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Quinnipiac lacks diverse full-time faculty 

In Connecticut, Wesleyan University and Quinnipiac University both have the almost 

same number of full-time faculty member of over 400. The distribution of full-time faculty by 

gender is also almost the same. Wesleyan has a 46-to-54 percent of women to men while 

Quinnipiac has 55-to-44 percent of women to men. However, Quinnipiac’s student body is five 

times larger than that of Wesleyan, creating a less ideal and larger ratio of student-faculty. 

Moreover, the percentage of full-time faculty from underrepresented groups from Wesleyan is 

higher than that from Quinnipiac by three percent. 

Recognizing the lack of diversity problem in the full-time faculty body, Wesleyan 

University has been working on fixing it with the Equity Task Force since spring of 2016. They 

are still on the mission to bring in multiculturalism and create equality for students and faculty. 

In like manner, Quinnipiac University has been planning and taking actions to increase diversity 

on campus, especially in the full-time faculty body. There are some small achievements the 

school has made, but there are a lot more to grow. 

 

In five years, Quinnipiac University has changed a lot not only in the way the logo now 

looks but also in its size. The student body has increased from about 6,000 to roughly 10,000 

students, with more students from diverse backgrounds. And so have the full-time faculty. Five 

years ago, only 14.9 percent of faculty members were of diverse backgrounds. In fall 2017, the 

number has increased to 17.8 percent. Quinnipiac’s executive vice president and provost, Mark 

Thompson, is happy about this number, saying it is a good start for a more diverse faculty 

composition in the future. 
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“That’s good progress,” Thompson said with a smile. “I’m happy, on one hand we’ve 

made progress overall, on the other hand, we’re [working] to make sure both overall, we 

continue on that progress, but we also focus on which schools need to be more diverse.” 

Thompson’s positive attitude notwithstanding his recognitions that Quinnipiac must 

improve its hiring strategies to improve the diversity of the faculty and put in place policies that 

brings in diversity. The lack of diversity in full-time faculty shows especially as the school grows 

in student body and multicultural activities. Nevertheless, Thompson said this lack of diversity 

was not the only thing he wanted to work on, and the issue also lies in the unbalanced 

concentration of underrepresented full-time faculty. 

As of fall 2017, there are 405 full-time faculty members at Quinnipiac University, with 

72 are of diverse background. 20 of which are teaching at the College of Arts and Sciences and 

30 are at the School of Business. The distribution of full-time faculty by school and gender is 

also out of balanced, especially in the schools of Education, Health Sciences, and Nursing, with 

the percentage of female faculty from 70 to 96 each school. 

“My concern is that the [racial and ethnic] diversification is concentrated in two schools.” 

Thompson said. “What I would like to see is more diversification across all of our schools; [that] 

would be beneficial to students in particular to have that diversity.” 

Although students are still trying to create more events to promote multiculturalism as the 

student body becomes more and more diverse, the faculty body remains small and lacking in 

diversity. Members of Quinnipiac communities do not ignore this problem, as most of them 

would vouch for the importance of having a more mixed faculty composition. Many students and 

faculty have voiced their opinions over this matter. 
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Dean of Communication Mark Contreras expresses his idea of having a diverse faculty 

body representing the school. He said these faculty members could be “symbols” of success for 

some students of shared backgrounds. And these symbols matter. 

“You wanna take a snapshot of the people who have a general shared experience with 

you. Cause if you don’t, you don’t get the full breadth of experience.” 

Having professors from a diverse background can not only help more students to feel 

included and supported by providing a safe space, but also provide students a variety of role 

models. For students from underrepresented groups, seeing someone from a background almost 

like theirs can be a confidence boost, giving them a message that they can do it, too. 

“Students from underrepresented groups also tend to seek out these faculty as mentors.” 

A Media Studies professor, Lisa Burns, said. “The faculty are happy to work with these students, 

but this is often in addition to their assigned advisees. This creates more work that is often 

unrecognized by their colleagues.” 

The associate vice president and chief diversity officer, Diane Ariza, highlights the 

importance of a diverse faculty body especially to students who are members of 

underrepresented groups. She said they were role models who could provide a keener 

understanding of these students’ issues that were larger and more personal. 

“The understanding. That is key. You [as a student] might have a lot of people that 

understand [your career goals], but there are other pieces of you that you think are important, and 

you’re gonna seek out those folks who understand.” 

Recognizing these problems and determining to fix them, Ariza and Thompson have been 

working together on an initiative to increase diversity in the full-time faculty body. Three years 

ago, the Inclusiveness, Multiculturalism, and Globalism in Education (IMaGinE) plan was 
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created to push forwards diversity on campus. The IMaGinE plan has made noticeable progress 

for a more diverse campus, creating safe spaces by hosting events to promote diversity and 

setting up a Multicultural Suite for the multicultural organizations at school. 

