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Dean’s Advisory Committee on Diversity & Inclusion Priorities & Responsibilities 

 
The Dean’s Advisory Committee on Diversity & Inclusion (DACDI) is charged with setting a 
foundation for the work of the Harvard T.H. Chan School of Public Health in the areas of 
diversity, inclusion, and campus climate. Officially established in January of 2013, the school-
wide Committee is comprised of committed faculty, staff, alumni, students, and postdoctoral 
fellows. 
 
The Committee seeks to further strengthen the School’s commitment to diversity and inclusion 
by providing a platform across the School to identify needs and concerns, provide input to the 
Office of Diversity and Inclusion, and formulate coordinated actions and initiatives to address 
topics related to diversity and inclusion within all areas of the School’s community.  
 
Encompassing a comprehensive focus, the Committee formed the following subcommittees with 
concentrated objectives: 
 

‐ Assessment/Campus Climate Survey 
‐ Charge and Responsibilities 
‐ Community Engagement 
‐ Education/Training/Communication 
‐ Funding 
‐ Membership 
‐ Recruitment 
‐ Retention/Success 
‐ Student Voices 

 
The charge and responsibilities of the Dean’s Advisory Committee on Diversity & Inclusion 
includes: 

‐ Developing short- and long-term goals to support to the School’s commitment to 
diversity and inclusion 

‐ Formulating a clear strategic vision to identify areas of improvement and priorities 
‐ Serve as a source of oversight for the objectives of the School and DACDI 

subcommittees 
 
The following are the mission statements, high level goals and objectives, strategies for 
implementation, measureable outcomes, and funding priorities for each of DACDI’s sub-
committees.  This draft strategic plan is being offered to the School community for comments, 
feedback, and recommendations during the Spring 2015 semester.   
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Dean’s Advisory Committee on Diversity & Inclusion 
Strategic Planning Initiative 

 
Sub-Committee Name:  Assessment/Climate 
 
Mission Statement 
 
To assess the School’s climate of inclusion, identify concerns, monitor change and use data to set 
priorities for policy and programmatic intervention. 
 
High Level Goals & Objectives 
 

 To assess the climate of inclusion at the School for students, faculty, other academic 
appointees and staff members. 

 Identify concerns 
 Examine trends, evaluate impact of diversity initiatives and other policies 
 Share climate information in a transparent way with our community 
 Use data to inform priorities for the Office of Diversity and Inclusion 

 
Strategies/Tactics for Achieving Goals & Objectives 
 

 Utilize existing data from faculty climate surveys conducted by the University, from 
student and staff exit surveys  

 Add diversity and inclusion questions to course evaluations  
 Identify existing, validated survey instruments; tailor or develop school-specific items to 

solicit feedback on climate as needed (after review of existing survey instruments) 
 Collect and report data from climate surveys in a manner that is transparent while 

protecting respondent confidentiality 
 Engage outside diversity and inclusion expertise for 360 degree assessment 

 
Measurable Outcomes 
 
 At Year 1 
 
Measure baseline climate ratings and identify range of concerns for students, faculty, academic 
appointees and staff members. 

 Administer school wide climate survey with common questions and tailored 
sections for different groups of constituents 

 Tabulate data, post aggregate and subgroup results on DACDI website 
 Disseminate results through multiple venues (town-hall meetings, etc.) 

  
 At Year 3 
 
Conduct follow-up climate survey to assess change and whether interventions have had positive 
influence on School community satisfaction. 
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 Repeat climate survey and measure change 
 Tabulate and post results on DACDI website 
 Develop narrative summary of findings with implications for strategic priorities 

 
Engage outside expert to assess climate at the School. 

 Obtain independent review of structure, policies, and perceptions related to diversity and 
inclusion at the School 

 
 
Funding Priorities 
 

1. To the extent possible utilize free on-line survey tools, leverage the School’s survey 
research expertise to collect data so funding climate survey is minimal. 

 
2. Funding for external consultant 360 evaluation ($25-$30,000) 
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Sub-Committee Name: Charge and Responsibilities 
 
Mission Statement 
 
Establish DACDI’s charge and responsibilities and promote the School’s commitment to 
diversity and inclusion. 
 
High Level Goals and Objectives 
 

 Identify DACDI’s charge, vision, etc., including that DACDI also is working to fulfill the 
School’s diversity statement and mission (http://www.hsph.harvard.edu/diversity) 

 Promote more DACDI involvement with approval and design of the student exit survey 
questions, photos used in catalogs, brochures, website, etc. 

 Create a clear DACDI web presence on the School’s website  
 Collaborate with other offices of diversity and inclusion and committees similar to 

DACDI across all Harvard schools to identify possibilities for a more central approach to 
diversity and inclusion. 

 
Strategies/Tactics for Achieving Goals & Objectives 
 

 Clarifying the role of DACDI within the larger diversity initiatives of the School  
 Identify the various other subcommittees and their objectives 
 Craft a definition of diversity and inclusion/groups we are involving by promoting 

DACDI (be mindful that we also are involving veterans, LGBT, people with disabilities, 
religious groups, Native American communities, etc.) 

 Consult the committee about adding a consultant from Communications to DACDI 
(doesn’t need to be an official member but more of a periodic consultant) 

 Hold a discussion with the full committee about what are diverse images? Are we 
accurately representing the School? 

 
Measurable Outcomes 
 
 At Year 1 
 

 Follow up with outlining the charge and responsibilities of DACDI including the 
objectives of the other subcommittees 

 Work on establishing a defined web presence 
 Gain a sense of the complete diversity and inclusion efforts happening at the School 

involving offices, departments, and programs 
 

At Year 3 
 
 Organize a yearly meeting with all other offices of diversity and inclusion and 

committees similar to DACDI across Harvard 
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Funding Priorities 
 

1. Content writer 
 

2. Web designer, photos 
 

3. Logo  
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Sub-Committee Name: Community Engagement  
 
Mission Statement 
 
The Community Engagement Sub-committee endeavors to institutionalize the School’s 
community engagement efforts. We will assess gaps in the School's community engagement, 
improve relations between the School and local communities, and support a culture of ongoing 
and equitable engagement beyond and within the School. 
 
The proposed plan requires increased awareness of and cooperation with our local communities. 
We envision an environment for equal exchange and engagement to solve pressing public health 
issues and in so doing, hope to communicate that the School's values community relationships. 
We believe that exchange and cooperative work improves the health of all stakeholders and 
enriches the learning experiences of all the School's constituencies. 
 
