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Diversity Search Strategies Report 

 

The lead TIUs, working in partnership with their respective college dean, will at various stages through the 
search process, (i.e., at the selection of the pool, identification of candidate pool for campus visits, prior to 
extending an offer) discuss how the searches are progressing with regard to the university’s goal of enhancing 
the diversity of tenure track lines.  This tool will be used by units to assess their Discovery Themes hires as a 
means to achieving the university’s diversity goals.  

 

To be answered by the search committee chair: 

1. Name the members of your search committee.  Did all committee members attend the one-hour workshop? If 
not, explain why not.  

 

To be answered by the search committee chair: 

2. In one or two paragraphs, describe the specific strategies your search team employed during the early stages 
of the search. Based on the practices below, would you rate your search process as good, better or best?   

G
O
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 Articulated the rationale for support of faculty diversity by making explicit the connections between faculty 
diversity and educational quality. 

 Used the Implicit Association Tool (IAT) to raise awareness of the unconscious biases that can influence evaluation 
decisions made by committee members. 

 Appointed a diversity advocate. 

 Ensured that the search committee understood its charge from the onset, clearly emphasizing that faculty 
diversity is a goal. 

 Defined your search as broadly as possible: emphasized interdisciplinarity and opportunities to work on broad 
issues. 

 Explicitly discussed the criteria that define “excellence” in advance.  Did not accept “we’ll know it when we see it” 
definitions. 

 Developed a consistent candidate evaluation tool.  

B
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 (In addition to the above) 

 Included people on the search team who are openly committed to diversity and excellence. 

 At professional meetings, attended special interest sessions that addressed issues of diversity and inclusion. 

 Defined the search as broadly as possible: described the specialties desired in terms that appealed to a broad 
audience.  

 Discussed the essential job qualifications. Ensured that they were explicit and agreed upon. 
 

B
ES
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 (In addition to all of the above) 

 Invited faculty from other departments to increase committee diversity.  

 Widened the pool by actively pursuing candidates thriving at various types of institutions. 

 Used proactive language in the job description (See the Discovery Themes Administrative Guidelines for examples) 

 Searched for venues to broaden marketing to underrepresented groups including newsletters, specialty groups, 
and websites. 
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To be answered by the search committee chair: 

3. After the campus visit, describe the practices employed by your search committee.  Overall, would you rate 
your search process as good, better or best, based on the practices below?   

G
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 Provided information to the candidate well ahead of the candidate’s visit regarding schedule, expectations, 
audience.  

 Treated all applicants as valuable scholars and educators, not representatives of a class. Showed equal 
interest in all candidates. 

 Identified a host for the candidate visit who set the tone for the visit and provided a good introduction at the 
job talk.   

 Only evaluated relevant qualifications. 
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 (In addition to the above) 

 Asked all candidates whom they would like to meet during the campus visit.  

 Prior to the campus visit, considered cues in the environment and messaging regarding diversity.  

 Created a packet for all candidates with information on such items as dual career support, family friendly 
policies, faculty rules on tenure clock extension, and local communities. 
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 (In addition to all of the above) 

 Interviewed more than one female/minority candidate, provided the pool was rich enough to do so. 

 Showed OSU/unit commitment to diversity; made sure all candidates met with diverse people. 

 In advance of the campus visit, set up resources outside of the search committee to address personal 
questions that the candidate might raise.  

 Reviewed candidates one criterion at a time or employed a Team of Rivals approach (split committee into 
two groups; argued both for and against each final candidate) or used other innovative strategies to avoid 
global review of candidates. 

 
 

To be answered by the search committee chair and the lead TIU department chair: 

4. Describe the applicant pool and the final list of candidates from which the new hire will be selected.  How 
satisfied are you with that pool and with its diversity?  Please explain. 

 
 

To be answered by the search committee chair and the lead TIU department chair: 

To be completed after the search is concluded. 
 
5. New Hire:  Explain how your new hire contributes to the diversity of your unit.   

 
 

To be answered by the lead TIU department chair: 
 

6. Moving Forward:  Looking at the demographics of your unit, who is not present? Given the challenges of the 
pool, what are your plans to enhance the diversity of candidate pools in the future?  What ideas have you 
formed to establish and cultivate ongoing relationships with national minority organizations, special interest 
groups and students and faculty at universities that graduate students of color? Have you formed plans to 
establish a pool of potential candidates? 

 


