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 BEFORE THE SEARCH BEGINS 

Five steps to be taken in advance of any institutional search 

1. Communicating the educational rationale 

A. Explicitly incorporate faculty diversity as a goal within strategic plan 

(1) Encourage institutional commitment to the goal 

(2) Create welcoming environment for less-represented faculty 

B. Suggestions: 

(1) Departmental forums or roundtables of composition of faculty and related 

research on impact of diversifying 

(2) Show Shattering the Silences: Minority Professors Break into the Ivory 

Tower 
(3) Invite expert researchers in faculty diversity to present 

(4) Include discussions of faculty diversity research nationally in annual 

retreats and discussion groups 

(5) Departmental self-audits of hiring patterns 



(6) Offer forums or workshops on pedagogy compared by racial or cultural 

makeup of faculty 

(7) Forums with communities of color near campus 

(8) Dialogues with students regarding impact of faculty diversity 

2. Aligning departmental and institutional commitments 

A. Searches may be reflective of institutional values. 

B. Responsibility for diversity is multi-level, therefore alignment is needed. 

C. Acknowledge achievements publicly. 

D. Create incentives via reward structures. 

3. Creating a welcoming environment 

A. Hostile environments may hasten retreat and discourage new candidates. 

B. Conduct a cultural audit (e.g., www.diversityweb.org, and Assessing Campus 

Diversity Initiatives (Garcia et. al. 2002). 

C. Other indicators: 

(1) Educational value and societal obligations of diversity are clearly part of 

mission statement. 

(2) Ethnic studies program(s), credible diversity requirement, and many and 

varied diversity encounters are in curriculum. 

(3) Campus research centers focused on issues of diversity 

(4) Degree of diversity in faculty, staff, and student body – retention and 

tenure rates, representation of less represented populations in leadership 

positions 

(5) Campus events with speakers and key participants from less-represented 

populations 

(6) Have there been incidents involving race, culture, or other attributes of 

less-represented populations and how have they been handled? 

(7) Are residential programs embracing diversity? 

(8) What progress in diversity is shown over time? 

(9) How does the institution relate to nearby communities of color? 

D. Proactively create welcoming environment through various areas including 

mission statements, senior administration, student and academic affairs, and 

departmental collegiality. 

E. In the actual search and screening process, pay attention to small details in 

interacting with candidates. 

4. Securing resources 

A. Research indicates correlation between funding of development of less-

represented faculty and positive trends in hiring. 

B. Create funding in anticipation of vacancies. 

C. Faculty fellows and other “grow your own” programs 

D. Contracts to complete doctorate while teaching 

5. Countering Segregated Networks 

A. Less-represented populations often not included in networks 

B. Consciously develop external networks (e.g., neighboring colleges, 

community professionals, etc.) to seek nominees when positions open. 

http://www.diversityweb.org/


C. Establish and maintain contacts with interest or advocacy groups associated 

with less represented populations and national professional associations. 

Examples: 

(1) Compact for Faculty Diversity 

(www.wiche.edu/DocScholars/compact.htm)  

(2) Hispanic Theological Initiative (www.htiptogram.org) 

D. National Associations 

Examples: 

(1) Association of American Colleges and Universities, especially its Office 

of Diversity, Equity, and Global Initiatives (www.aacu-edu.org)  

(2) American Association of University Professors (www.aaup.org) 

Committee on Historically Black Institution and the Status of Minorities in 

the Profession 

(3) American Educational Research Association (www.aera.net) Committee 

on the Role and Status of Minorities in Educational Research and 

Development 

et al. 

 THE SEARCH PROCESS 

 Passive Approach: advertise in publications, evaluate resumes, invite three to five 

candidates for campus interviews, make an offer. 

 Proactive Approach to redress under representation: search for candidates of color. 

 All steps can contribute to results. 

1. Forming the search committee 

A. Charge, specific functions, and extent of authority should be clearly defined. 

B. Diversifying the faculty strongly articulated as a top priority 

C. Composition of committee is critical – involve differing points of view, racial 

and ethnic diversity. 

