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Working Group Description 

The University of Memphis celebrates academic excellence via diversity and proudly boasts the annual 
recognition of the “Top Producers of African American Graduates.”  Yet the University strives to achieve 
a higher level of diversity amongst the faculty.  The UofM, therefore, is committed to recruiting, 
retaining, and promoting an increased number of African American and other faculty of color.  The 
primary goal of this workgroup is to identify best practices to diversify the professoriate and to create a 
strategic plan of action to reach this goal. 

Working Group Members 

• Kandi Hill-Clarke (co-lead), Dean and McRae Professor of Education, College of Education 
• Damon M. Fleming (co-lead), Dean and Professor of Accounting, Fogelman College of Business 

and Economics 
• Richard J Bloomer, Dean, College of Health Sciences 
• Beverly Greene Bond, Professor of History, College of Arts and Sciences 
• Rosie Phillips Davis, Professor of Counseling, Educational Psychology and Research 
• Linda Jarmulowicz, Dean, School of Communication Sciences and Disorders  
• Enrica N Ruggs, Assistant Professor of Management, Fogelman College of Business and 

Economics  
• Kevin M Sanders, Director, Rudi E. Scheidt School of Music 
• Katharine Traylor Schaffzin, Dean, Cecily C. Humphreys School of Law 
• Richard Joseph Sweigard, Dean, Herff College of Engineering 
• Lan Wang, Chair, Department of Computer Science 

Doctoral Student Researchers 

Doctoral student researchers supported the working group under the supervision of Dr. Enrica Ruggs 

• Della Clark, PhD student (year 1), Department of Marketing and Supply Chain Management 
• Ashley Robinson, PhD student (year 1), Department of Management 
• Feigu Zhou, PhD student (year 1), Department of Management 
• Darel Hargrove, PhD student (year 1), Department of Management 

Meeting Dates 

The working group met for one hour on the following dates: 

• September 21, 2020 
• October 19, 2020 
• November 2, 2020 
• November 16, 2020 
• November 30, 2020 
• December 14, 2020 

Deliverables 

Enclosed is the set of strategic recommendations and related research report.   



Diversity, Equity and Inclusion (DEI) Faculty Working Group Strategic Goals and Recommendations 

 

Goal 1: Enhance faculty employee data management and access 
Strategy & 
Benchmark Phase 1 Evidence Phase 2 Evidence Phase 3  Evidence 
Strategy: Make 
faculty employee 
data easily 
accessible 
 
Benchmark: 
DEI faculty 
support hub 
created and used 

Determine what 
data are needed, 
currently 
available, sources 
of these data, and 
options for access 

Collaborations 
with OIR, OIE, HR, 
Provost Office, 
and other 
possible relevant 
providers  

Develop 
accessible 
dashboards or 
other tools for 
analyzing 
available data 

New Power BI 
dashboards 
available all users.  
Provide necessary 
training for 
effective use. 
 

Create a common 
space to share 
data, reports, and 
evidence-based 
best practices 

University 
webpage or 
secure virtual 
space to make 
the data and 
other information 
accessible that is 
available by Fall 
2021 

 

Goal 2: Diversity, Equity, and Inclusion Training and Development 
Strategy & 
Benchmark Phase 1 Evidence Phase 2 Evidence Phase 3  Evidence 
Strategy:  
Provide DEI 
training for 
faculty search 
processes 
 
Benchmark: 
All relevant 
parties complete 
appropriate 
training 
 

Identify current 
training and 
development 
available at the 
University 

No training is 
currently 
required or 
available at the 
University 

Define training 
and development 
and clearly 
outline training 
plan (e.g., every 
year for search 
committee 
members, every 2 
years for all 
faculty) 

Training should 
include Deans 
Associate/Assistant 
Deans, 
Department 
Chairs, 
Faculty search 
committee 
members, and all 
faculty 

Identify and 
implement DEI 
training solutions 
(face-to-face and 
online) 

All defined 
groups have 
completed 
training 
beginning Fall 
2021 

 



Goal 3: Faculty Search Guidance and Procedures 
Strategy & 
Benchmark Phase 1 Evidence Phase 2 Evidence Phase 3  Evidence 
Strategy:  
Provide written 
guidance and 
requirements for 
the faculty search 
process 
 
Benchmark: 
Faculty search 
handbook (and 
briefing) is 
published for the 
University 

Determine the 
scope of 
guidance 
necessary for the 
faculty search 
process 
(consistency with 
enough flexibility 
to meet different 
professional 
needs) 

