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Objective. To provide a review of best practices for diversity, equity, and inclusion (DEI) committees at
United States colleges of pharmacy.
Findings. In colleges of pharmacy, DEI committees can play a crucial role in promoting a culture change
to ensure pharmacy graduates are equipped to provide equitable and representative care for the patients
they serve. There is limited literature available on DEI committee composition, roles, and responsibili-
ties, and their place within a college of pharmacy’s organizational structure. A commitment to DEI
should be part of the college’s strategic plan and embedded and supported at all levels of the college and
university to ensure success of DEI-related strategic initiatives. For a DEI committee to be effective, its
composition should be intentional to include change agents, campus leaders, and members who are pas-
sionate and knowledgeable to execute the DEI goals. For sustainable change, involvement of the entire
learning community and an organizational culture change is also important. Thus, DEI committees need
to establish active bidirectional collaborations and communication with all key committees, offices, com-
munity leaders, and alumni to implement diversity goals.
Summary. The DEI committee’s established place in the organizational structure of the college is essen-
tial to ensure fair and appropriate representation of the community it serves. A clearly defined DEI com-
mittee with committee composition, roles, responsibilities, and its association with all constituents of the
college and community can help achieve its intended strategic goals.
Keywords: diversity, equity, inclusion, colleges of pharmacy

INTRODUCTION
Evidence suggests the incorporation of diversity, eq-

uity, and inclusion (DEI) efforts in the educational system
could be a powerful tool for positive outcomes and growth

of learners.1 The American Association of Colleges of
Pharmacy (AACP) has affirmed the value of diversity in
its mission, policies, and practices, with a goal to further
generate a diverse population of pharmacists.2,3 Guidance
from the Accreditation Council for Pharmacy Education
(ACPE) for colleges and continuing education providers
recommends including diversity in their programs.4,5

Currently, the diversity among students and faculty
in colleges of pharmacy does not represent the community
that the profession is serving. In 2019, only 8.5% of phar-
macy graduates were Black, while 13.4% of the total US
population was Black. Hispanic and Latino pharmacy
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graduates made up only 5.7% of total pharmacy graduates,
while 18.5% of the total US population identified as
Hispanic or Latino.6,7 Also, underrepresented minority
faculty are employed by colleges of pharmacy at a signifi-
cantly lower rate than the general population. This indi-
cates a definite need for increasing diversity at both the
student and faculty levels to better serve our communities.
To improve these efforts, organizations such as AACP
and the American Pharmacists Association (APhA) an-
nounced a steering committee in 2021 charged with revis-
ing the current Oath of a Pharmacist, which guides
the ethics of the profession, to incorporate the values of
diversity, equity, inclusion, and anti-racism (DEIA).8 The
AACP Special Taskforce on Diversifying Our Investment
in HumanCapital identified items such as intentional insti-
tutional actions, commitments, or initiatives undertaken as
game changers to address diversity to yield measurable
impact.9 These commitments from professional organiza-
tions to improve DEIA are excellent, but change needs to
happen at the college level as well.

Many colleges have empowered an officer or a com-
mittee to identify and accomplish goals related to DEI.
Some colleges of pharmacy have established a dedicated
office to help recruit, retain, and develop a diverse work-
force.9-11 Despite many efforts, there continues to be
limited knowledge and understanding in colleges of phar-
macy on how to effectively incorporate diversity initia-
tives in a structured manner. Additionally, there is limited
literature available within pharmacy education on the roles
and responsibilities of DEI committees, their place within
the organizational structure, and interactions with other
committees and stakeholders. This task requires adaptive
leadership, so simply establishing an office or a committee
does not meet the need to increase diversity. The commit-
tee’s place within the organizational structure, key stake-
holders’ involvement, and interactions with other offices
and committees are equally important. In this manuscript,
we provide a review on current best practices for improv-
ing diversity within the colleges of pharmacy through DEI
committees.

