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There’s a lot of chatter about faculty diversity statements 1, good and bad. But there’s

little talk about what’s actually in them. Do they all read the same? Do they provide a
clear record of faculty applicants’ past efforts to promote diversity, equity and inclusion
in their teaching, research and service? Or do they focus -- less helpfully, in critics' eyes
-- on faculty applicants’ beliefs about diversity? A new working paper from researchers
at the University of Michigan at Ann Arbor z's National Center for Institutional Diversity

attempts to inject some substance into the conversation.

“From the thousands of applications my team and | have read” for this paper and other
work, said co-author Tabbye Chavous, center director and professor of education and
psychology, “applicants were not just submitting statements of political beliefs or
ideologies.” While statements vary in detail and depth, she continued, “applicants were
writing about their experiences, accomplishments and goals as they relate to the faculty
role, suggesting the benefit of telling applicants what we're looking for -- rather than
them trying to figure it out and then feeling pressured to fit themselves into what they
think we’re asking for."

Chavous’s paper, recently presented at the annual meeting of the Association for the
Study of Higher Education, is an analysis of faculty equity, diversity and inclusion
statements required of applicants to a postdoctoral fellow-to-faculty program across
dozens of disciplines at Michigan’s College of Literature, Science and the Arts. Some
institutions now require these statements across departments, but the requirement
varies by program at Michigan.

The sample size for this particular paper is small: 54. But the researchers sought to
create a helpful typology that would shed light on what contributions to diversity
candidates were actually highlighting in their statements. Ultimately, they found seven
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recurring elements: "values and understanding" of diversity, equity and inclusion, along
with teaching, research and scholarship, engagement and service, mentorship, skill
building and personal growth, and personal background experiences.

The authors also considered qualitative features of these statement: depth of discussion
and engagement, and the sphere of influence or impact of the actions described.

Again, the authors didn’t test a theory about diversity statements, they wanted to
develop one -- hence the typology. Regarding values and understanding of diversity,
equity and inclusion, applicants often included statements of support for advancing
these values, or described their understanding of structural issues that impact them on
campus and off. Valuing diversity and clearly understanding it weren’t always linked in
these statements, the authors note. But they often were.

Regarding teaching, applicants often talked about advancing diversity, equity and
inclusion through course curricula, such as accommodations for students within syllabi
or course readings from underrepresented scholars. Statements also included
discussions of pedagogical practice (discussing diversity with students or making space
for all students to participate, for example), or the promotion of inclusive classroom
climates.



Element Code

Examples Derived from Diversity Statements

Teaching-

Curriculum

Across all my courses, [ emphasize the intellectual contributions provided by scholars from
underrepresented groups and feature studies of a range of diverse research subjects. (#043)

Teaching-Pedagogy

As an educator in both public and private institutions with diverse student demographics, |
made explicit efforts in my courses to bring intersectional discussions through classroom
dialogues but also group projects. For example, the social observation assignment on the
campus racial climate or the mini-ethnographic study on gender fluidity acceptance in
students’ dormitories were designed to help highlight subtle forms of discursive racism and
transphobia in the everyday life. (#064)

Teaching-Climate

[n my recent years, being instructor at a particularly culturally diverse campus has helped me
achieve one of my personal goals as an academic, which is to create a safe space in
classrooms where ethnic, racial, cultural, religious, and gender differences are respected.
(#067)

Source: National Center for Institutional Diversity

Teaching and the classroom space were mentioned 80 times across 39 statements

analyzed in one phase of the work, with pedagogy being discussed most often. Many

applicants referenced the growing body of literature on fostering equity and inclusion.

Scholars referenced their research and scholarship 70 times over the 39 statements,

but their foci varied. And sometimes those who did research on underserved groups or

inequality didn’t recognize that work as related to diversity, equity and inclusion,

Chavous said. That underscores the authors’ assertion that diversity, equity and

inclusion work happens all the time -- often by underrepresented scholars -- but that

academics aren’t used to talking about it: it’s what the literature calls “invisible labor.”
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Element Code Examples Derived from Diversity Statements

Research- My next project, an ethnographic study of mentoring relationships across two communities-a
predominantly white, middle-class suburb and a racially diverse, working-class urban neighborhood

Populations builds on my prior research exploring support for marginalized youth. I plan to build on the insights
gained through this research to work with the university and local groups to cultivate more productive
pathways and practices for mentors and mentees. (#043)

Research- [ study the mechanisms creating gender, race, and class inequality in the workplaces of political and

Inequality economic elites. My early stage projects on the technology sector also complement program’s
initiatives. (#82)

Research- The results of this scholarly project will be available to the public by different means. I would like to

Public mention here, particularly, the expected production of audiovisual material to be distributed and
reproduced in the rural communities that nowadays inhabit and work the land where the Jesuit missions
developed, and who principally are of Guarani ethnicity. The activity aims at strengthening the identity
reserves of this minority group and to develop its cultural expectations on the basis of an extremely rich
historical experience. (#129)

Research- In my own research practice, I concentrate on identifying and asking urgent questions about our social

Collaborations conditions, but also working with diverse team members who carry different sets of expertise and

knowledge. (#064)

Chavous said that the postdoc-to-faculty program in question sought to conceptualize
the work of diversity, equity and inclusion as “involving skills and competencies that

enhance the capacity of institutions to provide ... environments that are intellectually

rich and inclusive.” And that is a “needed departure” from views of diversity work as



“service add-ons,” or as political to ideological, “toward a conceptualization of diversity
as interconnected with excellence.”

