
Recruitment, Retention
and Career Development
OF A DIVERSE FACULTY

Office of Academic Affairs and 
Career Development



2



Dear Colleagues:

Cincinnati Children’s believes that a workplace in which diverse  
backgrounds and experiences are valued and leveraged appropriately, 
allows us to: better provide culturally competent care and superior 
outcomes to our patients and families; conduct research with wider 
reach and applicability; attract and retain the best employees from 
around the world; prepare future generations of healthcare providers  
to work effectively in global, diverse settings; and build more  
meaningful relationships in the communities that we serve.  
   
We strongly support the efforts of the Office of Academic Affairs  
and Career Development and the Office of Cultural and Language  
Diversity Services to improve the recruitment of a diverse faculty 
and to ensure their success. Please read through this guide and apply 
the evidence-based suggestions in your efforts to recruit, retain, and 
promote a diverse faculty.  

Thank you for supporting our efforts to ensure that Cincinnati Children’s  
continues to be a place where everyone thrives.   

Together we can change the outcome! 
Sincerely,

Brian Coley, MD
Radiologist-in-Chief 

John McAuliffe, MD
Interim Anesthesiologist-in-Chief 

Cheryl Hoying, PhD, RN, NEA-
BC, FACHE, FAAN
Senior Vice President,  
Patient Services 
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Michael Fisher
President and CEO

Margaret K. Hostetter, MD
Chair, Department of Pediatrics  
and Director, Cincinnati Children’s  
Research Foundation

Daniel von Allmen, MD
Surgeon-in-Chief



“Great achievements are 
not born from a single 
vision but from the  
combination of many  
distinct viewpoints.  
Diversity opens minds  
and unlocks our potential 
to solve any problem we 
may face.”   ~Unknown 

The Cincinnati Children’s Office of Academic Affairs and Career 
Development is committed to the success of our faculty  
members. We define diversity broadly, including gender, age,  
sexual orientation, gender identity, race, ethnicity, religion,  
physical ability, country of origin, etc. The recommendations  
presented in this handbook are based on existing research,  
most of which has been conducted in women and historically  
underrepresented minority faculty. However, as additional  
research is conducted with individuals from other minoritized 
groups including lesbian, gay, bisexual, transsexual (LGBT) and 
foreign-born/educated faculty, the document will be updated. 
Until then, we hope the strategies presented in this handbook  
will be helpful to members of all minoritized groups.
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Introduction 
Cincinnati Children’s Hospital Medical 
Center has consistently embraced 
diversity and inclusion as a catalyst for 
excellence in pediatric patient care, 
education, research and child advocacy. 
Research demonstrates that diversity 
among faculty, staff and trainees in 
academic health centers benefits the 
missions of clinical care, education, 
research and advocacy by enhancing 
creative problem-solving, robust  
decision-making, innovation and 
productivity.¹ However, recruitment, 
retention and career development of 
diverse faculty members in academic 
health centers can be challenging. 

Therefore, the Office of Academic  
Affairs and Career Development  
and Office of Cultural and Language  
Diversity Services at CCHMC have 
collaborated to create this guidance 
handbook for CCHMC leaders  
committed to enhancing the diversity  
of the faculty at CCHMC. 

This handbook is a component of 
the Faculty Diversity Strategic Plan, 
designed to: 
• Provide background on the   
 commitment to diversity at  
 Cincinnati Children’s
• Describe benefits of diversity 
  in academic health centers
• Summarize the goals and initiatives  
 of the Faculty Diversity Strategic Plan
• Provide practical guidance for the  
 successful recruitment, retention and  
 career development of diverse faculty  
 members at Cincinnati Children’s. 
• Provide resources for leaders

Our Commitment 
to Diversity
The Cincinnati Children’s Diversity  
Vision is to be the leader in integrating 
cultural competence and diversity into 
high quality healthcare experiences  
for patients and their families and a  
satisfying and inclusive work environment 
for employees. The medical center’s 
diversity, inclusion and cultural  
competence initiative includes four 
strategic goals:

• A safe and inclusive environment, in  
 which the diverse views and back-  
 grounds of our patients and staff are  
 understood, considered and respected
• A diverse and engaged work force  
 that reflects the communities we serve
• An extraordinary and engaging  
 experience that is responsive to the  
 diverse needs of our families and staff 
• A focus toward remaining a top-rated  
 pediatric institution serving an  
 increasingly diverse, international  
 patient population

Benefits of Diversity in  
Academic Health Centers
An extensive body of research provides 
evidence that diversity among faculty, 
staff and trainees in academic health 
centers benefits the missions of clinical 
care, education and research by 
enhancing creative problem-solving, 
robust decision-making, innovation 
and productivity. 
 
Diversity across a number of  
dimensions—race, ethnicity, gender,  
age, physical ability, experience,  
discipline, cognitive style, personality 
and more—creates a dynamic and 
vibrant intellectual community.¹ 

Creating a culture of diversity and 
inclusiveness, where all individuals 

feel “personally safe, listened to, 
valued, are treated fairly and with 
respect”¹, and where learning to 
respect and appreciate differences 
and becoming aware of unconscious 
biases/behaviors is supported is vital 
to overcoming the challenges of 
and maximizing the benefits of  
diverse settings. Such a culture can 
strengthen the institution, allow it 
to be seen as a national leader in 
matters of institutional equity and 
inclusiveness, reduce conflict and 
improve communication, increase 
performance and productivity and 
improve relationships between 
the institution and the community.² 
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Drafting a Position Statement
A position announcement should  
articulate the desire for and commitment 
to the multiple dimensions of diversity, 
including background, thought and 
experience. A well-written position 
statement that includes proactive 
language indicating our desire to  
attract a diverse pool of candidates 
can be extremely helpful in our efforts 
to attract candidates who value diversity 
and inclusion. Proactive language 
that articulates this can be included 
as a specific job qualification or as a 
summary statement at the end of the 
job announcement. For example:
• “Cincinnati Children’s is committed  
 to building a diverse faculty and  
 strongly encourages women,  
 minorities, individuals with disabilities  
 and veterans to apply.”
• “Applicants are strongly encouraged  
 to describe previous experiences  
 mentoring women or members of  
 underrepresented groups.” 

• “Applicants are strongly encouraged  
 to describe past experience working  
 with diverse patient and community  
 populations.”
•  “Applicants are strongly encouraged  
 to provide perspective on how they  
 will further the institution’s goal  
 of building a culturally diverse  
 environment.”
• “Applicants are strongly encouraged  
 to provide perspective on how their  
 research, teaching and/or service  
 might contribute to the institution’s  
 diversity, inclusiveness, and excellence.”

Additionally, the following Equal  
Opportunity Employer statement 
should be included in all external  
job postings or announcements. 
• “CCHMC is an Equal Opportunity  
 Employer. Qualified applicants will  
 receive consideration for employment  
 without regard to race, color, religion,  
 sex, national origin, age, genetic in 
 formation, physical or mental disability,  
 military or veteran status, sexual  

Recruitment Strategies  
BEFORE THE SEARCH BEGINS

 orientation, or other protected  
 status in accordance with  
 applicable federal, state, and  
 local laws and regulations.”

Creating Strategies for  
Diversity Outreach
Identification of candidates with 
diverse backgrounds often requires 
the employment of specific strategies 
designed to attract women, minori-
ties and others who might improve 
diversity. 

These efforts might entail: 
• Considering a grow-your-own  
 approach to hiring by developing  
 the existing talent base of residents,  
 fellows, graduate students and  
 post-doctoral fellows who train  
 at Cincinnati Children’s to fill  
 faculty positions
• Advertising in specialty journals,  
 professional organizations and  
 websites including those targeted  
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 toward to women, underrepre- 
 sented minorities and others  
 who represent additional aspects  
 of diversity (e.g., LGBT, foreign   
 born, etc.)
• Consulting with colleagues who  
 are women, underrepresented  
 minorities or represent other  
 dimensions of diversity for  
 effective outreach strategies   
 and recruitment leads
• Establishing a clear vision of the  
 position and determining the   
 ideal candidate profile before  
 recruitment commences
• Partnering with the Human  
 Resources Recruitment Office  
 to investigate discipline-specific  
 resources and strategies for   
 expanding the pool of available   
 candidates to include a diverse  
 slate of candidates 

