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Presentation Outline

I. Protocol Background: Motivation and COSWD’s Efforts 

II. Protocol Overview: Learning the 4-Step Process
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PROTOCOL BACKGROUND
MOTIVATION AND COSWD’S EFFORTS
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Sticky Note
The U.S. scientific research enterprise – from basic research to clinical and translational – requires intellect, creativity, as well as diverse skill sets and viewpoints. Research shows that diversity:

•enhances excellence, creativity, and innovation
•broadens the scope of biomedical inquiry
•addresses health disparities 
•ensures fairness in our highly diverse nation

It’s clear that NIH thinks that diversity is important and has prioritized attracting diverse scientists who are at the top of their respective fields. The intent is there in the current NIH culture (e.g., UNITE).

However, the actual process of casting a wide net to identify prospective candidates has not always been as effective as desired.

Simply put, there have been a lot of reasons given for why its hard to recruit diverse talent.
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Reasons Given for Lack of Diversity within the NIH IRP

It's a pipeline 
issue - No diverse 
candidates exist.

No diverse 
candidates were 
interested in the 

position

No time and 
resources to 

conduct a 
specialized 

search

Don’t want to 
settle for less 

qualified 
candidates

No one in my 
immediate 

network that I can 
think of
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Sticky Note
When it comes to identifying diverse candidates for scientific positions, for many years now, the pipeline excuse has been centered around the myth that “URMs don’t exist in the field.” 

This is supported by other myths such as “the resources to identify them aren’t available”, “no one exists in my immediate network” OR EVEN “I don’t want to settle for less qualified candidates” “don’t feel comfortable with diversity”

Search committees frequently rely on established professional networks and word-of-mouth recommendations to identify potential candidates, a practice that disproportionately favors the current majority -- and creates legacies of non-diverse hiring. 

But using a systematic and data-driven approach, we have been able to prove that this is not the case. 
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Lacking Diversity Means Lacking Top Talent…and Diverse Talent Does Exist!

akhadjenouri
Sticky Note
The bottom line is that many robust sources of exceptional diverse talent exist. Talent sourcing strategies, such as our Recruitment Search Protocol, can be used to identify such talent.

And this has been supported in the recent scientific literature.
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Sticky Note
As an example, research from Gibbs, et al demonstrates that half of all doctorates are women. And doctorates earned by individuals from URM groups has increased significantly.
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Decoupling the Minority PhD Talent Pool and Assistant Professor Hiring
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Sticky Note
To put things in better perspective - The ratio between well-represented Ph.D. recipients and Assistant Professors has historically remained the same. But in 2013 we saw a 9-fold increase in the ratio of URMs with PhDs vs URMs in Assistant Professor positions.

The point here is that there is a pool of untapped potential out there that we can recruit from.
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COSWD Office Recruitment Search Protocol

• Goal: to diversify the candidate pools for positions in our Intramural Research Program 

(IRP)

• Positions range from Early-Career to Senior Leadership

• Approximately 40 search committees aided per year

• An average of 10 qualified candidates given to each search committee from 

underrepresented groups 

• Current repository of over 2500 candidates

akhadjenouri
Sticky Note
The Chief Officer for Scientific Workforce Diversity (COSWD) Office, which was established in 2014, sits within the NIH Office of the Director. Though not very large in staff, COSWD has strong, continued support from OD leadership.

Our goal is to diversify the candidate pools for positions in our Intramural Research Program (IRP), as it has historically lacked representation from racial/ethnic minority populations and women. 

Each year, we aid approximately 40 search committees from across NIH’s Institutes and Centers (ICs), and we submit an average of 10 qualified candidates from underrepresented groups for positions ranging from early-career investigators to senior leadership. 

While consistently providing this service for the last five years, our efforts have built a repository of over 2500 candidates.

But that goes with out saying – having assisted with so many searches, we have also learned a few best practices when collaborating with search committees and have become a trusted source for enhancing their talent pools. 
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PROTOCOL OVERVIEW
LEARNING THE 4-STEP PROCESS
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Recruitment Search Protocol: 4 Basic Steps

Understanding 
the Search 

Committee’s 
Needs

Creating a List 
of Keywords

Developing 
Your Strategy 
& Identifying 
Candidates

Packaging 
Details for 

Each 
Candidate

4

Develop and Maintain a Strong Collaboration with Search Committee

21 3
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Sticky Note
We continue to receive positive responses, and it is our hope that with the use of these 4 basic steps that we’ll discuss here today, you can begin providing this service for your own IC or organization and further the mission to improve scientific workforce diversity.

