
Recruiting an Excellent and Diverse Faculty

Developed and Supported by: 
Office of Diversity Equity and Inclusion
Office of the Provost
Deputy Provost for Faculty Affairs
ADVANCE Center for STEM Women Faculty

1

Evidence-Based Practices for Faculty Search Committees: 
Procedures, Recruitment, Interviews, Hiring

September 2021



• Welcome, Purpose of Meeting, Expectations of Recruitment, 
Deputy Provost Krasas

• Data: Demographics, Hiring Trends, Institutional Goals 
• Resources, Research, and Best Practices

– Search Committee Forming and Dynamics
– Preparing to Search
– Learn about Bias in Hiring
– Writing the Ad, Launching the Search

• Building the Pool, Henry Odi
• International Hiring, Amanda Connelly

– Evaluation: Recommendations and Tools
• Googling Candidates, Jackie Krasas
• Criteria, Rubrics 

– Final interview 
• Screening for Sexual Harassment and Other Misconduct
• Reference Checks
• 30 min meeting University Resources, etc.

• Case Study
• Final Reflection

Recruitment Orientation Agenda
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Nationally, Women are 42.5% URM are 12% of Tenure Ranks; 
URM + Asian = 23% Tenure Ranks



Lehigh Demographics: Tenure Track Faculty: Rank x Gender
*IChange Data, All Departments, 

For Reference, 2018 AAUP %Women T/TT = 42.5%
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33.9% 35% 34.3% 34.9%



Lehigh Tenure Track Faculty:  Race/Ethnicity x Gender
*IChange Data, All Departments, 

For Reference, 2018 AAUP %URM T/TT = 12%
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Fall 2020, 6.2% Faculty on T/TT were from URM racial/ethnic groups

IChange definitions,  STEM relevance
URM= underrepresented racial group/ethnic minority- blacks or African Americans, Hispanics or 

Latinos, and American Indians or Alaska Natives
NON-URM, majority represented racial group, ethnic majority, also includes ‘unknown’ 

race/ethnicity and Asian groups
International-Individuals who were born outside of the USA and who hold a non-immigrant visa (O, J1,etc)

URM 7.8% (2017) to 6.2% (2020)

Asian 15%

Black or African American 3%

Hispanic of Any Race 3%

International 6%

Two or More Races 1%

Unknown Race and 

Ethnicity 11%

White  61%

2020-2021      n= 455 100%



From 2017-2020, on average per year, Lehigh’s newest hires were:
● 42.5% Women
● 2.4% URM 
● 29.8% International 

7



Where to go 
for 

information: 
lehigh.edu/~inprv/
faculty/hiring.html
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The materials 
from today can 

all be found:

www.lehigh.edu/
luadvance --> 
resources --> 

recruitment --> 
best practices
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http://www.lehigh.edu/luadvance
http://www.lehigh.edu/luadvance


Self-Reflection

What questions or concerns do you have at this 
point? 

Have you had past recruitment challenges?  

How have you successfully or unsuccessfully 
navigated them? 

10



I. Search Committee Forming and Dynamics
Convene a diverse search committee whose members understand processes and best 
practices.

Establish a clear charge to the committee.

Ensure search committee members, supporting staff, and students understand roles 
and expectations for participation, including how to give feedback and confidentiality

Search Committee Chairs (or co-chairs) have a critical role in ensuring the process 
runs efficiently, legally, equitably, and successfully.

● See this checklist for Search Committee Chairs. (next two slides)
● Establish norms for high stakes meetings and responding to bias moments.

Develop a shared understanding of diversity and excellence and commitment to equity 
throughout the process.  

Diversity fosters excellence; excellence and diversity are not mutually exclusive.

Determine your transparent and equitable recommendation and decision making 
processes.
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https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/2020%20Search%20Committee%20Checklist%20%282%29.pdf
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Responding%20to%20Bias%20in%20Meetings%20with%20cite..pdf
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Talk about Diversity, Equity, & Inclusion in your context
• Discuss your goals and attitudes around DI&E
• Know your data, diversity includes race, gender identity, disability, age, etc. 