Creating a Search Committee  
That Will Support Diversity in 
Recruitment
Each committee member should be 
comfortable articulating the institution’s 
commitment to diversity and should 
understand that diversity should be 
framed as an essential component of 
excellence without which Cincinnati 
Children’s cannot hope to achieve its 
goals and vision. 

A search committee that includes 
individuals representing multiple 
dimensions of diversity (e.g. differences 
in race/ethnicity, nationality, sexual 
orientation, perspective, professional 
background, gender) increases the 
likelihood that a diverse pool of  
candidates will be identified for a  
particular position.³ ⁴ In cases where 
there is little to no diversity among  

the faculty in a particular area, search 
committee chairs may increase  
the chances of the search committee 
developing a diverse candidate 
pool by: 
• Appointing a committee member  
 who has displayed a commitment  
 to diversity and asking that 
 individual to promote inclusive  
 practices throughout the screening  
 and interviewing process 
• Appointing committee members  
 from outside the division, institute  
 or work unit 
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Avoiding Unconscious Bias 
Committee members should refrain 
from making assumptions about  
candidates; e.g., assumptions that  
a member of a particular racial group 
would not feel welcome in the  
community or would not be able  
to relate well/fit in with others of  
different groups. These assumptions 
create an unfair disadvantage for 
candidates and are counterproductive 
to the institution’s diversity efforts. 
Committee members should also 
avoid making assumptions about a 
candidate’s (or a spouse’s) willingness  
to move or work-life integration desires. 
Candidates should be able to make 
decisions for themselves relative to 
these issues.  

Committee members should keep in 
mind that “fit”—into Cincinnati Children’s  
and in the community—can mean finding  
a person who will blend in easily with 

the existing structures; someone who 
will not alter dramatically the status 
quo. People of color, especially those 
who come from different socioeconomic  
and cultural backgrounds, may be 
presumed not to “fit” as well as 
candidates from majority groups.5 
These assumptions have the potential  
to adversely impact any candidate who  
would be considered a minority within 
a particular group, e.g., women in cases 
where a faculty may be primarily male 
or white in cases where a faculty may 
be predominately Asian. Be cognizant  
of these types of assumptions and 

make every effort to show all  
candidates that they will fit and 
then let them dec ide for themselves.

Awareness and constant monitoring  
of the human tendency to be biased 
is critical to conducting a search 
process that is equitable for all 
applicants.  

Lastly, behavioral-based interviewing 
strategies which require candidates 
to discuss past successes in specific 
areas should be used to reduce 
unconscious bias. This strategy  

Recruitment Strategies  
DURING THE RECRUITMENT PROCESS

Awareness and constant monitoring 
of the human tendency to be biased is 
critical to conducting a search process 
that is equitable for all applicants.  



9

facilitates a consistent process for  
assessing and evaluating candidates’ 
experiences and behaviors to 
determine their potential for success 
in a specific environment. Your HR 
Business Partner is an excellent  
resource when devising an  
unbiased interviewing strategy.

Matching Known Diversity 
Dimensions of Interviewees
Arrange for candidates to meet with 
other faculty who represent their 
diversity dimensions; e.g., gender, 
race/ethnicity, disability status (if 
known), sexual orientation (if known), 
etc. Ideally, these individuals would 
be from the same division/center/
institute; however, in cases where 
this is not possible, faculty with 
similar professional and personal 
interests should be brought in from 
other areas. Matching diversity 

TOPIC

Age

Citizenship

Disability Status

Marital/ Family  
Status

Race

Religion

QUESTIONS TO AVOID

Age, date of graduation

Whether candidate is a U.S. citizen or  
place of birth

Any question about a candidate’s health, 
medical condition or illness or one that 
is for the purpose of eliciting information 
about a disability

Questions about marital status, child care, 
children or pregnancy

Any question about an individual’s  
race, national origin, ethnicity or  
(unless relevant) language spoken

Questions about religious affiliation

PERMISSABLE QUESTIONS

None

Whether person is eligible to work in  
the U.S.