These include:

Step 1: Understanding the Search Committee’s Needs
Step 2: Creating a List of Keywords
Step 3: Developing your Strategy and Identifying Candidates
Step 4: Creating a Comprehensive List that includes specific Details for Each Candidate Identified

Most importantly, a cross-cutting action that deserves its own step in some way: the need to develop and maintain a strong collaboration with committees throughout the process.




diversity.nih.gov 12

STEP 1: Understanding the Search Committee’s Needs

• Develop a checklist for collecting information that you will need throughout the 
search
 IC/Organization and Position Title
 Search Committee Points of Contact: Search Chair, Executive Secretary, HR 

Representative, and Other Personnel
 Search Level: Tenure-Track/Tenure Eligible, Senior Scientist, Division 

Director, Institute Director
 Search Timeline: Vacancy Start/Closing Date 
 Desired Date for Receipt of Potential Candidates List
 Research Interests, Position Requirements, and Qualifications

akhadjenouri
Sticky Note
Step 1: Understanding the Search Committee’s Needs
 
Develop a checklist for collecting information that you will need throughout the search
 
Institute and Position Title
Search Committee Contacts: Search Chair, Executive Secretary, Search HR Representative, or Other Personnel Assisting with Communications
Search Level
Search Timeline:  Vacancy Start/Closing Date
Desired Date for List of Potential Candidates
Research Interests

Also: Other Specific Search Committee Needs and then the Final Advertisement
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STEP 1: Understanding the Search Committee’s Needs

• Obtain preliminary search materials and any supporting documents

 Position Description

 Search Committee Roster

 Advertisement Strategy

• Attend the search committee kickoff/launch meeting 

 Listen to the needs and concerns of the committee members

 Proactive effort to identify needs and provide guidance

 Identify any exceptions or undesired expertise

akhadjenouri
Sticky Note
Step 1: Understanding the Search Committee’s Needs
 
Obtain the preliminary search materials and any supporting documents
 
Position Description/Vacancy Announcement – begin reviewing for keywords related to research interests, requirements, qualifications 
Search Committee Roster – identify Chair and Human Resources representative; check if any persons external to NIH are serving on the committee
Position Advertisement Strategy – review the professional societies and peer-reviewed journals where the vacancy will be advertised
 
Attend the search committee kickoff/launch meeting – a proactive effort to identify needs and provide guidance, not just listen. Committee doesn’t always spell out what is needed – need advisory component in search kick-off.
 
Listen to the needs or any concerns of the committee members
Identify the timeline for search and when the committee will begin reviewing applications
Understand details on expected candidate pool – e.g., if position is open to the public or if they are looking for an internal candidate; whether the candidate needs to have NIH experience; the number of applications expected
Find out what the exceptions are – e.g., any elements related to the position that are out of scope or research interests that are not desired 
Specific educational requirements for the position; whether it is broad or specific degrees/certifications are required
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STEP 2: Creating a List of Keywords

• Thoroughly read and review the job announcement and any other resources 
related to the vacancy

• Start creating a list of keywords and search terms from the position description

 Collect terms related to:

- Desired expertise and research areas

- Technical skills, lab techniques, and track record

- Leadership, administrative or managerial duties

- Credential requirements

- Ideal candidate descriptions

akhadjenouri
Sticky Note
Step 2: Creating a List of Keywords

Thoroughly read and review the job announcement and any other resources related to the vacancy
 
Start creating a list of keywords and search terms from the position description
Collect terms related to:
-desired expertise and research areas
-technical skills, laboratory techniques, and track record
-potential leadership, administrative or managerial responsibilities
-credential requirements, such as degree requirements or necessary certifications
-ideal candidate descriptions
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STEP 2: Creating a List of Keywords