D. Caution about possible dynamics of assistant professors of color with tenured 

majority faculty on committee 

E. Possible inclusion on committee of doctoral graduates of color and scholars of 

color from neighboring institutions or disciplinary associations. 

2. Educating the search committee on personnel issues 

A. Information about and adherence to federal mandates, good faith effort to 

develop inclusive candidate pool, implementation of campus affirmative 

action policies and practices. 

B. Background for rationale for diversification 

C. Utilize expertise of campus affirmative action officials 

D. Informed about current legal climate 

E. Search protocol to ensure fairness and consistency 

F. Do everything legally possible to ensure diversification of faculty. 

3. Debunking the myths 

A.  Three types of myths: 

(1) Our campus cannot compete because of demand or cannot match salary 

offers to faculty of color. 

(2) No qualified candidates for our open position or faculty of color will not 

come or will not stay. 

http://www.wiche.edu/DocScholars/compact.htm
http://www.htiptogram.org/
http://www.aacu-edu.org/
http://www.aaup.org/
http://www.aera.net/


(3) Recruiting faculty of color minimizes opportunities for white faculty. 

(4) Sullivan and Nowlin (1990) say five myths prevail: 

(a) Good minority faculty go to the best universities. 

(b) Espousing EEO doctrine is enough. 

(c) To hire minorities, standards must be lowered. 

(d) Minorities will not go to predominantly white institutions. 

(e) Minorities prefer the private sector. 

(5) These beliefs lead to a negative mindset that the recruitment process is 

unbiased, leading to potential for rejection of minority and female 

candidates. 

(6) Data exists (Turner complete text) which controverts the above 

assumptions. 

(7) Model Minority Myth: some groups are so successful as to be exempt 

from discrimination. 

(8) Deliberate initiatives should be undertaken to foster positive inter- and 

intra- racial interaction among administrators and faculty. 

4. Creating a position description: 

A. The Announcement: 

(1) Strongly express commitment to Affirmative Action/Equal Employment 

Opportunity and encourage minorities to apply. 

(2) Develop broad descriptions of scholarship, experience, and disciplinary 

background considering departmental and institutional needs. 

(3) Label qualifications preferred instead of required, and should instead of 

must where appropriate. 

(4) Be flexible where possible with arbitrary numeric measures such as years 

of experience. 

(5) In addition to letter of application and curriculum vitae, request such 

materials as copies of articles, letters of reference and sample syllabi. 

(6) Ask applicants to describe experience with diversity and multiculturalism. 

B. The Position Description: 

(1) Experience with varied teaching methods and curricular perspectives 

(2) Experience with communities of color 

(3) Academic experience and interest in culturally diverse groups 

(4) Interest in developing and implementing multiculturally transformed 

curricula 

(5) Demonstrated success in working with diverse populations of students 

5. Attracting a diverse candidate pool 

A. Requires active vs. passive recruitment 

B. Campuses which have established relationships with communities of color can 

circulate job announcements and solicit applications through those networks. 

C. Position openings should be advertised through programs such as: 

(1) National Name Exchange Program 

(www.grad.washington.edu/nameexch/national/) 

(2) Mellon Minority Undergraduate Fellowship Program 

(www.mellon.org.awmf.html) 

http://www.grad.washington.edu/nameexch/national/
http://www.mellon.org.awmf.html/


(3) Howard Hughes Undergraduate Biological Sciences Program 

(www.hhmi.org/grants/undergraduate) 

(4) Bill and Melinda Gates Millennium Scholars Program 

(www.gmsp.org/main.cfm) 

D. In addition to advertising specific faculty position, search committees should 

market the campus as welcoming to faculty from less-represented populations. 

(1) Consider catalogues, viewbooks, or campus guides targeted to faculty. 

(2) Development of the above may lead to dialogue on institutional diversity 

goals. 

(3) Utilize web-based postings with links to richer detail on the position and 

the institution. 

(4) Allow the provost or similar leadership to monitor (via technology) the 

evolving pool to ascertain diversity. 

