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 Did diversity and inclusion, or broadening participation, or related issues arise in discussions during the search process? If 

so, describe the nature and outcome of such discussions. Did candidates submit diversity statements? How were the 
statements evaluated as part of the review process? 
 

As articulated above, diversity and inclusion were central to our search and the committee made numerous efforts to identify 
and encourage members of underrepresented groups to apply. The recruitment methods described above were the direct 
outcome of several targeted discussions among members of search committee. We brainstormed to identify strategies that 
could improve the diversity of our applicant pool, which included advice provided in materials we received as part of the 
“Searching for Inclusive Excellence” training sessions. We are confident these strategies helped attract a talented and diverse 
pool of candidates.  
 
All applicants were asked to address diversity and inclusion in their cover letter. Those candidates that were selected for the 
long list were asked for an additional, one-page, diversity statement in which they articulated how they engage with issues of 
diversity and inclusion in their teaching and research. In evaluating these statements, the committee paid particular attention 
to how the candidate’s own lived experiences influence their research and teaching, as well as evidence for the specific ways 
the candidate incorporated diversity and inclusion in the classroom (e.g., pedagogical techniques, syllabus development, 
teacher training) and in their research (e.g., decolonizing methods, community outreach, protocols for disseminating research 
findings).  
 
 
 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 received 67 applications, which, based on the EEO report, included 43 women, 23 men and one person who did not 
identify their sex. Of the 67 applicants, 1 person identified as Native American, 13 as Asian, 2 as Black/African American 
(one of whom identifies as Black/Latinx) and 1 as Native Hawaiian/other Pacific Islander. Six other applicants selected 
multiple categories. We received a total of 7 applications from international scholars. Anthropology, as a discipline, lacks 
diversity and we have struggled in the past to attract a diverse applicant pool. As discussed above, we employed numerous 
recruitment strategies to address this challenge. This is the most diverse candidate pool we have had in the last 10 years. 
Considering the lack of diversity in the discipline, we are satisfied with the number of candidates from underrepresented 
groups in the pool. 

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

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

 
 
 
 
2. SCREENING PROCESS 
 
 Describe the screening process and criteria employed in the evaluation of applications received. 

 
 
OPTIONAL: Please complete the following table for applicants not chosen for a campus interview using the following 
format (see instructions on the last section on the next page). 
 

Applicant 
Name/#  

 
1 

 
2 

 
3 

 
4 
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Key for Table 
1. Insufficient relevant desired academic qualifications. 
2. Insufficient relevant training for establishing a first-rate research or creative activity program. 
3. Insufficient teaching experience and qualifications. 
4. Research proposals or creative activity potential were not compelling. 
5. Future funding for research program was unclear. 
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prioritizes campus diversity initiatives. We envision Dr.  becoming a leading voice in the college and OSU campus on 
issues of student diversity and serving as an experienced guide in programming aimed at first generation students, as well as 
students of color. 
 

 Dr.  identifies as a Black Puerto Rican woman and, thus, would increase the ethnic diversity of our 
department, which currently has no faculty of color. Born and raised in Puerto Rico, Dr.  grew up in a US colony that 
has suffered economic and environmental turmoil. These experiences include working as a shelter manager in the aftermath 
of Hurricane María. She integrates her experiences of social and environmental injustice and the skills she has learned from 
them into her research and teaching. Her research focuses on understanding how communities organize to confront climate 
disasters and the impacts these strategies have on human wellbeing. As a disaster anthropologist, Dr.  will enhance the 
Anthropology Department’s strength in social-environmental systems research through her expertise in water and energy 
security in contexts of cascading disasters, as well as droughts. Her field work in Puerto Rico and the US-Mexico borderlands 
is a new geographic focus for the department that will offer field-training opportunities to undergraduate and graduate students 
in anthropology and other social and behavioral sciences. Dr.  brings extensive knowledge of and training in 
decolonizing methods and disaster science and will add new courses on these subjects to our anthropology and medical 
anthropology curricula. She has a strong track record of mentoring undergraduate students from underrepresented groups 
and has developed pedagogical techniques that enhance student success – skills she will bring to our department and 
college. She has extensive experience conducting outreach and engaged scholarship. We can envision her developing into a 
leader within SBS in applied science and teaching these skills to students who are eager to apply their social science degrees 
to address social and environmental injustice and inequity in the US and abroad.  
 

 Dr.  is a Latinx scholar and child of Mexican immigrants, and, thus, would increase the ethnic diversity 
of our department, which currently has no faculty of color. Her research focuses on how biases of race and gender affect the 
production of science, technology, and medicine, with an emphasis on epigenetics and pregnancy trials. In this way she 
brings an entirely new research dimension to our department and could offer cutting edge courses in Science and Technology 
Studies at the undergraduate and graduate levels. She has extensive experience training students from underrepresented 
groups (e.g., five years mentoring students as part of the Diversity Educational Community and Doctoral Experience program 
at UC Irvine). She currently leads a feminist and critical race theory reading group for faculty and postdoctoral fellows, a 
tradition she could bring to ASC/SBS to help build intellectual bridges across departments.   
 
 
 
INSTRUCTIONS FOR COMPLETING THE OPTIONAL TABLE IN PART 2, SCREENING PROCESS 
1. If using the optional table: 

a. For each of the general areas listed in items 1-6 on the key, provide a brief description of the specific key factors used 
in evaluation that the committee agreed to at the start of the search 

b. Include all candidates who apply. 
c. Fill out the table in real time as decisions are made rather than retrospectively. 
d. Check more than one category for individual candidates if more than one applies 

2. If not using the optional table, 
a. Committees should keep another chart or notes for each candidate to explain their evaluation (i.e., be able to 

“document their work process and evaluation metrics”). 
b. Divisional deans may ask for these notes if there are questions about the pool. 

 

     

     




