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What we will cover  

• What does diversity and inclusion mean?

• NIH workplace and workforce

• The importance of organizational 

leadership and strategic planning (2008-

2015) 

• Programs not supported by an 

organizational commitment will not 

achieve long-term goals
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Definitions

General Definition of Diversity

• The spectrum of human 

similarities and 

differences

Inclusion

• The way that an 

organization configures 

opportunity, interaction, 

communication, 

information and decision-

making to utilize the 

potential of diversity

The Workplace Diversity Network, A Framework for 

Building Organizational Inclusion, National Conference 

for Community & Justice and Cornell ILR, 1999
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Workplace or Workforce?

Diversity and Inclusion--

NIH Workplace
• Rooted in EEO/AA concepts (anti-discrimination and 

representation) 

• Diversity is broadly defined (being “invited to the party”*)

• Dimensions of diversity: race, color, national origin, 
religion, gender, age, disability, sex (including gender 
identity), parental status, marital status, genetic 
information, sexual orientation, or political affiliation

• Inclusion puts diversity into action (being “asked to 
dance”)

*Diversity Doesn’t Stick Without Inclusion, Harvard 
Business Review (2017)

Diversity in Extramural Programs--

Workforce
• Underrepresentation driven, using an evidence-

based process (NSF):

• underrepresented racial and ethnic groups*

• persons with disabilities;

• persons from disadvantaged backgrounds; and 

• Women at the faculty and above level

*Notice of NIH’s Interest in Diversity, NOT-OD-18-210 
(includes “setting” based assessment of institutional 
demographics)



Diversity in the Biomedical Research Workforce

The Landscape:

Biomedical Research Workforce
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URM Scientists Decline Along Career Path
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Women - Underrepresented Women - Well-represented

Men - Underrepresented Men - Well-represented

https://nces.ed.gov/programs/digest/2017menu_tables.asp;https://www.aamc.org/data/facultyroster/reports/475478/usmsf16.html

TRAINING FACULTY



NIH ACD Meeting

https://acd.od.nih.gov/documents/presentations/06092016Valantine.pdf 
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Racial and Ethnic Funding Disparities 

FY 2000-FY 2015

https://acd.od.nih.gov/documents/presentations/06092016Valantine.pdf 



Federal Context:

Enhancing Diversity in the

Biomedical Research Workforce
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Federal programs are driven by

• Administration priorities

• Interpretation of case law and Supreme 

Court decisions

• Interpretation of Congressional directives

• Career level commitments

• Leadership commitment to diversity
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Enhance the participation of underrepresented minorities, 

women, and individuals from disadvantaged backgrounds in loan 

repayment, research training and career development programs.

References:

P.L. 114-255, 21st Century Cures Act of 2016

P.L. 106-525, Minority Health and Health Disparities Research and Education Act of 2000 (Findings)

P.L. 103-43, NIH Revitalization Act of 1993

Section 402(h) of the Public Health Service (PHS) Act

Section 487(a)(4) of the PHS Act [Ruth L. Kirschstein National Research Service Awards]

Section 487D(2) of the PHS Act [Undergraduate Scholarship Program]

Section 487E(1) of the PHS Act [Loan Repayment Program Regarding Clinical Researchers from   

Disadvantaged Backgrounds]

Public Health Service Act, 1992 (42 U.S.C. 288)

Federal Agency Goal

P.L. 114-329, American Innovation and Competitiveness Act of 2017 (sets a national goal of addressing 

historically underrepresented groups in STEM fields)
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What has Congress directed NIH to do?



Context

Supreme Court Diversity Cases 

If Congress has directed NIH to increase the participation 
of underrepresented minorities in its programs, why 
doesn’t NIH have minority programs?

Regents of the University of California v. Bakke (1978)

Adarand Constructors, Inc. v. Pena (1995)

Grutter v. Bollinger (Michigan Case: law school)(2003)

Gratz v. Bollinger (Michigan Case: undergraduate)(2003)

Fischer v. University of Texas (2016)

Funders do not face the same constraints…
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The NIH Extramural Diversity Initiative

Early Leadership  
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Competencies of Diversity Leaders

• Visionary and Strategic Leadership
• Business Acumen
• The Ability to Influence
• Large System Change Skills
• Building and Maintaining Credibility in the Organization
• Integrity
• Results Orientation
• Strategic External Relations

Council Perspectives: Insights from The Conference Board 
Council on Workforce Diversity
https://www.conference-board.org/pdf_free/councils/TCBCP005.pdf 