• Visit the Institute or Center’s website 
 Review the lab and its current members to understand what 

research is already being done
 If the position was previously occupied, conduct an exploratory 

benchmark of previous candidate’s resume and expertise

• Consider what position in academia would be the equivalent for 
this position
 Tenure-Track = Postdoc or Assistant Professor
 Division Director = Department Head, Chief, etc.

akhadjenouri
Sticky Note
Step 2: Creating a List of Keywords
 
Visit the Institute or Center’s website 
Review the lab and its current members to understand what research is already being done
If the position was previously occupied, conduct an exploratory benchmark of previous candidate’s resume and expertise
 
Consider what position in academia would be the equivalent for this position. For instance:

Tenure-Track Investigator = Postdoctoral Fellow, Instructor, Assistant Professor
Tenure-Eligible Investigator = Associate Professor, Early/Recent (Full) Professor
Senior Investigator = Professor, “Named” Professor like the Charles Darwin Professor of Biology
Division Director/Branch Chief = Professor, Department Head, Chief, Director
Deputy Director/Scientific Director/IC Director = Director (of a Center), Associate Dean for Research, Vice Dean for Research, Chair, Named Professor
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STEP 3: Developing Your Strategy and Identifying Candidates

• Potential candidates can be identified using several 
search methods in combination with keywords from 
the ad 

• These search methods are performed using 
internal databases, public search engines, social 
media sites, and academic databases

• Boolean Language - This is a type of programming 
technique that attempts to find true values or exact 
matches for desired terms

akhadjenouri
Sticky Note
Step 3: Developing Your Search Strategy and Identifying Candidates

Potential candidates can be identified using several search methods in combination with keywords from the ad. Additionally, once candidates are identified through these methods, it can also be helpful to consider colleagues of identified candidates when relevant.

These search methods are performed using internal databases, public search engines, social media sites, and academic databases. Use of each method may overlap or vary depending on the position level of the vacancy.
 
Boolean Language - This is a type of programming technique that attempts to find true values or exact matches for desired terms [+, AND, OR, NOT **, “’’]. We use this technique to query various search engines and databases for qualified candidates. This technique can be used in combination with the keywords previously created and the search methods described below.
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STEP 3: Developing Your Strategy and Identifying Candidates

Method Early-
Career

Senior 
Level-

Leadership
Academic Databases X 
U.S. News – Top Universities  
Public Search Engines  
Societies and Networks  
NIH RePORTER   IDeA

akhadjenouri
Sticky Note
Academic Databases - Generate a list of top authors from keywords related to research interests and discipline using engines such as Web of Science, Scopus, Google Scholar, Pub Med, and iCite. 

•Web of Science is a website that provides subscription-based access to multiple databases that provide comprehensive citation data for many different academic disciplines.
•Scopus is an academic database that uniquely combines a comprehensive, expertly curated abstract and citation database with enriched data and linked scholarly literature across a wide variety of disciplines. Scopus quickly finds relevant and authoritative research, identifies experts, and provides access to reliable data, metrics, and analytical tools. 
•iCite – Relative Citation Ratio

U.S. News - Top Universities – Research U.S. News rankings of top universities for a specific discipline; identify top universities and search within relevant departments for qualified and diverse faculty.

Public Search Engines – Develop a Boolean string using various keywords collected from job ad and search for relevant candidates using Google.

Societies and Networks – Identify societies and networks related to the position, division, or IC; look for recent award recipients (early-career awards and distinguished/senior awards), committee, and board members; check if there is a Diversity, Equity, and Inclusion committee within a society; look for potential list/database of racial/ethnic minority members.

NIH Reporter – Provides publicly available information related to funding from several government enterprises such as NIH, USDA, NSF, NASA, EPA, HSS, DoD and many others.

