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Top 10 Ways to Recruit a Diverse Group of Faculty and Staff
1. The search committee chair and members should select special wording and motivating factors for diverse candidates when creating job postings such as:

Wording:
· The successful candidate will demonstrate “dedication to inclusive excellence in higher education”.
· “a scholarly focus on underserved populations”.
· A section regarding an institutional commitment to training scholars from underrepresented backgrounds and our commitment to faculty diversity.

Motivating Factors:
· Campus and community demographics
· Availability of ethnic minorities to serve as research subjects
· Presence of other faculty of color
· Administrative support for people of color to assume leadership positions
· Possibility of achieving tenure and being promoted in rank
· Faculty development opportunities and mentors
· Success of other faculty of color in the program and/or on campus 
· Infusion of diversity issues into the curriculum
· Social support network in the community
· Community resources that include ethnic churches, stores, restaurants, and professionals of color to provide medical, dental, and legal services
· Availability of a large metropolitan area within a short traveling distance when institutions are located in small communities

Example: The School of Education invites applications for two openings for the position of: assistant/associate professor of School Psychology to begin fall 2001. The University seeks to attract an active, culturally and academically diverse faculty of the highest caliber, skilled in the scholarship of teaching, discovery, application, and integration of knowledge. The University is a doctoral granting public institution that enrolls about 32,000 students, including nearly 8,500 ethnic minorities. Twenty-five doctoral programs are offered. The School has been recognized nationally for its leadership in the preparation of educational professionals and as a principal contributor to professional literature. In addition to the Baccalaureate, Master’s, and Ed.D. degrees, a Ph.D. degree is available in five major program areas. The School of Education is fully committed to a culturally diverse faculty and student body. 
2. The Search committee chair/committee members should contact Human Resources Recruitment to ensure that your job posting is getting maximum exposure by placing advertisements through social media, local and state-wide field-specific associations and social organizations which are actively recruiting passive job seekers. 

3. Search committee members are encouraged to make direct person-to-person contact to encourage applications for a diverse applicant pool as follows:
· Direct outreach to colleagues with commitment and expertise in the training and mentoring of diverse scholars 
· Direct outreach to colleagues in the field who are members of underrepresented groups 
· Direct contact with graduate program directors in the field 
4. The advertisement should be distributed through the listservs of related organizations and divisions that have high membership with respect to underrepresented groups. 
5. Search committee members are encouraged to contribute by providing support through the following actions:
· Identify colleagues (3-5 per committee member) from diverse backgrounds 
· Contact colleagues personally for the purpose of encouraging applications or soliciting nominations
· Contact faculty at the institutions from which search committee members graduated to seek names of potential candidates 
· Contact women and minorities one year prior to their completion of a Ph.D program to inform them of upcoming job openings. 
· Maintain contact through letters and calls.

6. Departments should consider women and minorities with appropriate educational credentials who have performed successfully as lecturers, instructors, or research associates in the department and at other institutions. 

7. Departments should identify and assign a diversity advocate or faculty member from an underrepresented class to regularly attend conferences — particularly ones that attract large numbers of women and minority attendees.
8. Search committee chairs or members should consult with diverse faculty on campus about the types of outreach they consider most effective.
9. The Search committee should be mindful of the following for the interview:
· Interviews should be comprised of behavior-based questions that focus on job-related experiences, behaviors, knowledge, skills, and abilities. This will allow the committee members to make an objective assessment of each candidate and minimize unconscious biases.
· Assess whether the answers to the questions, if used in making a selection, will have a disparate impact on applicants in protected classes and whether the questions are essential to judge an applicant’s qualifications for the position.

· Avoid making assumptions based on perceived race, ethnicity, national origin, age, disability, veteran status, marital or familial status, sexual orientation, political affiliation, genetic information or religion. Ask only for information that can legally serve as a basis for the hiring decision. 

10. Once candidates have been shortlisted, they should be provided with contact information for campus-wide faculty diversity communities and will be given an opportunity to meet with group representatives during their visit. 
	Some of these groups are include:
· LGBTQ Task Force
· Josh Morgan 
· Latino Task Force
· Margaret Warner
· ADA Task Force
· Priscilla Harrison
· President’s Commission on the Status of Women
· Jennifer Ogle/Tina White
· President’s Commission on the Status of Black Faculty and Staff
· Abel Bartley
· Global Engagement
· Sharon Nagy
· DRC (Diversity Recruitment Consortium) Ambassadors for 			Clemson University
· Dr. Shirley Timmons
· Dr. Curtis White
· Dr. Constancio K Nakuma
· Jerry Knighton
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