E. Personal Outreach: 

(1) Telephone calls 

(2) Personal letters to potential applicants or those who might refer applicants 

(3) Emails 

(4) Face to face conversations with persons who may nominate candidates 

(stressing commitment to diversity) 

(5) Approach potential applicants at professional meetings and encourage 

application 

(6) Consult with minority faculty on campus about effective outreach 

strategies 

F. Above efforts require genuine interest in the specific candidate. 

G. Combine targeted mailings with personal networking. 

6. Examining hiring biases 

A. Initial screenings result in “short lists”; to diversify the results the screening 

criteria should be diversified. 

B. Avoid unconscious selection of candidates who mirror the majority population 

by focusing on abilities of candidates and criteria optimal for the job 

(Marchese and Lawrence (1998).  

C. Diversity on the search and screening committee(s) is critical to diverse 

thinking in the selection process. 

D. Be aware of potential bias only toward candidates with degrees from the most 

prestigious graduate programs. 

E. Look beyond publication record to other measures of academic merit such as 

teaching excellence, work experience – including non-academic, service and 

outreach.  

7. Hosting the campus visit 

A. Dual functions of showcasing candidates’ academic pursuits and interests and 

highlighting institution’s strengths. 

B. Provide itinerary in advance if possible 

C. Inform candidate of presentation expectations 

D. Address needs of family or partner if raised by candidate during the interview. 

http://www.hhmi.org/grants/undergraduate
http://www.gmsp.org/main.cfm


E. Help candidate identify professional networks on campus – including if 

appropriate but not limited to faculty and students of color, as well as majority 

faculty of similar scholarly interests. 

F. Present the campus realistically – strengths and weaknesses: faculty, 

departmental relations, tenure procedure, departmental support. 

G. Provide information for the candidate to make informed decision as to “fit”.  

H. Provide evaluation forms to all involved to assess candidate and process. 

8. Making the offer 

A. “most important” part of process – can easily affect retention adversely if 

mishandled.  

B. Forcing the candidate to “guess” at salary cap can be counterproductive. 

C. Knowledgeable candidates may be insulted by low offers. 

D. Novice candidates may feel betrayed later if they naively accept a low offer.  

E. Although salary is important, other benefits both tangible and intangible 

should be discussed. 

 AFTER THE SEARCH 

Since recruitment is only half of the battle, the search committee should consciously 

consider retention as part of the process. 

1. Supporting the new hire 

A. All faculty face pressure to excel at teaching and scholarship. Faculty of color 

at predominantly white institutions may face additional pressures. 

(1) Feelings of exclusion 

(2) Isolation 

(3) Alienation 

(4) Devaluation 

(5) Increased demands for time given to campus service 

B. These may result in decreased satisfaction, productivity, even entry into 

academic life.  

C. Turner and Myers (2000) report that most faculty of color cited firsthand 

experiences of racial and ethnic bias and intimidation in the workplace. 

(1) Denial of tenure or promotion due to race or ethnicity 

(2) Expected to work harder than white colleagues 

(3) Color or ethnicity given more attention than credentials 

(4) Treated as a token 

(5) Lack of support or validation for research on minority issues 

(6) Expected to handle minority affairs 

(7) Too few minorities on campus 

D. Hiring of less-represented faculty should be a long term effort. 

(1) Follow up regularly 

(2) Be welcoming (office ready, welcome gift, etc.) 

(3) Uphold all conditions in the final letter of agreement. 

(4) Maintain contact with the new hire during transition – listen well.  

(5) Development of collegial networks and rewards for service responsibilities 

(6) Avoid unrealistic expectations of diversity or other service from minority 

faculty. 

(7) Potential overload from mentoring minority students. 



E. Critical Mass 

(1) Scarcity of minority faculty on campus can lead to alienation and 

isolation. 

(2) Recruit sufficient faculty of color to aid retention (e.g., cluster hiring). 

F. Mentoring 

Lack of minority mentors coupled with expectations of chilly reception from 

majority faculty can make mentoring especially problematical for minority 

faculty. 

G. Clearly Stated Standards and Procedures for Advancement 

Provide clear, written guidelines rather than relying on informally 

communicated, ambiguous criteria. 

H. Special Programs 

Support new hires through such initiatives as showcasing their talents and 

research 

2. Assessing the search process and outcome 

A. Evaluate the process as well as the candidate – particularly if the process is 

not yielding desired outcomes. 

