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INTRODUCTION 

Diversity, as a broad concept, refers to the many characteristics that differentiate us from each other and 

affect our experiences and perspectives.1 As a Catholic, Jesuit institution that recognizes and cherishes 

the dignity of each individual, Marquette University seeks to become a more diverse and inclusive 

academic community.

/diversity/about.php
/leadership/values.php
/leadership/values.php
https://press.princeton.edu/books/hardcover/9780691176888/the-diversity-bonus
https://link.springer.com/content/pdf/10.1007/s11162-005-9391-3.pdf
https://pubs.aeaweb.org/doi/pdfplus/10.1257/aer.96.5.1890
https://ofew.berkeley.edu/sites/default/files/searching_for_a_diverse_faculty-_data-driven_recommendations.pdf
https://ofew.berkeley.edu/sites/default/files/searching_for_a_diverse_faculty-_data-driven_recommendations.pdf
/provost/documents/FacultySearchandHiringProcessFinal032618.pdf
mailto:jacqueline.black@marquette.edu
mailto:elizabeth.sides@marquette.edu
mailto:christine.navia@marquette.edu
https://www.aacu.org/making-excellence-inclusive
/institutional-research-analysis/interactive-reports/composition-dash.php
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https://www.nsf.gov/statistics/women/
https://ncses.nsf.gov/pubs/nsf20301/data-tables/
https://ncses.nsf.gov/pubs/nsf20301/data-tables/
https://www.aacu.org/making-excellence-inclusive
https://ofew.berkeley.edu/sites/default/files/searching_for_a_diverse_faculty-_data-driven_recommendations.pdf
https://sites.krieger.jhu.edu/kasper/files/2018/01/171108-Best-Search-Practices-FINAL.pdf
https://ofew.berkeley.edu/recruitment/equity-advisor-roles-faculty-searches
mailto:jacqueline.black@marquette.edu
mailto:christine.navia@marquette.edu
https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-100-qualified
https://hbr.org/2014/08/why-women-dont-apply-for-jobs-unless-theyre-100-qualified
http://gender-decoder.katmatfield.com/static/documents/Gaucher-Friesen-Kay-JPSP-Gendered-Wording-in-Job-ads.pdf
http://gender-decoder.katmatfield.com/
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3. Framing diversity of thought and scholarship as an asset, explicitly stating our unequivocal 

commitment to diversity and inclusionary practices, and including a link to our Employee 

Resource Groups (ERGs) in the job posting can signal to underrepresented candidates that we 

/diversity/employee-resource-groups.php
/diversity/employee-resource-groups.php
https://www.jstor.org/stable/pdf/3838827.pdf
https://www.jstor.org/stable/pdf/3838827.pdf
https://ofew.berkeley.edu/sites/default/files/searching_for_a_diverse_faculty-_data-driven_recommendations.pdf
https://lsa.umich.edu/lsa/news-events/all-news/search-news/diversity-statements.html
https://lsa.umich.edu/lsa/news-events/all-news/search-news/diversity-statements.html
https://facultydevelopment.cornell.edu/rubric-assessing-candidate-on-diversity-equity-and-inclusion/
https://facultydevelopment.cornell.edu/rubric-assessing-candidate-on-diversity-equity-and-inclusion/
https://ofew.berkeley.edu/recruitment/contributions-diversity/rubric-assessing-candidate-contributions-diversity-equity
https://www.timeshighereducation.com/campus/diversity-statements-what-avoid-and-what-include
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https://ofew.berkeley.edu/sites/default/files/searching_for_a_diverse_faculty-_data-driven_recommendations.pdf
/diversity/
/diversity/employee-resource-groups.php
/diversity/employee-resource-groups.php


 
 

 

 

https://plato.stanford.edu/entries/implicit-bias/
https://www.nature.com/articles/srep00460
https://implicit.harvard.edu/implicit/
https://math.illinois.edu/system/files/inline-files/gender-racial-bias.pdf
https://eric.ed.gov/?id=ED590310
mailto:jacqueline.black@marquette.edu
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https://www.youtube.com/watch?v=dVp9Z5k0dEE
https://implicit.harvard.edu/implicit/
http://www.brainardstrategy.com/unconscious-bias-whitepaper/
https://kirwaninstitute.osu.edu/implicit-bias-training
https://youtu.be/BwYFhJO9t50
https://youtu.be/OQGIgohunVw
https://youtu.be/7FgqGAXvLB8
https://youtu.be/8SIb97tZSpI
https://youtu.be/5S7Je6kbGDY
https://youtu.be/hr9xAcWv790
https://youtu.be/RIOGenWu_iA


https://www.youtube.com/watch?v=w35DIy3HbcY&feature=youtu.be
https://www.econstor.eu/bitstream/10419/34308/1/551471476.pdf
https://www.nber.org/digest/sep03/w9873.html
https://journals.sagepub.com/doi/pdf/10.1111/j.0956-7976.2005.01559.x
https://www.ncbi.nlm.nih.gov/pubmed/11708560
http://psy2.ucsd.edu/~mckenzie/nickersonConfirmationBias.pdf


 
 

