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Introduction 
James Madison University College of Education (JMUCOE) seeks to rectify an issue that is deeply rooted in their institutional history regarding racial inequity in hiring and recruitment amongst its faculty. JMUCOE is the smallest and oldest college on James Madison University’s (JMU) campus with 64 full-time faculty in five departments. In partnership with the Ole School Alumni Group, JMUCOE leadership seeks to develop a plan that increases their hiring pool of potential faculty of color with the ultimate goal of achieving critical mass with a pathway to tenure and retention. To accomplish this goal, leadership has already begun to develop programs to jumpstart the increase in recruiting and hiring of Black, Indigenous & People of Color (BIPOC) faculty for vacancies with several efforts I will detail later in this study. Throughout this study, BIPOC faculty will be referred to as faculty of color. 
Throughout this study, I explore the perceptions of current JMU leadership and faculty of color  in JMUCOE of the policies and practices in place to address hiring and recruitment of faculty of color, considering the university's troubled history related to racial equity. I define policies as any written law codes established at the federal, state, and institutional level regarding equal opportunity employment. I define practices as what stakeholders within this organization (dean, associate deans, search committee members) are doing in real time to recruit and hire faculty of color. Lastly, I define programs as preplanned and agreed upon implementations of specific strategies or interventions that JMUCOE seeks or has sought to implement to achieve critical mass in faculty of color hiring. 
In this Quality Improvement Study (QI), I explain the context of JMUCOE as a historically white institution and the problem of practice related to the hiring of faculty of color. I then outline three strands of  relevant literature that build the conceptual foundation of this quality improvement study: recruitment, mentorship, and identity. Drawing on this literature, I offer a conceptual frame that clarifies the operative concepts for this study including critical pragmatism, critical race theory, and hegemonic whiteness. Building from the conceptual frame I note the three research questions that organized this study and provide a description of the  methods of data collection and analysis I used to answer these questions. I then draw on the data to offer findings that answer the research questions and finally suggest several recommendations considering the findings and extant literature intended to promote the recruitment of faculty of color to JMUCOE.
Context of Organization
	JMU is a predominately white institution (PWI) located in Harrisonburg, Virginia. The university was founded in 1908 as the State Normal and Industrial School for Women at Harrisonburg (College of Education, 2020). It began as an all-women’s teacher college with an enrollment of 150 students, with enrollment of men for regular session classes starting in 1946. JMU, like many public institutions in the South, was established during the post-Civil War Jim Crow Era in the United States (Centennial Celebration, 2020). The college enrollment would surpass 2,000 students in 1964 and it would eventually integrate in 1966 when an African American female student named Sheary Darcus attended and later graduated with both a bachelor’s and master’s degree (Centennial Celebration, 2020) . However, during this period of integration and well before it, it was not uncommon for students at PWIs to engage in minstrel shows on campus for fundraisers and other forms of entertainment both before and during the Civil Rights Movement. JMU was not exempt from this behavior and such events were published openly in school media and endorsed by professors and school leadership as early as the 1910s (Waltemyer, 2019). 
Even as these events occurred on campus, advocacy for racial representation on campus among both the student body and faculty emerged. Professors and other members of the JMU community had been speaking out about the limited efforts in recruitment of faculty of color since the 1970s (Sizemore, 1980). Under the leadership of President Ronald E. Carrier led the design of a five-year Affirmative Action Plan in 1978 seeking to address the racial and gender disparities among JMU’s student body and campus. The Affirmative Action Plan included a comprehensive recruitment strategy that sought to address the underutilization of underrepresented groups in faculty positions. As defined by the University of Virginia (2021), underutilization “occurs when a university employs fewer females and minorities in a particular job group than would be reasonably expected on their availability in the relevant geographic recruiting area”. While then JMU President Ronald E. Carrier’s intention was to comply with this federal policy backed by the Civil Rights Act of 1964, change was slow and unintentional as more calls for recruitment and hiring emerged. An example was highlighted in the April 18, 1980 edition of  The Breeze, JMU’s official newspaper, which discussed JMU’s Affirmative Action Employment Plan for 1978-83, with published headlines such as “Black hiring objectives difficult to meet here”, “Recruitment efforts up, but applications are few”, and “Small black community fails to attract faculty” (Sizemore, 1980, p.1). JMU as well as the Commonwealth of Virginia struggled with meeting the demands brought forth by President Lyndon B. Johnson’s Executive Order. 11246 which prohibits universities receiving federal dollars from “discriminating in employment decisions on the basis of race, color, religion, sex, sexual orientation, gender identity or national origin” (Office of Equal Opportunity, 2021). This eventually led to the creation of the Office of Affirmative Action in 1985 which would later become the Office of Equal Opportunity in 2005. 
The Supreme Court has weighed in on hiring practices used by universities and set guidelines that institutions must use through precedent. The Warren Court determined in the Sweezy v. New Hampshire case that universities had 4 key determinants for a fair hiring practice:
· Who may teach?
· What may be taught?
· How shall it be taught? 
· Who may be admitted to study? 
The issue with the precedent set by the Warren Court is that it does not protect underrepresented minorities, specifically African American and Latinx, from disparate impact in retention and tenure qualifications (Ware, 2000) which is relevant to the lack of recruitment or hiring of underrepresented groups over arbitrary benchmarks of “fit” such as where scholarly work conducted and published by candidates of color (White-Lewis, 2020). 
The legal decisions and official institutional policies since the 1960s, have consistently sought to address explicit discrimination, it has not made significant differences in higher education regarding the hiring and retention of faculty of color recruited at PWIs and due to the historical effect that racial discrimination has had on the United States, those policies alone will never be enough to rectify issues created in hiring (Alger, 2000;  Kelly, Gayles, & Williams, 2017). 
JMUCOE has the smallest faculty population of any JMU college at 64 full time members. When comparing the current ethnic breakdown of the faculty with earlier years dating as far back as 1985, the highest number of African American faculty to ever work for the school was 6 in the 2000-2001 school year. During this time JMUCOE had 95 total faculty members. However, the following school year JMUCOE went through a restructuring with the removal of the School of Psychology and the School of Kinesiology and Recreation Studies from the college, decreasing the number of faculty in JMUCOE to 43. By the 2009-10 school year there were two faculty members who identified as Hispanic (Latinx), this number would increase to its highest level in the 2014-2015 school year reaching 6 faculty members. Of those six, four faculty members were on tenure track. Currently only 50% (6/12) of the faculty of color are tenured in the college. 
At the time of writing, JMU had 21,820 enrolled students, both undergraduates and graduate students (State Council of Higher Education for Virginia, 2020), making it the largest 4-year college in the Shenandoah Valley. Of this enrollment, non-white students make up 22.5% of the population. Although JMU’s racial representation in its student body and faculty has increased significantly since its founding, there is still a long way to go to boost the number of non-White students on campus. When comparing the number of students of color to the number of faculty of color  on JMU’s campus the percentage of minority students well surpasses the percentage of faculty of color, specifically those who identify as African American (5%) or Latin American (7%) as identified in “Student Enrollment with Percentages” (2020). All faculty racial and ethnic representation data that I was able to gather from JMU were self-reported and provided through JMU Human Resources. 
The current racial representation of African American and Latin American instructional faculty at JMU combined make up approximately 7% of professors, or 12 faculty of color out of the 64 faculty members. Of the 12 faculty of color, six are tenured, while six are assistant professors or nontenured (Office of Institutional Research, 2020). A committee charged by JMU’s Office of the Special Assistant to the President (2016) made the Recommended Strategies of Expanding and Retaining a Diverse Faculty guide available on its website to explain the process of recruitment that is expected to be used in the recruitment, hiring, and retention of faculty of color. This document outlines a 13-step process that includes methods of advertising job openings, thorough interview process, recruitment, and retention. Each step includes generalized Diversity Enhancement Strategies (DES) that aim to create an institutional culture to recruit, hire, and retain a diverse faculty from various facets of positionality (see Appendix A & B). 
For this study, I have partnered with Ole School Alumni Group  and the JMUCOE to investigate the recruitment practices currently being used. Ole School Alumni Group was organized in 2003 by a 1983 graduate of the campus. Upon returning to JMUs campus in 2003, he noticed that ethnic diversity had not changed much since he graduated and reached out to 13 other 1983 African American alumni to create a plan to address this issue. In its founding, the Ole School Alumni Group focused primarily on increasing African American student enrollment on JMUs campus. Reaching out to the Executive Director of Campus and Community Access and Inclusion, The Ole School Alumni Group connected with the Dean of JMUCOE and began their partnership in 2019. Both the dean and the Ole School Alumni Group believe that expanding the hiring pool of candidates of color, could have the potential to build a pipeline of interested students of color to enroll in the college. Through joint meetings, the Dean of JMUCOE and the Ole School Alumni Group are working together to face this long-standing problem of faculty underrepresentation. 
Problem of Practice 
At the introductory meeting to network with the Dean of JMUCOE, administrators in his office, and Ole School Alumni Group they made it clear that the lack of faculty of color in JMUCOE was a problem. Leadership within the college understands that this has been a problem dating as far back as its founding and seeks to implement intentional efforts to recruit faculty of color . While this is a problem for this institution, it is a systemic issue that exists at universities across the United States. From 2012 to the present, JMU has experienced an approximate 7% increase over 10 years in enrollment of students of color (State Council of Higher Education for Virginia, 2020). Faculty of color hiring on campus has only seen a 3% increase during this same time (Bauerle, 2020). This number is particularly low for African American and Latinx faculty who had only seen a 1% increase since 2012 (Instructional Faculty: Demographics with percentages, 2021). Comparing the most recent data from JMU (2019-2020) to the most recent data available from the Commonwealth (2017-2018) the percentage of faculty of color is statistically similar (SREB, 2021). While limited faculty diversity is an issue at JMU at large (Bauerle, 2020), this shortage is particularly alarming in the College of Education as it is the school responsible for producing teachers who will teach future generations of Americans that are increasingly non-white. Frey (2019) citing the 2018 Census revealed that less than half of the under 15 population (49.9%) identify as white. Frey (2019) also discussed the growing trend in non-white children in the same age group, further highlighting the need for educators to address the needs and interest of historically minoritized groups.	
When evaluating JMUCOE, approximately 17% of full-time professors are faculty of color. Comparing this to the student enrollment numbers of the Fall 2020 semester, students of color made up approximately 22% of the overall student population of JMU (State Council of Higher Education for Virginia, 2020). According to the National Center for Education Statistics (NCES), about 75% of all university professors identify as white, while roughly 25% identify as persons of color (see Figure 1). In contrast, 55% of America’s postsecondary undergraduates identify as white, while 45% of students identify as persons of color (Davis & Fry, 2019). NCES conducts their Integrated Postsecondary Education Data System survey annually, compiling several statistics provided by both public and private universities in the United States. The average percentage of faculty of color in member schools of the Southern Regional Education Board (SREB), which JMU is a member of, is even lower at 17.5% (SREB, 2021). JMU falls well under the SREB average with approximately 13% of faculty of color. Most recent percentages provided by the JMU Board of Visitors (2019) shows that JMU currently ranks 6th in racial diversity among major 4-year PWIs in the state (see figure 2). 












Figure 1 
Academic Rank of Instructional Faculty at American Universities by Race and Ethnicity
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Leaders within JMUCOE understand the need to expand their hiring pool with candidates of color and are aware of the challenges many PWIs face in recruiting them but are unsure how to enact these changes in this context. JMUCOE and the university as a whole have been attempting to reignite the conversation on campus to increase hiring. However, other large and well-known PWIs in the Commonwealth of Virginia have a substantial percentage of faculty of color  currently present in the organization, as is depicted in Figure 2 below. 



Figure 2 
Comparison of Faculty Diversity from Major 4-year Institutions in Virginia 
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JMU has begun to be intentional about diversifying its student body (Cheng, 2017). However, based on the data from JMUCOE, the lack of representation relative to race among its faculty is still a pressing concern. The purpose of this Quality Improvement study is to examine the hiring and recruitment of faculty of color in the JMUCOE and the functionality that race has as a unique element in those processes. Based on the data that I collect through my research; I will develop recommendations to draw on critical perspectives to improve the efficacy of efforts to recruit and hire faculty of color and improve the experience of potential faculty of color in the recruitment and hiring processes. 