(1) What have been areas of strength and weakness in campus faculty 

searches? 

(2) How can these areas be improved? 

(3) What internal resources should be added to the search process? What other 

internal and external networks should be established? 

B. Suggested questions for self-assessment in diversity 

(1) What is available from the president’s office indicating a commitment to 

diversity? 

(2) What is regents’/trustees’ stance on diversity? 

(3) Are there appropriate university committees addressing diversity 

concerns? 

(4) Does the college/department recruit undergraduate/graduate students of 

color? What are retention and graduation rates? 

(5) When a campus search results in hiring a faculty member of color, what 

led to the hire? 

(6) What is the college’s or department’s record of recruiting, tenuring, and 

promoting faculty of color? What are the trends (5 years or longer)?  

(7) Is the external community of color engaged in the recruitment process? 

C. When recruitment efforts fail to produce faculty of color in the candidate pool, 

examination and modification of the process are indicated. 

(1) When no doctorates of color are available in the discipline, measures such 

as increasing the number of minority doctoral students should be a goal. 

(2) If no immediate solutions are discovered, at least campus and 

departmental dialogues should ensue to raise awareness and commitment.  

(3) Perseverance on the part of search committee members is essential. 

3. A final note 

A. Efforts of search committees to diversify applicant pools and to hire faculty of 

color require campus wide commitment to diversity in support of their efforts. 



B. Campus leaders should recognize that talented faculty of color will receive 

other offers, especially in light of their comparatively small numbers. 

C. There is a circular relationship between recruitment and retention. 

D. Progress is being made but greater advances are needed to achieve the 

potential for academic excellence tied to diversity in the academe. 

E. Search committees play small but vital roles – crucial to fostering institutional 

commitments to diversity. 

F. Search committee processes provide a foundation for the larger institutional 

commitment to diversity. 



Recruitment of Faculty Candidates Who Would Enhance Cultural, Ethnic, or 
Racial Diversity at Calvin College 

      

 

Faculty Handbook (2-2-07) 

3.5.4 Recruitment of Faculty Candidates Who Would Enhance Cultural, 
Ethnic, or Racial Diversity  

3.5.4.1 Recruiting Responsibilities of Departments  

Each department must document its efforts to recruit a culturally, ethnically, and racially 
diverse faculty at the occasion of each search and also annually in the state of the 
department report of the chair. If the Professional Status Committee judges that a 
department has not made sufficient progress in searching for and/or hiring persons who 
would enhance cultural, ethnic, or racial diversity, the committee may advise the president 
not to approve the opening or to offer a term position when a tenure-track position has been 
requested, in order to allow more time for a department to cultivate candidates and conduct 
a search for the tenure-track position in a subsequent year. 

3.5.4.2 Additional Positions for Candidates Who Would Enhance Cultural, Ethnic, or 
Racial Diversity  

If faculty candidates who would enhance cultural, ethnic, or racial diversity are presented to 
the Professional Status Committee, they will be given full consideration for regular faculty 
appointments irrespective of the existence of an open tenure-track position in the 
department.  

Any person appointed under this policy should be able to satisfy a departmental need, even 
if no declared need relative to the department exists. Moreover, the person should be 
considered to satisfy a declared departmental need as soon as possible. (Thus, for example, 
when a departmental position is vacated because of retirement, resignation, etc., the 
position vacated will be eliminated. Also, no replacement will normally be sought by for a 
person on leave of absence in that department.) The position of a person holding regular 
appointment in a given department will not be jeopardized solely by the appointment of such 
a person to the department.   

3.5.4.3 Graduate Study Fellowship Program for Prospective Faculty Members Who 
Would Enhance Cultural, Ethnic, or Racial Diversity  

Departments are encouraged to identify potential or current graduate students (Calvin 
graduates and others) who would enhance cultural, ethnic, or racial diversity and who may 
be appropriate candidates for faculty positions. The Professional Status Committee may 
award Graduate Fellowships to such graduate students. Details of this program are 
available from the Provost's Office.  

