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1. Welcome 
Dean Sandro Galea (sgalea@wustl.edu) welcomed attendees to the School of Public Health 
assembly. 
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2. Dean’s Update 
Dean Sandro Galea shared school-wide updates.  
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“Not as a matter of charity”
Building a healthier world as a matter of social duty.

SANDRO GALEA

FEB 8

READ IN APP

Recently, I have been writing some reflections that are spurred by the

moment, focusing on how we need to make health a priority in our politics,

and on my concerns about ensuring our politics are informed by an

appreciation of their effect on people’s lives and health. Today, I want to

reflect on perhaps some of the genesis of the current actions we are seeing

at the federal level, actions with deep implications for national and global

health. As the new US federal administration has begun making sweeping

cuts to federal programs, one cannot help but feel that these programs are

being cut, in part, because they are seen as being “charitable” and that

charity, when times are tough, or when ideology shifts, is no longer
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The false choice between diversity, inclusion,
and the pursuit of excellence
Some thoughts on the synergies among diversity, inclusion, and
excellence

Sandro Galea

In April, United Airlines pledged to train 5,000 new pilots by 2030 with the

intention of no less than half of these new students being women or people

of color. With this announcement came pushback, informed by a common

objection to diversity and inclusion efforts, one which extends all the way

back to the start of debate around initiatives like affirmative action. The

objection is that, in seeking to make greater room for historically

underrepresented groups, we risk elevating concerns about identity over a

commitment to excellence, to bringing in the best people regardless of skin

color, sex/gender identity, or other characteristic which has led to past

marginalization. These concerns were particularly potent with regard to the

airline industry, where anything less than excellence in the cockpit could put

lives at risk.    

United’s pledge aligned with ongoing, and welcome, efforts to promote

greater diversity and inclusion within organizations. This has been a long

time coming, and is something that I have cared about throughout my

career. When I first started my time at BU School of Public Health, working
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The Evolving Role of Diversity, Equity, and Inclusion Programs
in Academic Health Institutions

Diversity, equity, and inclusion (DEI) programs have in
the past decade become commonplace at universities
and academic health institutions. Academic institu-
tions aim to be part of the world around them and to el-
evate the ideas that ennoble us through excellence in
scholarship and teaching. This reflects their unique po-
tential to bring together a diversity of perspectives, ex-
periences, and identities and to create in their spaces the
potential for discussion and debate that informs how we
as a society think and act. DEI programs are aspira-
tional at heart. These programs emerged out of an
awareness that many institutions, and in this particular
case, universities and academic health institutions, had
systematically excluded many from their ranks for de-
cades, often on the basis of race and ethnicity, and an
attempt to address the well-documented biases exist-
ing within these institutions against advancement for
those who came from underrepresented groups.1 The
goal of DEI programs is to implement systemic efforts
that ensure a diverse student, faculty, and staff popula-
tion, all of whom are included and receive fair and equi-
table treatment while thriving and contributing to insti-
tutional missions. DEI programs should strive to create

space for a diverse university and academic health com-
munity, including all segments of society, as demar-
cated by gender, race and ethnicity, migration status, and
the full range of perspectives and lived experiences that
characterize the world that these institutions serve. This
aim closely aligns the goals of DEI with the overall goals
of academic institutions.

The aspiration of DEI programs was never—and
should never have been—to take a narrow view of race
and ethnicity, nor to arbitrate sometimes contentious so-
cial conversations about how race operates in broader
society. Although some DEI programs may have strayed
from this mission, we contend that far more often, DEI
programs have advanced this mission and that today uni-
versities and academic health institutions are more di-
verse, equitable, and inclusive than they have ever been,
in no small part as a result of DEI programs. The focus
of DEI programs may, and should, shift over time. Take
gender, for example. Women were long excluded from

elite universities and academic health institutions. How-
ever, that is no longer the case, with a majority of stu-
dents in universities now identifying as women.2 It re-
mains the case that structures and systems within these
same institutions disproportionately challenge the ca-
reer advancement of women (eg, the expectations of
achieving particular benchmarks during a certain time
that often coincides with childbearing years), and as such
a DEI focus on creating equitable processes to ensure
that women are not disadvantaged in these institu-
tions remains warranted. Asian American members of
academic communities were especially targeted with dis-
crimination during the COVID-19 pandemic and war-
ranted consideration under DEI programs. Currently, at-
tention to exclusion experienced by Jewish and Muslim
students, faculty, and staff is, and should be, a central
concern of all DEI programs. Conversely, decades past
have seen US society instill systemic discrimination
against particular groups, such as Irish and Italian immi-
grants. That is no longer the case and perhaps need not
be the active focus of DEI programs today. DEI efforts
must be flexible and, with a clear focus on the goals that
animate them, adapt and evolve to the needs of par-

ticular populations to ensure that all are
represented, have a fair chance to suc-
ceed, and are included and safe within
these institutions.

