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DATA O N S I G N I F I CA N T D E M O G R A P H I C T R E N D S
While Minnesota is still not nearly as racially diverse as the nation, we are becoming more diverse. About 15 percent of our state’s
residents are now persons of color, compared to only about 1 percent in 1960.

ACCORDING TO THE MINNESOTA STATE
DEMOGRAPHIC CENTER:

• The percent of Minnesota’s population that is nonwhite or
Latino is projected to grow from 14 percent in 2005 to 25
percent in 2035.
• The numbers of Latino, black, and Asian Minnesotans are
projected to more than double over the next 30 years.
• All regions of the state will become more racially and
ethnically diverse than they are now.
• Because the white population is older on average, experiences little or no in-migration, and has a slightly lower fertility
rate, it is not projected to show much growth.
Overall, the white population is projected to grow nine percent over 30 years, compared to 112 percent for the total
minority population. The proportion of the population that is
white alone, not Latino is projected to fall from 86 percent in
2005 to 75 percent in 2035.
• The Latino population is projected to rise rapidly, growing
from an estimated 196,300 in 2005 to 324,400 in 2015 and
551,600 in 2035. All regions of the state are expected to see
increases. About two-thirds of the total Latino population is
projected to live in the seven-county Twin Cities area
by 2035.
• Large gains are also projected for the black or African
American alone population. This group is projected to grow
from 218,400 in 2005 to 454,400 in 2035. The Twin Cities is
projected to account for 83 percent of the state total black
population in 2035.
Additionally, the University of Minnesota and the Twin Cities are
nationally known for having a large and vibrant GLBT community, with many resources and cultural institutions for the GLBT
community. Minneapolis was recently named the “Gayest City
in America” by The Advocate, the national gay news magazine
based in Los Angeles. The University’s Gay, Lesbian, Bisexual,
Transgender, Ally Programs Office (GLBTA) is one of the largest in the country and sponsors programs that build GLBTA
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leaders with expertise on the intersectionality of identities. The
increased visibility, activism and involvement of out GLBT students and faculty are part of what makes the University excel
in diversity. Likewise, the Disability Rsource Center (DRC) has
received national accolades for the comprehensive nature of
support services offered to students, staff and faculty in teaching and learning, as well as the elimination of institutional barriers. The Office for Equity and Diversity (OED) seeks to support
and nurture the increasingly complex diversity of our world,
and remains vigilant in its efforts to support the University of
Minnesota in further diversifying its faculty.
Recruiting, promoting, and retaining a diverse faculty are
crucial for the university to achieve its mission of excellence
in education. The Office for Equity and Diversity’s units, the
Women’s Center (WmC), the Gay, Lesbian, Bisexual, Transgender and Ally Programs Office, Disability Rsource Center
(DRC), and Equal Opportunity and Affirmative Action (EOAA)
support our diverse faculty by developing and maintaining a
supportive climate through trainings, programs and support
services that promote an inclusive climate. While the University
of Minnesota has provided faculty, staff and students with an
education and working environment that values excellence and
inclusivity, we have struggled to provide a faculty workforce—
and an accompanying environment—that is representative of
society’s ethnic diversity. In spite of the University’s sustained
commitment to diversity, some ethnic minority groups remain
underrepresented among our faculty and staff. Among the
University’s 22 academic colleges, many have fewer U.S.-born
faculty of color than we would expect, given the availability of
minority Ph.D.s in specific disciplines throughout the nation.
With increasing ethnic diversity in Minnesota, the number of
students of color at the University will continue to grow and
demographic data indicates that this trend will continue well
into the future.

http://www.mncompass.org/demographics/index.php
http://www.demography.state.mn.us/documents/MinnesotaPopulationProjectionsbyRaceandHispanicOrigin2005to2035.pdf
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INTERVIEW GUIDELINES
TOPIC

QUESTIONS TO AVOID

PERMISSIBLE QUESTIONS

Age

Age, date of graduation

None

Citizenship

Whether candidate is a U. S. citizen,
or place of birth

Whether person is eligible to work in U. S.