Review of Relevant Literature 
In this section I will review existing literature across three topics relevant to the problem surrounding the recruitment of faculty of color: the phenomenon of tokenism in faculty hiring, the nature of faculty search committees, and the role of mentor and administrative leadership in faculty experience. When left unaddressed these phenomena are repeatedly noted as factors that delay progress towards recruitment of faculty of color in higher education. As mentioned previously, while the problem I am currently addressing is pertinent to this college, lack of faculty of color  is a problem that is shared among PWIs across America. Higher education in the United States has seen many student-led protests on PWI campuses in the last decade that sought to address the lack of hiring of faculty of color, especially Black professors (Libresco, 2015, Strauss, 2015). 
Addressing Tokenism Impacts Successful Recruitment of Faculty of Color  
	As PWIs follow federal and state policies regarding racial equity amongst their faculty, tokenism becomes a deterrent for potential and current faculty of color. Gasman et al. (2011) suggest that implementing a well-structured process that specifically targets this demographic for recruiting, going above and beyond affirmative action processes to create formal initiatives that are school-wide rather than left up to different departments, leads to an increased number of faculty of color. Tokenism of faculty of color is a barrier that exists regarding expanding diversity in the field of academia. Tokenism is often situated in the context of loneliness, isolation, and role encapsulation that is put on people of color in predominantly white spaces. In PWIs, faculty of color can be marginalized in a way that perceives them only as experts on racial issues, but does not take into consideration the knowledge, ideas, and expertise they have in their subjects (Niemann, 2011). Administration may feel that because they have hired one or two faculty members of color that those individuals are responsible for all tasks relating to diversity and inclusion. Faculty of color that find themselves in the predicament of being the only faculty of color in a department often report that their voice regarding major issues that can revamp or improve their workplace will only be experienced by them and them alone (Gasman et al., 2011). Diggs et al. (2009) suggest that faculty of color that are in this position are more likely to experience unique challenges from students, administrators, and their colleagues as their presence may be viewed as illegitimate. This illegitimacy that could be experienced by potential faculty of color could deter them from applying and or accepting job offers during and after the recruitment period of PWIs. PWIs that are serious about building a pipeline of qualified faculty of color, reject the tokenism model to attract candidates and ease potential concerns surrounding stereotypes that could damage their reputation as colleagues before they even begin employment there, otherwise the hiring pool will be limited in its selection of candidates of color. 
Barrett and Smith (2008) sought to understand the factors that led professors of color, specifically African Americans, to accept positions in universities located in the Southeast United States. These factors are categorized as tangible (income potential, and teaching and research load), intangible (relationship with department heads, reputation of the institution), and non-work related (geographic considerations, cultural and social opportunities). Their study suggests that recruitment measures for PWIs who wish to intentionally expand their hiring pools with candidates of color in their schools could base their strategy on two principles: 1) highlighting the opportunities for travel and sabbaticals, and 2) centering their position vacancies as career-enhancing opportunities for themselves and students of color. 


Reshaping of Search Committees Impacts Successful Recruitment of Faculty of Color  
	As PWIs seek to recruit more faculty of color in their programs, search committees become the face of those institutions. How those search committees are created and trained reveals the efforts and desire of PWIs who are serious about expanding racial diversity amongst their faculty. As previously mentioned, meeting arbitrary quotas for hiring faculty of color will not expand the racial diversity in the hiring pool long term, and PWIs who practice this method are not serious about wanting to expand or create a pipeline that consists of qualified candidates of color. PWIs who are serious about welcoming qualified candidates of color build their recruitment strategies around the idea of critical mass (Gasman, 2016). Stakeholders in PWIs who have begun to reshape search committees have done so by changing the focus away from a quota system towards a goal of achieving critical mass in hiring. Whittaker et al. (2015) defines critical mass as “‘the meaningful representation or a number that encourages underrepresented minorities. . . to participate. . . and not feel isolated’” (p.A139). PWIs that use recruitment strategies that are situated in white hegemonic culture dismiss the idea of critical mass, in turn losing out on potential qualified faculty of color in the process by explicitly forgoing outreach strategies to bring them in. 
Deans and provosts within PWIs that see the need for recruiting faculty of color as crucial to the learning culture of their school through achieving critical mass promote and improve their training of search committees and address implicit biases that exist in their institutions and departments. For PWIs, well developed search committees who have expertise in, and a desire for diversity, equity, and inclusion, could serve as change agents that attract faculty of color into their hiring pipeline. In their case study, Fraser and Hunt (2011) determined that search committees focusing on change initiatives send out a signaling effect that goes well beyond a single search. In other words, through their questions search committees demonstrate the seriousness of creating an environment within the institution that is focused on addressing equity unconditionally. Their study was based on creating a mandatory university-wide online tutorial that would prepare search committees on how outreach and recruitment could be done to increase faculty diversity. Search committees are not just involved in the interview process for potential hires, but through presentations to leadership within PWIs, they can assess current strategies in the recruiting process that may or may not be working to expand the amount of faculty of color in their schools. Fraser and Hunt (2011) discuss the misconceptions that some PWIs had regarding the legal impact on faculty hiring from past supreme court cases surrounding affirmative action. This misconception had led some faculty members interviewed in their study to believe that they would be under violation of actively recruiting candidates of color. Search committees that are grounded in continuous learning and active recruitment revolving around equity can attract faculty of color hires but search committees whose members are not inclined nor truly committed to the idea of racially diversifying its faculty tend to resort back to hiring or recruiting candidates who look like them, i.e., white. This leads stakeholders in PWIs to wait for potential faculty of color  to come to apply to their institution, rather than actively recruiting those candidates by going into underrepresented spaces. 
Mentor and Administrative Leadership Impacts Successful Recruitment of Faculty of Color 
Prospective faculty of color need to be reassured that there are knowledgeable colleagues in the building that are willing to embrace not only their culture, but their ideas and expertise as new members in the organization. Zambrana et al. (2015) outline the consequences of the lack of mentorship available for faculty of color in PWIs and the importance of mentorship, addressing social and economic inequalities that faculty of color experience compared to their white colleagues. They examine mentorship through three major themes in their work: the importance of increased social capital from life course practices, the effect of major barriers on the undervaluing of faculty research and community-engaged scholarly commitments, and connection of faculty of color with mentors who understand the struggles and barriers that are specific for those members in PWIs. Arbitrary quota filling tends to have a negative effect on recruitment of professors of color. As PWIs find one or two faculty of color, they tend to relax their outreach in the hiring process of gaining a more ethnically diverse organization to reach all students who attend these universities. 
Laden and Hagedorn (2000) highlight the critical need for mentoring in the field of academia for faculty of color. Many of the professors that are entering into schools more than likely did not receive the experience in their undergraduate careers of peer mentorship within their program. Laden and Hagedorn (2000) state,  “They enter academe marginalized into a larger academic community that does not provide them with full membership” (p.64). With faculty of color feeling apprehensive about the climate in PWIs, questions that relate to interest, such as community outreach, may not be addressed out of fear of disrupting the predominately white leadership in the school. Due to this marginalization, faculty of color may be the only individuals of color in their department and are oftentimes obligated to fulfill administrative duties that require them to be more than role models, but counselors to students of color at PWIs which prevents these faculty members from achieving requirements to obtain tenure such as publishing scholarly articles (Ware, 2000).  Diggs et al. (2009), suggest that relationships that are built through mentorship increase the chances of retaining faculty of color, especially the mentorship of white senior faculty members, as both individuals have the opportunity to explore and understand one another’s culture and step out of their own comfort zones. 
Whittaker et al. (2015) further argue for the need for diversity within administrative positions of PWIs to build strong and effective mentorship programs for underrepresented minority faculty to retain professors of color in these universities. Examining low rates of recruited and retained under-represented minority students and faculty in PWIs in Science, Technology, Engineering, and Math (STEM), Whittaker suggests that inequities in training, degree attainment, and recruitment and retention were cited among the most impactful barriers to increase the hiring pools established by PWIs. Along with this mentorship issue is the level of comfortability for faculty of color to address their concerns within departments at PWIs, specifically with leadership in the schools such as department heads, and deans of their programs. Oftentimes, faculty of color feel as though the social and professional climate that is available within PWIs neither provides nor protects an avenue of expression of their viewpoints, ideas, and concerns. If PWI administrations are not willing to help foster openness and inclusion for opinions of faculty of color, current faculty of color will seek other opportunities in schools that do and possibly influence potential candidates of color to seek employment elsewhere.  
Conceptual Framework
This study is both pragmatist in its orientation and critical in its stance. In terms of pragmatism, I draw on the work of John Dewey (1920) who attends to human development as an ongoing process of habituated activity, reflection upon habits, and reconstruction of habits moving forward. Habits, in this sense, are not formed internally or in isolation, rather they are formed through social interaction based on the reactions within or from those in that environment (e.g., family, community, organization, colleagues). Beyond the individual, Dewey (1920) refers to socially constructed habits, or norms that individuals have that can be disrupted, a challenge that creates the opportunity for someone to reflect and reconstruct (i.e., develop). Deweyan pragmatism conceptualizes social groups as taking part in the reconstruction of their own communities, and even American democracy, by way of self-conscious reflection on current experience considering the conditions that enabled that experience.
Critical scholars have picked up on Deweyan pragmatism to emphasize the socially constructed nature of oppressive practices, specifically practices grounded in racism (Glaude, 2007; Townes, 2015). Because habits are both the product and reification of social norms that are followed because they benefited a certain group of people, when friction occurs, so does the opportunity to learn, as it brings to light the inadequacy of certain ideals introducing individuals and organizations to what Stengel (2015) describes as a kind of productive discomfort. Despite misconceptions that organizations are impervious to change, pragmatism asserts that in fact, organizations are always remaking themselves and that organizations can be intelligently redirected in the reconstruction of organizational habits (Seigfried, 1996). 
Dewey’s pragmatism is extremely helpful in facing problems and prospective reconstruction, but his work failed to address racism directly, even though he was a founding member of the National Association for the Advancement of Colored People (Glaude, 2007). Because racism is systemic in the sense that is embedded in the various facets of societal life, I considered it in this study through both a pragmatic and critical lens, including attention to the interactional nature of social habits and power relations.
Framing this study in an explicitly critical frame requires attention to the reality of white hegemony that is grounded in the everyday lives of individuals and organizations in the United States (Glaude, 2007). I used Critical Race Theory (CRT) to address the historical ramifications of decisions those in power have made and continued to pursue. CRT has been used as a movement toward equity and justice, seeing race as an important factor examined through economics, history, setting, group, and self-interest (Delgado & Stefancic, 2017). Thinkers and activists that use CRT acknowledge racism as a pervasive and normalized phenomenon in American society. These thinkers seek to challenge the idea of colorblindness regarding the role racial attributes play and teach for the goal of implementing social justice (Han & Leonard, 2016). CRT consists of five major tenets (Hiraldo, 2010; Horsford, 2010) that explain causes of racial disparities within organizations (see figure 3). 
Figure 3 
The Five Tenets of Critical Race Theory 
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Interest convergence assumes that BIPOC communities can only benefit when their interest directly aligns with white interest. In other words, equity or progress can only exist when the desires or demands of minority groups serve as a win-win situation for white individuals. Critique of liberalism addresses the fallacy that justice is colorblind, and that equal opportunity is granted to all citizens regardless of race or ethnicity. Whiteness as property allows one to see whiteness as an interest of privilege that must be protected by means of ownership. Whiteness is defined as a set of relations that are constructed historically, socially, politically, and culturally linked to white domination (Sensoy & Diangelo, p.560). Ladson-Billings & Tate (1995) defines the idea of whiteness through four fundamental principles: 
· Rights of disposition
· Rights to use and enjoyment 
· Reputation and status property 
· Absolute right to exclude (p.59). 
These principles outline the privileges that whites have in organizational decision-making, ownership, and access over non-white employees and colleagues. Permanence of racism suggests that white hegemony is fundamental to the political, social, and economic systems of the United States (Hiraldo, 2010).  
Counter-storytelling is an important aspect of CRT because it opens the opportunity for stories that are often not shared from individuals who belong to historically disenfranchised groups. Solórzano and Yosso (2002) define counter-storytelling as “a method of telling the stories of those people whose experiences are not often told (i.e., those on the angina of society)” (p.32). I sought to use personal stories and narratives to better understand the experiences that faculty of color are experiencing in the field of education at JMU. To that end, I sought to  interview 12 faculty of color in the JMUCOE to share their views on their recruitment and hiring experiences and challenges they have faced while employed there. 
Examining this problem through a critical race lens allowed me to examine the role that hegemonic whiteness plays in the structural aspects of JMUCOE recruitment and hiring strategies. That is, I followed CRT, in an assumption that the problems JMUCOE stakeholders face in recruiting and hiring faculty of color are problems that can be understood considering the phenomenon of racism in the United States, a phenomenon that is endemic to institutions that were designed to serve the interests of white Americans. Hegemonic whiteness has been ingrained in the culture of many organizations in the United States including institutions of higher learning upholding norms, attitudes and policies that are grounded in white hegemony and intersect with other types of prejudices such as sexism, and ageism (Squire, 2019). 
The conceptual framing for this study, therefore, is a critical pragmatism grounded in CRT. Bringing pragmatism together with a critical race lens invites a vision for responsibility that learns from the past by acknowledging and rectifying policies and practices that have benefited from racialized policies and practices (Stengel, 2007). Using critical pragmatism as a frame to investigate the problem of faculty underrepresentation is helpful because it looks back in order to look forward on what may be done to reconstruct policies that are more equitable, more just, and more promising for the inclusion of people of color in all arenas of American life (Harris, 2010; Glaude, 2007).
Research Questions
Drawing on an initial survey of the JMUCOE context, relevant literature, and the conceptual frame outlined above, I designed the following research questions to guide this study: 
1. What do faculty of color suggest are policies, programs and practices that can mediate the impact of white hegemony at JMUCOE? 
2. What examples of white hegemony have hindered and/or currently hinder faculty of color’s  workplace experience at JMUCOE?
3. How do faculty of color suggest the college respond to reconstruct those policies, programs, and practices in ways that value potential faculty of color’s identity and scholarship both before and after being recruited and hired?