Engagement with the community surrounding the School will benefit students, faculty and staff 
by providing a local link between curriculum and practice. Active community involvement 
creates opportunities to learn from the community surrounding the School, and provides students  
 
with improved educational opportunities through service learning. Service learning enhances the 
academic experience for students, allowing for the application of skills gained in the classroom 
to focused work with local agencies.  
 
As stated in the core values of the School, “public health has the responsibility to improve and 
protect the health of populations...[and must] embrace collective, multifaceted action to respond 
to emerging challenges to health practitioners”. Furthermore, the School values the ideal of 
service in all aspects, including community involvement. Therefore, it is integral that the School 
fosters and maintains healthy relationships and collaborations with local community partners, as 
the School is part of the larger Boston community and has an ethical responsibility to work with 
its partners equitably to improve the community’s health.  
 
The vision of community engagement is to utilize the School's students, faculty and staff as allies 
and key contributors to improve our community and create a healthier environment. 
Institutionalized opportunities for community engagement would provide the School with a 
grounded sense of responsibility to neighboring communities and most importantly, leverage the 
School's resources to make sustainable, local impact.   
 
High Level Goals & Objectives 
 

 Develop and foster a lasting culture and deeply rooted tradition of public service and 
community engagement at the School.  

 Build strong community partnerships and coalitions to regain trust within the neighboring 
communities. 

 Remain accountable to the local community and actively seek to translate research into 
actionable knowledge for community members. 
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 Ensure that the School's physical and virtual spaces showcase and value the School's 
engagement with local, national, and global community partners. (Virtual spaces include 
but are not limited to websites, Student News, department websites, etc.) 

 
 
Strategies/Tactics/Potential Obstacles for Achieving Goals & Objectives 
 
The Community Engagement Subcommittee will: (1) partner with relevant departments, 
administrative offices and student organizations to unify current community engagement 
activities; (2) serve as one of the representative entities at the School that engages in community-
based programming; and (3) work with community partners to establish and maintain equitable 
and accountable partnerships. Potential challenges in achieving short- and long-term goals 
include: (1) limited funding and resources available for community-based initiatives; (2) limited 
time available for students, faculty and staff to engage in community-based opportunities; (3) 
establishing, re-establishing or maintaining equitable partnerships with community 
organizations; (4) coordinating efforts to unify school-wide efforts on a continual basis.  
 

1. Develop and foster a lasting culture and deeply rooted tradition of public service and 
community engagement at the School.  

 
 Define "community” and “community engagement" at the School. 
 Advocate for the hiring of a staff member charged with the responsibility of 

formalizing the School’s plan to engage with the local community, coordinating 
participation in community service, and partnering with departments to integrate 
service-learning into the curricula. 

 Establish an institutionally funded office that consists of community engagement 
specialists with experience working with local, national, and global community-based 
organizations. 

 Initiate the formation of a Community Engagement Advisory Committee, consisting 
of department representatives, administrative officials, students, Harvard Catalyst 
community liaison(s), and community organizations. 

 Review existing assessments of community engagement/outreach, and gather new 
data as needed. 

 Establish a committee charged with reforming all master’s and doctoral degree 
requirements to include community engagement. 

 Convene Department Chairs to discuss existing community outreach efforts, 
identifying ways to incorporate community engagement into the curricula, and 
identifying opportunities to increase community engagement. 

 Increase community-based research opportunities, and require community based 
examples and data in curricula. 

 Provide support for students, faculty and staff to engage in community-based work 
(i.e., financial assistance, protected time, etc.). 

 Facilitate school-wide communication about the importance of community 
service/engagement to students in every department and degree program. 

 Increase general publicity about community engagement efforts, and publicly 
celebrate members of the community who are part of these efforts. 
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 Systematically assess and monitor the impact of public service and community 
engagement on students’ academics, the School climate, and local communities. 

 
2. Build strong community partnerships and coalitions to regain trust within the neighboring 

communities. 
 

 Increase general publicity about community engagement efforts, and publicly 
celebrate members of the community who are part of these efforts. 

 Facilitate school-wide communication about the importance of community 
service/engagement to students in every department and degree program. 

 
3. Remain accountable to the local community and actively seek to translate research into 

actionable knowledge for community members. 
 

 Review existing assessments of community engagement/outreach, and gather new 
data as needed. 

 Increase community-based research opportunities, and require community-based 
examples and data in curricula. 

 Reserve financial support and resources to support community engagement activity, 
especially for those in which uncompensated service might otherwise present a 
unique challenge/barrier to participation. 

 Increase general publicity about community engagement efforts, and publicly 
celebrate members of the community who are part of these efforts. 

 Systematically assess and monitor the impact of public service and community 
engagement on students’ academics, the School climate, and local communities. 

 
4. Ensure that the School’s physical and virtual spaces showcase and value the School’s 

engagement with local, national, and global community partners.   
 Increase general publicity about community engagement efforts, and publicly 

celebrate members of the community who are part of these efforts. 
 Collaborate with the Office of Communication to heighten features on local efforts as 

well as the research/researchers with local impact. 
 
Measureable Outcomes 
 

At Year 1 
 
1. Develop and foster a lasting culture and deeply rooted tradition of public service and 

community engagement at the School.  
 
 Establish a clear definition of “community”, “community engagement”, and 

“community partners” at the School.  
 Hire a Community Engagement staff employee charged with the responsibility of 

formalizing the School’s plan to engage with the local community, coordinating 
participation in community service, and partnering with departments to integrate 
service-learning into the curricula. 
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 Update and make publicly accessible a registry of community partnerships containing 
contact information for the organization and a volunteer School community liaison to 
each organization. 

 Convene a task force with the goal of streamlining community engagement efforts for 
the School. This task force will consist of representatives from various administrative 
offices, departments, staff, faculty, students, student government, and community 
liaison(s).   

 Engage a group of community ambassadors (staff, faculty, and/or students) whose 
responsibilities may include overseeing specific areas of community engagement (i.e. 
Hospitals, Education, Environmental advocacy, etc.). 

 Execute school-wide community engagement activities at least once per semester for 
the academic year.  

 Establish school-wide curriculum standards that incorporate community-based 
engagement/service-learning into coursework across departments.  

 
2. Build strong community partnerships and coalitions to regain trust within the neighboring 

communities. 
 
