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Promising Practices: A New Model for Increasing Faculty Diversity 

The challenges documented in this chapter are difficult to navigate and address. 

Given the extent to which these problems are interrelated, individual, and institu

tionalized in structures and systems, there is no "silver bullet" policy or program 

that will translate to increases in faculty diversity, and piecemeal plans or solo 

strategies will not produce substantive changes in the demography of the US 

professorate (Bilimoria et al. 2008; Laursen et al. 2015). Solutions must be holistic, 

considering both how faculty are recruited and retained, and simultaneously 

addressing institutional culture, work practices, and structures that perpetuate 

inequity (Bilimoria et al. 2008; Kelly et al. 2017; Laursen et al. 2015). 

The Institutional Model for Increasing Faculty Diversity (Fig. 1) offers a com

plex, multidimensional framework that helps institutions organize and understand 

the factors and forces that impact their ability to recruit and retain a diverse faculty. 

The Model was developed as part of APLU INCLUDES Project, funded by the 

National Science Foundation (Award Number 1649199), which supports the devel

opment of resources and implementation of strategies to increase faculty diversity in 
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science, technology, engineering, and math (STEM). I was a Co-PI on the project 

and developed an initial draft of the model based on a review of the scholarly 

literature on the nature of faculty work, recruitment and retention strategies, and 

the experiences of underrepresented populations in the academy. I then worked 

closely with Alan Mabe, then Chief Academic Officer and Vice President for 

Academic Affairs at APLU and a Co-PI on the grant, to revise the Model, clarifying 

the relationships between and across dimensions. 

Consistent with the collective impact approach undergirding the APLU 

INCLUDES project (see Kania and Kramer 2011 ), the Model went through multiple 

rounds of revision with community stakeholders and subject matter experts. Meet

ings and discussions with members of the APLU INCLUDES team (Howard 

Gobstein, PI; Kacy Redd, Co-PI; Travis York, Co-PI; Eugene Anderson, SP) 

informed early versions of the model, and Travis York was particularly active as a 

thought partner as we reviewed the literature, revised the Model's dimensions, and 

aimed to represent how institutional action could promote equity and increased 

representation in the professoriate. 

Once we developed a version of the Model that had been approved by the APLU 

INCLUDES team, we met with an eight-member Faculty Diversity Task Force, 

composed of leading scholars in higher education, university presidents, and senior 

administrators, for feedback. The task force was co-chaired by Roy Wilson, Presi

dent of Wayne State University, and Ruth Watkins, who was the Provost of the 
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practices that reflect their unique challenges at the institutional, departmental, and 

individual levels. 