Questions about how a candidate would 
perform the job and whether the candidate 
could perform teaching, research and 
other related job functions with or without 
accommodations 

May inform candidate that information 
regarding the institution’s family policies 
and services is available and make sub-
sequent referral to appropriate resources

None

None

dimensions of candidates often allows 
for discussion of cultural determinants 
of fit for an individual; e.g., places of 
worship, school/neighborhood choice 
factors, etc. Many of these factors 
cannot be easily addressed in situations 
where the diversity dimensions (if 
known) are unmatched.

Questions that are permissible and questions to avoid during the interview process
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Creating a Positive  
and Informative  
Interview Experience
The interview process should be an 
informative and transparent process. 
Special attention should be given to 
ensure a welcoming, supportive and 
collegial atmosphere for candidates. 
Some of the factors that contribute 
to a positive candidate experience 
include: 
• A clear and reasonable hiring timeline 
• Excellent communication, especially  
 as it relates to keeping the candidate  
 updated and well-informed as the  
 hiring process progresses
• An honest and realistic preview of  
 the job and the organization
• Professional treatment of candidates  
 and respect for their time
• Thoughtful and timely responses to  
 candidates’ questions
  
Committee members and hiring 
managers should also be prepared 

to provide the following information to 
minority or women faculty during the 
screening and interviewing processes: 
 • Institutional and departmental   
  data about women and minority  
  faculty
 • Record of success for minority  
  or women faculty in the division  
  and institution
 • Information on resources  
  available for incoming faculty  
  including those targeted toward  
  minority groups or women

Aligning a Candidate’s  
Understanding of Work-Life 
Integration with Divisional 
and CCHMC Expectations
Candidates may come for an interview  
at CCHMC with questions about 
balancing personal and professional 
commitments. Information to be covered 
at the interview should include work 
schedule (e.g., expected effort devoted 
to clinical, research and educational 

responsibilities; expected RVU’s  
for clinical faculty; vacation policies; 
call schedule), administrative  
support, availability of coaching, 
start-up funding opportunities,  
publication/grant expectations 
etc. One effective starting point 
can be to inquire of prospective 
faculty what they think would be 
important to support their personal 
and professional success and then 
to respond honestly within the 
context of CCHMC’s expectations 
for performance.  
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Increasing Self-awareness  
and Changing Personal  
Behaviors to Promote  
Diversity and Inclusion
One very important component  
of creating a climate of inclusivity,  
professionalism and respect is  
having a keen awareness of personal 
behaviors, emotions and thought  
processes that might impede one’s 
ability to achieve this goal. Specifically,  

“we must work to overcome the  
powerful human tendency to feel 
more comfortable when surrounded 
by people similar to us.”6 Below you 
will find some strategies to increase 
your self-awareness around diversity 
and inclusion to ensure that you are  
optimally contributing to a climate of  
inclusivity, professionalism and respect.5 
• Make every effort to connect with  
 people who are different from you  
 and demonstrate genuine curiosity  
 about their experiences, passions,  
 hobbies and career goals. This  
 fosters the development of authentic  
 relationships and cross-cultural  
 understanding
• Commit to increasing your own  
 cultural competence as it relates to  
 others’ perceptions and experiences;  
 always remember that each of us  
 sees life through the lens of our own  
 experiences. Due to the uniqueness  
 of this lens, be cautious of using  
 one’s own experiences as litmus for  
 other colleagues—especially those  
 from different racial, cultural, and/or  
 ethnic groups. This will help you  
 to redefine what it means to be an  
 “ideal” faculty member   
• Do not be afraid to hold colleagues  
 accountable when conscious or  
 unconscious biases emerge