 Identify the local community’s needs and goals for partnerships with the School.  

 
3. Remain accountable to the local community and actively seek to translate research into 

actionable knowledge for community members. 
 
 Invite public and private community organizations to create a plan to effectively 

increase dissemination of research and discuss topics of importance to the 
community. 

 
4. Ensure that the School’s physical and virtual spaces showcase and value the School’s 

engagement with local, national, and global community partners. 
 
 Establish a slogan and logo. 
 Collaborate with the Office of Communications to feature community involvement 

and related activities throughout various virtual spaces quarterly.  
 Re-evaluate the School’s physical spaces to ensure that the environment values its 

community-based work with the local, national, and global communities.  
 

At Year 3 
 

1. Develop and foster a lasting culture and deeply rooted tradition of public service and 
community engagement at the School.  
 
 Execute community engagement activities bi-monthly throughout the academic year.  
 Systematically embed service-learning opportunities and community-based cases, 

examples, and data into the curricula. 
 Expand from one Community Engagement staff employee to an “Office of 

Community Engagement and Partnerships”. This office will lead efforts and serve as 
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a resource for School departments, faculty, administration, staff, and students, as well 
neighboring communities. 

 
2. Build strong community partnerships and coalitions to regain trust within the neighboring 

communities. 
 
 Establish an independent website for the Office of Community Engagement and 

Partnerships and frequent communications with neighboring communities. 
 Convene Task Force/Community Advisory Board with School administrators, staff, 

faculty, students, and community liaisons with community partner representatives. 
This task force will be responsible for setting the agenda for annual community 
meetings and trainings. These events will be open to the School and the local 
community.  
 

3. Remain accountable to the local community and actively seek to translate research into 
actionable knowledge for community members. 
 
 Establish projects in collaboration with community partners that address community-

identified needs and priorities.  
 Convene Task Force/Community Advisory Board with School administrators, staff, 

faculty, students, community member liaisons, and partner organization 
representatives. This task force will be responsible for setting the agenda for annual 
community meetings/trainings, which will be open to the School and members of the 
local communities.  

 Sustain a well-established relationship between the School and community sites as 
evidenced by regular student participation and increased community presence at open 
School events each year. 
 

4. Ensure that the School’s physical and virtual spaces showcase and value the School’s 
engagement with local, national, and global community partners.  
 
 Feature community involvement and related activities throughout various virtual 

spaces quarterly. Virtual spaces include but are not limited to websites, Student 
News, department websites, etc.  

 Annually update physical spaces to reflect the School’s community-based efforts and 
to value its work with the local, national and global communities.  

 Establish an annual community engagement ceremony to celebrate outstanding 
efforts from members of the School and the partnering communities/organizations.  

 
Funding Priorities  
 

1. Full time staff person whose responsibilities include develop and realize the School’s 
strategic plan around community engagement, establish and sustain community 
partnerships, help establish a new office of Community Engagement & Partnerships. 

2. Staffed Office of Community Engagement & Partnerships. 
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3. Annual budget to subsidize service related travel, material, and equipment expenses. This 
will ensure equitable opportunity for full participation of students, faculty, and staff 
regardless of personal resources.  

4. Funding for annual community partnership fair. 
5. Launch and maintenance of a community outreach/engagement website and print 

materials.  
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Sub-Committee Name: Education, Communication, and Training  
 
Mission Statement 
 
To be the leading School of Public Health in our commitment, resource allocation, and behavior 
that demonstrates how the values of diversity and inclusion can be incorporated into every aspect 
of the functioning of the School – from the very first contact whether on the web, news articles, 
SOPHAS, recruitment of faculty, staff and students, informational sessions, etc. until an 
individual’s departure and continued affiliation. 
 
High Level Goals & Objectives 
 

 Each member of the community is aware of issues of Diversity and Inclusion 
 All members of the school are culturally competent 
 Truth, transparency, and authenticity in communications and processes are essential 

components of Diversity and Inclusion. 
 
Definitions/Guidelines 
 
Education relates to the School’s formal course curriculum for each of the degree programs.  
 
Training focuses on the myriad of informal educational experiences for each of the 
constituencies represented in the School community including faculty, students, staff, alumni, 
postdoctoral fellows, research scientist track appointees, research laboratory personnel, and 
contractors. 
 
Communication refers to all aspects of interactions, messaging, conversations, teaching, etc. 
written, oral, and images that reflect the vision of a truly diverse and inclusive community with a 
commitment to honesty, transparency, and ongoing reflection and change. 
 
 
Strategies/Tactics/Potential Obstacles for Achieving Goals & Objectives 
 
Overview 
 
Education 
 
Using the Cultural Competency curriculum, which has been endorsed by the Association of 
American Medical Colleges and the Association of Schools of Public Health, as the framework, 
incorporate cultural competency within and across the curriculum establishing this area of study 
as a competency within each course offered at the School.  Petition the Committee on 
Educational Policy (CEP) to adopt this focus as policy for all new courses and to provide training 
for faculty, instructors, TAs, etc. to assist in incorporating cultural competency into all current 
courses. 
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Provide comprehensive leadership and self-awareness training for all members of the School 
community.  For students, this educational imperative would be incorporated in specific required 
courses and experiences for all members of the student body regardless of degree program.   
 
Training 
 
The School as a Whole 
 
To create a more integrated training program, an ongoing series of workshops, seminars, 
trainings, and open forums would be developed and offered, to encourage open discussion across 
the various constituencies at the School on a wide range of topics.  Experiential workshops will 
also be offered to help bridge the conversation and multi-faceted viewpoints amongst the 
members of the School community. Develop a program of ‘training the trainers’ to expand the 
pool of School centered facilitators across the various constituencies (faculty, postdoctoral 
fellows, researchers, staff, and students). 
 
Where appropriate, workshops, seminars, and trainings will be videotaped and be made available 
to members of the School community for viewing. 
 
Faculty 
 
Direct and substantive support and modeling of values of diversity and inclusion needs to be 
embraced by School leadership including the deans, chairs, and senior faculty and administrators 
for there to be an impetus for the faculty to engage in a serious, thoughtful, and active 
participation in addressing these issues at the School. 
 
Develop hands-on seminars and 1:1 training to assist faculty in reviewing their current 
curriculum and training them to modify current curriculum/syllabi, and all new courses, to 
include cultural competency.  
 