DISCUSSION
Incorporation Into Colleges of Pharmacy

To be successful, DEI committees need to be recog-
nized, accepted, supported, and integrated within the orga-
nizational structure. When these activities are carried out
well, DEI committees can become instrumental in devel-
oping, implementing, and evaluating the college’s strate-
gic initiatives in this area. Notably, DEI committees can
help promote the change in culture and perspectives that
are much needed to support diversity at academic

institutions.12 Structure and support for the committee
should include both internal and external stakeholders.
Incorporating DEI as a priority within an institution’s stra-
tegic plan ensures commitment and support at all levels of
the college. This may also help facilitate access to ade-
quate human resources, appropriate time allocated for the
committee’s work, and the required financial support
needed to enable it to be successful in creating long-term
sustainable initiatives.13 Overall, DEI committees should
develop strategies to enable the development of institu-
tional change in culture over time, further enabling success
in increasing diversity and inclusion within the college.14

Establishing Diversity, Equity, and Inclusion Committees

The goals of the DEI committee must be well thought
out to meet the diversity needs of the college. These needs
may be different from college to college depending on
their current diversity, mission and vision, strategic goals,
and the community they serve. Irrespective of the dif-
ferences, DEI committees within colleges of pharmacy
should have intentionally defined roles and responsibili-
ties that include all key stakeholders. A DEI committee
will not be successful without adequate resources; hence,
the resource allocation must be intentional and aligned
with clearly committed DEI goals.9,15-17 Communication
channels must be well established both within the college
as well as with the university, and between all schoolwide
committees. The role of a DEI committee is to implement
and lead changes to ensure that faculty, staff, and students
are representative of their communities and that pharmacy
graduates are well prepared to provide care to these
diverse communities.

When determining DEI committee membership, col-
leges should consider the unspoken or implicit messages
conveyed by membership choices and the selection pro-
cess, as they may communicate intended and sometimes
unintended messages to those both inside and outside the
organization.18 For example, establishing a DEI commit-
tee exclusively run by volunteers may signal a lack of true
commitment by the college due to the absence of actual
representation of the college’s human capital. Alterna-
tively, if a significant portion of a committee’s member-
ship includes only underrepresented minority members, it
may be perceived that the college is leaving this important
work to underrepresented minority members alone to
bring diversity. Some underrepresented minority faculty
may perceive institutional pressure to participate on the
committee, leading to a sense of obligation and potential
exhaustion and burnout.19 Not involving members of tra-
ditionally overrepresented groups may lead to these indi-
viduals feeling undervalued, threatened, and potentially
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less likely to accept policies or practices that are developed
by the committee.18 Given these potential challenges,
careful thought should be given to the makeup of DEI
committees. An analysis of the structure of diversity
committees from 10 research institutions suggested that
members should be appointed very broadly beyond under-
represented minority groups.11,19,20 Along with traditional
faculty membership, college-level DEI committees may
include campus leaders, members from campus gover-
nance or advocacy groups, and representatives from the
community.11

The optimal size for a DEI committee is about 10-15
members, including members from college leadership;
individuals representing different entities (committees,
offices, units) based on their interest, knowledge, skills,
and experiences; alumni; and community partners.11

Change agents representing each of these areas should be
included in the design of processes that are capable of
driving effective and sustainable change related to DEI
in the workplace.21 Change agents who are department
chairs, college administrators, or others with leadership
roles may be suited to perform this role through their job
responsibilities and may have the ability to affect the cul-
ture of the organization.8

Regarding DEI committees’ roles and responsibili-
ties, these committees should provide oversight for diver-
sity initiatives, connecting various offices, committees,

and other stakeholders.15 Key DEI committee responsibil-
ities include developing a plan to encourage diversity in
each department as a part of the overall strategic plan,
facilitating the integration of diversity and inclusion con-
cepts into curricula, participating in faculty recruitment
and development, contributing to procedures for student
recruitment, admission, and progression, collecting and
reviewing data for continuous improvement, and examin-
ing the practices and policies that produce inequities.17 A
more detailed listing of potential DEI committee roles and
responsibilities are listed in Table 1.11 These responsibili-
ties emphasize the need for DEI committees to work
within the institutional structure at every level to advance
their initiatives.