Methodology
I conducted a case study of a single site (Merriam, 2001) to investigate historical and ongoing policies and practices related to faculty hiring and recruitment at JMUCOE. The data I collected was intended to inform how hegemonic whiteness has affected the college’s practice of recruiting and hiring and how these can be reconstructed to build a more inclusive applicant pool, and ultimately create a more racially equitable representation in the college. 
Data Collection 
	I collected a range of data to inform this case study including interviews, publicly released files, and historical manuscripts detailing the change or lack thereof in the Commonwealth and JMU during the Jim Crow Era and beyond. I wanted to include the voices of individuals who had various experiences within higher education on JMU’s campus as their information would be vital to understand what it has been like to experience the changes or lack thereof while working for the university and JMUCOE. As an alumnus of this institution as well as someone who has begun instruction in the college as a full time fellow, I needed to hear the counter stories that have and may have continued to be in some form or another, silenced by the plague of white hegemony on campus. In recruiting interviewees for my study, I began by looking at areas of leadership that exist at JMU that have connections to my research questions, such as the Office of Access and Inclusion (Office of Access and Inclusion) and the Office of the Provost (OP). 
I focused on these offices in my initial search to describe campus demographics regarding both student and faculty racial diversity, as well as how these numbers compare to other major PWIs in the Commonwealth of Virginia to build a better understanding of the impact of Jim Crow Era policies both for and against racial equity in public institutions. In analyzing their purpose, it was clear that leaders from these offices would be able to provide insight on what has been attempted to ensure that all JMU academic programs recruit and hire potential faculty of color. Office of Access and Inclusion outlines their purpose in four points including ongoing assessment and betterment of university diversity efforts, collaboration with other universities focused on valuing differences, support of positive interactions within and across diverse populations, and awareness about inclusivity-enhancing programs and opportunities directed towards the senior leaders of the institution (JMU, 2021). I asked each leader of these organizations to take part directly via email and each person replied positively and scheduled through their office’s secretary. 
	During these interviews with JMU leadership, I took notes on possible data collection areas outside of the faculty of color of JMUCOE that I was already planning to interview. These interviewees gave me insight on how decisions are made from the Board of Visitors, extensive efforts to train faculty and search committees throughout the campus for enhancing diversity in the workplace, as well as the networking with committees and organizations that they are currently working on both statewide and nationally geared toward addressing faculty of color hiring and recruitment in higher education such as the National Association of Diversity Officers in Higher Education (NADOHE). After meeting with the leadership of these campus organizations, I then met with the Dean of JMUCOE and his office to discuss the plan moving forward to interview faculty of color within the organization. I created an outline of my study from the proposal that I initially created for the Internal Review Board at Vanderbilt University (IRB) and sent this via email to both the Dean and Dr. Denise, who is a professor of color and earned the title of Associate Dean for Diversity, Equity, and Inclusion after my interviews and conversations with her during this study. Once the Dean’s office approved the  executive summary, JMUCOE leadership sent an email to faculty members asking for participation in the study. The executive summary and the NDA agreement that I created were attached to this email, giving further details surrounding the study and protections provided which adhered to IRB policy. 
Faculty Interviews
I chose to interview faculty of color  as they could provide insight on both the personal and professional effects current policies and practices have had on their time as members of JMUCOE. I felt their perspectives would serve as a valuable piece to help shape my recommendations for addressing the lack of faculty of color presence. Faculty who wished to participate in this study were asked to respond directly to me and provide times to meet for a 1:1 interview via Zoom. Of the 12 faculty of color  of JMUCOE, I received five positive responses from individuals wishing to participate in this study. Two of these faculty members identify as African American and three identify as Latina. Although invited to participate, no members of the Asian American Pacific Islander (AAPI) faculty participated in the study. All faculty members who were interviewed from JMUCOE identified as female faculty of color. I used pseudonyms to protect interviewees’ identity: 
· Dr. Cathy
· Dr. Denise
· Dr. Lucille 
· Dr. Nydia 
· Dr. Yvette

	Lastly, I set up a time for a 1:1 interview with the dean focusing on the topics that helped shape this study from literature: abolition of tokenism, reshaping search committees, and implementation of mentorship for faculty of color hires. Like with the other faculty members interviewed, Dr. Denise sent an email to his secretary to schedule a virtual 1:1 interview with me, this time through the WebEx platform. Because hiring and recruitment of faculty of color  was a problem that the Dean’s office and the Ole School Alumni wanted to continue to address, it was important for me to get an understanding of what had already been attempted at JMUCOE to address the lack of faculty of color  in the organization. Information surrounding these strategies as well as other information collected from my protocols will be expanded upon further in the data analysis section of the study. I created transcriptions of the interviews using NVivo and Google Docs.    
Interview protocols (see Appendix C) were aimed at better understanding the role that white hegemony has played within JMUCOE overall and why it has taken so long for diversity, equity, and inclusion to take shape in the form of racial and ethnic identity. I developed predetermined protocols for interviews based on both the literature review and conceptual framework on CRT centered around counter-storytelling. 
Solórzano and Yosso (2002) define personal stories as a recount of an individual’s experiences with various forms of racism and sexism (p.32). Counter-storytelling proved useful when gaining the viewpoints of my interviewees who have obtained tenure or have leadership roles within the College of Education or other committees on JMUs campus. Having them discuss their experiences as leaders within an organization that is predominantly and historically white gave me a clearer perspective on the barriers and challenges experienced as a faculty member of color within this organization. These counter stories also provided a deeper context of what makes JMU appealing for a new applicant of color wanting to work in the field of higher education, and the policies and practices grounded in white hegemony that may hinder faculty of color from being hired or recruited. 
I used standardized open-ended interviews as a primary data collection method to ensure increased comparability with response, particularly with full time instructional faculty at JMUCOE, allowing me to collect data that would provide an avenue to answer my research questions (Patton, 2002). I designed the interview protocols to engage personal experiences that each member has had at JMU whether it was personal ties to the Shenandoah Valley, alumni status (if any), or what they have seen improve or not improve while being employed by the institution. Particularly with individuals who replied to my invitation to interview who are faculty members of color at JMUCOE, I wanted to understand their experiences in the interview process and feel comfortable to describe or discourse any issues they have experienced personally or directed towards other colleagues  surrounding issues of white hegemony such as microaggressions, interest convergence, or tokenism. Some of the faculty members that were interviewed have served on search committees in the past and are familiar with the changes that leadership in the college has implemented in their hiring and recruitment strategies. 
 Due to COVID-19 restrictions at the time of the study, I was not able to conduct interviews in person. I conducted all interviews online through WebEx and Zoom from March to early June. Most interviews were conducted on Wednesdays or Fridays and planned weeks in advance to ensure that the interviewees’ schedules and my own corresponded with no conflicts. Once I completed interviews and  transcribed them, I assigned pseudonyms to all interviewees of the College of Education to ensure their confidentiality. Also, as part of the interviews, I asked each interviewee to identify themselves by race/ethnicity, gender, and international status (if any). Those were documented as part of the transcription. 
Institutional Data
To situate the narratives shared by the interviewees in a historical context, I sought out data that could explain trends that have emerged regarding faculty of color presence on campus. These files consisted of data that stemmed from a 30+ year time frame from 1986 to 2020 of COE faculty race tenure for full-time instructional faculty (Office of Institutional Research, 2020); Total Employee Demographics with percentages (2020) from 2012-2020 school years consisting of race/ethnicity and gender percentages throughout the university; and files detailing full time instructional faculty from the 2012-2020 time period (Instructional Faculty, 2020). As with the qualitative data collected from my interviews with faculty of JMU and JMUCOE, the quantifiable data will be expanded upon within the data analysis section of the study.  	
After I finished the interviews with JMU leadership and faculty of color in JMUCOE, I also conducted an informal interview with a member of the Campus History Committee to discuss their work on previously untold race-related historical events that have happened since the founding of the university. In our discussion, this member directed me to Reclaiming, Renaming, Repairing (2020), the extensive project undertaken to make sense of how white supremacist policies during the Jim Crow Era shaped JMU and its schools’ practices and norms and continue to impact the university today. 
Data Analysis 
Given that my research questions required that I understand any changes  in racial diversity among the faculty, I first explored the data regarding current numbers of full-time faculty provided by the recent JMU Factbook provided by Human Resources at the university. The factbook provided current trends of tenured non-tenured faculty of each college on the JMU campus. What I began looking for in this data was how impactful the increase in faculty of color numbers was after the end of de jure segregation in JMUCOE. I used the factbook as the foundation of my study as it guided my research when I began to look at data acquired from the Office of Access and Inclusion leadership that I will expand on throughout the study. Using the factbook also allowed me to compare the data I gathered from the JMU Special Collections housed at Carrier Library regarding the Commonwealth's deliberately slow response to integrating its public K-16  institutions.  
Next, I turned to analyzing the instructional faculty demographics from the 2012-2020 school years, and student enrollment numbers from the 2020 school year. I was able to acquire these files through the interviews I conducted with Office of Access and Inclusion leadership and the provost delivered through email. I used these Excel files to grasp an understanding of how JMUCOE faculty racial and ethnic statistics compared to the trends within those files as they were reflective of the whole university rather than a specific college. After acquiring and analyzing those files, I then examined the responses to my research questions from the five faculty of color  interviewees of JMUCOE to understand how they were recruited, if at all, by the university, how they have been affected by the culture present at the college, and what is needed to reinvigorate the faculty recruitment of potential faculty of color to apply and be hired full time. Finally, I examined what the Dean of JMUCOE said regarding my protocols I constructed for our interview about actions that were taken before and during his tenure at the institution regarding recruitment and hiring. 