Diversity statements also included efforts at public scholarship, promoting diversity work
in nonacademic channels. Applicants also mentioned efforts to promote diverse
research teams.

Service contributions included efforts to develop institutional policies or practices. This
most often manifested as participation and involvement in organizations, programs,
projects or professional organizations.

References to applicants’ engagement and service were identified 80 times across the
sample, with most describing engagement in organizations or programs, as opposed to
explicit policies.

Mentorship, which has remained underrecognized across academe, included the
mentoring of individual students from underrepresented populations and serving as a
mentor within a mentoring or pipeline program. Skill building and personal growth was
the least common type of contribution. But applications did mention attempts to
increasing their diversity-related competencies, both through formal and informal
processes.

Personal background experiences centered on personally held identities, backgrounds
and experiences of applicants and how they shaped their perspectives, behaviors or
actions. Chavous said she doesn’t necessarily recommend that her own mentees
disclose their underrepresented identities in their application portfolios, and that it’s a
personal choice. But applicants in the sample disclosed a range of identities, or multiple
identities, from ethnicity to gender to socioeconomic status to nationality.

Here are some examples included in the study:



Personal As an undergraduate, I benefited from outreach programs and learned to understand the value of
Background leadership that advances diversity and equity in higher education. These experiences were a
Experience- motivating factor in my decision to pursue a Ph.D. after my undergraduate education. (#035)
Program
Personal My mother was raising me as a single parent for most of my childhood. She took a job on Navajo
Background Nation, where I continued my primary schooling at the unified school district that served the Navajo
Experience- people. Although it was an incredibly enriching experience, I realized how far behind my education
Education was when we moved and I started at a magnet elementary school. My standardized test scores went
from the bottom 2% to the top 2% within a couple of years. It is painfully obvious to me that not
everyone has been or will be as lucky as I was, Itis these firsthand experiences, my conviction that no
one should be deprived of an education, and the realization that my successes could have been
completely erased by a little bad luck that make service to underserved populations central to my
professional identity. (#127)
Personal While I identify as a Caucasian, my grandmother is Lebanese; from an early age, my father has made
Background me aware of the occasional racial ostracism he and his brothers faced growing up during the Civil
Experience- Rights Era and desegregation in South Carolina. Though he and my uncles attended desegregated
Secondary schools, he did experience prejudicial comments, especially when seen around his Lebanese mother.
Thus, from my childhood, I lived in an environment that stressed tolerance. When one of my father’s
brothers came out as gay, the vitriol he faced was so strong that he felt compelled to leave home so
that the fallout would not affect his family. (#075)
Personal My experiences have taught me the value of empathy with underprivileged groups in my own society,
Background as well as in the United States. I have never experienced economic hardship as a result of my
Experience- displacement. Nor have I ever felt socially or educationally disadvantaged, regardless of where |
Sense of lived. That being said, I have spent many days, months and years struggling to find a place to call
Belonging home. Perhaps this is the most powerful element of the displacement experience: even if you manage

to pick yourself up economically and socially (as my family certainly has), you never get over the
emotional scars of losing your home. Despite this, I have found a temporary and welcoming home on
some of America’s university campuses, where I have benefited from institutional commitments to
diversity and tolerance. (#058)



When applicants mentioned frequency of engagement, they were typically “one-time” or
“sustained” experiences. When articulating the different ways that they fomented
change, applicants often did so through passive proposals, concrete proposals or
adopted actions. And when describing the role that they played in these events, the
applicants tended to describe themselves as what the study calls “active participants” or
“‘leaders.” Interactions were either one on one, affecting policy, or with an audience.

Over all, Chavous said that scholars across disciplines “were able to describe many
ways that their work in scholarship, teaching and mentoring, and service and
engagement represented their demonstrated commitments to diversity, equity and
inclusion.”

Their statements also reflected “many different ways of defining and thinking about
diversity,” Chavous said. In other words, there was “no one type of diversity statement
or single way of engaging diversity seriously and effectively.” That’s important to note “in
the context of criticisms that institutions asking for diversity statements are looking for
particular profiles, ideologies or expressions of values.”

Indeed, some critics continue to question whether these diversity statements threaten
academic freedom, or push one’s research and teaching in a certain direction for fear of
not otherwise being hired. Chavous said she and her team have just begun looking into
how these statements are actually being used in hiring decisions (that was not part of
the recent paper). But, in the interim, she described asking faculty candidates to submit
statements about how equity, diversity and inclusion factor into their teaching, research
and service as exercising truth in advertising. It doesn’t quite make sense to affirm
diversity as underpinning the institutional mission, while not giving candidates the
opportunity to talk about and be credited for their efforts, she said. To that end, diversity
statement guidelines for these candidates should be as transparent and direct as
possible.

“Too often in higher education and other organizations, diversity is understood as only a
proxy, or code, for race or demographic identity, and it is often not tied to equity and
inclusion,” Chavous said. “For the faculty program from which we drew our data,
applicants were provided explicit guidance about the goal of the diversity statements --
that the university was looking for indicators of demonstrated commitments to diversity,
equity and inclusion and valued the different ways this might be demonstrated,” such as
scholarship, teaching, mentoring, service and engagement.



“We have more work to do in this area,” Chavous added. “But I’'m pushing back on the
idea, ‘We shouldn’t be asking about this, because it’s ideological and we should be
looking at objective information.’ But there is so much research indicating that how we
assess faculty work in general relies on a series of assumptions of objectivity -- from
reputations about networks and who trains scholars and what journals they publish in.
These things are all based on consensus.”
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