Principles of Success

To achieve the goals of increasing diversity, equity,
and inclusion, a DEI committee must engage leadership
and ensure their support.20,22,23 Startingwith the executive
committee, leaders of the college can help with the com-
mittee’s success.13,24 Including the DEI committee chair
on the executive committee, or a similar leadership body
within the college, as a standing committee member al-
lows for meaningful input on the college’s initiatives and
strategic plan to ensure alignment with DEI principles.
Time during executive committee meetings should be

Table 1. Roles and Responsibilities of a Diversity, Equity, and Inclusion Committeea

General responsibilities of DEI committees

Develop and align DEI strategic plan with college’s strategic plan including allocation of resources (offices, groups,
initiatives)

Develop and implement policies and procedures to sustain DEI initiatives

Provide college voice for DEI issues

Recommend the creation of DEI units/executive positions

Communicate and ensure incorporation of DEI strategies with all college constituents (eg, students, executive committee,
standing committees)

Develop programs and services to ensure DEI

Connect DEI to the curriculum, admissions, recruitment and retention of faculty and students

Examples of select DEI committee tasks

Collect and evaluate DEI data (eg, campus climate surveys, retention data)

Catalog DEI efforts across the institution

Collect and share DEI success stories to all stakeholders

Create avenues for communication (eg, website with diversity resources); organize unit or department retreats to discuss
DEI work

Provide DEI training (eg, admissions, cultural competence, search committee, diversity forum)

Celebrate DEI on campus (eg, diversity award ceremony)

Fund programs and initiatives (eg, peer mentoring workshops, scholarship programs); create partnerships with the local
community (eg, local minority-owned businesses)

Abbreviation: DEI5diversity, equity, and inclusion.
a Adapted and revised with permission.11
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devoted to discussing DEI progress and ways that leader-
ship can help support or improve the current efforts.
Having the DEI committee chair present can allow them
to render expertise and insights in the development of
charges for all standing committees and key offices at the
college to include diversity goals as shown in Figure 1.
The reports from the standing committees may also be
evaluated through the DEI lens at the executive committee
level to ensure the implementation of DEI principles and
values.

Further, effective delivery of DEI initiatives requires
a change in the college’s culture. A DEI committee can
help foster this change through its initiatives, but in order
to realize consistent and long-term sustainable change,
DEI needs to be embedded into day-to-day campus activi-
ties.25 In academia, there is often a desire to be autono-
mous, making it difficult to change baseline biases.12,24 A
top-down approach from leadership alone is not always
effective in making such a change in the long term and
may not result in relevant changes to attitudes and beha-
viors.12 A DEI committee that is neutral in nature can
help facilitate awareness and professional development to
address implicit bias within the institution.17 Also, diver-
sity training and education are needed for pharmacy fac-
ulty and staff to adapt to change, meeting the college’s
mission and vision, including diversity. This is also appli-
cable to professional student organization leaders and
external representatives, such as preceptors, adjunct fac-
ulty, and other college volunteers. As diversity within an
organization starts to change, managing this change is also
important for success. Consideration should be given to
enhance the cultural intelligence of members to include
components related to cognitive, physical, and emotional

or motivational aspects.14 Assessment of DEI initiatives is
important to be able to measure change and effectiveness
of the committee’s work.16

Interactions With Key Committees of the College

A significant portion of a college’s strategic goals are
accomplished through its committees, so DEI must be
embraced by all committees in their charges and the work
they do. The DEI committee has a vital role in collaborat-
ing with all committees within the college to make a con-
structive, evidence-based impact on health care outcomes.
Committee strategies must be multipronged and embed-
ded within all committees’ charges so that there is buy-
in from all with day-to-day ownership bidirectionally.23

Embedding the work of the DEI committee within each
college-level committee and clinical practice is important,
especially as pharmacy schools are training students to
provide direct patient care. Specifically, DEI committees
can work with student services committees, faculty com-
mittees (recruitment, retention, and development), and
curriculum assessment committees. Interactions with
these types of committees are described below.