Disabilities

Any question that is for the purpose of Questions about how candidate would
eliciting information about a disability perform the job and whether candidate could
perform teaching, research and other related
job functions with or without accommodation

Marital and family status

Questions about marital status, child
care, children or pregnancy

May inform candidate that information
regarding University’s family policies and
services is available and then refer candidate
to appropriate campus resources

Race

Any question about individual’s race,
national origin, ethnicity, or (unless
relevant) languages spoken

None

Religion

Questions about religious affiliation

None

FOR MORE INFORMATION, CONTACT:
OFFICE OF EQUAL OPPORTUNIT Y AND AFFIRMATIVE ACTION (EOA A)

274 McNamara Alumni Center / Minneapolis, MN 55455
Phone: 612/624-9547 Fax: 612/624-5223
Email: eoaa@umn.edu Website: www.eoaa.umn.edu
maintain email lists for aspiring PhDs. Sending additional job
notices, attending recruiting events, or posting to listservs
sponsored by these organizations may garner more interest
than job postings listed in general sites. There are also webbased search and matching systems that maintain CVs and
contact information for diverse candidates. Contact OED
and Equal Employment Opportunity for lists of relevant sites
and organizations.
Q: S
 ome of the diverse candidates in our pool don’t come
from highly ranked institutions, or have been out of academia for a few years. Isn’t that a sign that there aren’t
enough qualified candidates from these groups?
A: Consider that, given the short amount of time that historically white, male universities have actively recruited minority
and women as PhD students and faculty members, some
candidates may be “under-placed” at smaller women’s colleges, HBCUs, or in lower-ranked research units. Be aware
of how the committee evaluates non-traditional career
paths. Take into account candidates may have spent time
raising children or getting particular kinds of training, atypical undergraduate degrees, and job experiences. There is
considerable evidence that evaluations of men frequently go
up when they have these experiences, while evaluations of
women with the same eclectic resumes go down.

Q: H
 ow many candidates of color/women candidates should
we try to find?
A: Research indicates that hiring committees evaluate women
and people of color more fairly when there is more than one
diverse candidate in the pool. When there is only one, s/he
is far less likely to succeed than women or minorities who
are compared to a diverse pool of candidates, probably
because of the heightened salience of his or her race or
gender. Studies also show that when the pool has more
than one diverse candidate, the percentage of women and
people of color hired increases significantly.
Q: What if we don’t find any qualified people of color or
women in our search?
A: Consider re-opening the search if there aren’t any female
or minority candidates who will be legitimately considered
by the department. Contact colleagues at other universities
to seek nominations of ABDs or recently minted Ph.D.s,
and make sure to request inclusion of people of color and
women. Seek out candidates who may be “under-placed”
in other institutions and send job announcements directly
to them.
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APPENDIX A
TERMINOLOGY

“Minorities” as defined by Executive Order 11246 are racial
and ethnic minorities, women, individuals with disabilities and
qualified veterans. There are no numerical goals for “individuals
with disabilities” under Executive Order 11246.
“Ethnic and Racial Minorities”- African Americans, Hispanics
or Latinos, Asian/Pacific Islanders and Native Americans. Also
referred to as “Persons of Color” as Defined by Federal Rules,
Laws and Regulations.

APPENDIX B

RECRUITING RESOURCES FOR WOMEN AND
PEOPLE OF COLOR

Most fields have listservs, email groups, and other resources
that can help you identify or reach qualified underrepresented
candidates. Below are some resources that other universities
commonly use to diversify their search pools. This list, however,
is not exhaustive, and we encourage search committees to
investigate discipline-specific resources that may be available
to members of their academic and professional organizations.
The University of Minnesota’s Office for Equal Opportunity and
Affirmative Action hosts “A Repository of Diversity Recruitment
Sources” and has created an online Equity and Diversity in the
Search Process Toolkit.
http://eoaa.software.umn.edu
http://www.eoaffact.umn.edu/resources/Toolkit/searches_
toolkit.html
The Recruitment Sources page at Rutgers lists several
resources that can be helpful for reaching
underrepresented candidates.
https://uhr.rutgers.edu/uhr-units-offices/consulting-staffing-compensation/hiring-toolkit/hiring-and-recruitmentresources-0
Faculty Diversity Office page at Case Western Reserve
University provides links to many specific professional
organizations and diversity resources for faculty searches.
http://www.case.edu/diversity/faculty/resources.html
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The WISE Directories publishes free annual listings of women
and minority Ph.D. recipients, as pdf documents.
http://www.cic.net/Home/Students/DoctoralDirectory/
Introduction.aspx
The Minority and Women Doctoral Directory “is a registry
which maintains up-to-date information on employment candidates who have recently received, or are soon to receive, a
Doctoral or Master’s degree in their respective field from one
of approximately two hundred major research universities in
the United States. The current edition of the directory lists
approximately 4,500 Black, Hispanic, American Indian, Asian
American, and women graduate students in nearly 80 fields in
the sciences, engineering, the social sciences and the humanities.” Directories are available, for a fee.
https://advance.cc.lehigh.edu/sites/advance.cc.lehigh.
edu/files/The_Minority_and_Women_Doctoral_Directory.
pdf
The National Science Foundation Survey of Earned Doctorates
is published yearly. While it does not list individuals by name,
it is a good resource for determining the scope of the pool
of new women and minority scholars will be in various fields.
www.nsf.gov/statistics/srvydoctorates/
Ford Foundation Fellows is an on-line directory of minority
Ph.D.s in all fields, administered by the National Research
Council (NRC). The directory contains information on Ford
Foundation Postdoctoral fellowship recipients awarded since
1980 and Ford Foundation Predoctoral and Dissertation
fellowship recipients awarded since 1986. However, the database does not include Ford Fellows whose fellowships were
administered by an institution or agency other than the NRC.
http://nrc58.nas.edu/FordFellowDirect/Main/Main.aspx
The Mellon Minority Undergraduate Fellowship Program has
an on-line list of minority Ph.D.s and their dissertation, book
and article titles in all fields.
http://www.mmuf.org/
WEPAN (The Women in Engineering Program and Advocates
Network) administers the Faculty for the Future Project, and
offers a free forum for students to post resumes and search for
positions. Employers can also post positions and search for
candidate on the site. The website focuses on linking underrepresented minority and female candidates from engineering,
science, and business with faculty and research positions
at universities.
http://www.engr.psu.edu/fff/