 

 

 
 
 



Recruitment Resources 

General Diversity and Recruitment Links 

Web site for minority advertisers 

DiversityInc.com 

Higher Ed Jobs.com 

 

Resources for American Indians/Native Americans 

Web sites to encourage Chicanos and Native Americans in science careers 

Web site for Indians in science and engineering 

Web site for US Native Americans 

 

Resources for Asians/Asian-Americans 

Information for Asian students - (scholarships, foundations, etc.) 

 

Resources for Blacks/African-Americans 

Blacks in government 

Social site for African-Americans with useful job links 

Useful job links for African-Americans 

Organization for African Americans in Human Resources 

Web site devoted to black MBA's 

Web site for black designers 

 

 

Resources for Hispanics/Latinos 

Hispanic Association of Colleges and Universities 

Useful job links for Hispanics 

Web sites to encourage Chicanos and Native Americans in science careers 

http://www.ahaa.org/
http://www.diversityinc.com/
http://www.higheredjobs.com/
http://www.sacnas.org/
http://www.aises.org/
http://www.kstrom.net/isk/linkpage.html
http://www.aasc.ucla.edu/default.asp
http://www.bignet.org/
http://www.afronet.com/
http://www.blackpagesusa.com/
http://www.naaahr.org/
http://www.nbmbaa.org/
http://www.core77.com/OBD/welcome.html
http://www.hacu.net/hacu/Default_EN.asp
http://www.hacu.net/
http://www.sacnas.org/


Web site for Hispanics in government 

Web site for Hispanic professionals 

Web site for Latinos in finance and accounting 

Web site for Latino youth  

Web site to promote diversity in Corporate America for Hispanics 

 

Resources for Women 

National Association of Collegiate Women Athletes 

Web site for professional/executive women 

Web site for women business owners 

Web site for women engineers 

Web site for women in communications 

Web site for women in technology 

Web site to promote women in Technology 

 

Other useful resources: 

General 

National Association of Black Professors 
Dr. S. Miles Woods 
P.O. Box 526 
Chrisfield, MD 21817 

Phone: 410-968-2393. 

National Black MBA Association, Inc. (NBMBAA) 
180 N. Michigan Avenue, Suite 1400 
Chicago, IL 60601 
Phone: 312-236-2622, Fax: 312-236-4131 
http://www.nbmbaa.org/employment/Default.htm 

Society for the Advancement of Chicanos & Native Americans in Science (SACNAS) 

333 Front Street, Suite 104 
Santa Cruz, CA 95060 
Phone: 831-459-0170, Fax: 831-459-0194 
http://www.sacnas.org/adchart.html 

 

http://www.nahfe.org/
http://nshp.org/
http://www.alpfa.org/
http://www.aspira.org/
http://www.hacr.org/
http://www.nacwaa.org/jobs/jobs_post.php
http://www.the-office.com/womens-network/
http://www.abwahq.org/
http://www.swe.org/
http://www.womcom.org/
http://www.witi.com/
http://www.iwt.org/
http://www.nbmbaa.org/employment/Default.htm
http://www.sacnas.org/adchart.html


Accounting 

American Accounting Association, Gender Issues on Accounting, Area of Accounting 
Anderson School of Management 
University of New Mexico 
Albuquerque, NM 87131 
Phone: 505-277-6471. 

National Association of Black Accountants, Inc. (NABA) 

7249-A Hanover Parkway 
Greenbelt, MD 20770 
Phone: 301-474-6222, Fax: 301-474-3114 
http://www.nabainc.org/ 

 

Anthropology 

American Anthropological Associate, Committee on the Status of Women in Anthropology 
(COSWA) 
http://www.aaanet.org/committees/coswa/index.htm#2, and Committee on Minority 
Issues in Anthropology, http://www.aaanet.org/committees/minority/index.htm, 
Kathleen Terry-Sharp 
Academic Relations 

4350 North Fairfax Drive, Suite 640 
Arlington, VA 22203-1620 
Phone: 703-528-1902, extension 3010 

 

Biological Sciences 

American Institute of Biological Sciences 

Human Resources Committee 
Dr. Mary McKenna 
Howard University 
415 College Street NW 
Washington, DC 20059,  
http://www.aibs.org/  

American Society for Biochemistry & Molecular Biology 
Equal Opportunities for Minorities Subcommittee 
Matthew George Jr., Chair 
9650 Rockville Place 
Bethesda, MD 20814-3996 
Phone: 301-530-7145, Fax: 301-571-1824. 

