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Higher education lacks sufficient gender and ethnoracial diversity. In 2016, among full-
time professors, 55 percent were White males and 27 percent were White females.  
Hispanic and Black faculty rates have stagnated at 3-6 percent for decades.i Such 
homogeneity restricts students’ exposure to a variety of “perspectives, experiences, 
knowledge and methodology,”ii and limits scholarly cross-pollination. Yet, research has 
demonstrated that ethnoracial diversity is associated with positive outcomes for 
students.iii 
 
Heilig, et al. (2019)iv identified several factors that support diversity in higher education, 
including removing institutional barriers to diversity. Smith, et al. (2004)v and others 
have suggested that faculty diversification will only occur when institutions examine and 
alter their hiring practices to remove barriers and encourage diverse applicant pools. 
 
Our institution faces many of the challenges described in the literature. Using Critical 
Race Theory’svi (CRT) construct of Whiteness as propertyvii and its identifying 
characteristic of the absolute right to exclude people, we posit that the belief in the right 
to exclusion is both deeply engrained and often unconsciously executed within the 
academy, starting with faculty search and hiring processes. Dodo Seriki, et al. (2015)viii 
and others have provided examples of how exclusionary behaviors manifest in higher 
education. Though the absolute right to exclude originates in CRT, we extend the 
theory’s construct to include a multitude of differences that threaten disruption to a 
department’s hiring norms.  
 
In this session, we will present a problematic narrative that reflects a 4-year period in 
which our department had 11 open positions that were filled by individuals who 
maintained departmental homogeneity. We will present the actions taken during the 
search process, our failures and hard lessons, as well as the steps we are taking to 
eradicate the absolute right to exclude through revisioned departmental hiring practices. 
Positive outcomes of these steps will also be discussed. 
 
Presenters will encourage conversation about what “counts” as diversity in participants’ 
departments, the consequences of hiring a “good fit” candidate, and identifying best-
practice strategies that their departments could use to move toward a diversity-focused 
approach to faculty hiring. 
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