
Effective Pool Development Strategies 
 
 

NOTE: The following is a list of suggested approaches to develop a larger, more diverse pool 
of faculty applicants. These approaches are not policies, but a compilation of best practices 
used at other universities by faculty in their search process. 
 
Faculty are encouraged to: 
  
• keep an eye out year-round for talented graduate students and post-docs in the field (even 

if such people may be a year or more from being ready to apply for an academic 
position.) You can ask faculty at other institutions about their students and post-docs. 
Inquire specifically about promising women and minority candidates at other institutions. 
When a search opens in the department, the search committee is encouraged to solicit 
ideas from the whole faculty about their inquiries to date.  

 
• develop relationships with possible “sender” schools and departments so that information 

about promising candidates is received and can be relayed to the search committee in a 
timely manner.  

 
• select at least one faculty member to be dedicated as a year-round point person to work 

on cultivating relationships with prospective candidates. Such candidates can be invited 
to campus for special events so they can interact with members of the department.  

 
• get onto fellowship panels to see where the promising graduate students are.  
 
• attempt to find out where very talented Cornell undergraduates and Master’s students 

currently work and/or study. Cornell undergraduates are a high-quality source of faculty 
candidates once they receive their Ph.Ds and may be easier to retain due to their existing 
commitment to Cornell.  

 
• attend disciplinary conferences or other academic meetings for the purpose of recruiting 

or networking with potential candidates.  
 
• take into account any existing subcommittees for women and/or specific minority groups 

in their professional organizations and broaden their pool by using the resources of these 
specialized committees.  

 
• use directories and rosters of prestigious fellowship programs at both pre- and post-

doctoral levels, including those that support individuals from diverse backgrounds.  
 
• ensure that female and minority members of the campus faculty are not excluded from 

consultations regarding their knowledge of potential candidates, and are encouraged to 
actively encourage all faculty to refer potential candidates.  

 
• broaden the pool by making efforts to identify individuals who have achieved excellence 

outside academe, in business or industry.  
 



• draft the position announcement as broadly as possible to attract the largest potential pool 
of applicants.  

 
• include language in the announcement that shows Cornell’s commitment to diversity and 

to dual career support. It can also invite applicants to include in their applications a 
statement of their contributions to diversity.  

 
 
Adapted from:  
University of California Recruitment and Retention of Faculty Handbook  
http://www.ucop.edu/academic-personnel/_files/documents/affirmative.pdf. 
University of Michigan http://www.umich.edu/~advproj/handbook.pdf  
University of Washington Toolkit 
http://www.washington.edu/admin/eoo/forms/ftk_01.html#III  
Moody, JoAnn, (2004). Faculty Diversity: Problems and Solutions: Routledge Press.  
UCSD “Best Practices for Faculty Recruitment” brochure  
 