IMDiversity.com is dedicated to providing career and selfdevelopment information to all underrepresented minorities.
It supports a large database of available jobs, candidate
resumes and information on workplace diversity.
http://www.imdiversity.com/
Nemnet is a national minority recruitment firm committed to
helping schools and organizations in the identification and
recruitment of minority candidates. Nemnet posts jobs on its
web site and gathers CVs from students and professionals
of color.
http://www.nemnet.com
HBCU Connect.com Career Center is a job recruitment site
for students and alumni of historically black colleges
and universities.
http://jobs.hbcuconnect.com/

American Indian Graduate Center hosts a professional organization, fellowship and post-doctoral listings, and a magazine in
which job postings can be advertised.
http://www.aigcs.org
National Society of Black Engineers seeks to increase the
number of minority students studying engineering at undergraduate and graduate levels.
http://www.nsbe.org
Society of Hispanic Professional Engineers is a leading socialtechnical organization whose primary function is to enhance
and achieve the potential of Hispanics in engineering, math
and science.
http://www.shpe.org

Society of Women Engineers has an online career fair.
www.swe.org
Association for Women in Science maintains a job
listings page.
http://societyofwomenengineers.swe.org/
American Indian Science & Engineering Society maintains a
job listings page. Its (resume database is made available to
Career Fair exhibitors.
http://www.aises.org
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APPENDIX C

PROGRAMS AND RESOURCES TO SUPPORT
AND RETAIN DIVERSE FACULT Y

The University of Minnesota provides support to recruit and
retain diverse faculty through the following central administrative resources:

VICE PROVOST FOR FACULT Y AND ACADEMIC AFFAIRS

http://www.academic.umn.edu/provost/faculty/index.html
The website of the Vice Provost for Faculty and Academic
Affairs provides several links to information, programs and
opportunities for faculty development. Such as:
• Faculty development
http://www.academic.umn.edu/provost/faculty/development.html
• New Faculty Orientation
http://www.academic.umn.edu/newfaculty/
• Grant Writing Seminars
http://academic.umn.edu/provost/faculty/development.html#gws
• Committee on Institutional Cooperation (CIC)
Faculty Development Programs (i.e. Academic
Leadership Program)
http://academic.umn.edu/provost/faculty/cic.html
• Faculty Leaves and Sabbaticals
http://academic.umn.edu/provost/faculty/leaves.
html
• Peer Review of Teaching
http://academic.umn.edu/provost/faculty/development.html#mn
• Promotion. Tenure and Continuous Appointments
http://academic.umn.edu/provost/faculty/tenure/
index.html
• Wish You Were Here
A website created for introducing new or potential
faculty to the Twin Cites and surrounding areas
http://www1.umn.edu/wishyouwerehere/
• Women’s Faculty Cabinet
http://www1.umn.edu/wishyouwerehere/
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OFFICE FOR EQUIT Y AND DIVERSIT Y

