discuss how since 2015 Le Moyne College, a small liberal arts college in the American North East, developed and started to implement a process aimed at increasing the hiring of minorities. I was involved in this process, first as the Director of the Gender & Women’s Studies Program, then as Assistant to the Provost for Diversity and Inclusion.

Le Moyne is an interesting case, since it reflects the position of many smaller institutions of higher education in the U.S. On the one hand the college has a need to diversify its faculty and student body. The college enrolls about 3500 students per year, roughly 60% of which are women and about 78% of the student population consider themselves “white.” The percentage of minoritized faculty members falls below the national average for the U.S. and does not reflect the composition of the student body. On the other hand, it faces the pressures of the increased neo-liberalization of higher education in the U.S. With the former come the need for inventive programs to change the college’s culture. With the later come cost-restrictions and pressures to divest from faculty autonomy and governance.

Since the literature suggests that solutions vary by institution my presentation I will pay particular attention to the process of developing the new policies for faculty hiring and to the process (and obstacles) of implementing them.
 
Findings if paper is empirical;
D.n.a.

Research limitations/implications
While limited to one institution, the case discussion will demonstrate that changes in faculty hiring can only function as a strategy of creating a more diverse and inclusive campus if these changes contribute to a culture change. 

Originality/value of the paper.
Even though the importance of diversifying faculty and changing culture has been discussed for decades, institutions of higher education continue to struggle how to effect meaningful change. (Bystydzienski, Thomas, Howe, & Desai, 2017) Since there is no one-size fits all approach (Kezar, 2008), it is important to study and discuss cases of institutions that aim to become inclusive multicultural institutions. The value of the paper will lie in the discussion about the details of institutional change it will engender.
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