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Institutions of higher education strive to support diversity and inclusion efforts as they recognize the benefits at the undergraduate, graduate, and faculty levels (Terenzini et al., 2001; Denson and Chang, 2009; Pascarella et al., 2014; Moriña, 2017). Diversity can be defined as “the varied perspectives and approaches to work which members of different identity groups bring” (Thomas and Ely, 1996) and inclusion can be described as a person's ability to contribute fully and effectively to an organization (Miller, 1998; Mor Barak and Cherin, 1998). One strategy to diversify higher education is by focusing on creating a diverse pipeline, whereby undergraduates from different backgrounds engage in high quality research. These experiences provide students the ability to build competencies and achievement records that propel them to and through graduate school as well as beyond.

Previous research has demonstrated that undergraduates who participate in research projects and positively interact with faculty are more likely to pursue and attain post-baccalaureate degrees as well as subsequent careers as faculty or research scientists (Pascarella and Terenzini, 1991; Astin, 1993; Tinto, 1993; Adedokun et al., 2013; Yaffe et al., 2014). Opportunity and mentorship are particularly critical for underrepresented students, as previous research has found that students' interactions with faculty members have a stronger influence on their decisions to pursue graduate education than their initial background characteristics (e.g., socio-economic status; Ethington and Smart, 1986; Pascarella and Terenzini, 1991; Carpi et al., 2017). While many mentors may intend to support minority student researchers, they may not be aware of how to do so. Thus, this paper will highlight some of the challenges faced by underrepresented students (i.e., students of color, lower socio-economic status, LGBT) and provide evidence-based solutions on how to recruit, select, retain students from diverse backgrounds to promote diversity and inclusion in undergraduate research labs working toward publishable research.

PROMOTING AN INCLUSIVE RESEARCH LAB

Multiple studies have found that minority students report feeling isolated, unwelcomed, invisible and distant from faculty (Fullilove and Treisman, 1990; Rankin, 2003; Suarez-Balcazar et al., 2003; Love, 2008; Cherng et al., 2014). Inclusive research lab practices related to recruiting, selecting and retaining diverse student researchers can reduce the effects of these negative experiences.

Recruitment

As recruitment may be one of the first barriers faced in achieving a diverse research lab, active recruitment efforts must complement other efforts to get diverse students in the door. Active recruitment is defined as efforts that may aid in an increase in applicants and have been used to attract minority applicants to different graduate program and professions (George et al., 1997; Muñoz-Dunbar and Stanton, 1999). Researchers in organizational psychology have found that more diverse recruitment advertisements positively impact perceptions of organizational attractiveness, perceived compatibility, and evaluations of the organization's image (Perkins et al., 2000; Avery et al., 2004; Lambert, 2015; Baum et al., 2016). Based on these findings, we suggest that advertisements for student research opportunities should include pictures of diverse students and explicit statements encouraging students of all backgrounds to apply. Additionally, it is important for recruitment advertisements to use language that can directly combat some of the misperceptions about research labs that may persuade students from various backgrounds to select-out of participating, as they feel that they may not fit in. For example, students from lower socio-economic status backgrounds may be juggling both work and academic demands and feel that they are not able to participate in research. However, recruitment messages may be tailored to address this need by mentioning the option of flexibility in hours and location for work to be conducted, if applicable. These recruitment efforts may help to attract students from all backgrounds who typically feel excluded from these opportunities as they signal inclusiveness through pictures and messages.

Proactive types of recruitment efforts can take place by both faculty and lab members. For example, faculty members can engaging in mentoring behaviors during the recruitment process. This can be done by faculty identifying and encouraging strong minority students in the classroom to apply for research opportunities. Oftentimes, students from underrepresented groups are anxious and feel they do not belong due to a lack of representation. Previous work in educational psychology found that high school students express self-doubt based on an unwelcoming culture of seeing an all-white AP classroom, even after being accepted to these challenging courses (Belcher, 2017). However, with further encouragement and longer discussion from mentors, 90% of those who opted not to originally take AP courses did eventually do so. Similarly, it is likely that minority students doubt their abilities to work in high quality research labs, but may overcome this barrier with appropriate mentorship.