Since the spring of 2017, there have been campus climate consultants meeting up with 

every multicultural organization to collect feedback and suggestions to improve the issue on 

diversity. Mark Thompson has also been meeting with the same consultants to come up with a 

recruitment strategy for a more diverse full-time faculty body. Ariza described this future plan a 

“system in place to do recruitment of people of color for full-time faculty and staff.” In 

November 2017, a Town Hall meeting was held in Hamden where the campus climate 

consultants provided some solutions for this issue. The themes of these solutions fall upon 

“recruiting more” and “providing a welcoming environment.” 

“We’ve increased our student body, but not kept the proportion of student to faculty.” 

Ariza said. “They’re not here to represent us. We need more role models.” 

 Ariza also said that recruiting more was the most obvious solution that is the primary 

priority, and professor Burns agrees with this answer. 

“One of the problems [is] is the lack of hiring.” Burns said. “We can’t increase our 

diversity if we aren’t able to hire anyone new.” 

But that alone is not going to help for a better diverse campus. Ariza also pointed out the 

sense of community on campus that needs to provide a welcoming atmosphere for not only the 

student body but also the faculty members. The IMaGinE plan also recognizes that the 

Quinnipiac existing culture needs to know or learn how to accept the incoming diversity. 

“We have to do more.” Ariza said. “But also have to hold faculty and staff accountable to 

that culture [of communities]. That culture of inclusiveness.” 



An 6 

 

Some students and faculty members recognize a divide between the student body and the 

faculty member because of the teaching and learning side of a classroom. Each school stays 

within their own bubble and each organization does the same thing. As an illustration, Greek 

Life and Multicultural groups tend to not get along with one another, often by default. 

“I don’t feel comfortable so I don’t go [out of my groups].” Student Mirana Jaundoo said. 

“But we’re limiting ourselves to [the] different worlds that we’re used to.” 

Most times, students say they are friendly with other groups, but cannot connect with 

them more deeply. Students from any background say, more than often, that they would like to 

get to learn more about people who are different from them, except they do not have the 

opportunity to. Some may turn to their professors, but the lack of diversity in full-time faculty is 

stopping some of them from it. 

“We need a different perspective.” Student Amalia Little said. “If you keep the same 

perspective even until you graduate, you’re not gonna get anywhere far.” 

Retention is a more complicated issue than recruitment. Ariza notes that changing the 

existing culture to create a better environment for the new one is “difficult to do.” Not because 

people do not want to be more open minded, but because they do not know how. But Ariza 

believes that Quinnipiac will build better community overtime as the IMaGinE plan’s initiative 

comes into place. 

“I think the retention is creating a climate of welcome and acceptance.” Ariza said. “And 

[Quinnipiac] believes strongly that we are a community of care and respect. That’s what we 

stand for.” 

Although the solution for the lack of diversity in full-time faculty body seems to have 

come down to some ideas, the key to balance out the distribution of full-time faculty members is 
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still up in the air. This is especially difficult because there are more people of a certain 

background studying in certain disciplines. In other words, there is a higher number of female 

faculty members in Nursing or Education schools because there are more women studying in 

these fields. Professor Burns explains the Quinnipiac history of having more underrepresented 

full-time faculty members in the College of Arts and Sciences and School of Business: 

“Several years ago, College of Arts and Sciences made a major hiring effort.” Burns said. 

“The School of Business has a large number of international faculty members across several 

departments. Their programs do a good job of preparing students to work in a global 

marketplace, so it’s not surprising that they tend to hire more international faculty that bring a 

global perspective to their courses.” 

However, within the School of Communications, as Dean Contreras said, there are “a lot 

of work to do” to increase diversity, since there are only three full-time faculty members that are 

from underrepresented groups out of 405 professors across campus. Dean Contreras is also 

pushing for better representation and opportunities for students of diverse background, even 

though he cannot hire more faculty members for now. He is trying to find more scholarship and 

internship opportunities for students in the School of Communications that would allow 

themselves to represent the school. 

After Thanksgiving weekend in 2017, the consultants have come up with a proposal on a 

new recruitment and retention strategy. The plan is released to Mark Thompson but can yet be 

published. For now, the students are confident to see the growing awareness on diversity on 

campus and the provost’s action to bring in a better sense of community. 

“I know Mark Thompson tries to push for [a community.]” Jaundoo said. “We need 

diverse faculty to teach people to be more empathetic and humble.” 
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The IMaGinE plan and the provost are still working to follow the proposal while keeping 

in mind of recruitment and retention. Even though there are a lot more to do and the plan may 

show significant result only in the far future, Ariza is confident about the progress Quinnipiac 

has made and the one they will make in the future. 

“We’re not there yet.” She said with a smile. “It’s not enough yet, but we’ve got to start 

somewhere.” 
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Her office 
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Provost Office 
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Professor of Media Studies, Chair Faculty 
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20 
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New York, New York 
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