  

https://www.youtube.com/watch?v=RIOGenWu_iA&feature=youtu.be
https://www.youtube.com/watch?v=RIOGenWu_iA&feature=youtu.be
/diversity/employee-resource-groups.php
https://hr.fas.harvard.edu/files/fas-hr/files/guide_to_legally_permissible_interview_questions_and_discussions.pdf
https://www.visitmilwaukee.org/
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3. Understand the “status quo” effect: some research suggests that if there is only one woman or 

one person of color in a final candidate pool, statistically speaking they have no chance of being 

hired. Importantly, if 

https://hbr.org/2016/04/if-theres-only-one-woman-in-your-candidate-pool-theres-statistically-no-chance-shell-be-hired
https://journals.sagepub.com/doi/pdf/10.1177/0003122412463213
https://www.nytimes.com/2018/03/16/health/women-leadership-workplace.html
https://www.nytimes.com/2018/03/16/health/women-leadership-workplace.html
https://www.insidehighered.com/news/2018/06/19/study-finds-recommendation-letters-inadvertently-signal-doubt-about-female
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PHASE 4: EXTENDING THE OFFER AND MAKING THE HIRE 

Maximize Yiel

/diversity/employee-resource-groups.php
https://worklifelaw.org/publications/Effective-Policies-and-Programs-for-Retention-and-Advancement-of-Women-in-Academia.pdf
https://silo.tips/download/best-practices-recruiting-retaining-faculty-and-staff-of-color
https://cfe.unc.edu/2018/10/mentoring-for-diversity-and-inclusion/
https://cfe.unc.edu/2018/10/mentoring-for-diversity-and-inclusion/
/diversity/documents/retention-faculty-of-color-toolkit.pdf
/diversity/documents/retention-faculty-of-color-toolkit.pdf
/diversity/employee-resource-groups.php
https://www.forbes.com/sites/rebekahbastian/2019/02/11/how-to-foster-workplace-belonging-through-successful-employee-resource-groups/#2d13a953dc73
https://journals.sagepub.com/doi/pdf/10.1177/0891243217738518
https://journals.sagepub.com/doi/full/10.1177/0001839212439994
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biases, and recognizing and amplifying the voices 

https://www.washingtonpost.com/news/powerpost/wp/2016/09/13/white-house-women-are-now-in-the-room-where-it-happens/
https://www.chronicle.com/article/The-Invisible-Labor-of/234098
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APPENDIX A: Sample language for job postings 

Marquette University does not discriminate in any manner contrary to law or justice on the basis of race, 

/leadership/values.php
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APPENDIX B: Job Boards for Organizations  

that Represent Diverse Groups 

Note: Most underrepresented candidates are looking at job postings in the same places as majority 

population candidates. That said, advertising on listservs, websites and through associations that are 

affinity-based and often discipline-specific can be effective if the position description gives a clear 

indication that diversity is important. Posting in these spaces will increase exposure to not only the 

position but also our institution as a whole.  

Local Organizations: 

¶ Hispanic Professionals of Greater MKE (Marquette is a member institution) 

¶ Social X MKE - a young professional (YP) diversity and inclusion consulting group 

Higher ed job sites: 

¶ Academic Diversity Search, Inc.  

¶ Association of Black Women in Higher Education 

¶ Association of University Centers on Disabilities  

¶ Chronicle of Higher Education and Inside Higher Ed magazines – while not specifically geared 

toward various affinity groups, both of these sites attract a diverse audience 

¶ Diverse: Issues in Higher Education job site for both faculty and non-faculty jobs 

¶ HBCU Connect – 

https://jobs-hpgm-org.careerwebsite.com/
https://socialxmke.com/
http://www.academicdiversitysearch.com/
http://www.abwhe.org/
http://www.aucd.org/
https://hire.chronicle.com/
https://careers.insidehighered.com/
http://www.diversejobs.net/
http://www.hbcuconnect.com/
https://www.higheredjobs.com/?locale=en_US
http://www.hispanicoutlook.com/
http://www.jbhe.com/
https://www.jobelephant.com/the-key-job-board-connection/#:~:text=The%20Key%20Job%20Board%20Connection%C2%AE%20is%20a%20network%20of,niche%2Fspecialty%20and%20diversity%20websites.
http://www.asiansinhighered.com/
http://www.blacksinhighered.com/
http://www.hispanicsinhighered.com/
http://www.lgbtinhighered.com/
https://www.nafeonation.org/
https://www.nafeonation.org/
http://www.wihe.com/
http://www.awis.org/
http://www.alpfa.org/
http://www.nafe.com/
http://www.naaap.org/
http://www.asianmba.org/
http://www.nshmba.org/
http://www.nbmbaa.org/


http://www.nobcche.org/
http://www.nobcche.org/
http://www.jobaccess.org/
http://www.aigcs.org/
http://www.acccolorado.org/
http://www.blackenterprise.com/
http://www.disabledperson.com/
http://www.employdiversity.com/
https://askearn.org/
https://sites.nationalacademies.org/PGA/FordFellowships/index.htm
https://www.gettinghired.com/
http://www.hispanic-jobs.com/
http://www.imdiversity.com/
http://www.lpn.org/
http://www.employdiversity.com/
http://www.womenforhire.com/
https://www.wrp.gov/wrp
https://dib.harvard.edu/resources
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APPENDIX C: ADDITIONAL RESOURCES 

https://ofew.berkeley.edu/sites/default/files/eefr_conferencereport_final.pdf
https://www.jstor.org/stable/pdf/3838827.pdf
https://ofew.berkeley.edu/sites/default/files/searching_for_a_diverse_faculty-_data-driven_recommendations.pdf
https://ucla.app.box.com/v/searching-for-excellence
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/11/SearchBook_Wisc.pdf
https://www.umass.edu/employmentequity/what-works-evidence-based-ideas-increase-diversity-equity-and-inclusion-workplace