Crafting Socialization  
Mechanisms within the  
Division and Department
Professional isolation is one of the  
most common reasons for pursuing 
alternative professional opportunities. 
Informal social networks create a 
sense of community.  Some examples 
of such networks include: holding 
regular departmental/divisional social 
events, department-sponsored lunches 
with rotating subgroups of faculty 
members or lunches between the  
Department Chair/Division Director 
and junior faculty.  Demonstrating  
active appreciation is also a method  
of engaging faculty and creating a 
sense of community.6  

Connecting to  
Community Resources
Utilize community resources to  
assist incoming faculty in finding 
communities and schools (with 
consideration of cultural intricacies) 
and foster connection with  
community organizations that 
support the interests of diverse 
faculty members (e.g., the Urban 
League; African-American/ 
Hispanic Chamber of Commerce; 
organizations that support lesbian, 
gay, bisexual and transgender 
individuals; places of worship). 
These efforts will go a long way 
toward supporting minority faculty 
in fostering a sense of community 
and belonging, which inherently 
bolsters retention efforts. 

Retention and Career Development Strategies  
CREATING A CLIMATE OF INCLUSIVITY, PROFESSIONALISM AND RESPECT
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Providing Effective  
Mentorship
Effective mentoring relationships are 
characterized by trust, honesty, a  
willingness to learn about self and  
others and the ability to share power 
and privilege and are strongly  
associated with career satisfaction 
and success for all faculty. This is 
especially so for minority faculty who 
often experience varying levels of 
difficulty establishing productive  
mentoring relationships.7 8 Systems 
should be in place to support  
newcomers in identifying mentors 
and developing a process by which 
to maximize the effectiveness of these 
relationships.  

Ideally, mentors should:   
• Provide support during the goal- 
 setting process
• Check-in regularly with the newcomer
  regarding her/his progress and provide
  support when challenges arise
• Provide guidance/assistance with  
 preparation of grant proposals  
 and provide examples of successful  
 proposals

Fostering Effective Cross-
cultural Mentorship
An important component of strategies 
to increase the career satisfaction and 
success of faculty from minoritized 
groups in academic medicine is the  
ability to foster high-quality cross- 
cultural mentoring relationships. It is 
within the context of the personal  
interactions that take place in these 
mentor/mentee relationships that 
self-reflection occurs, career goals 
are set, specific competencies that 
need to be gained are identified, 
encouragement is given, challenges 
are presented, constructive feedback 
is provided and new opportunities are 
explored. Some strategies for more 
effectively mentoring underrepresented 
minority faculty include:  
• Establishing trust by demonstrating a  
 sincere interest in learning about and  
 respecting each other’s perspectives  
• Engaging in dialogues about gender,  
 ethnicity and corresponding barriers  
 that exist can foster more open and  
 honest dialogue and allow mentors  
 to more effectively carry out career  

 development and psychosocial  
 functions, especially in cross- 
 cultural mentoring relationships.⁶  
 Cross-cultural mentoring requires  
 extra sensitivity to the racial,  
 cultural and ethnic differences  
 that strongly influence how many  
 underrepresented minorities view  
 the world 8

• Understanding that some members  
 of underrepresented minority  
 groups might be hesitant to reach  
 out for mentorship, stemming from  
 a concern about being judged as  
 incapable of making it on their  
 own or being perceived as being a  
 burden to others. In these cases,  
 mentors might have to take the  
 initiative in starting the relationship.  
• Publicly endorsing and supporting  
 the mentee is vital to increasing  
 the mentee’s confidence to take  
 risks, network and explore new  
 avenues for personal and  
 professional growth. Underrepre-
 sented minorities (similarly to  
 women) may be especially  
 reluctant to tout their own  
 achievements for fear of being  
 judged as arrogant and non-team  
 players; hence, outward praise   
 should be given and recorded   
 when deserved. The mentor   
 might also need to help express  
 views of the mentee that she or  
 he may be afraid to raise in a  
 public meeting⁷
• Recognizing that gender  
 and cultural background can  
 influence attitudes, behaviors,   
 communication styles and work- 
 life integration needs. Also be  
 aware that differences exist  
 within and across groups. This  
 will enable you to view each  
 mentee as an individual and  
 appreciate based on your own or  
 those of previous mentees
• Recognizing potential challenges  
 that minoritized mentees may  
 face; e.g., cultural taxation, feelings  
 of isolation, complexity of multiple  
 identity challenges (biculturalism),  
 unintended bias, narrower bands 
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 of acceptable assertive behaviors  
 and collectivist  cultural tendencies  
• Recognizing that cross-cultural  
 mentoring is not academic cloning— 
 it is the giving of self, expertise and  
 experience to help others achieve  
 their goals8 