– Examine recent hiring history 
– Disciplinary demographics vs. department context; student body vs. 

faculty
• Ex: In U.S. business schools, Black and Hispanic individuals make 

up 23.2% of students, yet only 6.7% of the faculty (AACSB, 2019) 
• STEM: Women, Minorities, and Persons with Disabilities in Science 

and Engineering  
• Is there data on participation of LGBTQ persons, people with with 

disabilities, in your field? 
– Benchmark against % PhDs awarded to those underrepresented in the 

field; other benchmark ideas?
– Leverage data by your professional academic society

II. Preparing for the Search
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https://bized.aacsb.edu/articles/2019/may/aacsb-2019-business-school-data-guide
https://bized.aacsb.edu/articles/2019/may/aacsb-2019-business-school-data-guide
https://bized.aacsb.edu/articles/2019/may/aacsb-2019-business-school-data-guide
http://www.nsf.gov/statistics/wmpd/2013/
http://www.nsf.gov/statistics/wmpd/2013/


II. Preparing for the Search

• Do: Talk about diversity. Language matters. 
– Don’t say “diversity candidates and diversity hire.” Diversity is an 

attribute of groups, and can be an outcome of including individuals from 
historically underrepresented backgrounds - Read this.  

– “Diversity Hire” suggests they were hired for reasons other than skill or 
expertise

– Notice how it creates a “marked category” and “others” them from the 
historic acceptable standard, impacting the perceptions of everyone 
around

• Make diversity a way of thinking, not a checklist 
(https://sites.law.berkeley.edu/sustainability-compliance/if-diversity-is-not-a-pipeline-problem/)

Understand Conflict of Interest 
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https://www.theatlantic.com/entertainment/archive/2016/01/ava-duvernay-oscars-so-white-diversity-academy-awards-language/429225/?fbclid=IwAR19Kek2eE9cYOh_ZXf7sT8KSY0VcDdKSRXhFUDFs44zchSoTj50OhA6LnA
https://sites.law.berkeley.edu/sustainability-compliance/if-diversity-is-not-a-pipeline-problem/)
https://advance.cc.lehigh.edu/best-practices-faculty-recruitment#wms_accordion-entity_view_1-5


Learn to address moments of bias directly
Establish norms for high stakes meetings and respond to bias moments.
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Norms follow power

https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Responding%20to%20Bias%20in%20Meetings%20with%20cite..pdf


Learn to address moments of bias directly
Establish norms for high stakes meetings and respond to bias moments.
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https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Responding%20to%20Bias%20in%20Meetings%20with%20cite..pdf


III. Learn about bias and stereotypes which 
impact hiring

Common Myths (AACSB, June 2021)

• Myth 1: We already have diversity.
• Myth 2: It’s just a pipeline problem.
• Myth 3: There aren’t enough [women/people of color] 

who are qualified.
• Myth 4: We don’t have the budget.

Today’s research, tools and resources are designed to get you 
thinking of solutions and using strategies to actively dispel the 
myths and the persistence of inequity or underrepresentation. 

https://www.aacsb.edu/insights/2021/june/myths-of-the-diversity-dilemma
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https://www.aacsb.edu/insights/2021/june/myths-of-the-diversity-dilemma
https://www.aacsb.edu/insights/2021/june/myths-of-the-diversity-dilemma


RESEARCH on Biases in Evaluating Teaching, Awards, Leadership, Citations, Grants, 
Collaboration: : https://advance.cc.lehigh.edu/research-biases-faculty-evaluation

U WISCONSIN Brochure - Bias in Hiring 
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/10/BiasBrochure_3rdEd.pdf

Patterns of bias to notice:
• Cornell ADVANCE: Reducing Stereotypic Biases in Hiring
• UC HASTINGS - Bias Interrupters 
• Diversity- Innovation Paradox: Authors from underrepresented groups produce more innovative 

work, yet they do not reap the benefits as measured by successful academic careers. (Hofstra et al 
2020)

• Underrepresented faculty members receive more rude and unprofessional journal reviews (Silbiger 
and Subler, 2019)

VIDEO  – 5:34  http://www.youtube.com/watch?v=UZHxFU7TYo4

What about the pandemic exacerbating inequity and bias?