Interview Transcript Analysis 
After creating transcriptions of the interviews using NVivo and Google Docs I conducted a deductive analysis of the interview transcripts using a codebook designed with attention to CRT and additional inductive codes that I recognized through the coding process. I describe that process in more detail below. 
First and Second Analytic Passes. I listened to each interview at least four additional times and read through all the interview transcripts, editing any inaudible sound to accurately capture the interviewers words
In my initial pass at coding the interviews with  JMU leadership and faculty of color  at JMUCOE, I used deductive codes (Merriam, 2001) based on the tenets of CRT: interest convergence, counter storytelling, critique of liberalism, permanence of racism and whiteness as property (Horsford, 2010). As the interview coding proceeded, I added intersectionality (Love, 2019; Solórzano & Yosso, 2002) as a theme as well (see Appendix E for Comprehensive Codebook: Thematic Codes). Faculty interviewees, particularly those who identified as Latinx often discussed Intersectionality. I chose to use these deductive codes to categorize and connect inductive nodes such as ‘passing’ and ‘geographic location’, which I did not consider when starting my research. This gave me a better understanding moving forward of what each interviewee valued as important to understand how white hegemony has influenced the institutions policies, programs, and practices. I used these inductive nodes to also guide my research further into the history of the institution and help situate its story in a national historical context (see Figure 4). At this phase, I was also attending to the relevance of both my research questions and coding protocols before writing an analytic memo outlining preliminary answers to my research questions. 
Figure 4
Themes in Hiring & Recruitment Practices in JMUCOE
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Third Analytic Pass. During the third pass of the data, I began to develop the nodes needed to compare any information that developed among individuals in JMU leadership positions and other faculty members. I also looked for any missing information such as adjectives or whole quotes that needed to be coded that were not caught in the previous passes of data, or issues of confidentiality that were to be purposefully left out of the draft such as first names that may have been overlooked in the interviews. Also in the final pass, I sought to find any areas where sources  including data points or references to individuals and organizations such as Human Resources or Special Collections at the JMU Carrier Library could provide quantitative data to possibly support my recommendations and qualitative findings. An example of sources I found from this search in Special Collections was the JMU 1978-83 Affirmative Action plan which detailed the faculty underutilization summary of minority faculty as well as the university’s full-time faculty count of Fall 1977 school year broken into sex (Male/Female) and racial categories (White/Minority) (see Appendix D ). This method also allowed me to decipher information from any follow up questions that emerged when conducting the interviews. Personal experiences as well as views on what stakeholders could do to solidify their efforts to recruit faculty of color were revealed and documented throughout these interviews. Once I had established codes,  I developed my codebook using Microsoft Excel software, defining the codes and providing direct quotations from interviewees that serve as examples of those codes in action (see Appendix E & F) .  After each pass of the data, I drafted brief analytic memos that offered preliminary answers to my research questions which helped me craft the recommendations I have proposed later in the study.
Member Checking. I conducted member checks through email where I shared my transcriptions with my interviewees for verification of what I have included from our interviews and if needed, make subsequent edits before finalizing any data via direct quotes used in my study. These member checks were used both as a verification check and to protect the participants of my study. 
Limitations 
	As previously mentioned, before completing this study, I was offered and accepted an opportunity to become a fellow in the DEI Doctoral Fellows Program (DFP). Due to my alumni status of this institution, I am also personally familiar with many faculty and staff members in the college, some of which interviewed for this study. For these reasons, I needed to make sure that I constructed my research protocols carefully to ensure the safety of the participants. I did so by constructing an initial draft of my protocols, and then meeting with a former JMU professor to look over it and provide feedback of both the order and intentions of my questions. In doing so, I made the necessary adjustments and proceeded with my interviews. Because I am now their colleague, I wanted to make sure that anything interviews said in this data was accurately reported and fairly interpreted. Naturally, it is difficult to tell this story as clearly as I otherwise might have been able to as an outside researcher. These same relationships, however, gave me greater access and trust than an outsider may have been able to engender. 
As mentioned previously, I sought to interview all 12 faculty of color in JMUCOE, but only five faculty accepted my invitation to interview. Perspectives from certain racial or ethnic groups were not represented in this study, a limitation which may have created blind spots for the study and my proposed recommendations moving forward. 
Findings 
Research Question 1: What do faculty of color suggest are policies, programs and practices that can mediate the impact of white hegemony at JMUCOE? 
	Finding 1: Faculty of color described ongoing connections JMUCOE has built with HBCUs located within the D.C Metropolitan area, as well as the development and implementation of the DEI Doctoral Fellows Program.



	Adapted from the University of Maryland, Baltimore County (UMBC), The Dean’s Office of the JMUCOE founded the DEI Doctoral Fellows Program where four individuals were selected to join a cohort as diverse hires for the 2020-2021 school year. As this is a program in its earliest stage, fellows are expected to instruct a 2 X 2 course load while continuing their studies as doctoral candidates and will receive the benefits of full-time employees of the university. Upon finishing their terminal degrees, each candidate will have the opportunity to negotiate their contracts as full-time colleagues in JMUCOE. Once the renegotiation phase is completed, fellows will receive a higher wage and become tenure track employees. The implementation of this program aims to reach the goal of critical mass in hiring faculty of color while also serving to diversify the student body. As the Dean of JMUCOE suggested, “making this intentional effort, year one, we're going to say, OK, how do we retain that group of faculty yet at the same time use that group of faculty to talk about their experiences to their colleagues and to groups of students?” (personal communication, 2021, June 14) 
During this fellowship all new faculty members are provided a mentor within their department working alongside them for the entire school year. Mentors were provided to ensure that each faculty member receives the support necessary to carry out their teaching duties while at JMU. As Blackwell (1988) describes it, “The process demands that the mentor be available to the protege, takes time and in helping protege achieve aspirations and goals, offers encouragement and constructive criticism, and develops a relationship sufficiently strong with the protege that criticism will not damage it” (p.430). Mentorship in this fashion was not always the case in previous decades in JMUCOE. In Dr. Denise’s experience earlier in the program, she had to look for her own mentor, being denied and sent to look elsewhere in the process: 
I even went looking for one and that was very frustrating for me because . . .  I asked a white lady [professor in JMUCOE] would she be my mentor because I had a lot of respect for her, and she says I think so-and-so would be a good mentor for you. And this lady that she was recommending was an African American in D.C. . . . even sadder, she sent me back to the white lady that told me to contact her. She said, ‘why would she recommend me [when] you’re right there with her?’(personal communication, 2021, January 22)
Dr. Lucille recalled her time as an adjunct not getting the support she felt she needed as a professor. Even after obtaining a one-year contract with benefits as a full-time instructor, she was not considered to be new faculty and missed out on many of the benefits such as a mentor that first year faculty received when they begin their work at JMU: 
So, I never got that mentor, I never got well these are our expectations- I mean you get a contract, and the contract says that but it's not like when you apply for a tenure track position right. They tell you these are your expectations, these are your mentors, and they give you a list of all these resources. (personal communication, 2021, April 1)
Lucille's experience of not having someone show her the ropes of how to navigate JMUCOE as a colleague left her in a place to figure it out on her own. 
As with the creation of the fellowship, leadership in JMUCOE is still in its earliest stages of collaborating with HBCUs in hopes of building an intentional pathway of hiring and recruiting faculty of color. Unlike the Preparing Future Faculty program established by the Office of Access and Inclusion, leadership in JMUCOE has not made their partnership or network public on their school webpage. A fellow from the Preparing Future Faculty program had the opportunity to join the faculty of JMUCOE as a visiting professor. This fellow would later transition into the DEI Doctoral Fellows Program with the expectation to receive full-time benefits and eligibility for tenure track. When interviewing Dr. David Owusu-Ansah, a Co-Executive Director of the Office of Access and Inclusion and founder of the Preparing Future Faculty, he stressed the importance of the cohort hiring approach for faculty of color  and Office of Access and Inclusion networking approach with various colleges: 
The basic responsibility or the basic idea over there is for me to build relations with institutions from which I can get fellows, minority fellows in the profession to come to JMU. . . Because historically, faculty members in universities such as ours think that the only universities that produce high quality faculty members are the ones where they themselves were trained. (personal communication, 2021, January 21)
Whether collaborating with the Preparing Future Faculty, or independently networking with Morgan State and Virginia State Universities, JMUCOE stakeholders have the significant opportunity to create a sustainable pipeline for faculty of color hires by relying on the connections that it has established with these organizations. 
	Finding 2: Despite committees remaining exclusively or predominantly led by white faculty members, faculty of color identified efforts leaders in the college have made to increase equitable recruiting. 



While stakeholders seek to hire and recruit more faculty of color into their pipeline, search committees reflect the lack of diversity found within the faculty today. Unsurprisingly, the past also reflects the lack of diversity on the search teams. Dr. Cathy recalls her experience interviewing for her position at the college. At the end of her interview with the members of an all-white administrative leadership, she recalled being prompted to ask any question that she had after their interview questions were asked: 
I said, well, I was wondering, what are your expectations of me as a Latina, as a Latina professor and a Latina researcher? And he looked at me and said, ‘oh, well, we don't see you as Latina." And I know that what he probably meant was. We see you beyond that, blah, blah, blah, blah. He said that and I looked at him and I said, ‘But I am!’ (personal communication, 2021, March 23)
While that committee sought to make her feel valued as a respectable and knowledgeable candidate for her position, this was a clear case of leadership administering an act of colorblindness by refusing to acknowledge a significant element of Dr. Cathy’s identity.
Currently, the leadership of JMUCOE recognizes that it does not have the amount of faculty of color needed to serve on search committees but has intended to work with DEI organizations such as Office of Access and Inclusion to inform and prepare predominately white search committees to implement the DES plan decided on by Human Resources. In Dr. Owusu-Ansah’s interview, he explained the work that he engaged in with the Dean of JMUCOE, search committee chairs, and Academic Unit Heads (AUH) , to discuss challenges and “best practices'' towards expanding the pool of applicants with potential faculty of color ensuring stakeholders that this was a serious course of action. Each search committee in the college has to go through a professional development training day hosted by the Office of Access and Inclusion. Despite the lack of faculty of color on search committees throughout the university, leaders in the Office of Access and Inclusion have been intentional about increasing faculty of color presence on campus.  
	Finding 3:  Faculty of color pointed to the need to improve accessibility and visibility of information regarding DEI initiatives and faculty lead diversity groups on the JMUCOE web page. 



While JMUCOE has a subpage entitled Diversity, Equity, and Inclusion on its website there are no quick links to on-campus groups that serve to assist faculty or students from underrepresented communities such as the Madison Hispanic Caucus (MHC) and Sisters in Session (SIS). Dr. Lucille is a part of MHC and believes that this organization creates a welcoming environment for Latinx members within the campus community. MHC attempts to create a space to support and mentor Latinx students and faculty during their time at JMU. Networking opportunities such as lunch with professors, discussing work life balance, and conferences and events aimed at introducing the campus to Hispanic culture are all provided through this on campus organization.
Networking has proven to be a useful tool to bring faculty and staff the support they need and in turn provides a way to engage with students who may need a safe space for expressing concerns or feeling included within the university among individuals that they can relate to ethnically. While internally, colleagues across campus recognize the lack of faculty of color , parents too are noticing their absence on the campus. Dr. Lucille indicated that a parent reached out to her because they noticed that they were of the same nationality. Someone outside of the JMU community had to reach out to Dr. Lucille to receive information on how the college was implementing Latino initiatives on campus and while there are initiatives that do include the Latinx community it is not directly highlighted on the JMUCOE website hence the parent reaching out to her. 
JMU and the things they are sending I’m not sure how diverse they look. And this is to recruit students. I don’t know what it is to be recruiting a faculty member. . . , but still when people come to visit the campus, I think that we need to be showing the little diversity that we have. (personal communication, 2021, April 1)
Identical thoughts were shared by Dr. Yvette, who is a member of SIS. She described this group as an organization that would mentor Africana women on the campus of JMU as well as providing support for scholarship and other academic endeavors of those who belong to this community. As there are Black female faculty throughout the campus, having this time to check in with one another to provide both professional and socio-emotional support is necessary for building a sense of place within a PWI. SIS is an organization that prides itself on the idea of intersectionality with members of various identifiers regarding sexuality, marital status, nationality, and class, with a shared understanding that the oppression of Black women both inside and outside of the JMU is universally felt (Miller et al., 2020).
As with MHC, SIS offers opportunities to both students and faculty to take part in research conferences, mentorships, and other gatherings that attempt to create a welcoming and appreciative environment for who they are as lifelong learners. Despite JMUCOE not having links to these groups on their webpage it does include a summary of how the college intends to disrupt racism and injustice in education (see Appendix G). While this is an important display of collegiate unity, outsiders looking in, particularly potential faculty of color, may still be left with more questions than answers on how JMUCOE will provide them with opportunities for involvement, outreach, and safety during their employment. Also similar to the parent that reached out to Dr. Lucille to find out more about initiatives for the Latinx community, Dr. Yvette was approached by members of SIS to join and contribute to the group. Until she was approached, she was not aware of this group on campus.
	Finding 4: Although federal policies administered by the university and its colleges mediate the impact of white hegemony in marginal ways, faculty of color explained that recruitment is carried out on an individual college basis where white hegemony remains relatively uninterrupted. 