Establishing Career  
Development Committees
All new junior faculty members should 
be apprised of Career Development 
Committees —a group of individuals 
specifically called together to support 
the faculty member in achieving 
academic success. General guidelines 
for this process can be found on the 
Office of Academic Affairs and Career 
Development’s webpage.   

Considering Work-Life Balance
Faculty members’ work-life integration 
needs are as distinct as the many other 
factors that distinguish one person 
from another. Because there is no 
one-size-fits-all approach to work-life 
integration, recommendations should 
be aligned with individuals’ specific 
needs. When supporting faculty in their 
attempts to achieve a more integrated 
life, we should keep in mind that what 
works for us may not necessarily work 
for others.

Ensure that faculty are aware of the 
many resources for work-life integration  
at CCHMC, including family leave 
policies, the possibility for part-time 
positions and that the tenure  
advancement clock can be extended 
for family who work part-time or who 
take time off for family responsibilities. 

Ensuring an Equitable System of 
Compensation and Rewards6

• Devise strategies for providing  
 appropriate individual support and  
 recognition and some measure of  
 horizontal equity among faculty with  
 respect to salary, protected time  
 and resources 

• Ensure that faculty feel appropriately  
 valued, lest they seek or become  
 vulnerable to outside offers
• Dispel perceptions that outside offers  
 are the only way to gain rewards 
• Regularly assess resource allocation  
 and compensation practices, in order  
 to avoid disparities in resources and  
 salary that can negatively influence  
 faculty retention 
• Take time to regularly review  
 office and lab space allocation,  
 department goals, workload,  
 committee assignments, merit  
 increases, leadership opportunities  

Effective mentoring relationships  
are characterized by trust, honesty,  
a willingness to learn about self and  
others and the ability to share power 
and privilege.

 and recognition to ensure that  
 similarly-situated women and  
 minorities in particular are afforded  
 the same benefits and resources  
 as their peers 



14

Reducing the Unintentional  
Consequences of Perceived 
Tokenism 
A large body of literature has  
demonstrated that many minority 
faculty face pressures in professional 
situations where they are in the  
numerical minority, including  
excessive involvement in diversity- 
related initiatives and “tokenism”— 

“a situation that handicaps members  
of racial/ethnic groups who find  
themselves working alone or nearly 
alone among members of another 
social category.”9 These pressures  
can be reduced by: 
• Ensuring that establishing a critical  
 mass of underrepresented minorities  
 is an integral part of your overall  
 hiring strategy 
• Making every effort to identify  
 nonminority faculty who support  
 the institution’s commitment to  
 diversity and engage them in  
 diversity-related activities and  
 initiatives. In addition to reducing  
 burden on the few underrepresented  
 minority faculty, wide representation  
 and involvement in these initiatives  
 are ultimately beneficial to the  
 conveyance of institutional  
 commitment as well as to the  
 long-term viability of the initiatives.

