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• What populations are underrepresented in your department/school? Explain. 

 
People of color are underrepresented in on our department’s faculty.  We have 12 tenure-track and CTP-track faculty in the 
department: 10 are white and two are Asian-American.  Thus, African Americans, Latinx, Middle Eastern, Indigenous/First 
Nations, and other minoritized groups are not represented on our faculty at all.  Our graduate student population is 
significantly more diverse. 
 
Gender balance in our department is considered to not be a problem. 

 
• What strategies did the search committee proactively employ to recruit faculty from underrepresented populations and 

diversify the applicant pool? Describe the impact of these strategies, as well as the challenges. Please be specific. 
 

First, we posted the job widely, including to international networks.  It was posted on the College Art Association job board, 
the job board for the Society for Architectural Historians, and H-Net. 
 
By far the most impactful thing we did to recruit a diverse pool of candidates was to write direct recruitment emails, both to 
potential applicants and to key faculty members in the field working in the field.  The department chair sent over 50 emails 
after combing through the graduate student directories of major universities, and the tables of contents of major journals 
and edited volumes in the field. We also had networking correspondence with the graduate program directors of several 
key architecture schools so that they could make their graduate students and recent PhDs aware of the opportunity.  We 
were very surprised by the size and depth of the pool; we received 57 applications, and most were excellent. 
  

 
• Did discussions about (i) diversity, equity and inclusion or (ii) broadening participation or related issues arise in any 

discussions during the search process? If so, describe the nature and outcome of such discussions. 
 

 
Yes, DEI was discussed throughout the process. From the start we wanted to cast the range of the search as broadly as 
possible in terms of time period and geography so that we would have the best chance of getting a large and diverse pool 
of candidates.  We discussed strategies for creating a rubric that would ensure an equitable evaluation of candidates, and 
capture a range of diverse perspectives.  We then implemented this rubric in our review process.   
 
We also included a graduate student on our search committee which we thought would broaden the committee’s 
perspective and create buy-in and participation from our graduate student community throughout the search process. 
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• Diversity statements were required by every candidate. How were the diversity statements evaluated as part of the review 
process? 

 
We carefully read each applicant’s diversity statements.  We were particularly interested in two criteria: the degree to which 
the candidate’s diversity statement indicated thoughtfulness and knowledge about DEI issues, and then in particular the 
concrete steps/initiatives/actions that the candidate had already taken with regard to DEI in their own research, teaching, 
and service.  We distinguished concrete action from performative gestures. 

 
• Describe the applicant pool (using the EEO Report from Academic Jobs Online) from which the new hire will be selected. 

How satisfied are you with that pool and with its diversity? Please explain. 
 

We were very pleased with the size and diversity of the pool; we received 57 applications.  The applicant pool ended up 
being about 60% White, 5% Black or African American, 15% Asian, 10% Hispanic/Latino, and 11% other (many who 
selected “other” are likely of Middle-Eastern decent). 

 
 Faculty Search Applicant Pool – Please attach the EEO Report for the position available in Academic Jobs Online 

(contact your college HR Consultant if you need assistance with this). If a different application portal was used, 
provide a report similar to the attached sample. 

 
2. SCREENING PROCESS 
 
• Applicant pool check-ins 

 
Date Total Number of 

Applicants 
Percent  

Underrepresented Sex 
Percent 

Underrepresented 
Minorities 

November 16, 2022 56 N/A 40% 
    
    
    

 
• Describe the screening process and criteria employed in the evaluation of applications received. 

 

  

All five members of the search committee read all 57 candidate files.  We used a rubric, based on the model presented 
at the College’s DEI trainings, but edited at a faculty meeting by the whole department (we are using the same rubric for 
all three departmental searches).  We each filled the rubric out as we read each candidate’s file. Then at the first search 
committee meeting after the application window closed, we each put forward our top 10 candidates based on the rubric.  
Each candidate that received at least 1 vote was discussed/considered (about 30 candidates received at least one vote) 
and after our discussion there was broad consensus around the 12 candidates we wanted to interview.  We interviewed 
all 11 candidates via zoom (one dropped out to take another position) and then met at the end to select the 3 finalists. 
There was broad consensus on who the top 5 candidates were, and further discussion brought it to 3. 
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Name Description 
1.  Expands the diversity of the department in exciting ways, bringing the 

perspective of someone who grew up in Iran and has experienced numerous 
cultures (she has lived in Iran, Turkey, and the United States). She is deeply 
invested in architecture and politics, studying the intersection of the built 
environment in the Middle East in the 20th century. Great teaching coverage of 
the entire Middle East, a critical area that students at Ohio State need to be 
learning about in an era of increased Islamophobia. Spoke eloquently about 
how she incorporates DEI principles into her teaching. Forges connections for 
our department with NESA and the Middle East Studies Center, as well as 
Geography and History (and, of course, Architecture).  
 

2.  Expands the diversity of the department in exciting ways, and forges great 
connections across campus, particularly with NASA and History. Brings an 
international perspective to the department, having grown up and attended 
university in India, and self-identifying as an immigrant to the US. Spoke 
eloquently in his DEI statement not just about diversity concerns in the US, but 
about the perspectives on diversity gained through living and working in India, 
which has its own deep issues with racism and religious intolerance. Had great 
answers on how he creates an inclusive learning environment in the classroom. 
Research focus on colonialism, which is a key issue we want our students 
learning more about. 
 

3.  Expands the diversity of the department in exciting ways, expanding our 
teaching coverage of the global south and cementing the department’s 
excellence in Global Modernism. Perhaps the strongest DEI statement in the 
candidate pool, with reflections on her on experience as an immigrant from Sri 
Lanka, her status as a first-generation college student, and specific answers on 
how she builds inclusive classrooms. Will forge important connections with 
Knowlton and with museum institutions in Columbus.  

 
 
OTHER NOTES: 
 
 
 
 
 
 
 
 
 

PLEASE ATTACH EEO REPORT FROM ACADEMIC JOBS ONLINE 
 
 
 
 
 
 
 
 

     

     