Provide seminars to assist faculty in learning how to address diversity and inclusion issues, and 
to develop awareness to the myriad of interactions in their classrooms, reading materials, 
advising, and homework.  Offer demonstrations regarding dealing with conflict, unconscious 
bias, prejudice, privilege, and stereotypes in classroom lectures, conversations, and assignments. 
 
Provide open forums and small group discussions, within and/or across departments/programs –
that offer faculty opportunities to constructively address these issues as they may appear outside 
of the classroom, i.e. faculty meetings, mentoring of junior faculty and postdoctoral fellows, 
administrative decision making and policy development and implementation. 
 
For faculty for whom feedback has been provided indicating difficulty and/or a problem in these 
areas, discussions with department chairs and/or diversity skilled faculty/staff regarding the 
nature of the issue and trainings to assist in its remediation would be provided. 
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Students 
 
In addition to curricular study and experiences, students participating in clubs, groups, and/or 
other non-classroom activities would be engaged in conversations about diversity and inclusion 
initiated by their sponsor. 
 
Postdoctoral Fellows 
 
As part of orientation and ongoing training, postdoctoral fellows would participate in a series of 
workshops/seminars and experiences in cultural competency and leadership training to assist 
them and enhance their training at the School.  This training would also be reflected in their 
review form initiated with their mentor during the first 60/90 days of their training and annually 
thereafter as required by the Office of Faculty Affairs. 
 
Staff 
 
Diversity and inclusion tenets shall become incorporated into orientation.  Periodic 
workshops/seminars will be offered to continue this training.   
 
Research Scientists and Laboratory Personnel 
 
Diversity and inclusion tenets shall become incorporated into orientation.  Periodic 
workshops/seminars will be offered to continue this training.   
 
Contractors 
 
As members of the School community, whether short or long term, it is our recommendation that 
all contractors participate in a seminar addressing the values of diversity of inclusion and how 
these interactions are foundational to their experience at the School, and clear expectations 
discussed regarding their participation in this area as well as mechanisms to report any issues 
they might experience. 
 
Communications 
 
Establish a DACDI sub-committee to work closely with the Office of Communications, the 
Dean’s Office, Admissions, IT, etc. to assist in the development and implementation of 
guidelines for all forms of School communications (i.e. written, oral, and visual) that reflect the 
fundamental principles of diversity and inclusion as well as transparency in these materials. 
 
Ensure that all members of the School community are informed about the mechanisms that are 
available to assist in the reporting of any perceived issues relating to diversity and inclusion.  
DACDI will review these mechanisms and provide, where necessary, feedback on improving 
current systems, and developing new ones where necessary.  
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Measureable Outcomes 
 

At Year 1 
 
Education – the Committee on Educational Policy will adopt a new guideline that all curricula 
(new and existing) include competencies related to diversity and inclusion. Commence 
collaboration with various School offices and faculty to identify which current courses can serve 
as the first to add cultural competency to their syllabi. 
 
Training – the myriad of orientation programs (faculty, postdoctoral fellows, students, staff, 
etc.) will begin incorporating an introduction to, and understanding of diversity and inclusion 
issues and concerns in their offerings.  A series of workshops, seminars, and trainings, as well as 
potential facilitators will be identified. Three of these events will be offered during the first year. 
Develop a program of ‘training the trainers’ to expand the pool of School centered facilitators. 
 
Communications – a DACDI sub-committee will be formed and hold initial meetings with 
relevant School offices regarding collaborative efforts to develop guidelines for communications 
through the lens of diversity, inclusion and transparency. 
 

At Year 2 
 
Education – all new courses will incorporate cultural competency in their syllabi.  Assistance 
will be provided to any faculty to guide these curricular changes.  25% of identified current 
courses will have incorporated cultural competency related subject matter in their course content.  
 
Training – all orientation programs at the School will have incorporated an introduction to, and 
understanding of, diversity and inclusion issues and concerns. At least six workshops, seminars 
and/or trainings will be offered to the School community. Offer the first series in the ‘training the 
trainers’ program. 
 
Communications – continued review and refinement of the School’s communication presence 
and incorporation of diversity and inclusion guidelines. 
 
 At Year 3 
 
Education – 50% of identified current courses will have incorporated cultural competency 
related subject matter in their course content. Assistance will be provided to any faculty to guide 
these curricular changes. 
 
Training – Twelve workshops, seminars and/or trainings will be offered to the School 
community.  Expand the ‘training the trainers’ series offerings. 
 
Communications – continued review and refinement of the School’s communication presence 
and incorporation of diversity and inclusion guidelines. 
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Funding Priorities 
 

1. Professional facilitation of workshops for multiple audiences to develop skills and 
awareness around diversity and inclusion 

2. International and national leaders to present on issues relating to diversity and inclusion 
3. Annual community symposium on diversity 
4. Identify experienced trainers to assist in the development of a ‘training the trainers’ 

course for any interested community members 
5. Course development, educational technology, website and social media personnel 
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Sub-Committee Name:  Funding 
 
Mission Statement 
 
Our mission is to make recommendations that facilitate visibility of funding opportunities for 
prospective students, current students, postdoctoral fellows and junior faculty.   
 
High Level Goals and Objectives 
 

 Coordinate and offer a grant-writing course for students (and postdocs) to apply for 
fellowship awards. 

 Advocate for the endowment of the Yerby fund to support salaries for minority post-
doctoral fellows.  

 Advocate for funding for an annual diversity symposium for the School's community 
including alumni. 

 
Strategies, Tactics and Potential Obstacles for Achieving Goals & Objectives 
 
We have identified one obstacle – that we have limited financial resources.   
 
Other obstacles will be determined upon community feedback. 
 
Measurable Outcomes 
 

At Year 1 
 

 Development of a grant-writing workshop, including online web videos for various 
members of the School community. 

 Developing online resources including examples of funded and unfunded applications for 
student and postdoc guidance.  

 Ensuring funding opportunities are easily accessible and visible. 
 Develop data points to provide the Office of External Relations (OER). 

 
At Year 3 

 
 Evaluation of the grant writing workshop effectiveness and user satisfaction will be 

conducted. 
 
Funding Priorities 
 

 The School community will indicate our funding priorities. 
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Dean’s Advisory Committee on Diversity & Inclusion 
Strategic Planning Initiative 

 
Sub-Committee Name: Membership 
 
Mission Statement 
 
The mission of the Membership Committee is to develop and maintain the policies and 
procedures related to DACDI membership, to assure that the membership structure of DACDI is 
representative of the full diversity of the School and to recruit new members as needed to fulfill 
the stated goals and objectives of DACDI and its sub-committees. 
 
