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Background and Context—Environmental Forces

Race gaps in COVID-19 deaths are even bigger 

than they appear

Brookings: Race Gaps in COVID-19 Deaths are Even Bigger Than They Appear. 

https://www.brookings.edu/blog/up-front/2020/06/16/race-gaps-in-covid-19-deaths-are-even-bigger-than-they-appear/#cancel


Background and Context—Duke Voices



On June 16, 2020, the School of Medicine launched a strategic planning 
process during the Turning a Moment into a Movement: Dismantling 
Racism in the Duke University School of Medicine and Beyond virtual event.

Duke University School of Medicine

Moments to Movement: 
Dismantling Racism





Preplanning/ 
Framing

Current 
Assessment

Future Direction
Implementation 

Planning

DEVELOP FACT BASE 

• Analyzed data—and  
identified gaps 

• Conducted surveys, 
focus groups, and 
interviews

• Incorporated 
findings from recent 
culture surveys and 
letters from our 
community 

STRATEGY DECISIONS

• Developed vision 
and goals 

• Collaborated with 
Health System and 
University partners 
to align overarching 
objectives

• Identified critical 
priorities and 
initiatives

MOVING IT FORWARD

• Developed 
communication plan

• Defined organizational 
and resource 
requirements

• Transitioned early phase 
implementation to 
accountable parties 

SCOPE THE PROJECT

• Defined scope and 
project participation

• Developed and 
refined the process

• Identified key 
strategic questions 

Strategic Planning Process



Project Structure and Constituent Engagement 

The work was led by committees organized largely based on constituency—students, faculty, staff—to facilitate focused 
efforts and engagement.  Committee co-chairs represented constituents at the Oversight Committee.

Dean

Health Professions 
Students 

Committee

Grad Student and 
Postdoc 

Committee

Faculty 
Committee

Staff Committee

Oversight 
Committee

 Set charge
 Meet regularly with Constituent Committee Co-chairs
 Make final decisions about plan content
 Coordinate with University and Health System at executive level

 Provide thought leadership and subject matter expertise
 Assist in identifying common themes across groups and coordinating response
 Evaluate and assist in prioritizing recommendations
 Champion plan implementation

Constituent Steering Committees
 Provide thought leadership and subject matter expertise
 Develop insights related to Work Group charge
 Develop future strategy recommendations and metrics for success
 Identify implementation priorities and resource needs
 Facilitate stakeholder engagement and buy in 



1. Enhance racial diversity and equity, inclusion and respect for all of our constituents 

2. Advance careers among underrepresented racial and ethnic (URE) groups in medicine, 
biomedical science and technology 

3. Catalyze anti-racist practice through education of our current and future workforce 

4. Stimulate and promote evidence-based discoveries and their translation to reduce racial 
health disparities, promote equity, and improve health 

5. Establish our School as a transformative leader in anti-racism and social justice education 
and research 

Strategic Plan Framework



10
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Implementation Accountability

SOM Dean 
SOM Anti-Racism & 
DEI Strategic Plan 
Advisory Councils 

SOM Vice Dean for 
DEI

IMPLEMENTATION TEAMS & OFFICES
• Office of Equity, Diversity & Inclusion (EDI); Multicultural Resource Center (MRC); IDEALS Office
• Entity level Vice Chairs/Leaders of EDI 
• Future structural needs determined by VDDEI (e.g., recommendations for Staff DEI Dean, Dean of DEI/AR Education)

• Department Chairs & Center/Institute Directors
• Office for Institutional Equity
• University Office for Faculty Advancement

SOM Vice DeansDEI 
Executives/leaders 
for Duke U, DUHS, 

PDC



Implementation: Rewiring APT, Mentorship, Sponsorship & Coaching

Challenges

• Too few URiM’s in Leadership and Full Professor level

• 28% of SOM Class of 2024

• 14% GME Entering 2021

• 10.2% of Assistant Professors

• 7.2% of Associate Professors

• 4.4% Professor (20 Hispanic and 9 Black) of 663 Full Professors

• APT process and criteria are opaque, confusing and inconsistently applied

• Wide variations in mentorship, sponsorship and coaching practices

• APT as “quality assurance” but no “quality improvement”  



• Require anti-bias and anti-racism training for all School of Medicine leadership 

• Increase BIPOC representation in leadership by 100% in five years

• Increase Black faculty at full professor level by 100% in five years

• Build IT infrastructure to support APT process 

• Acknowledge full breadth of scholarship Duke values including advocacy and DEI 
work

• Revise Departmental APT committees to represent breadth of department 
• Add Quality Improvement mission to APT Committees
• DAPT Committees must have BIPOC membership

• Transformation of Annual Review Process to focus on growth

Recommendations

APT, Mentorship, Sponsorship & Coaching



• Revise annual review process

– DEI lead engaged in reviews for all BIPOC faculty

– Revising template to recognize DEI activities  

• Create standard guidelines for Departmental APT committee composition/responsibilities

• Committee diversity, experience in DEI, implicit bias and anti-racism education, 
annual review of faculty progression data for race/ethnicity, gender trends 

• Systematize APT expectations and enhance communications around process

• Broaden definition of scholarship used in APT to include advocacy and DEI work with clear 
evaluative criteria 

• Develop information systems to inform APT

• Recognizing DEI Scholarship: Framework for Scholarship in Justice, Equity, Diversity, 
Antiracism and Inclusion (JEDAI)

– JEDAI scholarship: research, service, education, clinical domains (both tracks)

– JEDAI scholarship impact assessment

18-Month Priority Initiatives (relevant to APT)



APT Framework for JEDAI Scholarship



Modelling The Way…Practice, Practice, Practice 

• Expand how we think about and define excellence
• Cultivate opportunities to engage with, mentor/coach, and sponsor our people 
• “Stay The Course” in striving to diversify our faculty and leadership, staff and 

students 
• Think creatively about strategies for measurement that expand beyond numbers 

and representation
• Equip people to engage in uncomfortable yet important conversations
• Cultivate a culture of “upstanders” versus bystanders 
• Engage majority group members as full partners and stakeholders in advancing 

DEI
• Attend to multiple dimensions of diversity - intersectionality (gender identity, 

sexual orientation, ethnicity, nationality, class etc.)
• Hold everyone accountable for bias/discrimination/exclusion
• Keep moving the needle – standing still is not an option



Questions