	Under Title VII of the Civil Rights Act of 1964, the federal government of the United States lays out a clear policy that directs public organizations such as schools and universities to prohibit any barriers of discrimination in the hiring and recruitment process. While all hiring is done through HR, heads of search committees can submit job openings to the JMU Joblink webpage as well as any other higher education source that connects students or potential candidates to the position. When I asked the faculty of color interviewees in JMUCOE where they heard about the position that they applied and had accepted, 4 of the 5 indicated that they saw the position posted in The Chronicle of Higher Education (CHE). As described on their webpage, CHE has roughly 3.million unique monthly visitors with 96,000+ job alert subscribers. While this is a phenomenal feat, there are other sites where job openings could be posted in places that intentionally reach out to faculty and students of color. The Human Resources page offers a list of diversity advertising sources broken down by identity (racial/ethnic, sexual orientation, abilities, and veteran status). While everything regarding hiring goes through Human Resources, search committees at JMUCOE have not utilized many of these resources in the past which may have led to a limited pool of applicants from HBCUs and other minority serving institutions. 
	Since Dr. Owusu-Ansah is the associate provost for diversity, he works closely with HR to ensure that search committees from all colleges are intentional with the crafting of job descriptions. Believing that Harrisonburg’s diversity is a draw to bring interested potential faculty of color  into the pool, Dr. David felt that this information should be highlighted within the job description. His power as associate provost for diversity allows for him to implement a checks and balances approach to ensure that job descriptions include language that gives an accurate description of the racial/ethnic diversity present in and around the JMU community stating,  “Because our diversity is part of our core qualities. . . I would like to see how that candidate, in terms of experiences and abilities, have actually dealt with these particular issues that confront the students that they are going to relate to.” (personal communication, 2021, January 21)
Agreeing with his co-Executive Director of Office of Access and Inclusion, Mr. Arthur Dean also sees the possibility of utilizing Harrisonburg’s rich diversity to expand the applicant pool with potential faculty of color. An alumnus of JMU, he articulates the changes in faculty of color since being a student where he could recognize and count on both hands how many Black professors were on the campus and the substantial increase of faculty of color  now in 2021. However, for colleges that are still struggling with the question of why more faculty of color  are not applying to the schools, he directs it back to the intentionality of the recruitment by search committees specifically, where they are looking to recruit faculty of color. Mr. Dean  suggests: “You’re [search committee members] gonna have to become the person underrepresented and go to these conferences and be visible. See high-quality talent and recruit them just like what we do for undergraduate students, if you want them at your institution.” (personal communication, 2021, February 5)
Because departments and search committees are encouraged but are not mandated to post those offerings on journals aimed at BIPOC graduates, the reliance of recruiting candidates of color comes for current initiatives like the Preparing Future Faculty and DEI Doctoral Fellows Program, or by individual faculty members already employed in the college. As Dr. Lucille stated in our interview: “Leonard,  it’s all who you know!” (personal communication, 2021, April 1). Candidates in JMUCOE most recent DEI cluster hiring program, came highly recommended to complete their research for their doctorate while having the ability to work at JMUCOE with the possibility of being on tenure track. As both an alumna of JMU and a role as a full-time instructor, Dr. Lucille was the only person interviewed that had never formally applied for a position. The reputation that she has in the college and her contributions to the community have established her as a unique individual that leadership has wished to retain. 

Research Question 2: What examples of white hegemony have hindered and/or currently hinder faculty of color’s  workplace experience at JMUCOE?
	Finding 5: Through instances of microaggressions and passing as white, faculty of color  have experienced the effects of white hegemony in the college. 



	As I alluded to in my context section of this study, JMU has had a complex history with racism and microaggressions since its founding in 1908. It was not uncommon to see minstrel show programs with the “Harrisonburg Normal School'' printed on them next to photographs of female students in blackface. Since the nation’s witnessing of the horrific murders of African Americans Breonna Taylor, George Floyd, and Ahmaud Arbery, JMU began to rectify to a certain extent, their place in white hegemony and privilege by addressing their history. An example of this was the renaming of three campus halls named after Confederate “Heroes of the Lost Cause” to former African American faculty, staff, and alumni of the university. Although the names of these halls were adopted more than 50 years after the conclusion of the American Civil War, it sent a blistering effect of alienation throughout the campus, and one could argue the greater Valley region as educators were sending out white teachers to educate a predominately white student body in Virginia schools. This effect was evident well after desegregation as it was not uncommon to see minstrel shows and other forms of derogatory content in yearbooks dated back as far as the 1960s. This negative impact of JMU and arguably our country’s history regarding race has been evident by and still very much impactful towards faculty of color in JMUCOE not in the form of offensive caricatures rather the implicit biases and microaggressions experienced in the hallways, faculty gatherings, or interviews. 
The African American female faculty members discussed several instances of issues that they experienced either firsthand or witnessed another colleague of color experience. Dr. Denise shared many instances of these microaggressions that happened just within the last couple of years: 
One day I was walking down the hallway and this white lady says to me, and I had been teaching here for thirty years,. . . [she] says to me, ‘Oh may I help you find something?’ I said no, get away from me. . .  and I went to my office. So, they do things to provoke me. And being a person of color, you have to choose your battles. (personal communication, 2021, January 22)
In Dr. Yvette’s case, she witnessed microaggressions directed at someone else in a professional development meeting. She explained that the individual who had experienced the microaggression addressed it with the colleague who committed the microaggression. Although it was handled after the fact, Dr. Yvette was left questioning the role of leadership during that experience. As she explained: “It just wasn’t handled right, it wasn’t handled appropriately by the people in charge in the room” (personal communication, 2021, March 26). While this has been the case for African American professors in the organization, Latina American professors have not been exempted from experiencing microaggressions either. Dr. Cathy recalled the time that she spent with the search committee after her interview and how she felt confident and excited to potentially be working in JMUCOE. Upon leaving to eat lunch with the search committee members a colleague of color shared with her that a member of that search committee had questioned her integrity and professionalism. Recalling this incident, Dr. Cathy states: 
Before I left. . . she [faculty of color colleague] called me out and she goes: ‘Listen Cathy, when you get into that car, I just wanted to tell you. . . that this professor, a comment they made was that you were too cocky.’ And Leonard, you have known me as a professor, you have known me as a person. People can call me all kinds of things, but the word cocky is not a word that applies to me. (personal communication, 2021, March 23)
Despite being targets of such microaggression, all three of  the Latina professors who I interviewed for this study,  brought up the privilege that they themselves had as passing for white in both the organization and society at large. However, the unfortunate situation that has emerged for JMUCOE and JMU moving forward in solidarity for African Americans is that Latinx, particularly those who pass, are being overlooked when it comes to addressing social wrongs towards them. Dr. Nydia, another JMUCOE faculty member, discussed this issue thoroughly during her interview. As a person of color who is mixed raced, she felt that it was harder for her and faculty members to be viewed as persons of color based on their physical characteristics i.e., white racial complexion. Because of this ability to pass as a white person, she felt that individuals are more prone to commit microaggressions about groups such as the Latinx community without given a second thought to who in the room they may have just offended such as those faculty members who pass as white: 
I think to be a woman of color who is white, people don't necessarily see you as a person of color. And so, I think that there's like this disconnect, and I think sometimes like what we can, how we can offend somebody like you by things that we do and say can be evil and offensive to somebody like me, if that makes sense. (personal communication, 2021, March 25)
The luxury of passing or being able to present oneself as white, ignores the person’s ethnicity and the cultural value that it brings to the organization. Individuals who can pass in the organization may have the ability to be taken seriously as an academic and not have microaggressions directed towards them as often as someone who may not pass. Despite stakeholders’ best efforts to involve faculty of color  in organizations, much of their work centers around the advocation or representation on diversity councils and projects. It is not uncommon for those faculty members to sit on two or three boards on campus as representatives for their race and ethnicity. Those individuals who have the privilege to pass can also be as equal as a burden for equity work on the school’s behalf. However, using this privilege for the benefit to help all faculty and students of color reach equality and acceptance is one that each interviewee expressed as a commendable task to execute especially in the communities in which they themselves identify. This advocacy is particularly needed when congregating within departments or collegiate meetings As Dr. Lucille stated, “I want to advocate, and I have not had it hard as compared to. . . other Latinos. I am aware of my privilege, and I want to use that privilege so I’m kind of making myself speak up more, say more, and have more of a voice in these meetings.” (personal communication, 2021, April 1) 

	Finding 6: JMUCOE's history with Jim Crow Era racist ideologies and massive resistance are ingrained in the culture of the school, despite the commitment to expand DEI initiatives aimed at the hiring and recruitment of faculty of color.  



As shared by Dr. Cathy in my earlier findings, Virginia is a part of what some would call “the genteel South.” As described in my context of the organization section, the history of this college was grounded on the ideals of racism and exclusion. Situating the founding of the college in 1908 within the backdrop of the Era of Reconstruction and decades later the rise of Jim Crow after the Compromise of 1877, the State Normal and Industrial School for Women at Harrisonburg was not an exception for their love of the South “Lost Cause”. The white women who gained an education from the college were taught like all white women during this time in the South, which was to honor the heritage of the “Confederate Heroes” in a god-like sense. With professors such as John Wayland credited as one of Madison’s first educators on its campus in the 1910s promoting the idea of White male resilience in the founding of the country, JMU school colors (honoring Confederate veterans Robert E. Lee and Sidney Lanier), racist school songs such as “Shendo Land” using Black dialect to the tune of Dixieland, and disacknowledgement of African American staff members who were cooks and custodians are all foundational to JMU’s complex past (Dingledine, 1959). 
When generations of women graduated from then Madison College, they went out to public and private schools throughout the state and country teaching generations of students about this dark past as a proud heritage that should be preserved at all costs. JMUCOE is currently housed in the former segregated Harrisonburg High School built in 1928. Like JMU, this high school, now known as Memorial Hall, was in the center of town, a recognizable landmark that did not integrate until the 60s when that same young Black woman Sheary Darcus who was recognized as integrating JMU had integrated this building with five other Black students. These are stories that could be told but have not been yet. What is visible however, are pictures of each president that has held the position who have all been white men, some of whom were documented supporters of maintaining and promoting white supremacist ideas in young women preparing to teach in the Shenandoah Valley. 
Progressing 50+ years in the school’s  and Commonwealth’s history the Civil Rights Movement would take shape and push for equality in both education and employment. Yet, like most PWIs particularly those in Southern states, “Lost Cause” ideology entrenched in white hegemony would only continue in the form of massive resistance and exclusion of African American students as well as faculty (Mulrooney, 2020). This legacy continues to be evident in its lack of  successful recruitment and hiring of African American professors. 
Mills Godwin, the 60th and 62nd Governor of Virginia, was a staunch supporter of massive resistance policies having public schools such as those in Prince William County Virginia shut down for five years due to integration leading to the creation of exclusively white private schools opening in the state. Godwin’s stance on massive resistance to integration was no different. This is reflected in a letter from David Tatel Director of the Office for Civil Rights (1977) written to Godwin surrounding the plan that his office established to address racial segregation in Virginia universities: 
Section III requires specific commitments and measures to achieve the further desegregation of faculty, other employees, and governing boards. The faculties at the traditionally white universities are over 98% white, while their traditionally Black counterparts have faculties which are more than 70% Black. Here too, the plan does not provide numerical goals or specify measures.
Reflective of the stance Governor Godwin took during his time in office, JMU prevented recruitment and hiring of faculty of color, particularly African American men on the campus. White voices on campus, particularly women faculty, were the largest in the issue of integrating the campus with both minorities and white men. The decisions from Supreme Court cases such as Brown v. Board of Education II allowing states to integrate at an “all deliberate speed” continued to keep JMUCOE on a slow pace to integrate its faculty even when VA Governor John Dalton would later enforce Civil Rights plans to fully integrate public schools and universities. 
This disruption to racial progress was also present in the numerical objectives to hire Black faculty in the 1978 Affirmative Action Plan. The goal of the “School of Education'' was to hire five Black faculty by the 82-83 school year. JMUCOE did not reach five full-time faculty members until the 1997-98 school year. This suggests that barriers were still in place to prevent the active and intentional recruitment and hiring of African American colleagues. Even today, this continues to be a trend for JMUCOE and speaks of the difficulties experienced by African American faculty whose scholarship or mere presence has been challenged at the university even as late as the 21st century. It is also still relevant in the hiring and search process. Even though JMU and other colleges saw an influx in faculty and student diversity after Governor Dalton settled on integration and Affirmative Action in the late 70s, those policies have since waned leaving JMUCOE questioning the slow rate of recruitment and retention of racially diverse hires. While Jim Crow Era racism is not endorsed by the college itself, the idea of searching for the “best candidates'' or being “colorblind” in selecting candidates is still prevalent.
 Search committees have tended to stick with what they are familiar with in recruiting and hiring candidates from institutions such as Very High Research and High Research PWIs, which tends to diminish the recruitment of qualified candidates of color from minority serving institutions. White faculty still benefit in large numbers regarding leadership roles as well as the earning of tenure. Stakeholders have the ability to  reverse this history,  by being willing to contextualize JMU’s history and be proactive in highlighting the issues that have become embedded in current norms that have made recruitment and hiring of faculty of color marginal and stagnant. 
Research Question 3: How do faculty of color suggest the college respond to reconstruct those policies, programs, and practices in ways that value potential faculty of color’s identity and scholarship both before and after being recruited and hired?
	Finding 7: Faculty members who I interviewed suggested that retention should be the driving force behind all policies, programs, and practices JMUCOE stakeholders seek to reconstruct the next generation of faculty. 