High Level Goals and Objectives 
 

 Assure that DACDI membership is representative of the School’s varied constituencies 
and affinity groups. 

 
Strategies/Tactics for Achieving Goals & Objectives 
 

 Obtain comprehensive school statistics for various constituencies and affinity groups. 
 Work with DACDI chairs and members to identify meeting time(s) that encourage and 

facilitate wide participation. 
 Work with Communication Committee to raise profile of DACDI 

 
Potential Obstacles to Achieving Goals & Objectives 
 

 Representation and participation is complicated by multiple conflicting priorities and 
schedules 

 Scheduling meetings is problematic given academic schedule. 
 
Measurable Outcomes 
 
 At Year 1 
 

 Distribute a membership document outlining the desired composition and structure of 
DACDI, the roles and responsibilities of its members and sub-committees, and the 
policies and procedures related to changing or adding members. 

 Add at least one additional faculty member to the committee 
 Have at least one student representative from each of the degree programs on the 

committee 
 Equitable representation on committee is a factor 
 Constituencies and affinities 
 Student government membership 
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Funding Priorities 
 

1.  Consider giving school service credit to faculty members for participation on DACDI 
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Dean’s Advisory Committee on Diversity & Inclusion 
Strategic Planning Initiative 

 
Sub-Committee Name: Recruitment  
 
Mission Statement 

Our mission is to ensure that student recruitment plans are optimized with respect to diversity 
and inclusion. Our aim is to serve as a think tank for best practices and strategies related to 
diversity recruitment with an emphasis on engaging underrepresented minorities (URM) in 
public health as defined by the National Institutes of Health:  US Citizens or Permanent 
Residents belonging to the following groups: American Indians or Alaska Natives, Blacks or 
African Americans, Hispanics or Latinos, and Native Hawaiians or other Pacific Islanders. 
 
High Level Goals & Objectives 

 Promote faculty and alumni engagement with recruitment 
 Determine best practices for collecting recruitment data 
 Advise appropriate administrators on non-traditional fairs, conferences, and recruitment 

events to recruit seasoned professionals and individuals with post collegiate experience   
 Advise appropriate administrators and departments of recruitment opportunities with 

qualified URMs from technology, engineering, mathematics or other non-science related 
fields to provide an introduction to public health 

 Provide suggestions to shrink admit rate differential between URM applicants and others 
in the applicant pool 

 

Strategies/ Tactics/ Potential Obstacles for Achieving Goals & Objectives 

 Graduate programs at the school are in transition, which complicates recruitment 
 Identify best ways to engage faculty in recruitment 
 Perception of unwelcoming climate at the School in the classroom with faculty and other 

students as well as the community at large 
 

Measurable Outcomes  

 At Year 1 

 Facilitate the communication process to ensure that recruitment activities and events are 
highlighted via alumni news, appropriate websites, etc. 

 Identify non-traditional conferences/fairs/events to recruit individuals with post collegiate 
experience  

 Determine common factors related to the rejection of URM candidates and determine 
appropriate action 
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 At Year 3 

 Develop and disseminate best practices for ways to shrink admit differential of URM 
applicants versus others in the applicant pool  

 Increase the number of applications from under-represented minorities  
 Develop first School alumni conference related to diversity 
 

Funding Priorities 

1. Supplemental funding for student recruitment activities 
2. Financial Aid (possibility of ear-marking school-wide scholarships aimed at URM 

populations) 
3. Conference for School alumni related to diversity 
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Sub-Committee Name: Retention/Success 
 
Mission Statement 
 
To ensure that the School provides a supportive and nurturing environment that results in high 
levels of student, staff, faculty, postdoc  and alumni retention and success.   
 
High Level Goals & Objectives 
 
To work with DACDI, School administration and the larger School community to: 
 

 Assure that the School is an open and welcoming community for all 
 Identify and document impediments to the retention, success and development all School 

community members  
 Develop initiatives and programs specifically designed to increase the success and 

ongoing development of all members of our community 
 Develop specific programs providing  universal formalized mentorship which lead to the 

retention, success and satisfaction of all members of the School work community  
 
Strategies/Tactics for Achieving Goals & Objectives 
 

 Identify and analyze current information on diversity and inclusion 
 Develop metrics and instruments that can accurately measure School climate issues and 

inform the development of programs 
 Identify best practices at other institutions 
 Develop mechanisms to engage all community members 
 Develop mechanisms by which community members can safely and productively share 

and document their experiences and concerns 
 
 
Measurable Outcomes 
 
 At Year 1 
 

 Work in collaboration with the Assessment/Climate Committee to identify the 
existing measures related to climate, pull out and analyze relevant data and conduct a 
gap analysis for missing data 
 

 Work in collaboration with the Assessment/Climate Committee to develop 
appropriate metrics and instruments to measure the current climate regarding 
diversity and inclusion at the School 
 

 Examine and develop an accurate catalog of School constituencies that includes both 
functional and affinity groups  
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 Develop a report on existing best practices related to diversity and inclusion at other 
higher education institutions (including, but not restricted to, other schools of public 
health) 

 
 At Year 3 
 

 Development of a functional system for community members to document personal 
experiences and issues related to diversity and inclusion 
 

 Development of appropriate metrics and the  implementation of an instrument to 
measure the external beliefs and attitudes about the School regarding diversity and 
inclusion 

 
 Development of appropriate metrics and the  implementation of an instrument to 

analyze how members of the School community represent the school to outside 
constituencies 
 

 Development of a buddy system/mentoring for community members who do not fit 
within the school’s dominant constituencies 

 
 
Funding Priorities 
 

1.  Funding for examination of best practices, including  
a. staff time to coordinate and research best practices;  
b. benchmarking visits to other institutions;  

 
2.  Funding related to the development and implementation of measurement instruments 

a. Consultant(s) 
b. Outside evaluator(s) 

 
3.  Staff time for the development, implementation and maintenance of reporting 

mechanisms for the documentation of experiences and issues related to diversity and 
inclusion 
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Sub-Committee Name:  Student Voices 

Mission Statement 

The mission of the Student Voices sub-committee of DACDI is to help build an inclusive School 
community grounded in equality, mutual respect, and an understanding of the importance of 
diversity as it relates to experience as part of the Harvard community and as part of communities 
students wish to serve. Such diversity ranges from differences in race, ethnicity, sex, age, or 
gender identity to socioeconomic status, religion, disability, or sexual orientation to differences 
in skill sets and experiences. Student Voices is committed to exploring and appreciating the 
richness, opportunities, and challenges of our multicultural community.  
 