http://www.academic.umn.edu/equity/index.php
The Office for Equity and Diversity (OED) infuses the core
values of equity and diversity into all aspects of teaching,
learning, research, service and outreach throughout the
University of Minnesota system through programs such as:
• Bridge Funding & University Postdoctoral
https://diversity.umn.edu/idea/bridgefunding
• Keeping Our Faculty of Color Symposium
In partnership with the Office for the Senior Vice President for System Academic Administration, this national
symposium focuses on transforming institutional culture
through strategies and models for leadership in the
recruitment, advancement and empowerment of faculty
of color.
http://cce.umn.edu/Keeping-Our-Faculties/index.
html
• Annual Lunch with New Faculty of Color
Hosted by the Associate Vice Provost for Equity and
Diversity these informal lunch gatherings provide new
faculty of color an opportunity to network and learn of
resources to support and advance their work.
http://www.academic.umn.edu/equity/
The Office for Equity and Diversity oversees Disability
REsource Center (DRC); the Multicultural Center for Academic
Excellence (MCAE); Office for Diversity in Graduate Education
(ODGE); the Women’s Center (WmC); the Gay, Lesbian,
Bisexual, Transgender, and Ally Programs Office (GLBTA);
and the following two units:
– E
 qual Opportunity and Affirmative Action (EOAA)
http://www.eoaffact.umn.edu/index.html
EOAA provides expertise and leadership to the
University in the following areas: Advocacy, Policy
Development and Issue Identification, Education,
Discrimination Consultation and Investigation,
Community Connections, and Compliance.
• Diversity Recruitment Source Database
This database is a repository of diversity recruitment
sources to locate possible places to advertise
your position.
http://eoaa.software.umn.edu/
• Equity and Diversity in the Search Process Toolkit
Equity and diversity in the search process is essential
for increasing the diversity of candidate pools for positions, and ultimately the diversity of the University community. EOAA created this online toolkit to help guide
the process.
http://www.eoaffact.umn.edu/resources/Toolkit/
searches_toolkit.html

UWIDE POLICY LIBR ARY

http://policy.umn.edu/
• Uwide Policy Library
The Uwide Policy Library retains and maintains official
administrative policies and procedures that guide and
direct the University community (faculty, staff
and students).
http://policy.umn.edu/Policies/Education/index.htm
THE CENTER FOR TE ACHING AND LE ARNING

– Institute for Diversity, Equity and Advocacy (IDEA)
http://www.academic.umn.edu/equity/rese arch/idea.
html
IDEA is a research and community building initiative that
convenes scholars from the University of Minnesota and
around the world to collaborate in innovative and groundbreaking ways across disciplines, departments, colleges,
and campuses. In addition to supporting the development
of new research, IDEA is designed to enhance retention and
faculty diversity by fostering stronger ties among and with
faculty and the local community. Such as the following:
• IDEA Multicultural Research Awards
https://diversity.umn.edu/idea/multiculturalresearchawards
• Equity and Diversity Expertise Database
https://apps.oed.umn.edu/idea/
• Diversity Through the Disciplines Symposium
https://diversity.umn.edu/idea/workshopsevents
• Faculty of Color Initiative (FOCI)
https://diversity.umn.edu/idea/facultyofcolorinitiatives
• Welcome to YOUR Community, A Guide to Diversity
Resources at the University of Minnesota and in the
Twin Cities
https://diversity.umn.edu/idea/sites/diversity.umn.
edu.idea/files/Welcome%20guide%2C%20Twin%20
Cities%20diversity%20resources.pdf

http://www1.umn.edu/ohr/teachlearn/
The Center for Teaching and Learning (CTL) enriches the
professional growth of faculty, instructional staff, and teaching
assistants through specialized workshops, programs,
services, and resources that promote significant learning
experiences for students. CTL resources include:
• Multicultural Teaching and Learning Fellowships
http://cei.umn.edu/courses-programs/early-careerteaching-programhttps://diversity.u
• Multicultural Teaching and Learning: Resources for
Assignments, Classroom Management, and more.
http://cei.umn.edu/mn.edu/idea/publications
• Workshops such as Diversity in the Curriculum:
Transforming Your Syllabus and Navigating U.S.
Academic Culture
http://cei.umn.edu/tutorials
UNIVERSIT Y WOMEN OF COLOR

http://uwoc.umn.edu/about.html
University Women of Color sponsors events and gatherings
that create a space for all women of color within the University,
to feel supported, affirmed, and connected.
COLLEGIATE AND DEPARTMENTAL RESOURCES

Resources to enhance and support diversity varies within each
college and department. Faculty is encouraged to contact
their Dean and department chair to identify unit specific
strategies being utilized. Examples might be:
• Research Funding

OFFICE OF HUMAN RESOURCES

http://www1.umn.edu/ohr/employment/index.html
• Relocation Assistantship Program
http://www1.umn.edu/ohr/rap/

• Cluster Hiring: Hiring more than one person of color at a
time and/or hiring a group of people at all levels that can
hold joint appointments with other units.
• Mentorship
• Diversity Committees at college and department level.

• Spouse/Partner Employment: Dual Career Services
http://www1.umn.edu/ohr/rap/spousepartner/index.
html
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