Biophysical Society 

Minority Affairs Committee and Committee for Professional Opportunities for Women 
9650 Rockville Pike 
Bethesda, MD 20814 
Phone: 301-530-7114, Fax: 301-530-7133. 

 

http://www.nabainc.org/
http://www.aaanet.org/committees/coswa/index.htm
http://www.aaanet.org/committees/minority/index.htm
http://www.aibs.org/


Chemistry 

American Chemical Society 
Department of Diversity Programs 
1155 16th Street NW 
Washington DC 20036 
Phone: 202-872-6240/6250, Fax: 202-776-8003, 
http://www.acs.org/minorityaffairs/macommittees.html 

National Organization for the Professional Advancement of Black Chemists and Chemical 
Engineers 
P.O. Box 77040 
Washington DC ,20013 
Phone: 800-776-1419.  

 

Engineering 

American Indian Science & Engineering Society, 
P.O. Box 9828 
Albuquerque NM, 87119-9828 
Phone: 505-765-1052 
http://www.aises.org/ 

Journal of Women and Minorities in Science and Engineering 
145 Madison Avenue 
New York NY 10016-7892 
Phone: 212-725-1999 
http://www.idst.vt.edu/SAGE.html 

National Organization for the Professional Advancement of Black Chemists and Chemical 
Engineers 

525 College Street NW 
Washington DC 20059 
Phone: 202-667-1699.  

National Society of Black Engineers (NSBE) 
1454 Duke Street 
Alexandria, VA 22314 
Phone: 703-549-2207 

http://www.nsbe.org/ 

Society of Hispanic Professional Engineers (SHPE) 
5400 Olympic Blvd. 
Los Angeles, CA 90022 
Phone: 213-725-3970, Fax: 213-725-0316 

http://www.shpe.com/ 

Society of Mexican American Engineers and Scientists 
1851 East First Street, Suite 900 
Santa Ana, CA 92705 
Phone: 714-560-7732, http://www.maes-natl.org/ 

 

http://www.acs.org/minorityaffairs/macommittees.html
http://www.aises.org/
http://http/www.idst.vt.edu/SAGE.html
http://www.nsbe.org/
http://www.shpe.com/
http://www.maes-natl.org/


Ethnic Studies 

African Studies Association 
Rutgers-Douglas Campus 
132 George Street 
New Brunswick, NJ 08901-1400 
Phone: 732-932-8173 
http://www.africanstudies.org/ 

Association for Asian Studies 
1021 East Huron Street 
Ann Arbor, MI 48104 
Phone: 734-665-2490 
http://www.aasianst.org/ 

Latin American Studies Association 

University of Pittsburgh 

946 William Pitt Union 
Pittsburgh, PA 15260 
Phone: 412-648-7929 
http://lasa.international.pitt.edu/ 

National Association for Ethnic Studies 
Arizona State University West 

4701 West Thunderbird Road- MC3051 
Glendale, AZ 85306-4908 
Phone: 602-543-4111 
http://www.ethnicstudies.org/ .  

 

Geology 

Association for Women Geoscientists 
P.O. Box 280 
Broomfield, CO 80038-0280 
http://www.awg.org/ 

 

Journalism 

Asian American Journalists Association 
1182 Market Street, Suite 320 
San Francisco, CA 94102 
Phone: 415-346-2051 

http://www.aaja.org/ 

Association for Education in Journalism and Mass Communication 

Minorities and Communication Division 
Sharon Bramlet-Solomon Cronkite 
School of Journalism and Telecommunications 
Arizona State University 
Tempe, AZ 85287-1305 
Phone: 602-965-5011. 

http://www.africanstudies.org/
http://www.aasianst.org/
http://lasa.international.pitt.edu/
http://www.ethnicstudies.org/
http://www.awg.org/
http://www.aaja.org/


National Association of Black Journalists 

University of Maryland 8701-A 
Adelphi MD 20783-1716 
Phone: 301-445-7100 

http://www.nabj.org 

National Association of Hispanic Journalists 
Career & Opportunity Exchange 
1193 National Press Building 
Washington, DC 20045-2100 
Phone: 202-662-7144 
http://www.nahj.org 

Native American Journalists Association 
3359 36th Avenue South 
Minneapolis, MN 55406 
Phone: 612-729-9244, Fax: 612-729-9373 

http://www.naja.com 

 

Music 

American Musicology Society 
Council Outreach Committee 
201 South 34th Street 
Philadelphia, PA19104-6313 
Phone: 215-898-8698. 