 The Student Voices sub-committee is dedicated to improving the status of all students by 
systematically identifying and addressing their needs and concerns. The Student Voices sub- 
committee seeks to engage students in meaningful dialogue about diversity and inclusion and 
advocate for administration to provide a platform where they may participate fully as thinkers, 
leaders, and members of the School community. Members of the Student Voices sub-committee 
seek to educate themselves, and the larger School community, in hopes that awareness will spark 
action and ignite change in our community. In addition, the Student Voices sub-committee will 
appropriately serve as another resource to - and collaborate with - other groups and networks on 
campus that include members from and address issues of a diverse environment. 
 
 The Student Voices sub-committee recognizes that each and every student has a unique story 
and circumstance that makes us individuals and therefore contributors to the diversity of our 
community. The Student Voices sub-committee will consist of members of the School 
community who are already trained, or will receive such training through their participation in 
DACDI, in addressing issues of diversity and inclusion. Members will be attentive to issues of 
diversity and inclusion and will support the School's administration and student networks in 
recognizing diversity as a strength and a priority that must be considered in all community 
interactions. Student Voices hopes to leverage the different life circumstances and experiences of 
the student body to broaden perspective and strengthen our community. 
  
Sub-Committee Lens 
 
The Student Voices sub-committee draws from a variety of student, staff, and faculty 
perspectives on diversity and inclusion efforts within and beyond the School community. Its 
mission, as well as proposed goals and objectives, build on past student engagement in diversity 
at the School, including the Racial Justice Student Group – a 2011 collaboration of nine students 
who advocated for the School to become “a leading institution in terms of diversity and racial 
justice and shared brief, yet numerous, shortcomings they had experienced throughout their 
academic experience which illustrated otherwise.” This group of students researched and 
presented three short-term goals and a long-term vision for how diversity and inclusion could be 
improved at the School to Dean Julio Frenk, Senior Associate Dean Michael Grusby, Associate 
Dean Stan Hudson, and Office of Diversity (now Office of Diversity and Inclusion) Director 
Dale Trevino on May 17, 2011. The students also shared written documentation of more than 15 
student experiences that illuminated instances of discrimination among students, faculty, and 
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staff at the School.  Dean Frenk agreed to support the long-term vision – a collaborative 
committee comprised of faculty, staff, and students – which the Student Voices sub-committee 
believes DACDI can address. Dean Frenk made a commitment to implement all three short-term 
goals: 1) the addition of diversity experience questions to course evaluations, 2) the creation of 
Anonymous Reporting Mechanism on Bias and Discrimination, and 3) Inclusion of a Mandatory 
Racial Justice Training at Orientation. The Student Voices sub-committee strategic plan draws 
from these three short-term goals, calling for a renewed commitment and expansion of efforts in 
the School community to address a broad range of diversity and inclusion issues.  
 
The Student Voices sub-committee, moreover, incorporates the feedback of alumni and lessons 
learned from other higher education institutions. The sub-committee draws from alumni’s 
continued interest in diversity and inclusion, as is demonstrated through a 2012 petition signed 
by more than 100 alumni and students requesting that the lease for the building housing the 
Office of Diversity [and Inclusion] be renewed. The Student Voices sub-committee also brings 
observations and experiences of student, staff, and faculty in other higher education institutions.  
 
This approach reflects the Student Voices sub-committee’s mission of contributing to the School 
community that honors the multiple perspectives, lenses, and experiences of each of its members. 
 
High-Level Goals & Objectives 
 

 Support, strengthen, and identify student-driven efforts to promote diversity and inclusion 
within the School and the Harvard community.  

 Support administration in creating a safe space for students to voice issues and concerns 
related to diversity and inclusion at the School and as a member of the Harvard 
community.  

 Provide strategic advice on how to systematically include student voices in creating a 
supportive climate for diversity on campus.  

 Train members of the School community to recognize issues of diversity and support 
inclusion of all members, regardless of background.  

 Advocate for collection and utilization of data - quantitative and qualitative - on student 
experiences. 

 

Strategies/Tactics for Achieving Goals & Objectives 

1. Support, strengthen, and identify student-driven efforts to promote diversity and inclusion 
within the School and the Harvard community. 

a. Students in the School community should know who can support engagement in 
issues of diversity and inclusion. DACDI can serve as an entry point to connect 
students with information on where they can lead school-wide efforts on diversity 
and inclusion (e.g., referral to Office of Diversity and Inclusion, Student Affairs, 
and/or Student Government, who can then refer to specific student group or 
school-wide resources).  
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b. When considering student perspectives in issues of diversity and inclusion, 
DACDI should leverage relationships and collaborate with Student Government, 
the formal student link to the School administration; Student Affairs, the 
headquarters for all School student organizations; and the Office of Diversity and 
Inclusion, which employs several students interested in issues of diversity and 
inclusion as Student Ambassadors. 

c. Students who are not members of the aforementioned groups should still have 
access to avenues for voicing their opinion on their experiences at the School.  
 

2. Support administration in creating a safe space for students to voice issues and concerns 
related to diversity and inclusion at the School and as a member of the Harvard 
community.  

a. While recognizing the role of faculty, Student Affairs, the Office of Diversity and 
Inclusion, and the Ombudsperson, all of which provide confidentiality, DACDI 
should provide a venue and/or platform (e.g., a reporting system) where students 
may anonymously, if they choose, bring grievances related to in- and out- of 
classroom experiences in discrimination across issues of diversity and inclusion 
without the fear of retribution or unforeseen negative consequences. Such 
grievances may include, but are not limited to, discrimination on the basis of race, 
ethnicity, gender, sexual orientation, age, and socioeconomic status. Appropriate 
follow-up protocol should also be developed when such grievances are identified, 
moving beyond “victimization” and individual-level response to considering the 
academic institution as a whole.  

b. Students should have exposure to activities, programs, and/or workshops that 
explicitly recognize diversity and inclusion and engage them in grappling with 
such issues in their academic career and in their work. 

c. DACDI should advocate for current or future courses that address issues of 
diversity more explicitly into the curriculum.  

d. DACDI should also advocate to the Dean and School administration for cultural 
competence, or a similar construct, to be included in the core competencies of the 
School. 
 

