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In order to be effective, Latino recruitment and retention within Social Work Education requires an intentional integrative, comprehensive strategy sustained over time. Considerations of such a strategy need to include the following factors gleamed from research and experience:

Recruitment of Latino/a students into Social Work Programs
Essential to workforce development:

Social work programs are not producing Latino/a students in sufficient numbers to keep pace with growing Latino population.
Behavioral health literature indicates diverse clientele prefer to be matched with workers of their own cultural background (Salas, 2012).
Need to develop a generation of Latino/a researchers and faculty to serve as mentors for newer generation of social workers and conduct research on burgeoning Latino population.
Most Latino/a students will be first generation students, professionals and/or academics.
The culture and nuance of academia is socially constructed and often foreign to Latino/a students and faculty.

Latino/a doctoral students report not having the same research/scholarship mentoring opportunities with faculty as non-minority students (Hernández,1987).
Beyond teaching, research and scholarship, doctoral programs need to socialize students to the culture of academia.
Essential Needs:
Latino/a students envision higher education as a possibility.
Families and a community that share/support this vision.
Culturally and linguistically adequate primary and secondary school preparation for college.
Legislation to support Latino/a student’s financially and provide all an opportunity to study regardless of immigration status.
Positive experiences with social work profession.
Safe environment at college/university that respects their culture and sufficient role models to serve as mentors.
Strategies:

Intentionality – recruitment and retention of Latino students needs to begin early and developed culturally specific – evidence has shown that “minority recruitment” strategies – are less effective with Latinos.
Community partnerships – on many different levels – to establish a presence. Whether it be for purposes of service, collaborating around legislation, or participant research – presence important. 

Determine if there are factors in the admission process, or at other points that seem to “trip up” Latino students.
Find ways to integrate student services with academics that is more holistic and organic and consistent with Latino culture.
Assess curriculum for relevancy to culturally and contextually appropriate practice behaviors for working with Latinos.
Evaluate the learning environment – Implicit Curriculum – for its welcoming of Latino students.
Develop a multifaceted mentoring program that includes alumni practitioners, field instructors, and faculty (even if outside the department/school).

Direct or other mechanisms of financial support. 

Create a mechanism for collecting and disseminating promising and best practices for recruiting Latino/a social work students.
Race Matters: 

Institutions must conduct ongoing race-based appraisals of academic structures, practices, and policies as well as the elimination of language and interactions that create overtly hostile, patronizing, or indifferent workplaces” for women and minorities (Tierney & Bensimon, 1996). 

White academic leaders need to learn to recognize the more common and nuanced forms of racism that persist in the academy (i.e, micro aggressions) (Tierney & Bensimon, 1996). 

We must interrogate assumptions embedded in the academy (Iverson, 2007); i.e., question the “harmful fictions” of meritocracy, neutrality, and equality for all (Valdes, Culp, & Harris, 2002, p. 3).

White faculty need to consistently employ self-reflection and discourse toward examining and refining one’s understanding of and interactions with privilege and oppression (Middleton, Anderson, & Banning, 2009).

We must all practice individual awareness of white and male privileges (Hao, 2003)

Faculty Student Interactions


Faculty members of color are more likely to engage students in classroom dialogue and provide additional readings on issues of race and ethnicity that challenge students’ preconceived ideas of racial/ethnic groups. (Collardey, E. K. and KimJin, E.,2012)
Urrieta and Chavez argue that most Latino faculty members view their teaching in the classroom as opportunities to “raise students’ consciousness and critical thinking skills even when faced with resistance.” (Collardey, E. K. and KimJin, E.,2012)
Researchers have discovered that students of color in predominantly white institutions (PWIs) are more likely to persist toward degree completion when they have faculty members of color as role models. (Collardey, E. K. and KimJin, E.,2012)
Recommendations for Mentoring Faculty of Color

The literature is surfeit with empirical evidence that shows Latino faculty members are more likely to have additional committee/service duties compared to their White colleagues. These additional duties represent daunting realities for Latino faculty members who are also trying to navigate the tenure and promotion process (Collardey, E. K. and KimJin, E.,2012).
These factors may also create a hostile or difficult climate for faculty members of color that inhibits their ability to create meaningful, positive, supportive collegial relationships with their peers. These challenging workplace climates are not universal, but they are more likely to occur when there are few Latino faculty members in the workplace (Collardey, E. K. and KimJin, E.,2012)  

There are emotional and psychological costs for enduring challenging workplace climates. For instance, some argue that faculty members of color and Latino faculty members may face isolation and alienation in their workplace (Collardey, E. K. and KimJin, E.,2012).

Latino/a faculty report experiencing “ideological dislocation,” that is, the struggle individuals encounter when their ideological and professional interests run counter to what is felt to be appropriate academic concerns.  (Hernández & Fitch, 2003).

Survival for minority faculty in PWIs depends on the academy embracing more creative ways of what it means to be a scholar [beyond Boyer] (Marbley, Wong, Santos-Hatchett, Pratt, & Jaddo, 2011). 

There should be high and clear standards for procedural issues of tenure. This benefits all faculty(Collardey, E. K. and KimJin, E.,2012).
We must create institutional systems in tandem with diversity initiatives that help eliminate stereotyping and diminish unreasonable burdens placed upon faculty of color (Collardey, E. K. and KimJin, E.,2012). 

Development of appropriate mentoring programs may help relieve many stressors in the academy, may change the cold work climate, and the culture of the organization (Bilmoria, Joy, & Liang, 2008; Driscoll, Parkes, Tilley-Lubbs, Brill, Bannister, & Pitts, 2009; Thompson, 2008; Wang 2009). 

Crawford and Smith (2005) found that individuals preferred several mentors as opposed to one mentor because mentors have strengths in different areas.

Mentoring should focus on the individual’s strengths and contributions rather than on deficiencies. Latino/a are often reluctant to participate in mentoring if it is perceived that they are somehow deficient or less capable.

Avoid having Latino/a faculty become “projects”.

Understand that it is challenging for women faculty of color to “just say no” to student advising and office hours because their strong sense of political mission fuels their academic integrity (Segura, 2003). 

Create a caring community of difference by emphasizing humanity, integrity, fairness and justice in the probationary period and evaluation of tenure candidates (Hao, 2003). 

Mentors must understand that a white male faculty member “with high standards for students’ performance is likely to be respected for his attitude,” but a woman or minority faculty “with the same standards is likely to be considered unreasonable, rigid, a bad teacher.” Students evaluate non-dominant faculty more harshly (Caplan, 1993, p. 26, 63, 66, 207-209).

Recommendations to Increase Latino Faculty Representation

Institutionalized programmatically, not just periodic recruitment

Strong commitment from leadership

Strong, persistent champion to compete with other academic priorities

Improve Latino doctoral student socialization
Educate faculty search committees
Create post-doctoral development programs
Develop policies for pre-tenure faculty doctoral supervision work
Implement pre-tenure faculty tenure policies
Redefine pre-tenure faculty members’ mentoring policies
Improve pre-tenure faculty work roles
Prioritize the allocation of department resources for pre-tenure faculty
Improve faculty department climate
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