Current lab members may also take an active role in recruitment diverse students. For example, research assistants can set time aside for community outreach events where diverse students may be involved in, such as sports, student clubs, or special events on campus. This can allow for the opportunity for current students to engage in conversation about their experiences working in a lab and the benefits of research for their future goals, specifically, articulating that they are working on publishable research which will be instrumental for pursuing graduate education.

Selection

Biases can negatively influence minority students' experiences in being provided opportunities in a research lab. Research has found that minority students report experiences of discrimination and differential treatment from their advisors and from prospective advisors (Rankin, 2003; Suarez-Balcazar et al., 2003; Shammas, 2017). For example, faculty were more responsive to White male undergraduate students when contacted about prospective research and mentorship opportunities compared to female or ethnically diverse students (Milkman et al., 2015). Additionally, faculty members rated male lab manager applicants (identical to female counterparts) as more competent and hireable, as well as deserving of a higher salary and more mentorship (Moss-Racusin et al., 2012). Biases are held by all, and faculty who consider themselves free from bias (Staats et al., 2015) or who share these minority characteristics are not immune (Durso and Latner, 2008; Herek et al., 2009, 2015).

In light of these findings, it is important for mentors to actively strive to minimize the influence of unintentional bias. One way to determine whether selection processes are impacted by these biases is to conduct regular audits of one's lab to ensure that certain types of students are not systematically being evaluated more poorly than others (Tetlock and Mitchell, 2009). To improve the fairness and accuracy of evaluations, faculty need to set clear, objective, behavior-based performance metrics. Indeed, more general and subjective ratings allow for a greater reliance on these subtle biases (Prendergast and Topel, 1993; Aranda et al., 2014). Research has also demonstrated the importance of learning about implicit biases and taking efforts to recognize and reduce behavioral manifestations of such biases. Ignoring implicit biases will negatively impact the validity of faculty's selection and evaluation systems preventing diverse students from working on impactful research.

Faculty members, especially at larger institutions, often develop some type of selection system for their research labs to engage students to support publishable projects. This process often involves using different sources of information, including SAT scores. However, standardized testing generally disadvantages marginalized applicants (Roth et al., 2001; Dean et al., 2008; Fagioli, 2013) due to several reasons including economic and socioeconomic factors, psychological factors, societal factors, cultural factors, test constructruction, and valdiation factors (Ployhart et al., 2003; Berry et al., 2011). As a consequence, organizational psychologists encourage decision makers in the workplace to broaden perspectives on selection in general. McKay and Davis (2008) argued that in addition to relying on valid, standardized selection instruments, organizations must “expand the number of predictor constructs measured by selection systems beyond cognitive-based tests” (p. 152). They further argue that, “personnel practitioners should include non-cognitive constructs in selection systems to complement organizations' diversity efforts” (p. 153). Following the model of workplace selection practices and extending them to selecting undergraduate researchers, faculty should conduct a job analysis to identify the responsibilities and qualifications that are necessary to be successful in working on publishable research projects and consider alternative ways to assess these skills.

For example, additional criteria that can be used to evaluate student researchers may include factors, such as motivation and research interests. The Council on Graduate Medical Education found motivation to commit time and effort to studying in high demanding programs to be a predictor of success among medical students from minority groups (Pacquiao, 2007). Additionally, we recommend incorporating qualitative approaches to elicit this information by asking students to write a short essay describing their reasons for wanting to join a specific lab, their future career plans and research interests. Educational psychologists have found the essay approach to be useful in assessing underrepresented students' motivation for advanced placement (AP) courses in high school (Belcher, 2017).

Retention

To retain and support diverse students after the recruitment and selection process, it is important for faculty to engage in mentorship, ally behaviors and encourage diversity more broadly to promote an inclusive lab environment.

Mentorship

Students from diverse backgrounds report that a lack of mentorship is a challenge in navigating their educational experiences. Previous work has found that mentoring can be particularly vital to maintaining persistence toward a degree for African American students (Freeman, 1999; Dodson et al., 2009; Blackwell and Pinder, 2014). Notably, African-American students reported higher satisfaction with research-focused faculty support than other types of mentoring (Ishiyama, 2007; Strayhorn and Saddler, 2009; Kendricks et al., 2013; Castellanos et al., 2016).

