
	

MEMORANDUM	
	

April 23, 2019	
	
To:  Interim Chancellor Kevin Guskiewicz	
	
From:   Professor Kia Caldwell (African, African American, and Diaspora Studies)	

Professor María DeGuzmán (English and Comparative Literature)	
Professor David Garcia (Music) 
Professor Jennifer Ho (English and Comparative Literature) 	
Professor Sharon Holland (American Studies) 	
Professor Emil Keme (aka Emilio del Valle Escalante) (Romance Studies) 	
Professor Malinda Maynor Lowery (History) 	
Professor Enrique Neblett (Psychology and Neuroscience) 	
Professor Todd Ramón Ochoa (Religious Studies) 
Professor Michelle Robinson (American Studies) 	
Professor Tanya Shields (Women’s and Gender Studies) 	
Professor Kumi Silva (Communication)  
Professor Karolyn Tyson (Sociology) 
Professor Lyneise Williams (Art and Art History) 	
	

In light of events that have transpired at UNC-Chapel Hill over the past two years, many of 
which have much longer histories, we wish to share our concerns about the rapidly declining 
racial climate at the University and propose some possible ways to make the campus more 
safe, equitable, and inclusive for faculty of color and Indigenous faculty.	
	
UNC-Chapel Hill has been a difficult and unwelcoming place for faculty of color and Indigenous 
faculty for many years, but we are now at a crisis point.  We are continually asked to go above 
and beyond the call of duty for the campus, without reciprocity or care for our safety, well-being 
or success. This is traumatizing and demoralizing, and is leading to faculty of color leaving in 
increasing numbers.  Morale and faith in the institution are also low for those of us who are still 
here. We believe immediate action is needed to begin to address long-standing inequities 
experienced by faculty of color and Indigenous faculty.	
	
While the list below is not exhaustive, it is a starting point for beginning to mend and improve 
UNC’s relationship with faculty of color and Indigenous faculty, and to provide substantive 
financial and structural support for the work we do on campus.  We urge the university 
administration to begin addressing the crisis in the racial climate on campus this summer and to 
develop an action plan for making substantive changes in this critical area by the fall 2019.	
	

 
 
 
 
 



 
 
Action Items Related to Diversity, Equity, and Inclusion 
	

1. Improve and work to ensure the physical and psychological safety of students, faculty, 
and staff of color and Indigenous students, faculty, and staff. 

a. Campus security measures should be re-envisioned with our safety in mind. 
b. Improvements should be made to protocols for off-campus protestors and hate 

groups. 
c. Changes to the UNC Campus Police are needed to ensure they are working in 

the best interest of students, staff, and faculty of color and Indigenous students, 
staff, and faculty. 
 

2. Develop ways to recognize and compensate the invisible labor done by faculty of 
color/Indigenous faculty. 

a. This should be systematic and implemented across the campus. 
 

3. Increase representation of people of color among the university administration.  Having 
white women in positions of power is not a substitute for having people of color in them.  

a. Currently four people of color have a high-level administrative role as part of the 
Chancellor’s or Provost’s teams.   

b. There are no people of color among the leadership of the College of Arts and 
Sciences (i.e. deans, assistant deans, associate deans). 

c. Faculty of color and Indigenous faculty should not only be considered for 
diversity or racial/ethnic studies leadership positions. 

d. UNC-Chapel Hill should enhance leadership opportunities and faculty/leadership 
development for faculty of color and indigenous faculty (chairs, center directors, 
deans, provost etc.). 

e. All searches for administrative appointments should require a diversity, equity, 
and inclusion statement.  Finalists should be required to address issues of 
diversity, equity, and inclusion in their job talks, as well as meet with faculty of 
color and Indigenous faculty. 
 

4. Develop effective ways to institutionalize and recognize diversity labor and redistribute 
the responsibility for it so white faculty also contribute and are held accountable for their 
contributions. 

a. Require diversity, equity, and inclusion statements for faculty searches, tenure 
and promotion. 

b. Develop racial justice/ally trainings across the UNC-Chapel Hill campus similar to 
Safe Zone and Haven trainings. 
 

5. Develop effective ways to increase hiring and retention of faculty of color and Indigenous 
faculty. 

a. Bring in full professors in departments with few/no faculty of color or Indigenous 
faculty. 

b. Develop mechanisms to ensure gender and racial/ethnic equity in selection of 
distinguished professorships. 

c. Provide funding for research by faculty of color and Indigenous faculty. 
d. Create a new Critical Ethnic Studies Initiative with funding for speakers and 

activities. 



e. Do cluster hires in Latinx, Asian-American, Indigenous Studies, and African 
American Studies across departments. 

f. Increase financial support for Latina/o Studies, the American Indian Center, 
Asian-American Studies, Institute for African American Research. 

6. Diversity, equity, and inclusion should be foregrounded within UNC’s Strategic Plan and 
institutional priorities.  

a. Measurable goals should be set for diversity, equity and inclusion as they relate 
to the demographic composition and experiences of students, faculty, staff, and 
administrators. 

b. A racial climate study should be done for the UNC campus in 2019-2020.  The 
faculty climate study that was talked about several years ago was never 
completed. 

c. The Chief Diversity Officer position and Office of Diversity and Inclusion should 
be reconceptualized to make a more significant impact in shaping diversity on the 
campus. 

i. A faculty fellows program in the Office of Diversity and Inclusion could be 
developed as a way to institutionalize and compensate diversity work that 
faculty do. 

ii. The Office of Diversity and Inclusion’s staffing and programming should 
be examined so they can support faculty diversity efforts more, 
particularly those by faculty of color and Indigenous faculty. 

 


