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	 For	the	last	year	and	a	half	I	have	worked	in	the	southern	Philippines	with	an	organization	
called	Sigay	Kauyagan	on	the	campus	of	Mindanao	State	University.	Sigay	Kauyagan’s	mission	is	to	
facilitate	 education	and	 community	development	 among	 the	diverse	 cultural	 communities	on	 the	
island	of	Mindanao.	As	a	staff	member,	my	role	is	to	assist	in	managing	our	indigenous	and	Muslim	
student	center	and	to	mentor,	 tutor,	and	teach	classes	 for	 indigenous	and	Muslim	students.	 I	also	
engage	 in	 continuous	 learning	 through	 team	 trainings,	 and	 even	 attended	 a	 weeklong	 cultural	
ethnography	conference	in	order	to	better	understand	our	student	clients.		

My	 involvement	 with	 Sigay	 Kauyagan	 reflects	 the	 value	 and	 significance	 I	 place	 upon	
diversity,	 inclusion,	 and	 equity.	 I	 believe	 it	 is	 morally	 and	 ethically	 important	 to	 empower	 the	
students	 that	 I	 encounter	 to	 perform	 at	 high	 standards,	 and	 furthermore	 that	 students	 from	 all	
backgrounds	 should	 be	 represented	 in	 a	 university	 educational	 setting.	 Additionally,	 in	 light	 of	
research	findings	that	diversity	promotes	success	in	scientific	and	engineering	environments	[1-6],	
I	view	pursuing	diversity	as	a	critical	means	of	achieving	excellence	in	classrooms	and	laboratories.	
In	my	past	and	present	occupations,	I	have	strived	to	further	diversity,	inclusion,	and	equity.	I	have	
promoted	these	ideals	primarily	through	the	approaches	of	mentoring	and	strategic	recruiting,	which	
I	intend	to	continue	throughout	my	service	in	academia.		
	
Mentoring	

Mentoring	 is	 important	 for	 diversity,	 inclusion,	 and	 equity,	 because	 it	 helps	 guide	
individuals	toward	success	and	improves	retention	within	the	science	and	engineering	fields	[7].	To	
give	one	example	from	my	time	with	Sigay	Kauyagan,	two	senior	mathematics	college	students	once	
approached	me	 for	 help	with	 their	 undergraduate	 theses.	 I	 eagerly	 agreed	 to	 assist	 them,	 but	 in	
doing	so	I	remembered	the	unique	challenges	these	scholars	faced.	To	name	a	few,	these	students	
were	women	in	a	male-dominated	field,	Muslims	in	a	primarily	Catholic-religion	nation,	members	
of	 a	 tribal	minority	 group,	 and	 economically	 disadvantaged	 compared	 to	 their	 peers;	 they	 faced	
frequent	and	significant	racial	and	religious	discrimination	inside	and	outside	of	the	university.	The	
students	 and	 I	met	weekly	 throughout	 the	 semester	 to	 address	 both	 technical	 and	 non-technical	
challenges	in	their	projects	and	careers.	During	our	time	together	I	demonstrated	my	value	for	their	
unique	experiences	by	 listening	 to	 their	 stories,	 and	offered	a	 long-term	perspective	and	positive	
encouragement	in	order	to	spur	them	on	toward	the	goal	they	so	highly	prized.		

In	 addition	 to	 mentoring	 many	 students	 through	 Sigay	 Kauyagan,	 I	 also	 engaged	 in	
mentoring,	both	giving	and	receiving,	while	at	Stanford	University.	As	a	new	graduate	student,	I	had	
the	opportunity	 to	assist	an	experienced	 female	doctoral	 candidate,	one	of	 the	 few	women	 in	 the	
laboratory	 group	 at	 that	 time.	 By	watching	 her,	 I	 learned	 not	 just	 protocols	 and	 techniques,	 but	
more	 importantly	 how	 to	 speak	 precisely,	 strive	 for	 excellence,	 persevere	 through	 difficulties,	
balance	 competing	 priorities,	 and	 offer	 words	 of	 encouragement.	 This	 student	 exemplified	 good	
mentorship	 for	 me,	 and	 I	 later	 applied	 this	 knowledge	 as	 I	 directed	 two	 undergraduates	 in	 a	
summer	research	program	and	a	master’s	degree	student	in	another	research	project.	Through	my	
involvement	with	Sigay	Kauyagan	and	Stanford	University,	I	have	learned	how	to	advise	and	council	
students	 from	 a	 wide	 variety	 of	 backgrounds,	 helping	 them	 persevere	 through	 challenges	 and	
achieve	success.	

As	 a	 professor,	 I	 intend	 to	 build	 upon	 the	mentoring	 foundation	 that	 I	 acquired	 through	
Sigay	 Kauyagan	 and	 Stanford	 University.	 A	 key	 to	 achieving	 and	 sustaining	 diversity	 within	
technological	 fields	 is	 to	 increase	 student	 retention.	 Unfortunately,	 students	 leaving	 STEM	 areas	
often	report	lacking	a	good	personal	fit	within	their	educational	and	vocational	communities	[8,	9].	
However,	research	shows	that	when	students	engage	with	and	apply	their	classroom	knowledge	in	
purposeful	and	practical	ways,	they	are	more	likely	to	complete	their	studies	[10].	In	light	of	these	
findings,	my	aim	is	to	act	as	an	advisor	and	advocate	of	students,	to	inform	and	inspire	them	about	
the	 creative	potential	 and	 social	 utility	 of	 engineering	 from	 the	 very	beginning	of	 their	 academic	
journeys.	 I	 plan	 to	 do	 this	 by	 facilitating	 students’	 involvement	 in	 applied	 activities	 such	 as	