Therefore, once students are in the lab, faculty members can take an active role in mentorship by providing developmental opportunities (i.e., co-authorship for publications or conferences) and feedback on research related tasks to build the skills of these students at the undergraduate level. These mentorship relationships between diverse students and faculty can foster research publications as well. A research study found that faculty members who had mentored Black or students with disabilities were more productive in publishing with their undergraduates (Morales et al., 2017). The authors suggest that research publication success is likely due to a mentor's commitment given that often additional time and support is needed for socially marginalized students (Sax et al., 2002; Eagan and Garvey, 2015) and team diversity contributing to broader knowledge and skills (Barjak and Robinson, 2008).

Mentors can also provide support for students working toward graduate degrees. The work of several researchers suggests that providing graduate applicants with guidance on what is being sought in professional statements, how to approach letter writers and what to share with them, and how decisions are made can help put those with less experience in higher education (e.g., first generation college students or graduate students, persons from under-represented groups) in a better position to pursue graduate studies (McKay and Davis, 2008; Sedlacek, 2017; Mathur et al., 2019). This process provides everyone with required information and support, creating a more level playing field for pursuing graduate education that otherwise might only be accessible to some. Overall, faculty mentorship enables the process of engaging diverse students in publishable research and beyond.

Promote Ally Behaviors

Allies can be both faculty or other lab mentors with similar characteristics and background as diverse students (i.e., faculty of color) or from a majority group (i.e., White student). Faculty can use their own positions of privilege to be allies and model these behaviors for all lab members. To be effective allies, lab mentors can educate themselves on the various barriers faced by each group as well as the strategies that are most effective at supporting and advocating for these groups (Sabat et al., 2013). This can be done by attending ally and other optional diversity training programs, reading, and staying current on research pertaining to organizational diversity and discrimination, participating in diversity-related events, examining one's own biases, and the ways in which they may be perpetuating systematic inequalities, and by developing and fostering diverse social support networks. Using this knowledge, mentors can engage in behaviors that outwardly support diversity by proactively expressing their ally identities and by role modeling their support for all diverse groups. Specifically, they can emphatically state their genuine support for minority groups and diversity-supportive causes, advertise diversity-related events on campus, and post-ally/diversity-supportive stickers in their offices. Individuals who express their ally identities in these ways are likely to create safe spaces.

Promoting an Inclusive Lab

The positive environment cultivated in the research lab will likely support both minority and majority students. Mentors engaging and promoting inclusive behaviors may encourage students with concealable stigmas feel comfortable disclosing their identities within the research lab (Sabat et al., 2017). This will likely have a positive impact on marginalized research assistants as disclosure of more hidden identities (i.e., sexual orientation) has been consistently linked to improved satisfaction, commitment, and workplace health (Sabat et al., 2017). Additionally, mentors who disclose their ally identities are also likely to encourage majority members within the lab to feel comfortable acknowledging or disclosing their own ally identities, which will continue to spur a cycle of support allowing all students to thrive in the research lab.

Research has demonstrated that celebrating diversity and taking a multicultural, identity-affirming approach is more beneficial than taking a color-blind approach in which one ignores identity-based differences (Meeussen et al., 2014). Diversity likely already exists in all labs when considering an intersectional framework. Engaging in discussions regarding gender diversity, socio-economic status, sexual orientation, rural/urban upbringing, religious variations, and then seeking to diversify in specific ways (e.g., ethnic diversity) can help all members feel included in diversity related initiatives.

Diversity impacts all aspects of one's experiences and denying this perpetuates systematic disadvantages faced by minority groups (Purdie-Vaughns et al., 2008; Fryberg and Stephens, 2010; Offermann et al., 2014; Bonilla-Silva, 2015). For these reasons, as issues pertaining to diversity arise in the local or national contexts, faculty can allow their lab to be a safe place to address them. Previous evidence has found that broader diversity issues can impact the motivation, well-being, and performance of students, particularly those who are underrepresented (Cokley, 2000; Pugh et al., 2008; Sliter et al., 2014; Prewitt, 2015). Consequently, engaging in these potentially challenging conversations in the lab can help to foster inclusion, model civil conversation, and allow the opportunity for diverse perspectives to be shared. These inclusive practices related to recruitment, selection, and lab management can allow diverse students to feel supported working on high quality research.