NIH Directors
https://www.nih.gov/about-nih/what-we-do/nih-almanac/nih-directors
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Bernadine Healy, M.D. Director, NIH

April 9, 1991-June 30, 1993
https://www.nih.gov/about-nih/what-we-do/nih-almanac/bernadine-healy-md
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Diversity Change Leaders 

Kington (2008-2010) and Tabak (2010-2015)
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Elements of the NIH Extramural Diversity Initiative 

Research

Conceptual 
Clarity 

Vision

Business 
Rationale

Strategic 
Planning
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Staff 
Engagement

Communication

Education

Measurement

Accountability

19



20

Visionary Strategic Planning
Action Plan on Diversity--2009

• Develop an inventory of NIH and other relevant programs
– What are we doing now? What are the concepts and what are the strategies?

• Establish a legal framework for the operation of diversity-related programs
– Compelling interest

– Narrow tailoring

• Develop NIH-wide commitment 
– Clarify governance

– Establish an advisory body

– Ensure compliance with policies

– Establish NIH-wide goals & approaches

• Communicate 
– Importance of a diverse workforce

– Goals & approaches

– Excitement of a career in biomedical research

• Assess barriers
– Describe participation and transition rates in and from feeder populations

– Identify barriers and attractors

• Identify interventions to address barriers/attractors
– Encourage development of new interventions

• Asses the value of various strategies/programs/interventions
– Collect relevant data

– Evaluate

• Expand workable interventions to other environments
– Eliminate programs that are not effective

• Modify the approach as needed



Leadership Commitment 

Publication of the Ginther Paper, 2011
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Strategic External Communication 

and Accountability
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Internal policy and program development

Results orientation—How are we doing?
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Establishing the Business Rationale 

or Value Proposition for Diversity

2015
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Leadership on the Diversity 

Research Agenda--2015
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Communication with Stakeholders

Extramural Diversity Website --2016



Workforce diversity is a multi-factorial and 

systemic issue

NASEM Report, The Next Generation of Biomedical and 

Behavioral Sciences Researchers: Breaking Through 

(2018)
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Programs are only as effective as the commitment 

to workforce diversity

Barriers include:

• Pipeline/pathway issues 

• Lack of tracking, and dedicated 

(sustained) funding 

• Culturally competent training, mentorship 

and sponsorship

• Implicit bias in review of applications

“Glass house” reviews can shed light on 

underlying workplace issues
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Strategies and promising practices for programs

• Strategic planning and partnerships 

• Document, disseminate and promote findings

• Well-executed recruitment and retention plans in 

all programs (not just diversity programs)

• NIH student development and summer research 

programs

• National meetings, societies and organizations 

Build diversity in leadership positions

https://extramural-diversity.nih.gov/building-participation/recruitment-retention
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Closing Thoughts

Successful workforce and workplace

diversity initiatives require:

• Strong, consistent leadership commitment 

and engagement

• Business acumen, skillful ongoing 

programmatic planning* engagement and 

resources

• Measurement and accountability 

*Why Diversity Programs Fail, Harvard Business Review (2016)
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End of Presentation

• Comments/Questions?
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Office of the Director

National Library

of Medicine

Center for 

Information

Technology

Center for 

Scientific Review

Fogarty

International

Center

National Institute

of Arthritis and

Musculoskeletal

and Skin Diseases

National Institute

of Diabetes and

Digestive and

Kidney Diseases

National Institute

of Dental and

Craniofacial

Research

National Institute on

Deafness and Other

Communication

Disorders

National Eye

Institute

National Heart,

Lung, and Blood

Institute

National Institute

on Alcohol Abuse

and Alcoholism

National Cancer

Institute

National Institute

on Drug Abuse

National Institute

of Environmental 

Health Sciences

National Institute

of Mental Health

National Institute

of Neurological

Disorders and

Stroke

National Institute

of Allergy and

Infectious Diseases

National Institute on 

Minority Health and 

Health Disparities 

National Institute

on Aging

National Institute

of Child Health

and Human

Development

National Human

Genome Research

Institute

National Institute

of Nursing Research

National Center

for Complementary

and Integrative 

Health

National Center

for Advancing 

Translational 

Sciences

Clinical Center

National Institute of 

Biomedical Imaging 

and Bioengineering 

National Institute

of General

Medical Sciences

Office of the Director

Office Intramural Training and 

Education

Office of Extramural Research

Division of Biomed Research 

Workforce (DBRW)

Office for Scientific Workforce Diversity

3
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Scientific Workforce Diversity Office 