internships,	research,	and	publishing.	Also,	similarly	to	my	work	at	Sigay	Kauyagan,	I	intend	to	pay	
careful	attention	to	the	unique	experiences	and	needs	of	all	scholars	when	providing	guidance,	 in	
order	 to	 help	 students	 establish	 a	 sense	 of	 belonging	 within	 engineering.	 Finally,	 knowing	 that	
advising	and	teaching	are	 intertwined,	 I	 intend	to	use	my	courses	to	promote	diversity,	 inclusion,	
and	equity.	I	aim	to	accomplish	this	by	understanding	and	responding	to	my	students’	educational	
backgrounds,	 assigning	 and	 assessing	 projects	 in	 ways	 that	 promote	 inter-student	 collaboration	
rather	than	competition,	and	designing	and	facilitating	active	learning	experiences	[11,	12].	 I	 look	
forward	to	serving	as	a	mentor	in	these	ways	as	a	professor.		
	
Strategic	recruiting	

Recruiting	strategically	is	important	in	achieving	diversity	because	it	increases	the	strength	
of	 the	 applicant	 pool	 [13].	 I	 currently	 serve	 on	 a	 committee	 at	 Sigay	 Kauyagan	 that	 awards	
scholarships	to	select	minority	students	based	on	their	demonstrated	financial	need	and	academic	
achievement.	During	my	time	interacting	with	students,	I	make	a	point	to	promote	this	opportunity	
widely	 and	 to	 assist	 students	 in	 completing	 the	 application	 requirements.	 In	 serving	 on	 this	
committee,	 I	 have	 built	 upon	 my	 initial	 experience	 from	 participating	 in	 the	 recruiting	 team	 at	
Sandia	National	 Laboratories.	Also	 important	 in	 strategic	 recruiting	 is	 assessing	 applicants	 fairly,	
which	 I	 emphasized	 while	 volunteering	 as	 an	 alumni	 undergraduate	 admissions	 interviewer	 for	
Duke	University	 for	eight	years	and	while	serving	as	a	reviewer	 for	National	Defense	Science	and	
Engineering	 Graduate	 (NDSEG)	 fellowship	 applications.	 Knowing	 that	 research	 has	 shown	 the	
strengths	 of	 some	 female	 and	 minority	 applicants	 can	 be	 inadvertently	 overlooked	 [14],	 when	
considering	 such	 candidates,	 I	 asked	 questions	 to	 draw	 out	 their	 accomplishments	 and	 highlight	
their	 potential.	 Through	 these	 varied	 recruiting	 experiences,	 I	 have	 learned	 how	 to	 seek	 out,	
appreciate,	and	promote	a	diverse	array	of	candidates	in	the	sciences	and	engineering.		

As	a	faculty	member,	I	intend	to	continue	promoting	diversity,	inclusion,	and	equity	through	
my	 recruiting	 efforts.	My	 goal	 is	 that,	 at	 a	minimum,	 the	 representation	 of	my	 laboratory	 group	
reflects	 the	diversity	of	 the	university	at	 large;	 this	may	be	challenging	due	to	 the	relative	 lack	of	
diversity	within	engineering.	Furthermore,	my	aim	is	that	at	least	ten	percent	of	my	research	group	
is	composed	of	undergraduates,	in	order	to	provide	practical	opportunities	to	inspire	and	motivate	
aspiring	 engineers.	 To	 accomplish	 this,	 I	 intend	 to	 network	 with	 faculty,	 scientists,	 and	
administrators	when	seeking	talent	for	my	group,	in	order	to	identify	a	wide	spectrum	of	promising	
students	 who	 I	 can	 specifically	 encourage	 to	 pursue	 research.	 In	 addition,	 I	 am	 interested	 in	
participating	 in	 campus/departmental	 visitation	 events,	 which	 would	 give	 me	 opportunities	 to	
speak	with	potential	applicants.	Furthermore,	understanding	 that	everyone,	 including	myself,	has	
judgment-clouding	 biases	 [15],	 I	 plan	 to	 seek	 second	 opinions	 from	 a	 diverse	 group	 of	 other	
professors	when	 judging	 candidates	and	 to	allow	myself	 adequate	 time	 to	evaluate	 candidates	 to	
avoid	making	inaccurate	generalization-based	decisions	[16].	Lastly,	I	intend	to	hire	students	based	
on	 both	 their	 demonstrated	 high	 achievement	 as	 well	 as	 their	 potential	 for	 future	 success	 [17].	
Importantly,	 this	requires	communicating	to	potential	students	 that	a	 lack	of	research	experience	
does	not	disqualify	them	from	my	team.	Through	these	strategic	recruiting	efforts,	I	hope	to	further	
diversity,	inclusion,	and	equity	in	my	department	and	in	my	own	research	group.	
	

Looking	back	at	 the	 two	students	working	on	 their	 theses,	 I	 am	proud	 to	 say	 that,	 after	a	
semester	of	hard	work,	 they	arrived	at	graduation	with	 finished	copies	of	 their	original	 research.	
Their	 achievement	 reminds	 me	 of	 the	 power	 of	 mentorship	 to	 guide	 individuals,	 especially	
underrepresented	 minority	 students,	 toward	 success.	 Turning	 ahead	 toward	 the	 future,	 I	 await	
chances	as	a	faculty	member	to	strategically	recruit	students	to	become	the	science	and	engineering	
leaders	 of	 tomorrow.	 Envisioning	 a	 thriving	 future	 for	 these	 scholars	 motivates	 me	 to	 continue	
pursuing	diversity,	inclusion,	and	equity	using	the	approaches	of	mentoring	and	strategic	recruiting.		
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