A DEI committee can work with student services
committees through various mechanisms to increase di-
versity of applicants and matriculating students into the
college, and it can contribute to progression and retention
efforts. An example of this collaboration could include
using pipeline programs from underrepresented regions
and schools to recruit and retain representative students.
Colleges can also work with diversity-focused associa-
tions such as the National Pharmaceutical Association,
National Hispanic Pharmacists Association, and the

Figure 1. Engaging the Diversity, Equity, and Inclusion Committee Throughout the College and University.
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Association of Black Health-System Pharmacists to help
recruit minority pharmacy students and to support them
while in school through grants or educational pro-
grams.15,26-29 Also, a DEI committee can work with the
human resources office to provide implicit bias training
for search committee and admissions committee members,
which has been shown to be successful in diversifying stu-
dent bodies.13,17

In working with the admissions committee, a DEI
committee can help improve recruiting and ensure student
applications, admission offers, and the matriculated stu-
dent body is representative of the local community they
serve. The DEI committee can help in recruiting efforts
via both in-person and virtual events tailored to best reach
underrepresented minority students who otherwise may
not consider the pharmacy profession or have the opportu-
nity to interact with college personnel. With most phar-
macy students being recruited from two- or four-year
universities, DEI committees and college leadership
should first look at the demographic makeup of the under-
graduate institutions they primarily recruit from.6 As
methods for recruitment, DEI committees can help net-
work and establish relationships with the local community
via outreach programs, student/faculty panels, summer
camps, co-op programs, or research opportunities.10,30,31

The DEI committee should be involved in reviewing
admissions policies and procedures to ensure an equitable
and fair review using a holistic process.9 As the DEI com-
mittee starts to ensure enough diversity in admissions, it
can then focus on progression processes. Data on barriers
for student matriculation into pharmacy school after
acceptance can be reviewed by the DEI committee to tar-
get strategic imperatives to combat those barriers. Once
matriculated, the progression of underrepresented minor-
ity students should be a major concern to the DEI commit-
tee, as underrepresented minority students have shown to
have a more negative racial experience compared to
peers.30 Lastly, DEI committees should track progression
rates of underrepresented minority students to ensure they
are similar to non–underrepresented minority students.

Recruitment of underrepresented minority faculty is
an important step to facilitate the enrollment of a diverse
student body and, subsequently, helps expose all students
and faculty to diverse perspectives, enabling an enriching
learning environment.16,32 The DEI committee can review
recruitment and retention policies to ensure equity in how
search committee members are selected, making sure
related policies and procedures are conducive to promot-
ing diversity.15,26 Also, the DEI committee, working with
human resources, can ensure all search committee mem-
bers are trained on implicit bias and cognitive error. These
trainings should be requirements before someone is

allowed to participate on a search committee. Addition-
ally, current underrepresented minority faculty should be
invited to participate in the recruitment and interview pro-
cess to share experiences and information about the com-
munity and social life with potential hires.16

Retaining underrepresented minority faculty is key to
sustaining a diverse faculty workforce. The DEI commit-
tee can work with the faculty development committee to
facilitate appropriate resources, training programs, and a
retention plan to ensure that the underrepresentedminority
faculty are satisfied with their jobs and feel supported.
Members of underrepresented minority groups should not
be expected to represent diversity on all committees but
should be supported to participate in programs on campus
and externally and given equitable access to teaching
release and other incentives to compensate their work in
promoting diversity.17 If there is inconsistent and inequita-
ble application of promotion and tenure criteria, retention
may be difficult.9 Thus, it is important for the promotion
and tenure criteria to be clear and frequently reviewed
with the DEI committee. For example, adopting policies
to stop the tenure clock during parental leaves has been
used by some institutions to promote gender-neutral
effects.28 The DEI committee should engage in the contin-
uous assessment of faculty and staff hiring and retention
data to ensure targets are achieved.