Much of the public conversation
around DEI programs has been mired in
assumptions that the programs are mono-
lithic and in critiques of some of their par-
ticular structural aspects. For example,
DEI seminars have often been criticized
for focusing too narrowly on race and dis-

crimination, reinforcing an impression that all interac-
tions between people of different races are fraught, and
in so doing, fostering—rather than narrowing—gaps be-
tween those of different races.3 Studies that have aimed
to document outcomes of these seminars have also found
mixed and largely unconvincing results that they change
attitudes significantly.4 However, focusing on any single
structural aspect of DEI programs in large part misses the
point of these programs because they were never in-
tended to be only about race and ethnicity. The aspira-
tion behind DEI programs should have always been to cre-
ate a diverse population within universities and academic
health institutions, recognizing both that diversity re-
flects well on the social mission of these institutions and
that diverse teams and groups are simply more success-
ful and better at tackling complex problems than teams
that are homogeneous.5

Two recent events have challenged DEI efforts. First,
the US Supreme Court struck down affirmative action in

The aspiration behind [diversity, equity,
and inclusion] programs should have
always been to create a diverse
population within universities and
academic health institutions….
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To build a school that leads with excellence in interdisciplinary population 

health science and scholarship, distinction in educational programs, and a 

deep commitment to local and global impact



 

 

 

 
 

 

4 new directions in public health x 4 strategies

Galea S, Abba-Aji M. New directions for population health science and scholarship . Jama Health Forum. In press.

1 New ways of thinking

2 New ways of doing the work

3 Better pathways to impact

4 Novel partnerships



 

 

 

 
 

 

Building an exceptional School of Public Health

Engage world-class 
faculty

Nurture outstanding 
teachers and students

Public Health plus Prioritize local and global 
impact



 

 

 

 
 

 



 

 

 

 
 
3. Faculty Affairs, a summary; Professor Hair-e Joshu 
Professor Haire-Joshu shared updates from the Office of Faculty Affairs.  
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Faculty Affairs: A Summary
School of Public Health

Debra Haire-Joshu
Leah Kemper



 

 

 

 

 

 

Overview

A roadmap
• Why the OFA
• What we are building
• What’s next 

OFA mission, guiding principles

Mission — To foster success of all faculty at every stage of their careers, 
partnering with them to build a thriving academic community and achieve 
excellence in public health teaching, research, and service.

Guiding principles — service, transparency, equity, respect, partnership



 

 

 

 

 

 

OFA Objectives

1. Foster professional development
2. Enhance work-life balance
3. Cultivate a supportive and inclusive environment
4. Facilitate faculty-administration communication
5. Provide guidance on academic policies and procedures

Administration

National Council

Faculty Affairs

Dean

Communication

Networks and 
innovation

Strategic 
Initiatives

Education

Community Advisory Board

ResearchPractice

School of Public Health Organizational Chart



 

 

 

 

 

 

Office of Faculty Affairs (Born 01/01/2025)
Associate Dean 
for Faculty 
Affairs

DEBRA HAIRE-
JOSHU

Director of 
Faculty Affairs 

LEAH KEMPER

Faculty 
Recruitment 
Coordinator

Faculty 
Development 
Coordinator

Faculty 
Appointment, 
Promotion, and 
Tenure 
Coordinator

What we are building: Areas of focus

Faculty Lifecycle

Faculty 
Development

Faculty 
Governance

Data 
Management 
and Reporting

Partnership and 
Communication



 

 

 

 

 

 

What we are building: Areas of focus

Faculty Lifecycle

Faculty 
Development

Faculty 
Governance

Data 
Management 
and Reporting

Partnership and 
Communication

Faculty Lifecycle: 
Provide guidance and support from recruitment to retirement

Recruitment 
and Hiring

Onboarding
Appointment, 

Promotion, 
Tenure

Retention Retirement



 

 

 

 

 

 