Identifying/Mitigating  
Obstacles to Faculty  
Retention and Promotion5

The literature on underrepresented 
minority faculty experiences in  
predominately White institutions  
provides evidence of a number of  
barriers perceived by this group.  
Leaders who are aware of these  
obstacles may be able to help  
mitigate them. 
• Climate issues that perpetuate  
 feelings of isolation often resulting  
 in areas where there is a lack of a  
 critical mass of underrepresented  
 minorities
• Feeling the need to “work twice as  
 hard” to prove their value and  
 competence (this has negative  

 implications on work-life integration  
 as well as participation in career   
 development activities)
• Feeling the need to assimilate by  
 employing bi-cultural communication  
 strategies to avoid being perceived  
 as either silent and nonthreatening  
 (invisible) or vocal and threatening/ 
 angry5 6 
• Constantly feeling as though they  
 are representing all members of  
 their ethnic/minority group, thus  
 feeling immense pressure to debunk  
 all stereotypes and generalizations  
 relative to their racial/ethnic group 
• Disproportionate burden of clinical  
 work which causes these faculty to  
 be scattered at satellite facilities and  
 ultimately fosters a disconnection  
 from individuals able to help foster/ 
 guide their academic production
• Excessive involvement in diversity- 
 related initiatives which often limits  
 their ability to contribute in other areas
• Excessive involvement in service  
 activities such as committee work  
 that may not be as important for   
 promotion as scholarly activities⁹
• Self-efficacy challenges often resulting  
 from the absence of role models  
 from underrepresented minority  
 groups who have successfully  
 navigated the faculty ranks in a  
 particular institution
• Limited provision of culturally  
 competent mentorship
• Susceptibility to stereotype threat or  
 a vulnerability to internalizing the  
 negative stereotypes about one’s  
 group, even when one does not  

 endorse these stereotypes (often  
 results in the undermining of one’s  
 own competence)5 11 12 13

 
Women also face a number of 
challenges, which contribute to 
their reduced representation 
both at high faculty ranks and in 
leadership positions in most US 
academic health centers. Leaders 
who are aware of these challenges 
may also be better equipped to 
help mitigate them and to create 
and sustain environments in which 
women feel fully accepted and 
supported to succeed.¹¹ Examples 
of challenges women face include 
the following:
• Marginalization in the academic  
 environment 12

• Conflicts between institutional   
 and personal values 12

• Poor self-efficacy and self- 
 confidence, often resulting from  
 stereotype threat (a vulnerability  
 to internalizing the negative  
 stereotypes about one’s group,  
 even when one does not  
 endorse these stereotypes) 12

• Lack of sponsorship and culturally  
 competent mentorship5 7 8 
• Not engaging in deliberate  
 career advancement practices  
 because of a desire to prevent  
 or minimize the negative responses  
 that female self-promotion often  
 evokes (gender socialization) 

Some strategies that mentors and 
leaders can employ to minimize the 

Women also face a number of  
challenges, which contribute to  
their reduced representation  
both at high faculty ranks and in 
leadership positions in most US  
academic health centers.



15

negative impact of these barriers to 
promotion and tenure include: 
• Provide mentoring early in the  
 faculty member’s career
• Demystify the reappointment,  
 tenure and promotion process  
 by providing clear guidelines on   
 criteria, timelines and examples  
 of success
• Devise a strategy for preparing  
 faculty to go up for promotion
• Review dossiers of faculty planning  
 to go up for promotion well in  
 advance of submission of these 
 dossiers and provide feedback  
 relative to gaps that may be present
• Protect the time of faculty who will be  
 going up for promotion so they can  
 adequately address any gaps or  
 problem areas that might post  
 problems during the RPT process
• Ensure that the RPT committee  
 members or others who might be  
 writing letters of recommendation  

 understand the impact of the  
 faculty member’s work if it is  
 focused in a non-traditional  
 research area such as health  
 disparities, quality improvement,  
 community health and health  
 advocacy; e.g. the top-tier journals  
 in these areas may be unfamiliar  
 to committee members or those  
 writing recommendation letters
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Nominating Faculty for Awards 
and Providing Opportunities 
for Leadership Development  
Actively nominate faculty members 
from underrepresented groups for 
local, regional and national awards. 
Members of these groups are often 
less likely to nominate themselves or 
be nominated for these opportunities. 
Prioritize underrepresented faculty for  
nomination of leadership development 
opportunities and provide support 
for those who take on leadership 
roles. This support might include 
allocating sufficient support (FTE) for 
the position, providing administrative 
support and other resources needed 
to succeed, stating your confidence in 
their ability to lead both in public and 
in private, helping them to establish 
networks of mentors, enhancing their 
visibility at the institutional, regional 
and national level and encouraging 
them to seek leadership development 
training and/or coaching.