III. Learn about bias and stereotypes in hiring
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https://advance.cc.lehigh.edu/research-biases-faculty-evaluation
https://wiseli.wisc.edu/wp-content/uploads/sites/662/2018/10/BiasBrochure_3rdEd.pdf
http://www.albright.edu/academics/handbook/docs/Stereotyping_Handout.pdf
https://biasinterrupters.org/wp-content/uploads/Identifying-Bias-in-Hiring-Worksheet.pdf
https://www.pnas.org/content/117/17/9284
https://www.pnas.org/content/117/17/9284
https://peerj.com/articles/8247/
https://peerj.com/articles/8247/
http://www.youtube.com/watch?v=UZHxFU7TYo4
https://advance.cc.lehigh.edu/pandemic-equity


COVID-19 Impacts 
In 2020, COVID-19 affected academic women in STEMM;

      BIPOC women faculty were especially impacted
https://www.nap.edu/resource/26061/ReportHighlights_WomenCOVID-19_FINAL.pdf

Negative impacts include: 

• academic productivity (fewer papers, grants, disrupted collaborations)
• boundary setting and boundary control  (especially for caregivers)
• networking and community building (virtual conferences)
• mental well-being of women in academic STEMM- a year of multiple crises/traumas
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https://www.nap.edu/resource/26061/ReportHighlights_WomenCOVID-19_FINAL.pdf


IV. Writing the Job Ad and Launching the Search
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Consult Sample Language for Job Advertisement

• Write a job ad that corresponds to the charge and has clear criteria up front.
• Use welcoming, broad language
• Don’t try to clone, broad descriptions with clear qualifications

Decide if, when and how to ask for the applicant's experience and commitment to 
inclusive excellence. "A Contributions to Diversity, Inclusion, and Equity" 
Statement may be requested as part of the cover letter or as a stand alone 
document.   -->Brief guide on understanding the purpose and concepts for 
evaluating a statement on contributions to DI&E.  

Do not publish the ad until it is approved with the recruitment plan

• Hiring a Foreign National expectations

• The university publishes in AJO and Inside Higher Ed Jobs

https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/JobAdPrimer-6-2-18.pdf
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Contributions%20to%20Diversity%2C%20Equity%20and%20Inclusion%20%28DE%26I%29%20%20Guide%20for%20Understanding%20Purpose%20and%20Concepts%20for%20Evaluation.pdf
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Contributions%20to%20Diversity%2C%20Equity%20and%20Inclusion%20%28DE%26I%29%20%20Guide%20for%20Understanding%20Purpose%20and%20Concepts%20for%20Evaluation.pdf
https://www.lehigh.edu/~inprv/pdfs/Foreign_Nationals_Faculty_Recruitment_Memo.pdf


Advertising and Broadening the Pool:  Robust Recruitment Plan

• Advertise in multiple places, including outlets geared towards 
scholars of historically underrepresented identities. 

• Advertise through Lehigh's Alumni networks, including BALANCE 
and Lehigh Alumni Pride Association, coming soon: Asian and 
Asian American Alumni Group 

• Socialize the ad through your extended networks 
– Broaden the Pool: sample letter asking colleagues to help 

identify applicants
– 10 academic institutions or departments, national labs, 

non-profits, etc 
– 10 scholars from groups under represented in your field, from 

outside Lehigh, especially Black, Indigenous, and People of 
Color

• PhD Project, NSBE, SACNAS, SWE, HERC, GEM, etc
• Other resources from UNCC,
• https://www.minoritypostdoc.org/recruiting
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https://mylehigh.lehigh.edu/s/1127/17/index2.aspx?sid=1127&gid=1&pgid=11458
https://mylehigh.lehigh.edu/s/1127/17/index2.aspx?sid=1127&gid=1&pgid=11459
https://advance.cc.lehigh.edu/sample-letter-colleagues-help-broadening-pool-applicants
https://advance.cc.lehigh.edu/sample-letter-colleagues-help-broadening-pool-applicants
https://advance.charlotte.edu/programming/programs/faculty-recruitment/where-find-under-represented-minority-faculty-candidates