CONCLUSION

In this paper, we have identified some ways to overcome the challenges faced by underrepresented students including experiences of bias, feelings of isolation, and a lack of mentorship. We have offered solutions to overcome these challenges with regards to recruiting, selecting, and retaining diverse undergraduate researchers working toward publishable work. As the country diversifies and the education system broadens to include online learning, all types of opportunities, including participation in research labs should be accessible to everyone. Together, with our collective efforts, we can move toward more equitable educational institutions that can lead the way in providing equal educational opportunities to all. As noted by the Dean of Harvard College at commencement, “Diversity in the student body is important for the same reason that it is important in research. It is the only way to advance a field… through a diversity of perspectives” (Powell, 2018).

AUTHOR CONTRIBUTIONS

AA, IS, RT-S, and EK worked together to create an outline for the manuscript. RT-S identified challenges. AS highlighted recruitment and selection efforts. IS worked on managing labs. All authors worked on revising the manuscript.

REFERENCES

 Adedokun, O. A., Bessenbacher, A. B., Parker, L. C., Kirkham, L. L., and Burgess, W. D. (2013). Research skills and STEM undergraduate research students' aspirations for research careers: Mediating effects of research self-efficacy. J. Res. Sci. Teach. 50, 940–951. doi: 10.1002/tea.21102

 Aranda, A., Dieste, O., and Juristo, N. (2014). “Evidence of the presence of bias in subjective metrics: analysis within a family of experiments,” in Proceedings of the 18th International Conference on Evaluation and Assessment in Software Engineering (London: ACM), 24. doi: 10.1145/2601248.2601291

 Astin, A. W. (1993). What Matters in College, Vol. 9. San Francisco, CA: Jossey-bass.

 Avery, D. R., Hernandez, M., and Hebl, M. R. (2004). Who's watching the race? Racial salience in recruitment advertising. J. Appl. Soc. Psychol. 34, 146–161. doi: 10.1111/j.1559-1816.2004.tb02541.x

 Barjak, F., and Robinson, S. (2008). International collaboration, mobility and team diversity in the life sciences: impact on research performance. Soc. Geogr. 3, 23–36. doi: 10.5194/sg-3-23-2008

 Baum, M., Sterzing, A., and Alaca, N. (2016). Reactions towards diversity recruitment and the moderating influence of the recruiting firms' country-of-origin. J. Bus. Res. 69, 4140–4149. doi: 10.1016/j.jbusres.2016.03.037

 Belcher, A. H. (2017). Instructional and Career Guidance in STEM: An Improvement Initiative to Create Opportunities for Female High School Students (Thesis). Western Carolina University.

 Berry, C. M., Clark, M. A., and McClure, T. K. (2011). Racial/ethnic differences in the criterion-related validity of cognitive ability tests: a qualitative and quantitative review. J. Appl. Psychol. 96:881–906. doi: 10.1037/a0023222.

 Blackwell, E., and Pinder, P. (2014). What are the motivational factors of first-generation minority college students who overcome their family histories to pursue higher education? Coll. Stud. J. 48, 45–56.

 Bonilla-Silva, E. (2015). The structure of racism in color-blind, “post-racial” America. Am. Behav. Sci. 59, 1358–1376. doi: 10.1177/0002764215586826

 Carpi, A., Ronan, D. M., Falconer, H. M., and Lents, N. H. (2017). Cultivating minority scientists: undergraduate research increases self-efficacy and career ambitions for underrepresented students in STEM. J. Res. Sci. Teach. 54, 169–194. doi: 10.1002/tea.21341

 Castellanos, J., Gloria, A. M., Besson, D., and Harvey, L. O. C. (2016). Mentoring matters: racial ethnic minority undergraduates' cultural fit, mentorship, and college and life satisfaction. J. Coll. Read. Learn. 46, 81–98. doi: 10.1080/10790195.2015.1121792

 Cherng, H., Turney, K., and Kao, G. (2014). Less socially engaged? Participation in friendship and extracurricular activities among racial/ethnic minority and immigrant adolescents. Teach. Coll. Rec. 116, 1–28.