You can Identify recipients of grants related to relevant research topic; include Award Type in search string (i.e., K01 OR K23 + NINR + Social Determinants of Health); Filter results by Top Funding/Expenses to identify potential senior candidates.
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STEP 3: Developing Your Strategy and Identifying Candidates
Recommended Strategies Based on Position Level and Type

Tenure-Track

• Postdoctoral Fellowship 
Programs

• Recent K/F Awardees

• Early-Career Societal 
Awards

Tenure-Eligible

• Top-Ranked Academic 
IC for Research Area

• Associate Professors-
Recent Full Professors

• IDeA States Faculty

Senior Position

• Top Authors in Web of 
Science or Scopus

• Academic Chairs and 
Directors

• Societal Presidents and 
Distinguished Awardees

Industry/Pharma/Tech

• Specific Searches for 
Pharma Companies

• Top Pharma/Tech 
Conferences 

• Editorial Boards of 
Pharma Journals
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STEP 3: Developing Your Strategy and Identifying Candidates
Demographics and the Candidate List

• NIH takes a broad approach by using the Notice of NIH’s Interest in Diversity
• Individuals from racial and ethnic groups that have been shown by the 

National Science Foundation to be underrepresented in health-related 
sciences on a national basis

• Women
• Individuals with disabilities
• Individuals from disadvantaged backgrounds

• However, specific demographic categories should NOT be indicated on the 
potential candidate list

https://grants.nih.gov/grants/guide/notice-files/NOT-OD-20-031.html
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STEP 3: Developing Your Strategy and Identifying Candidates 
Individuals from Disadvantaged Backgrounds

• The Institutional Development Award (IDeA) is a congressionally mandated 

program that builds research capacity in states that historically have had low 

levels of NIH funding

• NIH leadership suggests that Recruitment Strategists identify additional 

qualified candidates at their discretion from Institutions in the 23 IDeA states and 

include them in the list provided to search committees

• Access the IDeA Website for more information on the program

https://www.nigms.nih.gov/Research/DRCB/IDeA/Pages/default.aspx
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STEP 3: Developing Your Strategy and Identifying Candidates
Implementing the IDeA Strategy

• Identify academic universities and 

research institutions within the IDeA 

states and look for qualified candidates

• Leverage NIH RePorter as tool to 

identify potential candidates from these 

states with active projects

https://reporter.nih.gov/
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STEP 4: Packaging Details for Each Candidate Identified

• Create an Excel spreadsheet that highlights these details for each candidate

 Full Name

 Publication Record

 Current Institution and Position

 Degree and Credentials

 Grant Award History 

 Contact Information

 Faculty Profile and Short Biography

 Keywords and Strategy Used

akhadjenouri
Sticky Note
Step 4: Packaging Details for Each Candidate Identified
 
Create an Excel spreadsheet that highlights these details for each candidate:
Full Name
Publication Record: Number of Publications, Citations, and Citations per Publication (Scopus and iCite)
Current Institution and Position
Degree (can obtain by accessing candidate CV) and Credentials (including research interests)
Grant Award History: Number of Awards and Type of Grants)
Contact Information: Email and Phone Number (Faculty Page)
Faculty Profile and Short Biography
Keywords and Strategy Used
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STEP 4: Packaging Details for Each Candidate Identified

• Consider these tips when assessing diversity of candidates identified

 Search faculty pages and social media sites to consider diversity 
characteristics

 Look for any affiliations with underrepresented group (URG)-related 
organizations and societies

 Review online biographies for any leads

 Determine whether candidate has received any URG-focused awards

 Access candidate’s resume/CV using QVR to identify any achievements 
or affiliations related to diversity

akhadjenouri
Sticky Note
Step 4: Packaging Details for Each Candidate Identified
 
Consider these tips for assessing diversity of candidates identified
 
Search faculty page, social media sites, and various online sources to confirm diversity characteristics
Look for any affiliations with URG-related organizations and societies
Review online biographies for leads to candidate’s race/ethnicity and gender
Determine whether candidate has received any URG-focused awards
Search for availability of candidate’s resume/CV
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QUESTIONS?
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Check out our website diversity.nih.gov/programs-partnerships/recruitment-search-protocol

Sign up for our quarterly newsletter and visit our COSWD blog for twice monthly updates

Follow us on Twitter @NIH_COSWD

Follow us on LinkedIn @NIH Chief Officer for Scientific Workforce Diversity

Email us at swdsearches@od.nih.gov

CONTACT US

http://diversity.nih.gov/programs-partnerships/recruitment-search-protocol
https://public.govdelivery.com/accounts/USNIH/subscriber/new?topic_id=USNIH_106
https://diversity.nih.gov/blog
https://twitter.com/nih_coswd
https://www.linkedin.com/showcase/nih-scientific-workforce-diversity?trk=affiliated-pages
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