Guidance on Internet Searches

Please use the attached guidelines and forms during the faculty search process to ensure fair and consistent collection of 
information about candidates. The three sets of guidelines pertain to:

1. Gathering additional academic materials (OPTIONAL/STRONGLY DISCOURAGED):
● usually done at the campus visit stage
● by search chair or designee only
● stored for all faculty to review

Where possible, please obtain materials from the job candidates through AJO. We strongly discourage Google searches for 
additional information on the candidate, but recognize that there might be times when it would be useful to obtain 
academically-related materials that are not part of the initial job application. In those cases, the attached guidelines should 
be followed, and there should be one designated person to do the search. Non-academic information should not be included 
as part of the search process.  If non-academic information is inadvertently discovered through such a search, the 
information should be kept confidential and shared with the Associate Dean, who will assess the information and consult 
with other offices as needed to determine any additional steps that must be taken.  Candidates are notified upon applying 
through AJO that these kinds of searches may be conducted.
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V. Evaluating Applicants and Candidates
• Use a rubric to evaluate based on your criteria

– Stick to the Criteria: Sample Candidate Evaluation Tool
– Candidate Evaluation Form: Another option for sticking to criteria
– Candidate Evaluation: Tips and Rubrics

• Evaluate one criterion at a time, as opposed to one candidate at a time
• Evaluate Statement on contributions to DI&E- with this brief guide
• Review research on biases in evaluation

– Teaching
– Citations & Collaboration
– Grants, & Panels
– Awards & Leadership Roles
– Understand bias related to disabilities 
– Understanding bias in letters of recommendation

• What if you see a “Pandemic Impact Statement” 
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https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/CandidateEvaluationTool-Cornell.pdf
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/17393-from%20UNCC%20EvalCriteriaForm.pdf
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Evaluation%20of%20Candidates%20With%20Samples.pdf
https://advance.cc.lehigh.edu/news/recruitment-tip-rate-criteria-not-candidate
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Contributions%20to%20Diversity%2C%20Equity%20and%20Inclusion%20%28DE%26I%29%20%20Guide%20for%20Understanding%20Purpose%20and%20Concepts%20for%20Evaluation.pdf
https://advance.cc.lehigh.edu/research-biases-faculty-evaluation
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/2-0%20Best%20Practices%20for%20Reading%20and%20Writing%20Letters%20of%20Recommendation.pdf


Sample Rubric
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Contributions to D, I, & E
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• Give adequate time
• Consider only information submitted through AJO 

and shared during the final interview. Avoid 
Googling. Only one person should manage and 
share within AJO collecting supplemental academic 
information, per the new guidance. 

• Avoid ranking candidates; rather, rate against 
criteria

• Be accountable- be able to explain your decisions
• The Associate Dean will approve the list of finalists 

to interview and note any concerns about the 
diversity of the pool 
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V. Summary: Evaluating Applicants and Candidates



VI. The Final (Campus) Interview
• Conduct structured interviews

– Consistent questions, interviewers, and duration
– Some questions are illegal-  Lehigh University Guidelines for Interviews
– Prepare students & decide how to include student feedback

• Other agenda recommendations
– Input from the candidate: time with faculty or those on the list “Resources for 

Faculty Diversity, Inclusion, Equity, and Success” 
– Schedule ”30 min” Confidential and Informational Meeting-Use request form
– Interview in pairs
– Schedule breaks, contact/guide between meetings
– Accommodations (dietary, mobility, auditory, etc.) -obligation to reasonably accommodate applicants 

• Correct name pronunciation and pronouns
• Gender Inclusive Bathrooms, lactation rooms, accessibility points
• Roll out red carpet
• Remember candidate is evaluating Lehigh just as Lehigh is evaluating candidate
• Maintain consistency and equity in virtual interviews from HERC and UMBC.
• Review best practices for inclusive online meetings and presentations and LTS 

tips for hosts.
• Be knowledgable of our values, policies and procedures (Principles of our 