3. Provide strategic advice on how to systematically include student voices in creating a 
supportive climate for diversity on campus.  

a. DACDI should ensure that student and alumni perspectives are shared within 
DACDI meetings and with DACDI members. 

b. Student Voices members should be consulted in developing efforts to measure the 
climate at the school (i.e., via surveys or forums) to ensure that these mechanisms 
are conducive to students feeling safe to share their experiences.  
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c. Student Voices members should be viewed as another resource of student 
perspectives and thus mainstreamed into administrative meetings and consulted in 
decisions that involve students at the school level, particularly Orientation 
Preparation, development of curriculum that addresses diversity and inclusion 
explicitly, and in the training of faculty to address these issues as they arise in the 
classroom setting. 

d. DACDI should fund a paid student or staff position (e.g., Graduate Intern or 
Student Ambassador) to sustain leadership of Student Voices’ explicit focus on 
students in diversity and inclusion efforts at the school. 
 

4. Train members of the School community to recognize issues of diversity and support 
inclusion of all members, regardless of background.  

a. Workshops that train students in issues of power, privilege, and discrimination 
should be made available and should receive necessary funding to accommodate 
all interested students.  

b. New faculty and staff appointments should be required to participate in a 
Diversity and Inclusion training seminar. This mandatory seminar should train 
faculty and staff how to address issues of power, privilege, discrimination, and 
conflict resolution in the classroom and in the larger Harvard community. 
Because attendance for such seminars has been a challenge in the past, this 
seminar should be required for incoming faculty and staff. 

c. Current faculty and staff members should be strongly encouraged to participate in 
these training seminars, if not required. 
 

5. Advocate for collection and utilization of data - quantitative and qualitative - on student 
experiences. 

a. Quantitative and qualitative measures of student experiences, with attention to 
issues of diversity and inclusion, should be regularly collected and utilized to 
assess the School climate and to inform School programming and policy. This is a 
cross-cutting objective that should be considered within all other high-level goals.  

 

Measurable Outcomes 

At Year 1  

1. Support, strengthen, and identify student-driven efforts to promote diversity and inclusion 
within the School and the Harvard community. 

a. Student Voices develops official relationship with Student Government (e.g., 
periodic meeting) and a member of Student Government participates in Student 
Voices meetings. 
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b. Collaboration between Student Voices sub-committee and Student Government 
on at least 1 student event.  

c. Town hall meeting conducted amongst students to discuss and collect 
perspectives and experiences on diversity and inclusion.  
 

2. Support administration in creating a safe space for students to voice issues and concerns 
related to diversity and inclusion at the School and as a member of the Harvard 
community.  

a. Questions added to course evaluation form, giving students opportunity to address 
and document issues that arose in a course regarding diversity and inclusion. 

b. An anonymous reporting mechanism, and other forums, for students to have 
experiences documented established.  
 

3. Provide strategic advice on how to systematically include student voices in creating a 
supportive climate for diversity on campus.  

a. Student Voices membership policies have been formalized and membership has 
grown by at least 100%.  

b. Student Voices members have participated in planning and implementing 
Orientation diversity events in 2014 and 2015.  
 

4. Train members of the School community to recognize issues of diversity and support 
inclusion of all members, regardless of background. 

a. Interested students have garnered the skill set to be leaders in addressing issues of 
diversity and inclusion at the School and in their careers through participation in 
training workshop. 

b. All new faculty and staff are well-trained in dealing with issues of power, 
privilege, and discrimination at the School and are equipped to handle any 
conflicts that arise within the School community through participation in training 
workshop. 

 

 At Year 3 

1. Support, strengthen, and identify student-driven efforts to promote diversity and inclusion 
within the School and the Harvard community. 

a. Student Voices sub-committee, on behalf of DACDI, and Student Government 
have a collaborative working relationship with clearly defined roles to advocate 
for support toward diversity and inclusion at the School. 

b. Members of the School community, especially students, are informed about 
existing resources to engage in issues of diversity and inclusion at Harvard.  
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2. Support administration in creating a safe space for students to voice issues and concerns 
related to diversity and inclusion at the School and as a member of the Harvard 
community.  

a. DACDI, or the relevant School department, collects and analyzes three years 
worth of data regarding issues of diversity and inclusion in the classroom, as 
reported in the course evaluation forms.  

b. An anonymous reporting mechanism for students exists and is managed by a full-
time staff member liaising with Student Affairs, Office of Diversity and Inclusion, 
and/or the Ombudsperson.  

c. A protocol for following up reported grievances, in or out of the classroom, is 
written and consistently implemented, under the leadership of the Associate Dean 
for Diversity and Inclusion.  
 

3. Provide strategic advice on how to systematically include student voices in creating a 
supportive climate for diversity on campus.  

a. Students have been included in a minimum of 6 administrative planning meetings 
with members of DACDI and School administration to ensure that issues of 
diversity and inclusion are considered.  

b. Students have been consulted in efforts to measure School climate (e.g., exit 
surveys). 

c. Student Voices members have participated in planning and implementation, when 
possible, of orientation diversity events annually. 
 

4. Train members of the School community to recognize issues of diversity and support 
inclusion of all members, regardless of background. 

a. All interested students have garnered the skill set to be leaders in addressing 
issues of diversity and inclusion at the School and in their careers 

b. Trained students have facilitated workshops for new students, thereby gaining 
additional skills in teaching, facilitation, and conflict resolution. 

c. More than 50% of faculty and staff are well-trained in dealing with issues of 
power, privilege, and discrimination at the School and are equipped to handle any 
conflicts that arise within the School community. 

 

Longer-term goals 

● Each department has at least one course, with a trained faculty member that addresses 
issues of diversity and inclusion.  

● “Cultural competence,” or a related phrase, is added as a core competency expected upon 
graduation from the School.  
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● Fewer instances of unresolved conflict due to discrimination are reported at the School 
because students, faculty, and staff are well-equipped to address these problems as they 
arise through training.  

● Fewer instances of students being discriminated against in the classroom are reported 
because faculty will have been sensitized to issues of discrimination. 

● Fewer instances of students offending each other regarding issues of diversity and 
inclusion are reported because many students will have the skill set to resolve such 
conflicts. 

● Student Voices members have supported the creation of forums have to systematically 
bring in more student perspectives to DACDI discussions. 