Actively nominate faculty members 
from underrepresented groups for 
local, regional and national awards. 
Members of these groups are often 
less likely to nominate themselves or 
be nominated for these opportunities.

Conducting Exit Interviews
Leaders should consider performing 
exit interviews with departing faculty 
and staff to gain insight into their  
experiences and perceptions as 
a means of determining if problem 
areas exist. Data obtained as a result 
of this process may provide valuable 
information needed to create effective 
strategies to address problems that 
might have contributed to their decision 
to leave the institution.     
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Resources
Office of Academic Affairs and 
Career Development 
faculty-affairs@cchmc.org 
The vision of the Office of Academic  
Affairs and Career Development 
(OAACD) at Cincinnati Children’s  
Hospital Medical Center is to become  
a national leader in academic affairs  
through the implementation of 
effective, innovative programs that 
equip faculty members to achieve 
professional success in the changing 
academic health center environment 
and through the creation of a collabora-
tive, diverse and inclusive community in 
which faculty members view each other 
as partners in achieving the strategic 
objectives of the institution. 
 

The missions of the office include: (1) 
Facilitating the recruitment of the 
best faculty and ensuring their  
academic success and productivity;  
(2) promoting a culture of excellence, 
teamwork, professionalism, mutual 
respect and inclusiveness and one 
that supports holistic quality of life 
for faculty; and  (3) advancing  
institutional strategic initiatives. 

The Office of Academic Affairs and 
Career Development also supports 
several programs with the goal 
of encouraging high school and 
college students to enter careers  
in medicine or science, advancing 
the development of women scholars, 
implementing forums and  
educational programs for our 
postdoctoral fellows and providing 
career development opportunities 
for faculty members. 

Office of Cultural and  
Language Diversity Services 

The Office of Cultural and Language 
Diversity Services works to establish 
and continually promote an  
environment that recognizes  
and values the personal and cultural 
differences of all people and actively 
pursue diversity in the workplace 
and beyond. 

Office for Physician and  
Faculty Recruitment
Recruitment Team
The Recruitment Team partners 
with divisions to assist in the  
recruitment of physician and faculty 
talent by offering the following 
services: 
1. Marketing and advertisement  
 of position
2. Targeted sourcing strategies 
3. Candidate assessments and  
 evaluative tools 
4. Relationship management and  
 consultation 

The Transition Services Team 
provides relocation and transition 
services for candidates and families 
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throughout the recruitment process by 
offering services that include: 
1. Guidance regarding CCHMC  
 benefits and relocation policies
2. Lifestyle networking (schools,  
 communities, arts, sports, etc.)
3. Employment networking for  
 spouse/partner
4. Arrangements for pre-move  
 home search

Faculty Diversity  
Advisory Committee
The Office of Academic Affairs and  
Career Development would like to 
thank members of the Faculty Diversity 
Advisory Committee who provide  
valuable strategic guidance for its 

faculty diversity efforts. 

• Conrad Cole, MD, MPH, MSc
• Tracy Glauser, MD
• Javier Gonzalez del Rey, MD, MEd
• Camille Graham, MD
• Jamilah Hackworth, EdD
• Bin Huang, PhD
• Kim Hull, MEd
• Jessica Kahn, MD, MPH
• Mike Leonis, MD, PhD
• Maurizio Macaluso, MD, DPH
• Judith Ragsdale, PhD
• Richard Ruddy, MD
• Ndidi Unaka, MD
• Charla Weiss, PhD
• Nana-Hawa Yayah-Jones, MD
• Kejian Zhang, MD, MBA



Cincinnati Children’s Hospital Medical Center
3333 Burnet Avenue, Cincinnati, OH 45229-3026
www.cincinnatichildrens.org

For more information, contact the Office of Academic Affairs and Career Development by email at faculty-affairs@cchmc.org
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