
Inclusivity and Diversity Considerations for Staff and Faculty Searches 

Search Committee Composition Evaluating Candidates 
• Members should be aware of and 

committed to diversity and excellence 
• All staff and faculty members, inclusive of 

those from underrepresented groups, 
should have an opportunity to participate 
in the search committee process and/or 
deliberations 

• When applicable, consider including staff 
and faculty members from aligned 
fields/departments/units/areas  to 
enhance a broad range of voices and 
perspectives 

• Be aware of your own implicit biases, in 
order to “check” that they do not unfairly 
influence the evaluation of candidates 

• Discuss the overall goals for the search 
committee, and what the group is looking 
for in a prospective colleague(s) 

• As a committee, reach consensus on 
evaluation criteria and ground rules at 
the onset, and adhere to those rules 

• Decide on procedures for handling an 
impasse or disagreement 

• Use evaluation tools consistently across 
all applicants, and those tools that 
facilitate objectivity 

• Provide the applicant and search 
committee (and, by extension and when 
possible, departmental colleagues not on 
the search committee) time to 
participate in the interview process 

• Consider “calibrating” the process for 
evaluating application materials, as a 
committee, for one or two applicants 
prior to starting the review of all 
applicants 

 Active Recruiting  Interviews (Skype or Face-to-Face) 
• Consider contacting a broad range of 

institutions, including but not limited to 
Historically Black Colleges and 
Universities, Hispanic Serving Institutions, 
and institutions rated highly in the 
Campus Pride Index 

• When reaching out to colleagues, ask for 
recommendations of candidates from 
underrepresented groups, in addition to 
the other recommendations. 

• Consider “up-and-coming” staff or faculty 
at other institutions that may be looking 
to “move up” or “move over” 

• When conducting multiple searches, 
consider the role that diversity and 
inclusion will play in applicants brought 
to campus and the offers extended to 
candidates 

• Do not ask discriminatory or illegal 
questions (WFU HR can provide more 
details on what constitutes a 
discriminatory/illegal question) 

• Use the same protocol for each 
candidate’s evaluation process (including 
campus visits) 

• Allow and encourage candidates to ask 
questions and “evaluate” Wake 

• Provide information about family-friendly 
policies to all candidates 

• After interviews, either Skype of Face-to-
Face, contact ODI or HR if there are any 
lingering questions about diversity and 
inclusivity considerations 
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