	While leadership wants to increase faculty of color within the institution, there is a growing concern amongst colleagues that past efforts have not been inclusive enough to ensure that faculty of color have a voice in operations, scholarship, and service. At first glance, this may appear adrift from questions of recruitment and hiring but interviewees consistently argued that the longevity of BIPOC faculty is a matter central to recruiting and hiring new faculty. Not only does faculty of color’s physical presence impact students and colleagues in the institution, but their advocacy and scholarly interest do as well. As Dr. Yvette stated “[the college should] continue to include faculty of color in COE initiative and encourage opportunities that would benefit their professional growth and research pursuits” (personal communication, 2021, March 26). Stakeholders can create an inclusive environment by not only constructing avenues for faculty of color  to serve in leadership roles geared solely for their racial or ethnic identities, but in areas that aim to benefit all students and faculty, in particular white students and colleagues. 
Being valued was the common sentiment that rang out from each interviewee regarding faculty of color recruitment and hiring. This includes leadership providing opportunities for networking and outreach internally at the college while also providing opportunities for support such as professional development opportunities and faculty mentorship. Interviewees made it clear that recent national events regarding social justice or the lack thereof for African Americans has become a part of  the conversation at JMU and the College of Education. While this is necessary and long overdue, so are the inclusion and protection of all other underrepresented races and ethnicities on campus. As Dr. Nydia suggested, “[JMUCOE should] make sure that all people of color are represented at the table, even those who look white but are a person of color.” (personal communication, 2021, March 25) As revealed in earlier findings, while there is a clear privilege that comes with passing as white in PWIs, issues that pertain to those who identify outside of their own white identities may not be seen as important enough to address in the setting. Dr. Nydia as well her colleagues who interviewed do not want to be overlooked or disinvited from opportunities to effect positive change for all involved in the college, and as they all mentioned, conversations could be based on actionable approaches that protects all faculty of color’s wants, needs, and concerns. In the past, it was normal for leadership in JMUCOE to not be intentional toward inclusivity and diversity, but due to having a larger faculty of color than it has had in its historical past, current faculty of color have appreciated improvements. As Dr. Cathy states “This new leadership has been very purposeful in their DEI efforts. As a FOC [faculty of color], I feel that who I am matters and that what I can contribute is appreciated in ways that are very meaningful and empowering to me.” (personal communication, 2021, March 23)
Recommendations 

	While the history of JMUCOE and the university as a whole has a past that was shaped by racial and ethnic injustice common in the United States, stakeholders now have the opportunity to reflect on that past and build an equitable future for faculty of color in the field. In this way, a critical pragmatist lens serves to allow us to look back in order to look forward in ways that increase commitments to democracy to all on the campus and take responsibility and ownership in knowing and understanding that JMU was founded as and continues to be a white hegemonic space. JMUCOE stakeholders as well as the Ole School Alumni Group have the opportunity to take charge in dismantling the barriers that have kept it this way for so long. 
Federal guidelines prevent the dismissal of individuals who disagree with any form of racial improvement or change, so in attempts to reach critical mass JMUCOE stakeholders as well as the Ole School Alumni Group have an opportunity to align themselves with those who are willing to work with them to go beyond the era of historical shame and blame, and be constructive in increasing a pathway for potential faculty of color, particularly men of color to be recruited, hired, retained and tenured. Therefore, I draw on critical pragmatism to construct recommendations that would allow for JMUCOE stakeholders to examine its past practices in recruiting and hiring faculty of color . My recommendations detail how stakeholders could continue to use their method of cluster hiring through its DEI fellowship, networking with minority serving institutions, and building a greater relationship with the Harrisonburg City to increase diversity. 
	Recommendation 1: JMUCOE stakeholders can engage in  year-round recruitment of faculty of color through building new and continuing current relationships with colleges and universities inside and outside the Commonwealth including HBCUs and other minority-serving institutions.



	As Moody (2007) suggests, recruitment is most successful when it is occurring all of the time. A strategy that could prove useful in promoting year-round engagement, is to have AUH from the college build relationships with Ph. D and Ed.D prospective candidates. As Harrisonburg City has growing population of citizens from various racial and ethnic backgrounds, AUH could use this growth to their advantage by not only highlighting it in conversations with perspective candidates of color but inviting them to the city this get explore and observe what the city has to offer and the role the university has played in continuing that progress. As Memorial Hall is an approximate five-minute walk from Harrisonburg’s legislative and executive offices, faculty in JMUCOE specifically the Dean and other leaders within the school have the opportunity to network with the mayor’s office and other community members to help bolster or construct new strategies that would increase the diversity on the campus making it reflective to the diversity that is seen as you walk through those spaces as a citizen. As JMU’s Provost stated when I interviewed her, “The concept of an anchor institution is really critical and not just for the [city’s] economic engagement and economic development, but for the whole sense of place and sense of belonging.” (personal communication, 2021, February 4) Increasing these connections with city leaders and civic organizations throughout the city can continue to push forward Harrisonburg’s Friendly City vibe when articulating its ever expanding racial and ethnic diversity. AUH as well as the faculty in the Office of the Dean has the opportunity of creating what Moody calls a talent bank of candidates of color that can continue to be referred to when openings arise within the college.  
Networking is key in building the effort to recruit and retain. JMUCOE stakeholders have already started to build this relationship through their work with the Preparing Future Faculty as well as their connections with Morgan State University and Virginia State University. However, they have the opportunity to broaden recruitment even further than these universities and organizations on campus and build connections with minority caucuses in national organizations such as the Compact for Faculty Diversity and the Black Physics Students Association. Now that JMU is transitioning to a High Research institution, JMUCOE stakeholders can position themselves in explaining how faculty of color’s research can positively impact the university through their research and how their perspectives would benefit the future educators in the classroom.
Like current faculty and students at JMU who identify as BIPOC, there are PWIs throughout the Commonwealth and beyond that also have faculty of color representation that could be willing to come to move or commute given their current living situation to Harrisonburg. Understanding the demographics that currently exist in the city as well as rural counties surrounding the city may be a draw for potential candidates who work or attend similarly demographical or geographical settings. Also, stakeholders can send search committees, AUH, and other leaders into space in which they want to recruit faculty. As mentioned previously in my findings, Mr. Dean  expressed the desire for search committees to not be afraid to go into spaces where they want to recruit candidates from. Whether it be an out of state HBCU such as Howard University, or an in-state PWI such as George Mason University, if leadership in the college is serious about their commitment to racial inclusion and diversity, then meeting with potential faculty of color in their environment will show that they are interested in bringing in those candidates.   
	Recommendation 2: Stakeholders have the opportunity to require that all search committees post job openings to at least three diversity advertising sources where non-whites are overrepresented particularly in academic areas such as Critical Theory. 



As noted previously, Human Resources has an expansive list of Higher Education listservs where job postings can be made that specifically target diverse applicants to the university. Every search committee on campus can examine this list and post their vacancies. As stated on the Diversity Advertising Sources webpage (2021):  “It is important that search committees conduct a thorough search and advertise positions widely in order to attract diverse and well-qualified applicant pools”. Both the Dean of JMUCOE as well as the Associate Dean for Diversity, Equity, and Inclusion, have the opportunity to  verify that search committees are posting in at least three different diversity advertising sources in addition to JMU Joblink or any other universal journal (i.e., CHE). As Mr. Dean  and I discussed in our interview, JMU stakeholders can no longer sit and wait for candidates of color to come seeking the university, rather they have the opportunity to go into those individuals’ spaces and actively recruit and retain them to increase minority presence in a substantial and profound way. 
Not only could these job postings be shared on minority serving journals and publications, the posting itself can reflect language that clearly defines the College of Education’s commitment to diversity such as: ‘The college is committed to increasing the diversity of the college community and the curriculum. Candidates who can contribute to that goal are encouraged to apply and to identify their strengths or experiences in this area’ (Moody, 2007). Areas of critical theories such as critical pragmatism, critical race theory, and abolitionism have a growing number of academic scholars who are designing methods of instruction or grounding improvements through these frames. Stakeholders can recruit in these areas to increase not only the number of faculty of color  who are doing this work but broadening the college’s focus on social justice and equity perspectives. Since hiring and recruitment of faculty of color can be a long-term goal, implementing programs that allow for visiting scholars to come and teach at JMUCOE can increase exponentially with an increased focus on BIPOC scholars. As the University of Michigan did in the 80s establishing their Visiting Scholars Program, stakeholders could utilize visiting scholars or even new cohorts of fellows to visit local public schools. These cohort members can talk with administrators, teachers, and most importantly students in and around the Commonwealth. This will not only defeat the myth that there is no potential for faculty of color hires in the program but inspire young BIPOC students early in their academic careers to enter the profession (Moody, 1988). 
	Recommendation 3: Stakeholders have an opportunity to create a conceptual space to construct awareness of power and privilege held by the Dean of JMUCOE and other white faculty that highlights the understanding of the impact white hegemony has on recruitment and hiring of faculty of color.  



Since stakeholders recognize that they have a clear problem with the lack of faculty of color , the Dean of JMUCOE and other members of leadership in the college could rally the faculty behind initiatives. As Gasman et al. (2011) suggest, deans can use their power and authority to promote recruitment as a regular agenda item at faculty meetings as well as department meetings. As I discussed previously in this study, currently departments and search committees have great autonomy over recruiting and hiring candidates of all backgrounds. To develop policies and practices that are purposely intended to hire and recruit faculty of color all faculty members could engage in the development and implementation of those policies and practices. 
This approach would be useful for not only AUH but for every hired faculty of color  in the college. As every interviewee articulated to some degree, the burden of equity work does occur especially when there are issues that arise regarding race and ethnicity on the JMU campus. Although faculty of color are not calling for white saviors or spokespersons to speak on their behalf about the struggles that they are facing both in the school community and  the United States, having white allies that can promote or advocate alongside them when equity issues arise create a sense of togetherness and comradery among their colleagues letting them know that they are not fighting the battle alone. This is particularly useful when addressing the hierarchy of tenure. 
	Recommendation 4: Stakeholders have the opportunity to fully acknowledge and take responsibility for the college’s role in white hegemony since its founding through self and collective education.    



While it has been common to take a stand against racism happening in the United States and globally on the school’s web page and social media accounts, leadership could take an even bolder stand in taking responsibility on its part during a history of hatred and shame that was Jim Crow. Stakeholders can take this responsibility through acts of ‘mutual causality’ and recognition, meaning that ‘blame’ is only productive when it is in the service of  personal and communal improvement (Stengel, 2007). One way that JMUCOE can begin to address this is to fully invest in exploring its place in dark history. JMU and all its colleges are still embedded with white hegemony as are most southern PWIs. It is still visible on its campus with halls named for questionable actors in national, state, and local history, but it is also visible through invisibility. I use the term invisibility to highlight the missing stories of minority faculty, staff, and students who existed during a time of racial turmoil that stemmed from the founding of our country. 
This is where the intentionality of the recommendations come into play. The Office of the Dean (Dean, associate deans, etc.) will need to begin to tell the real story behind why this institution has looked the way it has for 100+ years. Working with community leaders in the City of Harrisonburg as well as local historians both in and around JMUs campus can begin to contextualize why diversity, equity, and inclusion is the cornerstone of JMUCOE’s culture. 
Currently, the JMU Campus History Committee is in the process of “reclaiming, renaming, and repairing” the history of the campus. As part of one of their projects to expand this history, the committee is involved in establishing the lost history of so many communities of color who walked the grounds of the now Memorial Hall during the Jim Crow Era. This is an opportunity to call for curriculum and scholarship to be done not just by current faculty members in the college, but potential faculty of color as well as all students in an attempt to take responsibility for the benefits that came to some due to this past, addressing the need for change in the present, and enacting that change together, forever. 
	Recommendation 5: Stakeholders have the opportunity to engage in a robust process of evaluating any policies, programs, or practices constructed to date that aim to increase racial equity in hiring and recruitment.   



Leadership has touted the expansion of newly hired faculty of color coming into the college as full-time fellows to provide instruction; however, due to it being in its earliest stage, stakeholders in JMUCOE will need to evaluate the program holistically to understand how individuals in the program have adjusted to the college as fellows. To prevent bias from the stakeholders of the program and my study, a process evaluation could be conducted by a third-party firm or a party outside of JMUCOE. This is an opportunity for leadership in Human Resources or the Office of Access and Inclusion to also get a sense of how cohort hires are viewing their position and opening up about areas of strengths and weaknesses that the college can address regarding their experience. In conducting this process evaluation, stakeholders could implement the proposed logic model to help guide programs such as the DEI Fellows Program towards a level of sustainability (see Appendix H). 
As I have discussed throughout this study, recruitment cannot be a one-off phenomenon, rather ongoing and intentional. Engagement with “Grow Your Own” programs or any other outreach and inclusion strategies could be evaluated to ensure that sustainability and usefulness is achievable.
	[bookmark: _heading=h.a96dkcb8ruw4]Recommendation 6: Stakeholders have the opportunity to foster community engagement through promotion of BIPOC organizations that exist throughout the JMU Campus and Harrisonburg community. 