Equitable Community, Academic Freedom, hiring decisions, etc.)
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https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Interview%20Question%20Guidelines.pdf
https://advance.cc.lehigh.edu/faculty-diversity-inclusion-equity-and-success-resources
https://advance.cc.lehigh.edu/faculty-diversity-inclusion-equity-and-success-resources
https://docs.google.com/forms/d/e/1FAIpQLSdZXspMmpG1MwFZICiSFTltd7_aQwRRBih6_wT7L1TIva9B_w/viewform
https://advance.cc.lehigh.edu/accommodating-disabilities-faculty-recruitment-and-interviewing
https://www.pronouncenames.com/
http://www.mypronouns.org
https://diversityandinclusion.lehigh.edu/pride-center/gender-inclusive-restrooms-map
https://diversityandinclusion.lehigh.edu/center-gender-equity/lactation-rooms-lehigh
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.edu/files/Maintaining%20Consistency%20and%20Equity%20in%20the%20Virtual%20Interview%20Process.pdf
https://cec.web.lehigh.edu/sites/cec.web.lehigh.edu/files/files/inclusive%20remote%20mtgs.pdf
https://confluence.cc.lehigh.edu/pages/viewpage.action?pageId=73040131
https://confluence.cc.lehigh.edu/pages/viewpage.action?pageId=73040131


Required Screening & Reference Checks

2. Screening for harassment (including sexual harassment), discrimination, research or other misconduct (REQUIRED):
● done at the campus visit stage
● by Associate Dean or designee only
● must complete form

This check will be conducted according to the detailed guidance provided in the attached form. This form will need to be 
completed for each finalist at the campus visit stage. Should concerning information be found, the Associate Dean will work 
with the Deputy Provost for Faculty Affairs and the Office of the General Counsel to determine any next steps. Candidates are 
notified upon applying through AJO that these kinds of searches will be conducted.

3. Conducting reference checks (REQUIRED): 
● done at time of verbal offer
● by search chair or department chair only
● must complete form 

One to three references should be called at the time of the verbal offer. In many cases, these references will be drawn from 
those who wrote the letters of recommendation. At least one reference should be from someone who currently works with 
the candidate. If there are no letters from current colleagues/advisors, then the candidate should be given the chance to 
provide contact information for an additional contact. The candidate may decline to provide the additional contact if they 
have confidentiality concerns at their current workplace. The offer letter will also inform the candidate that a degree 
verification will be conducted through our external vendor as part of the background check process. 
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Case Study ~25 min
1. Watch Video UW ADVANCE  Interrupting Bias in the Faculty Search Process: A Film,   
2. Form Breakout Rooms 10 min
3. Questions

a. Describe what happened and why?
b. What were you thinking and feeling when you 

noticed those things happening in the video? Was 
any of this familiar to you?

c. How could things have been different?
i. Are there things they should have done in 

preparation?
ii. Who should intervene?
iii. Do you know how to intervene?

4. Return to main meeting to discuss highlights. (10 min)
SOURCE CASE STUDY: https://www.engr.washington.edu/lead/biasfilm/
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https://www.engr.washington.edu/lead/biasfilm/request-form.html


Final Reflections and Discussion
● Are you anticipating or are you concerned 

about situations in your hiring process for 
which we could be a resource?  

● Are you concerned about the impact of the 
pandemic on the search?

● Other questions? 
● Write down one new thing you are taking 

away or plan to implement. 
○ Share a few of these actions
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Contact us
VISIT ADVANCE Website: Recruitment Toolkit: Best Practices for Faculty Recruitment

Amanda Connolly, amc621@lehigh.edu

Director, International Students & Scholars

Kristen L. Jellison, Ph.D., krj3@lehigh.edu

Director, ADVANCE Center for Women STEM Faculty

Professor, Department of Civil and Environmental Engineering

Jackie Krasas, PhD jkr205@lehigh.edu

Deputy Provost for Faculty Affairs

Professor of Sociology and Anthropology and Women, Gender, and Sexuality Studies

Marci Levine, PhD, mjl410

Program Director, ADVANCE Center for Women STEM Faculty

Dr. Henry Odi '98G, huo0@lehigh.edu

Deputy Vice President for Equity and Community and Associate Provost for Academic Diversity,

https://advance.cc.lehigh.edu/best-practices-faculty-recruitment