 Cokley, K. (2000). An investigation of academic self-concept and its relationship to academic achievement in African American college students. J. Black Psychol. 26, 148–164. doi: 10.1177/0095798400026002002

 Dean, M. A., Roth, P. L., and Bobko, P. (2008). Ethnic and gender subgroup differences in assessment center ratings: a meta-analysis. J. Appl. Psychol. 93:685. doi: 10.1037/0021-9010.93.3.685

 Denson, N., and Chang, M. J. (2009). Racial diversity matters: the impact of diversity-related student engagement and institutional context. Am. Educ. Res. J. 46, 322–353. doi: 10.3102/0002831208323278

 Dodson, J. E., Montgomery, B. L., and Brown, L. J. (2009). “Take the fifth”: mentoring students whose cultural communities were not historically structured into US higher education. Innov. High. Edu. 34, 185–199. doi: 10.1007/s10755-009-9099-y

 Durso, L. E., and Latner, J. D. (2008). Understanding self-directed stigma: development of the weight bias internalization scale. Obesity 16, S80–S86. doi: 10.1038/oby.2008.448

 Eagan, M. K. Jr., and Garvey, J. C. (2015). Stressing out: connecting race, gender, and stress with faculty productivity. J. High. Edu. 86, 923–954. doi: 10.1353/jhe.2015.0034

 Ethington, C. A., and Smart, J. C. (1986). Persistence to graduate education. Res. High. Edu. 24, 287–303. doi: 10.1007/BF00992076

 Fagioli, L. (2013). Is the SAT the root of all evil? Reviewing the evidence on admission policies and diversity in higher education. LUX. 2:15. doi: 10.5642/lux.201301.15

 Freeman, K. (1999). No services needed? The case for mentoring high-achieving African American students. Peabody J. Educ. 74, 15–26. doi: 10.1207/s15327930pje7402_3

 Fryberg, S. A., and Stephens, N. M. (2010). When the world is colorblind, American Indians are invisible: a diversity science approach. Psychol. Inq. 21, 115–119. doi: 10.1080/1047840X.2010.483847

 Fullilove, R. E., and Treisman, P. U. (1990). Mathematics achievement among African American undergraduates at the University of California, Berkeley: an evaluation of the mathematics workshop program. J. Negro Educ. 59, 463–478. doi: 10.2307/2295577

 George, D. M. M. S., Schoenbach, V. J., Reynolds, G. H., Nwangwu, J., and Adams-Campbell, L. (1997). Recruitment of minority students to US epidemiology degree programs. Ann Epidemiol. 7, 304–310. doi: 10.1016/S1047-2797(97)00020-3

 Herek, G. M., Gillis, J. R., and Cogan, J. C. (2009). Internalized stigma among sexual minority adults: Insights from a social psychological perspective. J. Counsel. Psychol. 56:32. doi: 10.1037/a0014672

 Herek, G. M., Gillis, J. R., and Cogan, J. C. (2015). Internalized stigma among sexual minority adults: Insights from a social psychological perspective. Stigma Health 1, 18–34. doi: 10.1037/2376-6972.1.S.18

 Ishiyama, J. (2007). Expectations and perceptions of undergraduate research mentoring: comparing first generation, low income white/Caucasian and African American students. Coll. Stud. J. 41:540.

 Kendricks, K. D., Nedunuri, K. V., and Arment, A. R. (2013). Minority student perceptions of the impact of mentoring to enhance academic performance in STEM disciplines. J. STEM Educ. Innov. Res. 14, 38–46.

 Lambert, J. R. (2015). The impact of gay-friendly recruitment statements and due process employment on a firm's attractiveness as an employer. Equality Div Inclusion 34, 510–526. doi: 10.1108/EDI-03-2013-0012

 Love, D. (2008). “Revitalizing retention efforts for African-American college students at predominately white institutions,” in Allied Academies International Conference. Academy of Educational Leadership. Proceedings, Vol. 13 (Jordan Whitney Enterprises, Inc).

 Mathur, A., Cano, A., Dickson, M.W., Matherly, L.H., Maun, C., and Neale, A. V. (2019). Portfolio review in graduate admissions: outcomes of a pilot program. Strat. Enrol. Manag. Quart. Available online at: https://www.aacrao.org/research-publications/quarterly-journals/sem-quarterly/article/volume-7/issue-1/portfolio-review-in-graduate-admissions-outcomes-of-a-pilot-program

 McKay, P. F., and Davis, J. (2008). “Traditional selection methods as resistance to diversity in organizations,” in Diversity Resistance in Organizations. ed K. M. Thomas (New York, NY: Erlbaum).