When building this sustainability in hiring and recruitment, AUHs and other stakeholders in the college have the opportunity to invest their time into promoting diversity initiatives or events that are happening both within the college and the university at large. JMU has over 40 student organizations on its campus ranging from Future Teachers of Color and Latinx Student Alliance to Inter-Cultural Greek Organizations such as Alpha Phi Alpha, Inc. and Delta Sigma Theta, Inc. All these organizations fall under JMU’s Center for Multicultural Student Services. Leadership within JMUCOE such as the Associate Dean of DEI could be in constant contact with Center for Multicultural Student Services to expose interested potential faculty of color to the types of racial and ethnic diversity that is available on campus. The Dean of JMUCOE could also make himself available to meet with representatives from Center for Multicultural Student Services and Office of Access and Inclusion to co-develop initiatives and practices that advertises what JMU has offered for all its students. This is an opportunity for both faculty and students to understand not just JMU's complex history with white hegemony, but also a potential road map or vision that shows where this institution can continue to grow through accountability and appreciation for one another. 
The same can be said with JMUCOE stakeholders' potential connection with local government relationships such as the mayor’s office. Currently, the City of Harrisonburg has a diverse city council as well as school board. This is a community that is recognized as a Church World Service (CWS) refugee community and proudly touts its nickname “The Friendly City” on various visitor brochures and signs. There are over 50 languages spoken in its school district with over 40 different nationalities represented as well. Each year Harrisonburg promotes their International Festival where children and adults of every age all over the community gather to celebrate the cultural richness that is the “The Friendly City”. This festival also includes many of JMUs students, some of which are future teachers sharing their foods, dress, and other significant cultural identifiers. Leadership within the college as well as leadership within local government can build a comprehensive plan that highlights the shared history that JMU and Harrisonburg has had for over a 100 years, but allow for city leadership in particular our current mayor who is both the first African American woman to hold the position as well as an alumnus of JMU, to push forward a communal plan where the city could play a role in this new vision towards critical mass in the institution.     
[bookmark: _heading=h.qmb7hajjssd8]Conclusion 
[bookmark: _heading=h.7sibat5cd84w] 	When University of Pennsylvania Professor Marybeth Gasman was asked about why there is a lack of faculty of color in PWIs at a higher education forum, her reply was simple: ‘We don’t want them, we simply do not want them’ (2016). There is no mistake as to why faculty of color numbers in PWIs are dramatically low, but to understand this those who are willing to change this trend have the opportunity to educate themselves about the history of education in this country and the institutions themselves. White hegemony is and always has been the frame in which all individuals in our society have governed our actions, speech, and processes. The “best schools”, “best leaders”, or “best practices” are all embedded in the mindset of whiteness. 
[bookmark: _heading=h.xpg4jr6q5eco]JMUCOE is obviously not exempt from white supremacist history and individuals within the institution continue to reap the benefits that emerged from it. Yes, leadership in the university has begun again to acknowledge the role discrimination has played in its culture. The renaming of halls and other sites in and around the campus is certainly a great start. However, the question that remains is how stakeholders at JMUCOE and the university at large are willing to finally address with intentionally an issue that has existed since 1908 which is its lack of ethnic and racial diversity amongst its faculty. Stakeholders now have the opportunity to be one of the leading colleges on campus and college of education in the nation that can address the faculty recruitment and hiring pipeline in an intentional and sustainable way. 
[bookmark: _heading=h.ln7w4exla2ar]Benitez et al. (2007) found that the presence of faculty members of color contributes positively to an inclusive climate for minority and White students by implementing collaborative learning techniques through topics centered around race and ethnicity. Stakeholders in JMUCOE have the opportunity to not only racially and ethnically diversify its faculty, but its student body as well to prepare this generation and generations to come with educators who provide multiple perspectives throughout the Commonwealth of Virginia and beyond.  The Dean of JMUCOE and other white faculty who support initiatives to boost recruitment and hiring of faculty of color can assert their power and privilege to preserve those initiatives as part of the college’s culture. If leadership at JMUCOE and PWIs in general is willing to address the tokenism model, reconstruct search committees with equity minded members, and provide continuous mentorship for newly hired faculty of color, now is a better time than any to engage pragmatically through a critical lens of its history of white hegemony.

















References
Alger, J. R. (2000). How to recruit and promote minority faculty: Start by playing fair.
 	Diverse Issues in Higher Education,17, 160-162.
Barrett, G.T., & Smith, T. (2008). Southern coup: Recruiting African American faculty members at an elite private southern research university. American Educational Research Journal, 45(4), 946–973.  https://doi.org/10.3102/0002831208321445 
Bauerle, C. (2020, Oct. 28). Addressing the diversity of JMU faculty [PowerPoint presentation]. 
Benitez, M., James, M., Joshua, K., Perfetti, L., & Vick, S.B. (2017). “Someone Who Looks
        	Like Me”: Promoting the success of students of color by promoting the success of faculty
        	of Color. Liberal Education, 103(2), 50-55.https://aacu.app.box.com/s 
/jj1gj69517a4xppxulvwnz06apxek6pa
Blackwell, J.E. (1988). Faculty issues: The impact on minorities. The Review of Higher Education, 11(4), 417-434. https://doi.org/10.1353/rhe.1988.0013
Campus History Committee. (2020, Dec. 21). Reclaiming, renaming, repairing. James Madison University. 
Centennial Celebration. (2020). JMU centennial celebration - JMU historical timeline. James 
Madison University. https://www.jmu.edu/coe/names-jmu.shtml
Cheng, K. (2021, April 7). Access and inclusion directors: methods to increase diversity. 
The Breeze, https://www.breezejmu.org/voices/access-and-inclusion-directors-methods- 
to-increase-diversity/article_86f060b0-9621-11eb-88d3-8f2b760de94e.html
Clair, J.A., Beatty, J.E., & Maclean, T.L. (2005). Out of sight but not out of mind: managing
invisible social identities in the workplace. Academy of Management Review, 30(1),
78-95. 
College of Education. (2020). JMU name changes over the years. James Madison University. 
https://www.jmu.edu/coe/names-jmu.shtml
Davis, L. & Fry, R. (2019, July 31). College faculty have become more racially and ethnically diverse, but remain far less so than students. Pew Research Center. https://www.pewresearch.org/fact-tank/2019/07/31/us-college-faculty-student-diversity/
Delgado, R. & Stefancic, J. (2017). Critical Race Theory (Third Edition): An introduction. NYU Press.
Diggs, G., Garrison-Wade, D., Estrada, D., & Galindo, R. (2009). Smiling faces and Colored  
spaces: The experiences of faculty of Color pursing tenure in the academy.  
The Urban Review, 41(4), 312–333. https://doi.org/10.1007/s11256-008-0113-y 
Dingledine, R. C. (1959). Madison College : the first fifty years, 1908-1958. Madison College.
Fraser, G.J. & Hunt, D.E. (2011). Faculty diversity and search committee training: 
Learning from a critical incident. Journal of Diversity in Higher Education, 4(3), 185-198. https://doi.org/10.1037/a0022248 
Frey, W.H. (2019, June 24). Less than half of US children under 15 are white, census shows. 
Brookings. https://www.brookings.edu/research/less-than-half-of-us-children- under-15-are-white-census-shows/
Gasman, M. (2016, September 26). An ivy league professor on why colleges don’t hire more 
faculty of color: ‘We don’t want them’. The Washington Post. 
https://www.washingtonpost.com/news/grade-point/wp/2016/09/26/an-ivy-league-  
professor-on-why-colleges-don't-hire-more-faculty-of-color-we-don't-want-them/
Gasman, M., Kim, J., & Nguyen, T. (2011). Effectively recruiting faculty of color at highly  
selective institutions: A school of education case study. Journal of Diversity in Higher  
Education, 4(4), 212–222. https://doi.org/10.1037/a0025130 
Glaude Jr, E. S. (2004). Tragedy and Moral Experience: John Dewey and Toni Morrison’s Beloved. Pragmatism and the Problem of Race, 89-121.
Han, T.K., & Leonard, J. (2016). Why diversity matters in rural America: Women faculty of color challenging whiteness. The Urban Review, 49(1), 112-139. https://doi.org/10.1007 /s11256-016-0384-7
Harris, L. (2010). The philosophy of Alain Locke: Harlem renaissance and beyond. Temple University Press.
Hiraldo, P. (2010). The role of critical race theory in higher education. The Vermont 
Connection, 31(1). https://scholarworks.uvm.edu/tvc/vol31/iss1/7
Horsford, S. D. (2010). Mixed feelings about mixed schools: Superintendents on the complex 
legacy of school desegregation. Educational Administration Quarterly, 46(3), 287–321. https://doi.org/10.1177/0013161X10365825
Human Resources. (2021). Diversity Advertising Sources. James Madison University. 
https://www.jmu.edu/humanresources/recruitment/recruiting/hiring-manager/
diversity-advertising-sources.shtml
Instructional faculty demographics summer 2020. (2020, Jun. 8). [Excel file].
Kelly, B.T., Gayles, J.G., & Williams, C.D. (2017). Recruitment without retention: A critical case of black faculty unrest. Journal of Negro Education, 86(3), 305-317 https://doi.org/10.7709/jnegroeducation.86.3.0305
Laden, B. V. & Hagedorn, L.S. (2000). Job satisfaction among faculty of color in academe: Individual survivors or institutional transformers? New Directions for Institutional Research,  2000(105), 57–66. https://doi.org/10.1002/ir.10505
Ladson-Billings, G & Tate, W.F. (1995). Toward a critical race theory of education. Teacher College Record (1970), 97(1), 47-68.
Libresco, L. (2015). Here are the demands from students protesting racism at 51 colleges. Retrieved from https://fivethirtyeight.com/features/here-are-the -demands-from-students-protesting-racism-at-51-colleges/
Love, B. (2019). We want to do more than survive: Abolitionist teaching and the pursuit of educational freedom. Boston, MA: Beacon Press. 
Merriam, S. B. (2001). Qualitative research and case study applications in education. Jossey-Bass Publishers, San Francisco, CA.
Moody, C. D., Sr. (1988). Strategies for improving the representation of  minority faculty in research universities.  Peabody Journal of Education,  66(1), 77–90.
Moody, J. (2004). Faculty diversity: Problems and solutions. New York, NY: RoutledgeFalmer.
National Center for Education Statistics. (n.d.). Race/ethnicity of college faculty.
        	https://nces.ed.gov/fastfacts/display.asp?id=61
Niemann, Y. F. (2011). 16: Diffusing the impact of tokenism on faculty of color. To Improve the Academy, 30(1), 216-229. https://doi.org/10.1002/j.2334-4822.20111.tb00659.x
Office of Equal Opportunity. (2021). Federal and state equal opportunity laws. James Madison University. https://www.jmu.edu/oeo/policies-and-laws/federal-laws.shtml
Office of Institutional Research. (2020). Fact book 2020. James Madison University. https://www.jmu.edu/oir/oir-research/statsum/2019-20/T4-6_2019.pdf
Office of Institutional Research. (2020). COE faculty race tenure 1986-2020. [Excel File].
Office of the Special Assistant to the President. (June 2016). Faculty recruitment procedures and recommended strategies for expanding and retaining a diverse faculty. James Madison University. https://www.jmu.edu/humanresources/_files /instructional-recruitment-procedures-strategies.pdf
Ogunyemi, D., Clare, C., Astudillo, Y. M., Marseille, M., Manu, E., & Kim, S. (2020). Microaggressions in the Learning Environment: A Systematic Review. Journal of Diversity in Higher Education, 13(2), 97–119. https://doi.org/10.1037/dhe0000107
Seigfried, C. H. (1996). Pragmatism and feminism : reweaving the social fabric 
University of Chicago Press.
Sensoy, O. & Diangelo, R. (2017) “We are all for diversity, but. . . “: How faculty hiring committees reproduce whiteness and practical suggestions for how they can change. Harvard Educational Review, 87(4), 557-580. https://doi.org/10.17763 /1943-5045-87.4.557
Sizemore, D. (1980, April 18). Black hiring objectives difficult to meet here. The Breeze, 1, 3, 11 
Solórzano, D. & Yosso, T. J. (2002). Critical race methodology: Counter-storytelling as an analytical framework for education research. Qualitative Inquiry, 8(1), 23–44. https://doi.org/10.1177/1077800402008001003
Squire, D. (2019). “It’s pretty essential”: A critical race counter-narrative of faculty of color understandings of diversity and equity in doctoral admissions. The Urban Review, 52(1), 173–197. https://doi.org/10.1007/s11256-019-00523-4
State Council of Higher Education of Virginia. (2020). James Madison University institution 
profile. https://research.schev.edu/iProfile/232423/James-Madison-University
Stengel, B. (2007). No-fault responsibility. In Vokey, D., ed. Philosophy of Education 2006. 
Champaign, IL: The Philosophy of Education Society. Harvard Educational Review, 
87(4), 557-580. https://doi.org/10.17763 /1943-5045-87.4.557
Stengel, B. (2015). Habit: Dewey on the nature of thought when habit fails 
[Video lecture with PowerPoint Slides]. Vanderbilt University
Strauss, V. (November 12, 2015). It’s 2015. Where are all the Black college faculty? The 
Washington Post, “Answer Sheet.” Retrieved from https://www.washingtonpost.com /news/answer-sheet/wp/2015/11/12/its-2015-where-are-all-the-black-college-faculty/?utm_term=.482ac7ba9ae2 
Student enrollment with percentages (2020, Nov. 11). [Excel file]. 
Total employee demographics with percentages (2020). [Excel file].
Townes, E. (Ed.). (2015). Troubling in My Soul: Womanist Perspectives on Evil and Suffering. Orbis Books.
University Communications and Marketing. (2006). JMU centennial celebration- JMU historical timeline. James Madison University. https://www.jmu.edu/centennialcelebration /timeline.shtml
Vanderbilt University (2021). Glossary of D&I terms. Vanderbilt University. 
https://www.vanderbilt.edu/work-at-vanderbilt/diversitytraining/DIG.php 
Waltemyer, K. (2019, February 20). The history, impact and backlash of blackface at JMU. 
The Breeze, https://www.breezejmu.org/news/the-history-impact-and- backlash-of-blackface-at-jmu/article_47a7ed9c-3552-
11e9-9326-6be33e388ce2.html
Ware, L. (2000). People of color in the academy: Patterns of discrimination in faculty hiring and
retention, B.C Third World Law Journal, 20(1), 55-76. http://lawdigitalcommons.bc.edu 
/twlj/vol20/iss1/6
White-Lewis, D.K. (2020). The facade of fit in faculty search processes. The Journal of Higher 
Education, 91(6), 833-857.  https://doi.org/10.1080/00221546.2020.1775058
Whittaker, J., Montgomery, B., & Martinez Acosta, V. (2015). Retention of underrepresented  
minority faculty: Strategic initiatives for institutional value proposition based on  
perspectives from a range of academic institutions. Journal of Undergraduate  
Neuroscience Education, 13(3), A136–A145. 