Document the 
steps in the 
faculty search 
process and 
associated DEI 
pain points  

Identify best 
practices to 
address the 
scope of 
guidance needed 

Report based on 
third-party 
provider/consultant 
information or 
internal research 
recommendations 

Prepare search 
process 
handbook and 
summarized 
guidelines for 
ease of use 

Completed 
search process 
handbook 
available 
beginning Fall 
2021 

 

 

 

 

 

 

 

 

 

 

 



Goal 4: Enhance diversity in faculty hiring 
Strategy & 
Benchmark Phase 1 Evidence Phase 2 Evidence Phase 3  Evidence 
Strategy: Build 
faculty diversity 
pipeline initiatives 
with strategic 
partners 
 
Benchmark: 
Increased 
diversity in faculty 
hiring over 
historical 
benchmarks, 
assessed annually 
and cumulative 
five years from 
implementation 

Determine 
University 
baseline diversity 
data and past 
diversity of 
applicant pools 
(see results from 
Goal 1) 

Analysis of (1) 
academic areas 
most in need to 
increase faculty 
diversity; and (2) 
opportunities to 
expand recruiting 
within different 
disciplines 

Identify possible 
collaboration 
opportunities to 
develop attractive 
University 
pipeline initiatives  

Report on 
relevant 
collaboration 
opportunities 
(e.g., academic 
programs, post-
doc programs) to 
promote win-win 
partnerships (i.e., 
what can we offer 
to a partner and 
what do we need 
from a partner) 

Identify possible 
universities (e.g., 
Minority Serving 
Institutions) and 
professional 
organizations 
(e.g., AACTE 
Holmes Scholars 
Program; PhD 
Project) to 
develop strategic 
pipeline initiatives 
for faculty 
recruiting 

Established 
faculty pipeline 
initiatives and 
partnerships 
reported to 
Provost Office for 
documentation 
and listed on DEI 
faculty support 
hub (see Goal 1) 

 

 

 

 

 

 

 

 

 



Goal 5: Mentoring and support to retain and promote Under-represented minority (URM) faculty 
Strategy & 
Benchmark Phase 1 Evidence Phase 2 Evidence Phase 3  Evidence 
Strategy: Create 
sustainable post-
employment 
support to 
promote faculty 
success 
 
Benchmark: 
Increased 
retention and 
promotion of 
URM faculty, 
assessed annually 
and cumulative 
five years from 
implementation 

Identify current 
mentoring and 
support available 
at the University 
and external 
sources as well as 
demands for 
support from 
current faculty 

Administer a 
university-wide 
survey to learn 
more about 
current practices 

Identify best 
practices to 
address the 
scope of 
guidance needed 
(e.g., mentor 
training, 
mentoring, 
leadership 
positions, 
publication 
teams, sponsored 
research teams)  

Report based on 
third-party 
provider/consultant 
information or 
internal research 
recommendations 

Prepare faculty 
support 
handbook 
containing 
relevant 
information, 
tools, and other 
resources 

Colleges and 
departments 
implement 
sustainable 
support as part of 
DEI plans 
beginning Fall 
2021 

 

 

 

 

 

 

 

 

 



Goal 6: University program for funding positions intentionally for URM faculty 
Strategy & 
Benchmark Phase 1 Evidence Phase 2 Evidence Phase 3  Evidence 
Strategy: Create a 
process and 
funding model 
intentionally 
focused on hiring 
URM faculty 
 
Benchmark: 
Increased 
representation of 
URM faculty, 
assessed annually 
and cumulative 
five years from 
implementation 

Define the 
program 
objectives, need, 
and case for 
support 

Report on URM 
faculty hiring 
program 

Identify best 
practices for 
URM hiring 
programs to 
address the case 
for support (e.g., 
visiting scholars 
programs, post-
doctoral research 
programs, 
diversity fellows 
programs) 

Report based on 
third-party 
provider/consultant 
information or 
internal research 
recommendations 

Proposal for a 
URM faculty 
hiring program 

Present the 
proposal to the 
Provost for 
consideration and 
funding (possibly 
to include 
funding from 
THEC) 

 





1.

2.

3.

4.









http://www.youtube.com/watch?v=h5wlAK9d0mI&t=22




U.S. Census Bureau, 2019
*Includes persons reporting only one race
**Hispanics may be of any race, so also are included in applicable race 
categories
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https://reports.utexas.edu/spotlight-data/faculty
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