 Meeussen, L., Otten, S., and Phalet, K. (2014). Managing diversity: how leaders' multiculturalism and colorblindness affect work group functioning. Group Proc. Intergr. Rel. 17, 629–644. doi: 10.1177/1368430214525809

 Milkman, K. L., Akinola, M., and Chugh, D. (2015). What happens before? A field experiment exploring how pay and representation differentially shape bias on the pathway into organizations. J. Appl. Psychol. 100:1678. doi: 10.1037/apl0000022

 Miller, F. A. (1998). Strategic culture change: The door to achieving high performance and inclusion. Pub. Person. Manag. 27, 151–160.

 Mor Barak, M. E., and Cherin, D. (1998). A tool to expand organizational understanding of workforce diversity. Admin. Soc. Work 22, 47–64.

 Morales, D. X., Grineski, S. E., and Collins, T. W. (2017). Increasing research productivity in undergraduate research experiences: exploring predictors of collaborative faculty–student publications. CBE Life Sci. Educ. 16, 1–9. doi: 10.1187/cbe.16-11-0326

 Moriña, A. (2017). Inclusive education in higher education: challenges and opportunities. Euro. J. Spec. Needs Educ. 32, 3–17. doi: 10.1080/08856257.2016.1254964

 Moss-Racusin, C. A., Dovidio, J. F., Brescoll, V. L., Graham, M. J., and Handelsman, J. (2012). Science faculty's subtle gender biases favor male students. Proc. Natl. Acad. Sci. 109, 16474–16479. doi: 10.1073/pnas.1211286109

 Muñoz-Dunbar, R., and Stanton, A. L. (1999). Ethnic diversity in clinical psychology: recruitment and admission practices among doctoral programs. Teach. Psychol. 26, 259–263. doi: 10.1207/S15328023TOP260403

 Offermann, L. R., Basford, T. E., Graebner, R., Jaffer, S., De Graaf, S. B., and Kaminsky, S. E. (2014). See no evil: color blindness and perceptions of subtle racial discrimination in the workplace. Cult. Div. Ethnic Minor. Psychol. 20, 499–507. doi: 10.1037/a0037237

 Pacquiao, D. (2007). The relationship between cultural competence education and increasing diversity in nursing schools and practice settings. J. Trans. Nurs. 18, 28S−37S. doi: 10.1177/1043659606295679

 Pascarella, E. T., Martin, G. L., Hanson, J. M., Trolian, T. L., Gillig, B., and Blaich, C. (2014). Effects of diversity experiences on critical thinking skills over 4 years of college. J. Coll. Stud. Dev. 55, 86–92. doi: 10.1353/csd.2014.0009

 Pascarella, E. T., and Terenzini, P. T. (1991). How College Affects Students. San Francisco: Jossey-Bass.

 Perkins, L. A., Thomas, K. M., and Taylor, G. A. (2000). Advertising and recruitment: marketing to minorities. Psychol. Market. 17, 235–255. doi: 10.1002/(SICI)1520-6793(200003)17:3<235::AID-MAR3>3.0.CO;2-#

 Ployhart, R. E., Ziegert, J. C., and McFarland, L. A. (2003). Understanding racial differences on cognitive ability tests in selection contexts: an integration of stereotype threat and applicant reactions research. Hum. Perform. 16, 231–259. doi: 10.1207/S15327043HUP1603_4

 Powell, A. (2018). Diverse Campus Informs, Inspires, and Challenges Students. Retrieved from: https://news.harvard.edu/gazette/story/2018/05/campus-of-cultural-and-economic-diversity-informs-inspires-and-challenges-students/

 Prendergast, C., and Topel, R. (1993). Discretion and bias in performance evaluation. Euro. Eco. Rev. 37, 355–365. doi: 10.1016/0014-2921(93)90024-5

 Prewitt, K. R. M. (2015). The Role of Cultural Climate, Racial Identity, and Mentoring Relationships on African American College Success (Dissertations). Available online at: https://ecommons.luc.edu/luc_diss/1965

 Pugh, S. D., Dietz, J., Brief, A. P., and Wiley, J. W. (2008). Looking inside and out: the impact of employee and community demographic composition on organizational diversity climate. J. Appl. Psychol. 93:1422. doi: 10.1037/a0012696

 Purdie-Vaughns, V., Steele, C. M., Davies, P. G., Ditlmann, R., and Crosby, J. R. (2008). Social identity contingencies: how diversity cues signal threat or safety for African Americans in mainstream institutions. J. Person. Soc. Psychol. 94:615. doi: 10.1037/0022-3514.94.4.615

 Rankin, S. R. (2003). Campus Climate for Gay, Lesbian, Bisexual, and Transgender People: A National Perspective. New York: National Gay and Lesbian Task Force Policy Institute.