• Chief Officer for Scientific Workforce 

Diversity Appointed in 2013

• Enhance data collection, evaluation, and 

systematic tracking of outcomes

– Coordination and Evaluation Center (CEC)

• Mentoring, career preparation, and 

retention

– Building  Infrastructure Leading to Diversity 

(BUILD)

• Mentorship networks and partnerships

– National Research Mentoring Network 

(NRMN)
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https://diversity.nih.gov/

http://acd.od.nih.gov/Biomedical_research_wgreport.pdf

http://acd.od.nih.gov/Biomedical_research_wgreport.pdf


Scientific Workforce Diversity Office

The Science of Diversity 
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Office of Extramural Research

Division of Biomedical Research Workforce

Director DBRW  

P. Kay Lund, PhD

• Scientific Workforce Diversity Officer 

Lisa Evans, JD

• Training Program Policy Officer

Vacant

• Training Program Policy and Evaluation 

Officer 

Jennifer Sutton, MS

• Labor Economist/Modeling

Silda Nikaj, PhD

• AAAS Policy Fellow

Marguerite Mathews, PhD

• Program Analyst

Kristen Kirkham  

• Collaborator/Advisor 

Walter Schaffer, PhD

http://acd.od.nih.gov/Biomedical_research_wgreport.pdf ‘NIH should create a permanent unit in the Office of the Director that works 

with the extramural research community, the NSF and the NIH ICs to coordinate data collection activities and provide ongoing 

analysis of the workforce and evaluation of NIH policies so that they better align with the workforce needs’.

Develop, maintain, enhance & 

assess NIH policies & programs 

that support innovative research 

training, career development & 

diversity of the biomedical 

research workforce

Research and economic analyses 
related to biomedical research 

workforce & the associated career 
options & labor market.

http://acd.od.nih.gov/Biomedical_research_wgreport.pdf


Diversity in Federal STEM Programs

Focus on Nationally Underrepresented Groups

American Innovation and Competitiveness Act of 

2017 (P.L. 114-329) Title III, Section 305

Sense of Congress:

--Historically underrepresented populations are the largest 

untapped STEM talent pools in the United States; and

-- the United States should encourage full participation of 

individuals from underrepresented populations in STEM 

fields.
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Diversity in Federal STEM Programs

Focus on Nationally Underrepresented Groups

American Innovation and Competitiveness Act of 

2017 (P.L. 114-329) Title III, Section 305 

Coordination:

--In carrying out this section, the [NSF Director] shall 

consult and coordinate with the programs and policies of 

other relevant Federal agencies to avoid duplication with 

and enhance the effectiveness of the programs under this 

section.
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“The Director of the National Institutes of Health shall … 

develop, modify, or prioritize policies, as needed … to 

promote opportunities for new researchers and earlier 

research independence, such as policies to increase 

opportunities for new researchers to receive funding, 

enhance training and mentorship programs for researchers, 

and enhance workforce diversity.”



Congress found a national need for minority scientists in 

biomedical, clinical, behavioral and health services 

research, and stated that increasing the number of 

underrepresented minorities and women in the scientific 

workforce would enable society to address its emerging 

workforce needs.
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Public Law 106-525
Minority Health and Health Disparities Research and Education Act of 2000



Public Law 103-43
NIH Revitalization Act of 1993

Mandated NIH to “provide for an increase in the number of 

women and individuals from disadvantaged 

backgrounds (including racial and ethnic minorities) in 

the fields of biomedical and behavioral research”

– Does not mandate how to meet the objective or 

conduct programs
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Section 487(a)(4) of the Public Health Service Act
[Ruth L. Kirschtein NRSA Award]

The Secretary shall carry out paragraph (1) in a 

manner that will result in the recruitment of women 

and individuals from disadvantaged 

backgrounds (including racial and ethnic 

minorities) in the fields of biomedical and 

behavioral research and in the provision of 

research training to women and such 

individuals.

Legislative Source: NIH Revitalization Act of 1993
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Why Focus on Underrepresented Groups?

• Federal STEM Education 5-Year Strategic Plan (2013) 

priority investment area: Better Serve Groups Historically 

Underrepresented in STEM Fields

• Legislation (as recent as January 2017) has instructed 

federal science agencies to coordinate their STEM 

policies and programs

• Legislation has directed NIH to address 

underrepresented groups in its programs

• NSF data provides an evidence base for the identified 

groups
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Diversity and Inclusion Practitioner Competencies
https://www.conference-board.org/pdf_free/councils/TCBCP005.pdf
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