Society for Music Theory 
Committee on Diversity 

Yayoi Uno 
Emory College 
Atlanta, GA 30322 
Phone: 404-727-6445. 

The Society for Ethnomusicology 
Bonnie C. Wade 
Department of Music 
U.C. Berkeley 
Morrison Hall 
Berkeley, CA 94720-1200 
Phone: 510-642-1460 http://www.libraries.iub.edu/index.php?pageId=90 

 

Philosophy 

American Philosophical Association 
Committee on Blacks in Philosophy 
Bernard Boxhill 
Department of Philosophy 

University of North Carolina-Chapel Hill 
Chapel Hill, NC 27599-3125 
Phone: 919-962-7291. 

http://www.nabj.org/
http://www.nahj.org/
http://www.naja.com/
http://http/www.libraries.iub.edu/index.php?pageId=90


American Philosophical Association 

Committee on Inclusiveness 
Lucius Outlaw 
Chair 

Furman Hall, 111 
Vanderbilt University 
Nashville, TN 37235 
Phone: 615-322-2637 

American Philosophical Association Committee on Hispanics in Philosophy 
Pablo De Greiff 
Department of Philosophy 

State University of New York 
135 Park Hall, North Campus 
Buffalo, NY 14260-1010 
Phone: 716-645-2444.  

 

Physics 

National Society of Black Physicists 
State University 
Greensboro, NC 27411-1086 
Phone: 336-334-7646. 

 

Psychology 

American Psychological Association 

Committee on Ethnic Minority Affairs 
c/o Asuncion Miteria Austria 
Department of Psychology 
Cardinal Stritch University 

6801 North Yates Road 
Milwaukee, WI 53217-3985. 

Asian American Psychological Association 
303 N. Central Avenue 
Suite 103-198 
Phoenix, AZ 85012 
Phone: 602-230-4257 

http://www.west.asu.edu/aapa/ 

Association of Black Psychologists 

P.O. Box 55999 
Washington, DC 20040-5999 
Phone: 202-722-0808 
http://www.abpsi.org 

 

 

http://www.west.asu.edu/aapa/
http://www.abpsi.org/


Science 

American Indian Science & Engineering Society 
P.O. Box 9828 
Albuquerque, NM 87119-9828 
Phone: 505-765-1052 
http://www.aises.org/ 

Association for Puerto Ricans in Science and Engineering 

c/o AAAS 
1200 New York Avenue, NW 
Washington, DC 20005 
Phone: 202-326-6400. 

Foundation for Science and Disability 
c/o Dr. E. C. Keller Jr. 

West Virginia University 

Morgantown, WV 26506-6057. 

National Network of Minority Women in Science 
c/o American Association for the Advancement of Science 
1333 H Street NW Washington, DC 20005-4792 
Phone: 202-326-6682.  

Society for Advancement of Chicanos and Native Americans in Science 

333 Front Street, Suite 104 
Santa Cruz, CA 95060 
Phone: 831-459-0170 
http://www.sacnas.org/ 

 

Sociology 

Association of Black Sociologists 
4200 Wisconsin Avenue, NW 
PMB 106-257 
Washington, DC 20016-2143 
http://members.aol.com/blacksociology/index.html 

 

Spanish and Portuguese 

American Association of Teachers of Spanish & Portuguese 
Butler-Hancock 

Room 210 
University of Northern Colorado 
Greeley, CO 80639 

Phone: 970-351-1090 
http://www.aatsp.org 

 

 
 

http://www.aises.org/
http://www.sacnas.org/
http://members.aol.com/blacksociology/index.html
http://www.aatsp.org/