Zambrana, E.R., Ray, R, Espino, M.M., Castro, C., Cohen, B.D., & Eliason, J. (2015). “Don’t  
Leave Us Behind”: The importance of mentoring for underrepresented minority  
faculty. American Educational Research Journal, 52(1), 40–72.  
https://doi.org/10.3102/0002831214563063 



















Appendix A
Diversity Enhancement Strategies from Step III of JMU Diversity Strategy
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Appendix B  
Diversity Enhancement Strategies from Step IV of JMU Diversity Strategy
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Appendix C
Interview Protocols 
Questions for Faculty of Color at JMUCOE 

1) Upon finishing your degree(s) what were you looking for an institution to provide or assist with on your career path? 
2) What brought you to apply to JMUCOE for a faculty position?
3) Were you local to the Shenandoah Valley Area when you applied for this position? 
4) How did you hear about the vacancy of the current position that you applied for? 
5) What types of services or strategies do you believe would be beneficial to help bring in more faculty of color? 
6) When you accepted the position, were you assigned a mentor? If so, were they supportive of your ideas and suggestions?  
7) What questions do you remember being asked regarding diversity and inclusion in your interview with JMUCOE? 
8) What are some challenges that you have experienced as a faculty of color in the COE? 
9) Have you experienced forms of racism on campus as one of the few faculty of color in the school?
10) What were your first impressions of the search committee that conducted your interview? Do you feel that they took you seriously as a potential candidate of their faculty? 
11) What were some questions that you had when being interviewed by this committee surrounding the culture of ethnic acceptance or power of white hegemony within the school? 
12) Do you feel tokenism has played a role in practices surrounding diversity and inclusion in the COE? If so, please elaborate. 






Questions for Chairs of JMU Office of Access & Inclusion 

1) What issues on campus help spur the creation of the Office of Access and Inclusion? 

2) What recommendations have you all offered regarding recruitment and hiring of faculty of color to the COE and other colleges? 

3) What have been some of the challenges that you all have faced from deans and other leadership on campus when expressing your ideas for expanding racial diversity in the faculty? 

4) On your website it says that the mission of the Office of Access and Inclusion is “To assist and lead in creating an inclusive environment for Faculty, Staff and Students” How does recruitment of faculty of color fit with this mission? 
 
5) What partners do you work with outside of JMU to provide opportunities to bring in more faculty of color such as other PWIs, HBCUs? 

6) What types of professional development opportunities have you all provided surrounding white hegemony’s effect on hiring and recruitment of faculty of color at JMU?  

















Questions for Provost and Senior Vice President For Academic Affairs 


1) According to your mission statement, your office is “to provide an exceptional educational experience, designed to meet the changing needs of our students in society and dedicated to achieving the highest level of excellence within our academic programs.” How does recruitment and hiring of faculty of color fit to aid this mission? 

2) What have students indicated on surveys or other methods of data about the lack of faculty of color in their programs? 

3) What strategies have your office and the deans of each college created to address the lack in hiring or recruitment of faculty of color? 

4) What has your office done to be sure that the current staff is committed to providing a supportive environment that facilitates learning and development for newly hired faculty of color? 

5) How often does your office coordinate with the College of Education on its efforts to address the lack of candidates of color in their hiring pools? 

6) In what ways has your office assisted the COE and others in advertising or expanding their recruitment beyond the Shenandoah Valley? 








Questions for Dean of JMUCOE

1) What did JMUCOE recruitment strategy for hiring faculty of color look like before the year 2020? 

2) What has student feedback revealed specifically for students of color concerning the lack of faculty of color teaching their courses? 

3) What have been the qualifications of the most recent search committees regarding diversity, equity, and inclusion? 

4) What could you guarantee or highlight for a candidate of color to ensure that JMUCOE is the right place for them? 

5) How often are mandatory training for diversity implemented and reflected on after completion? (Referring to online modules offered by HR). 

6) What have you learned from current colleagues specifically faculty of color in expanding the hiring pool for candidates of color? 

7) Being that Harrisonburg City has become the most diverse area in the Shenandoah Valley, how often do you or your office communicate with the city on how they have applied strategies to expand hiring and recruiting of non-white applicants? 

8) What policies and practices in the COE have been affected by white hegemony interfering with the recruitment and hiring of faculty of color? 
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Appendix D
JMU Faculty Full Time Faculty County & Underutilization Summary (Fall 1977)
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Appendix E
Comprehensive Codebook: Thematic Codes
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Appendix G
Disrupting Racism and Injustice In Education 
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first got here, there was talk. There had been talk. I was told there was talk for ten years about doing an
externally managed climate study of campus. And there had been great resistance to this. Nobody wanted to
do it. Nobody pushed it. There had been several task forces that had come up with that recommendation.
OK. I get here in twenty seventeen. Charlottesville happens. The president pulls together a task force for
inclusion and there were four subgroups, every one of the subgroups. Their first recommendation was we
need an external environment. So I took that forward. And I'm telling you, that would not have happened if
T hadn't pushed because everybody was willing to let it just kind of sit on a shelf." (Provost, personal
communication, 2021, February 4).

"But from my point of view, what | am looking for is as you described it. And you described JMU and
Harrisonburg as a very diverse community. [ want to sce that work there. I also want to see that the
candidate who's going to be hired. in terms of pedagogy. is going to be able to cnrich our diverse students.
Because our diversity is part of our core qualities. and I would like to sce how that candidate. in terms of
experiences and abilties, have actually dealt with these particular issucs that confront the students that they
are going to relate” (Dr. Owusu-Ansah, personal communication, 2021, January 21).

"T've scen that over the course of my career and I've always tried to intentionally avoid that because to me
that isn't the best use of an individual's time. And it just sets up a, you know, a negative environment. You
know, individuals are bright and they know they're gettingtaxed, you know, and no taxation without
representation, right?" (Dean of IMUCOE, personal communication, 2021, June 14).

"You know I might still be a black college president o a president at a black college but now I think I have
come into what I enjoy doing. And that’s finding people like you and working with people like you and you
know getting them into these places to help more people. you know more people of color to get into
classrooms and help people of color get through (Dr. Denise. personal communication, 2021, January 22).
"unless you have a strong-tight-knit family coming to Harrisonburg, you need other connector points for
you to be successful- to be cmployed by MU, It's one thing. if you come with your wife and kids, partner
and spouse. I got you. But if I don’t have those things. and I mean other things. You gotta have other
connector points with that can be around sports, athletics, faith-background. something that gives you a
community that you can be a part of” (Mr. Dean, personal communication, 2021, February 5).
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2020)

" there is a dual career program. Where if you have a traveling spouse or partner, and they need help
Iooking for-one year JMU provides resources for them to help them find a job. and you know, it provides
information about the school system” (Mr. Dean. personal communication. 2021, February 5).

"If you break it down. you are going to find that the black faculty individuals are not at the level that we
want to see. In fact. 15% is not the numbers that we want to see. Because, [Arthur ] disagrees on this. to
say that our location may affect who wants o come here. But if you are comparing without location, then
you are going to see that George Mason has 33% faculty of color. Virginia Commonwealth had 32% faculty
of color, University of Virginia has 33%. William and Mary has 28%, Tech has 16, and again we have
15%. So it means that if it is true that location counts then we are about the same as Tech. But certainly
that is not the reason why our numbers should not actually go up. " (Dr. Owusu-Ansah, personal
communication, 2021, January 21).

"Open and blatant racism. Everybody is very you know. Civil War. you know. Southern Pride because
"The Lost Cause' (Dr. Cathy. personal communication. 2021, March 23).

"This is not a problem right now. I would say that probably in the last cight years. the young Ph.D., these
that come here, the newly minted. you know, that it's in their DNA issucs of diversity is their DNA. And
that's why we have in MSME, I think it is in MSME. One of the professors got like an award or something
or grants for Culturally Responsive Teaching in math! * (Dr. Cathy. personal communication, 2021, March
23).

“Before I left. . . she [BIPOC colleague] called me out and she goes: “Listen Cathy, when you get into that
car, 1 just wanted to tell you. . . that this professor, a comment they made was that you were too cocky.”
And Leonard. You have known me as a professor, you have known me as a person. People can call me all
kinds of things. but the word cocky is not a word that applics to me.” (Dr. Cathy. personal communication,
2021, March 23).
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"The Dean of IMUCOE and myself met the chairs of the search committees that are the chair committee
of the College of Education to discuss where they saw best practices, where they saw the challenges. and in
these particular conversations, the academic unit heads were present. So that they know that this particular
course that we have embarked upon is serious.” (Dr. Owusu-Ansah, personal communication, 2021,
January 21).

"Leonard. we have the Madison Hispanic Caucus. And we were in a meeting one time and I said. With the
exception of one faculty in the Madison Hispanic Caucus. every other Latino in that caucus passes.” (Dr.
Cathy. personal communication. 2021, March 23).

"So I feel like I'm able to get various perspectives. But, yeah, I think it's very difficult to understand where
the roadblocks are when we have been such creatures of privilege”. (Provost, personal communication.
2021, February 4).

" the fact that we were able to adopt an anti-racist agenda and an institution like MU reflects not only the
many things were already on this path. but didn't fecl this kind of collective urgency around it. But also.
wWe've got a number of new leaders. The Dean of IMUCOE is brand new. is in his second year. and he
brought this incredible passion around this, which joined with the passion that other folks had. And, you
know, I think there may be folks who were less convinced or perhaps less aware who are being brought
along.” (Provost. personal communication, 2021, February 4).

"There were some demographics data where we had some defaults in our system which I remember when [
g0t to a role. I was able to change it. We had a default- was not- you know before we unspecify-we don’t
know your race, well by default you are white. I would say it this way that you would have Southern
institutions in different places that operated. so it was not so much of this culture of MU trying to inflate
sumbers. It was just small things that people may have adopted back in the 70°s and 60 that weren’t
changed. That's all" (M. Dean, personal communication, 2021, February 5).
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Long

Breaking of barriers
and stereotypes that
have persisted in
scholarship at the
college

Achievement of
Critical Mass in
BIPOC faculty

Exposing future
educators of
professors of various
cultural
backgrounds

Increase tenure and
retention of BIPOC
faculty
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