 Roth, P. L., Bevier, C. A., Bobko, P., Switzer, I. I. I. F. S., and Tyler, P. (2001). Ethnic group differences in cognitive ability in employment and educational settings: a meta-analysis. Person. Psychol. 54, 297–330. doi: 10.1111/j.1744-6570.2001.tb00094.x

 Sabat, I. E., Lindsey, A. P., King, E. B., Ahmad, A. S., Membere, A., and Arena, D. F. (2017). How prior knowledge of LGB identities alters the effects of workplace disclosure. J. Vocatl. Behav. 103, 56–70. doi: 10.1016/j.jvb.2017.09.001

 Sabat, I. E., Martinez, L. M., and Wessel, J. L. (2013). Neo-activism: engaging allies in modern workplace discrimination reduction. Indus. Organ. Psychol. 6, 480–485. doi: 10.1111/iops.12089

 Sax, L. J., Hagedorn, L. S., Arredondo, M., and Dicrisi, I. I. I. F. A. (2002). Faculty research productivity: exploring the role of gender and family-related factors. Res. High. Edu. 43, 423–446. doi: 10.1023/A:1015575616285

 Sedlacek, W. E. (2017). Measuring Non-cognitive Variables: Improving Admissions, Success, and Retention for Underrepresented Students. Herndon, VA: Stylus Publishing.

 Shammas, D. (2017). Underreporting discrimination among Arab American and Muslim American community college students: using focus groups to unravel the ambiguities within the survey data. J. Mixed Method Res. 11, 99–123. doi: 10.1177/1558689815599467

 Sliter, M., Boyd, E., Sinclair, R., Cheung, J., and McFadden, A. (2014). Inching toward inclusiveness: diversity climate, interpersonal conflict and well-being in women nurses. Sex Roles 71, 43–54. doi: 10.1007/s11199-013-0337-5

 Staats, C., Capatosto, K., Wright, R. A., and Contractor, D. (2015). State of the Science: Implicit Bias Review 2015, Vol. 3. Kirwan Institute for the Study of Race and Ethnicity, The Ohio State University.

 Strayhorn, T. L., and Saddler, T. N. (2009). Gender differences in the influence of faculty–student mentoring relationships on satisfaction with college among African Americans. J. Afr. Am. Stud. 13:476. doi: 10.1007/s12111-008-9082-1

 Suarez-Balcazar, Y., Orellana-Damacela, L., Portillo, N., Rowan, J. M., and Andrews-Guillen, C. (2003). Experiences of differential treatment among college students of color. J. High. Educ. 74, 428–444. doi: 10.1353/jhe.2003.0026

 Terenzini, P. T., Cabrera, A. F., Colbeck, C. L., Bjorklund, S. A., and Parente, J. M. (2001). Racial and ethnic diversity in the classroom: does it promote student learning? J. High. Educ. 72, 509–531. doi: 10.1080/00221546.2001.11777112

 Tetlock, P. E., and Mitchell, G. (2009). Implicit bias and accountability systems: what must organizations do to prevent discrimination? Res. Org. Behav. 29, 3–38. doi: 10.1016/j.riob.2009.10.002

 Thomas, D. A., and Ely, R. J. (1996). Making differences matter: a new paradigm for managing diversity. Harvard Bus. Rev. 74, 79–90.

 Tinto, V. (1993). Building community. Liberal Education, 79, 16–21.

 Yaffe, K., Bender, C., and Sechrest, L. (2014). How does undergraduate research experience impact career trajectories and level of career satisfaction: a comparative survey. J. Coll. Sci. Teach. 44, 25–33. doi: 10.2505/4/jcst14_044_01_25

Conflict of Interest Statement: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Copyright © 2019 Ahmad, Sabat, Trump-Steele and King. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.

OPS/images/cover.jpg
, frontiers
in Psychology

Evidence-Based Strategies for
Improving Diversity and Inclusion in
Undergraduate Research Labs









OPS/images/crossmark.jpg
©

2

i

|





OPS/images/logo.jpg
, frontiers
in Psychology