The faculty development committee should collabo-
rate with the DEI committee to develop initiatives that
promote a climate of inclusivity for long-term faculty reten-
tion.26 This may include diversity discussions, lecture
series, and workshops to expand awareness on diversity-
related topics such as health care disparities, gender, reli-
gion, nationality, and sexuality.15 The DEI committee can
make sure that the faculty development committee supports
and implements programs such as a strong mentoring and
professional development programs, seed grants, research
training, teaching fellowships, leadership programs, and
sabbaticals for career advancement to avoid attrition and
low satisfaction amongminority faculty.9,17,28,33

Further, the DEI committee should be part of the
continuous quality improvement activities of a college’s
curriculum committee to ensure students can provide cul-
turally sensitive care that encompasses the diversity stu-
dents will see in their patients, including diversity in race,
abilities, sexual orientation, and health disparities, among
others.34 The DEI committee can consider using the Phar-
macy Health Equity Anti-Racism Training (Rx-HEART)
framework for working through the curriculum committee
to ensure a diversity-rich curriculum to address health
equity and racism.35 An intentional incorporation of topics
surrounding diverse patient populations must be included
in didactic lectures, patient cases, clinical settings, and
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health literacy activities.36 Faculty who are Black, Indige-
nous, or people of color (BIPOC) may, based on their per-
sonal experiences, be effective in helping to promote and
facilitate discussions of diversity in the curriculum. How-
ever, BIPOC faculty should not be relied on to carry this
weight alone, and the entire faculty should be involved in
incorporating principles of diversity in what they teach
students.35 Experiential education and co-curricular ex-
periences such as health fairs and outreach programs are
important for students to take care of patients in the com-
munity and to communicate with patients who are differ-
ent from them. To ensure students interact with diverse
patient populations and different cultures, the DEI com-
mittee can work with the assessment committee and ex-
periential education leaders to track student placement
related to the diversity of their preceptors, practice sites,
geographical location, and patient populations they care
for. The DEI committee can periodically review program-
matic assessment data of the didactic, experiential, and
co-curriculum and provide necessary recommendations to
ensure DEI in the curriculum and delivery in all settings.
The DEI committee may be involved in the creation of a
diversity dashboard that can be used by all committees,
including the curriculum and assessment committees. This
dashboard can help track progress related to diversity,
equity, and inclusion goals important to the college.

Interactions Outside the College

Outside of the college, the DEI committee should be
in alignment with the DEI office or a committee at the uni-
versity level for a smoother execution of its diversity
initiatives (see Figure 1). The college’s strategic plan,
which is inclusive of diversity initiatives, must also be in
alignment in a bilateral fashion. There should be two-way
communication between university offices such as the
president’s cabinet, human resources, external relations
office, and provost’s office as needed to support and real-
ize the goals of the DEI committee at the college.

Further, DEI efforts cannot be isolated to just within
the college or university but should reach outside the walls
with engagement and support in the local community and
a strong connection to alumni.17,37 Establishing DEI
initiatives in co-curricular activities that engage alumni as
well as increasing outreach in the community may be ben-
eficial. Consistent communication between the DEI com-
mittee and alumni, including underrepresented minority
community leaders, could be another way to assure the
importance of providing equitable health care services
to diverse communities.37 This can be done through out-
reach efforts, provision of scholarships, and partnering
with underrepresented business leaders in the community.

This type of engagement with underrepresented partners
may include serving and promoting economic growth,
supporting and advocating for diversity-related interests in
government and societal affairs, supporting and assisting
other organizations in their DEI initiatives, and in promot-
ing the advancement of DEI and social responsibility with
the college’s community.37

CONCLUSION
In pharmacy programs, DEI committees have an

important role to play in ensuring colleges of pharmacy
prioritize DEI principles and values in their strategic goals,
operations, and outreach. This links back not only to phar-
macy accreditation standards but also to the culture and
emphasis that DEI principles are important for the college.
Also, DEI committees should have connections with all
other college committees and the university to enact
changes and programs along with being empowered to
enact changes. The DEI committee should ensure fair and
appropriate representation of the community it serves
through recruiting from underrepresented partners and by
training students to successfully reintegrate back into that
community. A clearly defined DEI committee, with appro-
priate committee composition, roles, and responsibilities,
that is associated with all constituents of the college and
university can help achieve these intended goals.
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