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Warm-up

Share if…

• This is your first time serving on 
a hiring committee

• This is your first time learning 
about equity in hiring

• If you can explain the meaning of 
equity to a colleague



Warm-up

https://medium.com/busara-center-blog/is-your-data-inclusive-ddd59933f108





Warm-up

https://www.CUE.edu Hiring Guide

https://www.cue.edu/


There is lots to do!  Where are we starting?

• Implicit bias Training for 
committee members



Equity-minded competence



1.  Updated position announcements

Student focused, included College demographics and UNC’s 
desire to be a Hispanic serving institution



2.  Added an equity question

What equity question did you ask?
How will you consider the responses?



2.  Some thoughts on evaluating the equity question

Focus on:
• Authentic 

response—does the 
response include a 
personal 
perspective?

• Action—what have 
applicants done
related to equity?

• Language—is the 
language used 
equity minded?

https://www.CUE.edu Hiring Guide

Spend a few moments making a plan!

https://www.cue.edu/


2.  Some thoughts on evaluating the equity question

https://www.CUE.edu Hiring Guide

How will your committee evaluate 
the equity question?

https://www.cue.edu/


3. Implicit bias training

• Implicit bias is more likely to occur 
when we have to make decisions
– Based on limited information
– Alongside competing tasks
– Under time pressure



https://www.CUE.edu Hiring Guide

Candidates from 
institutions not 
commonly known  
among selection 
committee 
members may be 
undervalued and 
easily removed 
from consideration

Candidates with 
degrees form 
institutions known 
among selection 
committee 
members may be 
assumed to be 
more qualified 
without additional 
evidence

Candidates with the 
minimum level of 
content or 
disciplinary 
expertise may be 
assumed to be 
more qualified to 
teach without 
additional evidence

Internal 
candidates may 
be more (or less) 
valued than 
external 
candidates with 
similar 
qualifications

Negative assumptions 
about whether faculty 
from minoritized 
populations will fit 
into existing 
institutional and/or 
departmental 
environments can lead 
to candidates being 
excluded from 
consideration

Teaching using critical 
frameworks, 
culturally relevant 
and responsive 
and/or sustaining 
pedagogies or 
focusing on issues 
related to, or that 
empower 
marginalized 
populations may be 
undervalued

A colorblind 
approach (i.e. 
not attending to 
racial/ethnic 
backgrounds) is 
assumed 

Selection 
committees may 
fall into a group 
think pattern based 
on the initial 
responses (whether 
positive, negative 
or neutral) to a 
candidate

https://www.cue.edu/


3. Implicit bias training—Being equity-minded



https://www.CUE.edu Hiring Guide

Candidates from 
institutions not 
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among selection 
committee 
members may be 
undervalued and 
easily removed 
from consideration

Candidates with 
degrees form 
institutions known 
among selection 
committee 
members may be 
assumed to be 
more qualified 
without additional 
evidence

Candidates with the 
minimum level of 
content or 
disciplinary 
expertise may be 
assumed to be 
more qualified to 
teach without 
additional evidence

Internal 
candidates may 
be more (or less) 
valued than 
external 
candidates with 
similar 
qualifications

Negative assumptions 
about whether faculty 
from minoritized 
populations will fit 
into existing 
institutional and/or 
departmental 
environments can lead 
to candidates being 
excluded from 
consideration

Teaching using critical 
frameworks, 
culturally relevant 
and responsive 
and/or sustaining 
pedagogies or 
focusing on issues 
related to, or that 
empower 
marginalized 
populations maybe 
undervalued

A colorblind 
approach (i.e. 
not attending to 
racial/ethnic 
backgrounds) is 
assumed 

Selection 
committees may 
fall into a group 
think pattern based 
on the initial 
responses (whether 
positive, negative 
or neutral) to a 
candidate

https://www.cue.edu/


3. Implicit bias training—avoiding fit

As you listen to a short clip from the implicit bias training 
about fit, what elements of bias can you identify?

• Have you heard any of these during past committee 
deliberations?

• What other examples come to mind?
• How can we keep ourselves and our committees 

accountable?



https://www.CUE.edu Hiring Guide

Candidates from 
institutions not 
commonly known  
among selection 
committee 
members may be 
undervalued and 
easily removed 
from consideration

Candidates with 
degrees form 
institutions known 
among selection 
committee 
members may be 
assumed to be 
more qualified 
without additional 
evidence

Candidates with the 
minimum level of 
content or 
disciplinary 
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assumed to be 
more qualified to 
teach without 
additional evidence

Internal 
candidates may 
be more (or less) 
valued than 
external 
candidates with 
similar 
qualifications

Negative assumptions 
about whether faculty 
from minoritized 
populations will fit 
into existing 
institutional and/or 
departmental 
environments can lead 
to candidates being 
excluded from 
consideration

Teaching using critical 
frameworks, 
culturally relevant 
and responsive 
and/or sustaining 
pedagogies or 
focusing on issues 
related to, or that 
empower 
marginalized 
populations maybe 
undervalued

A colorblind 
approach (i.e. 
not attending to 
racial/ethnic 
backgrounds) is 
assumed 

Selection 
committees may 
fall into a group 
think pattern based 
on the initial 
responses (whether 
positive, negative 
or neutral) to a 
candidate

https://www.cue.edu/


3. Implicit bias training—avoiding group think

Approach One:  Focus on each applicant as an 
individual

• Engage in counter stereotyping
• Consciously pay attention to your biases

For example:
• Are you making assumptions based 

on the institutional connections?
• What biases are surfacing related to 

a candidate's names?
• Are you undervaluing critical 

frameworks, research focusing on 
seeking to empower marginalized 
populations or culturally inclusive 
pedagogies?

• Be aware of slipping into a 
colorblind lens

https://www.CUE.edu Hiring Guide

https://www.cue.edu/


3. Implicit bias training—avoiding group think

• Use inclusion rather than exclusion strategies when deciding which candidates to 
move forward in the process

• Rather than eliminating candidates that are unqualified, identify the 
candidates that are qualified

• Use your scoring criteria
• Don’t anchor on a single criteria—evaluate the entire application
• Be able to defend your decision to accept or reject a candidate based on 

evidence in the applicant's professional and/or academic record and the 
criteria for the position

• Complete the evaluation rubric for each applicant before debriefing with other 
committee members

https://www.CUE.edu Hiring Guide

https://www.cue.edu/


4. Using your scoring criteria

Do you have any of the following terms in your rubric:
• Excellence
• Expertise
• Demonstrated experience
• Potential
• Successful record
• Outstanding scholar

How do you define these terms?

What metrics could you use to evaluate these 
terms?

Are there other terms in your scoring rubric 
that could be easily impacted by bias?



Wrap-up

Citation



Equity



The Equity Imperative



The Equity Imperative



The Equity Imperative



The Equity Imperative



The Equity Imperative
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