● The School community will be a safer and more inclusive space for all members. 
 

Additional goals to consider 

● Student Voices advocates for informational map to guide students on what resources they 
can utilize for various issues.  

● Follow-up protocol defined and initiated for responding to documented student 
grievances, liaising with Student Affairs, Office of Diversity and Inclusion, the 
Ombudsperson, and other relevant administration or staff.  

● Leadership within Student Government (e.g., the President, Vice President for Advocacy, 
and Diversity Chair), student group leaders, and Student Voices members regularly 
collaborate on efforts to raise student concerns and preferences to administrative level. 

● Student Voices members have participated in planning diversity conversations in 
conjunction with the Office of Diversity and Inclusion, Student Affairs, and Student 
Government, as well as other groups and networks.  

● A paid full-time staff member has been hired to sustain leadership of the mission and 
objectives of the Student Voices sub-committee.  

 

Potential obstacles  

● High student turnover may hinder continuity and sustainability of subcommittee 
● Lack of coordination of efforts or initiatives with other School offices and student groups 
● Sub-committee may lack sufficient funding streams and resources to reach proposed 

impact and for training of subcommittee leadership/membership to effectively lead 
discussions on diversity and inclusion-related issues 

● Numerous levels of institutional barriers to make sustained change (e.g., in establishing a 
mandatory faculty training or introducing a new student-led course) 

● Placing disproportionate responsibility student sub-committee members 
● Possible push-back from various audiences within the School 
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● Individuals at all levels (i.e., faculty, students, staff) may feel constrained by time or 
curriculum requirements, or may feel uncomfortable with measuring climate around and 
explicitly addressing diversity and inclusion 

● High level of unawareness of the extent and impact of not having addressed these issues 
thus far  

● Uncertainty regarding membership structure of DACDI and Student Voices sub-
committee  

 

Funding Priorities  

1. Training of sub-committee members and students  
2. Resources for engaging larger student body in Student Voices sub-committee discussions 
3. Development of reporting mechanism and data collection/management of student 

experiences, with intent to understand diversity and inclusion at the School  
  

Diversity Dialogues Protocol Outline (EXAMPLE)   
Student Voices is committed to providing stimulating opportunities to engage our School 
community in meaningful dialogue about diversity and inclusion. Diversity Dialogues is a 
program that already exists on campus and can be harnessed to increase opportunities for 
meaningful dialogue around issues of race, inclusion, sexuality, gender, class, and privilege (to 
name a few topics). We would like to expand the scope of this project to include a few large-
scale, highly provocative sessions. Student Voices strives to partner with the Office of Diversity 
and Inclusion and the Student Government Diversity Chair to organize a series of talks, screens, 
and panel discussion that will help spark interest, awareness, and hopefully lead to collective 
action in our community. Student Voices strives to reach a wide audience of students, faculty, 
and staff in an attempt to discuss issues pertinent to our School community and society at large. 
Student Voices is committed to exploring and appreciating the richness, opportunities, and 
challenges of our multicultural community, while seeking to foster a diverse learning 
community.  
 
Below is a pilot Diversity Dialogues Program. The pilot consists of an orientation event, which 
will introduce incoming students to how the School defines and perceives diversity and 
inclusion. Additionally, this event will foster the creation of a safe space were we can engage in 
meaningful dialogue about issue of diversity and inclusion. The diversity series consist of 4 talks, 
each highlighting a specific topic (for example: in February, we may screen Prep School Negro). 
Each session will include seed dialogs to help facilitate dialog, and a short evaluation of the 
event.  
 
 
Sept: Orientation Event – Check Your Privilege (example) 
Oct:  LGBTI  - Screening of Pariah, with seed dialog and discussion of   
                            Intersectionality 
Nov: 
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Dec: Gender and Sexuality  Robin Ochs – Homophobia: How We All Pay the  
          Price or Beyond Binaries: Seeing Sexual Diversity in the Classroom 
Jan: 
Feb: Black History Month  Tim Wise (invite to speak or – Colorblind    
Mar: 
Apr: Women – Virginity as a tool of Patriarchy – Screen  
May: 
 

Additional Topics:   
- Native American 
- Latino/Chicano 
- Disability and Inclusion 
- Women and Women of Color 
- *not it is not our intent to reduce individuals to specific checkboxes; hence, it is of the 

utmost important that this protocol stress intersectionality  
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Current Members as of February 2015 
 Taiwo Adesoye, MPH student 
 Claire Berman, Director of Health Education and Communication, Pediatric HIV/AIDS Cohort 

Study and Interdisciplinary Concentration in Infectious Disease Epidemiology 
 Emily Davies,  MPH Program Administrator, Office of Education  
 Nicole Dickelson, DrPH student 
 Yvette Efevbera, student (SM ‘11, SD), Department of Global Health and Population 
 Mahnaz El-Kouedi, Assistant Dean for Faculty Affairs 
 Stephanie Hunt, Associate Director of Student Financial Services  
 Venus Israni, Assistant Director, Office of Diversity and Inclusion 
 Monik Jimenez, alumni ( SM ’06, SD ‘09) 
 Rhona Julien, alumni ( SM ’00, SD ’06)  
 Leah Kane, Director for Student Affairs 
 Tiffany Lin, SM student, Department of Health, Policy & Management 
 Mohlopheni “Jackson” Marakalala, Post-Doctoral Research Fellow, Department of Immunology 

and Infectious Diseases  
 Felisa Nobles, Past Committee Co-Chair,  Director of Recruitment Programs and Special 

Assistant to the Associate Dean for Diversity 
 Kerri Noonan, Past Committee Co-Chair; Associate Director of Admissions 
 Stephanie Parsons, Assistant Director of Diversity and Minority Affairs, Graduate School of Arts 

& Sciences 
 Meredith Rosenthal, Professor of Health Economics and Policy, Associate Dean for Diversity  
 Jim Smith, Assistant Dean for Alumni Affairs and Career Advancement 
 Tonia Smith, Diversity Coordinator, Department of Biostatistics 
 Elizabeth Solomon, Assistant Director of Academic Affairs and Fellowship Programs, 

Department of Social and Behavioral Sciences 
 Alvin Tran, SD student, Department of Nutrition; Student Government President 
 Dale Trevino, Director, Office of Diversity and Inclusion 
 Barbara Zuckerman, Assistant Director of Faculty and Academic Affairs, Department of 

Environmental Health 
 