Faculty Lifecycle

Recruitment and Hiring

• Facilitate efficient faculty 
searches, diverse candidate 
pools, manage hiring process
• Job descriptions, postings
• Applications, Interviews, Visits 
• Documentation, Offer letters

Onboarding

• Provide orientation and 
resources for new faculty to 
integrate in SPH
• Welcome packets, Orientation
• HR and other office contacts
• Training materials

Recruitment activities to date

Faculty Recruitment Committee

• Drake, Haire-Joshu, 
Iwelunmor, Iannotti, Kemper, 
Joynt Maddox, Kreuter, Stark 
• Goal: 40 faculty
• Timeline: October 1-May 30 

SPH Recruitment To date
• Applications: N= 358 (300 complete)
• Zoom interviews: N=73
• Campus visits = 10 

scheduled/completed
• SPH Faculty onboard/accepted 

N=19

• Evanoff, Haire-Joshu, Kemper, Reis
• Applications: N=25
• Schools represented: N=5

Joint Appointments



 

 

 

 
 

What’s next?

Recruitment

• Evaluate recruitment processes 
and adapt as needed
• Systematize the process

Onboarding

• Populate and build out virtual 
resources 
• Organize steps of onboarding 

process
• Assess individual faculty needs
• Provide access to general and 

individualized resources

Faculty Lifecycle: 
Provide guidance and support from recruitment to retirement

Recruitment 
and Hiring

Onboarding
Appointment, 

Promotion, 
Tenure

Retention Retirement



 

 

 

 
 

 

Appointment, Promotion, and Tenure (APT)

Provide clear policies, procedures, and criteria for faculty 
appointments, promotions, and tenure that is publicly available

https://schoolofpublichealth.washu.edu/policies/

What’s next?
• Initiate APT committee (April 2025)
• Develop promotion packet guidelines
• Initiate annual review and feedback process

R&R

Retention

Implement strategies and 
programs to retain high-
performing faculty
• Supportive, inclusive 

environment  
• Work-life balance policies
• Quality mentoring programs
• Evaluate, track 

outcomes/progress

Retirement

Provide guidance to faculty 
approaching retirement
• HR resources
• Individualized consultations
• Proactive planning



 

 

 

 

What we are building: Areas of focus

Faculty Lifecycle

Faculty 
Development

Faculty 
Governance

Data 
Management 
and Reporting

Partnership and 
Communication

Faculty Development

Address aspects of faculty member's professional life (e.g. 
teaching), for continuous individual growth in supportive 
context

Serve as resource hub in collaboration with SPH/WashU offices:
1. Professional growth--workshops, training programs
2. Leadership development--prepare for administrative roles
3. Teaching and research excellence—education research 

networks
4. Faculty mentorship



 

 

 

 
 

 

What’s next?

Develop resource hub

• Develop directory of 
resources
• Populate the website

Faculty Mentorship Program

• Evidence based training for 
mentors and mentees
• Matching process
• Individual objectives and 

goals
• Regular meetings
• Resources
• Networking opportunities

What we are building: Areas of focus

Faculty Lifecycle

Faculty 
Development

Faculty 
Governance

Data 
Management 
and Reporting

Partnership and 
Communication



 

 

 

 
 

 

Faculty governance

Promote active faculty  participation in decision-making processes 
of the SPH contributing to overall direction of the School

What’s next?
• Access to SPH and university policies and procedures
• Faculty Handbook [March 1, 2025]

• Support the faculty senate 
• https://schoolofpublichealth.washu.edu/faculty-senate-bylaws/ 

• Support SPH strategic planning process (2026)

Data management and reporting

Ensure data accessibility and availability to guide decision 
making
• Construct best practices OFA infrastructure

What’s next?
• Establish centralized database ensuring data quality, 

confidentiality [Interfolio]
• Generate routine and ad hoc reports on progress
• Individual faculty reporting 
• OFA Annual report card



 

 

 

 

 

 

Partnership and communication

Use regular Communication Channels to share information, 
ideas (policy updates, faculty news, upcoming events)
• https://schoolofpublichealth.washu.edu

What’s next?
• Foster a sense of community through networking activities, 

social events, informal gatherings (podcasts, faculty music 
events)
• Seek regular feedback to identify areas for action (OFA email)

Conclusions

• OFA in its infancy—opportunity
• Based on best practices and SPH principles
• OFA is a service to address faculty needs
• Input welcome—chance to build something new and different

Questions and/or suggestions



 

 

 

 
4. Open conversation 
Dean Sandro Galea opened the floor for conversation. 
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