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1 | Introduction

Health Sciences (HS) benefit from multiple perspectives and
experiences which improve problem-solving, increase innova-
tion, and can lead to higher-impact scientific publications in
biomedical research [1-3]. The effort to create an inclusive
tenure track faculty (TTF) in HS has been slow to reflect the
diversity of the current scientific and biomedical trainee
population [4, 5]. At the University of California (UC) San
Diego HS, TTF positions are limited by the number of state-
funded salary lines and these positions turnover slowly with a
separation rate of ~3% (averaged over 5 years), compared to
other faculty series (~6%). Another barrier to the inclusiveness
of TTF in HS is the traditional practice of hiring faculty in
individual departments, which relies on conducting single
recruitments in target scientific areas. This conventional
practice has resulted in searches with relatively narrow
research foci and small pools of applicants that rarely reflect
the diversity of the national trainee pool and surrounding
community [6].

An alternative approach is cluster hiring, which has been
adapted by multiple institutions to attract diverse pools of ap-
plicants and to seed large, cooperative initiatives with early-
career faculty [7]. UC San Diego employed varied strategies to

manage successive cluster hires that included HS Schools of
Medicine, Pharmacy, Public Health, and the main campus
(referred here as cross-campus). This study assesses the impact
of these broader recruitments on the characteristics of TTF in
HS over a 5 year time period.

2 | Methods

The study was approved by the institutional review board and
followed the STROBE reporting guidelines. Recruitments were
conducted in compliance with University policy. Search
committee members received unconscious bias training. Ap-
plicants were holistically reviewed for accomplishments in
research, teaching, service, and contributions to diversity.
Department-selected candidates were invited for interviews
and offers were extended to the top candidate(s). Faculty
recruits self-identify gender and race/ethnicity with histori-
cally underrepresented in medicine (URIM) per UC San Diego
defined as African American/Black, Hispanic/Latino, Ameri-
can Indian/Alaskan Native, Pacific Islander, and Filipino. TTF
salaries are supported at least in part by state funds. Source of
non-departmental support for the coordination and organiza-
tion of the searches and partial start-up funds for recruits are
listed in Table 1.
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Health Sciences tenure track faculty recruited through cluster hires.

TABLE 1

bTotal number
TTF recruits in

2Total Number
TTF recruits

“Number female

“Number URIiM

cluster

recruits in HS in HS

recruits in HS

Time-frame

Fiscal support
Chancellor/VCHS supported

Type of recruitment

2019-2020
2021-2022
2022-2023

Opportunity cluster

UCOP sponsored

Topical cluster

Extramurally funded and

Cohort cluster

philanthropy-supported

programs

15

2019-2023
2019-2023

Total TTF cluster hires
Total TTF recruited

in HS

72

36

19

Abbreviations: HS, Health Sciences; TTF, tenure track faculty; UCOP, University of California, Office of the President; URiM, Underrepresented in Medicine; VCHS, Vice Chancellor of Health Sciences.

#Includes TTF that were joint hires between main campus and HS departments (n =4 total).

®Includes all hires for the main campus and HS, and interdepartmental joint hires are counted once.

Three types of cluster hire recruitments were conducted:

1. An opportunity cluster hire for inclusive excellence was
initiated by the Chancellor's office, without research area
restriction. The search was centrally managed through the
HS Vice Chancellor's office and departmental committees
reviewed the applicants.

2. A topic cluster hire recruited faculty from varied disci-
plines whose research focused on disparities in health,
medicine, and the environment, particularly in Black
communities and would contribute to diversity and African
American Studies curricula. Inclusion to the cohort was
centrally governed and departmental reviewing committees
included a member of the steering committee.

3. A cohort cluster hire was conducted to recruit early-
career biomedical research faculty with expertise in
four research areas, who would contribute to a positive
campus climate and leadership in multiple domains.
HS centrally managed the recruitment process. Appli-
cations were scored and exceptional candidates were
interviewed by members of a centralized review com-
mittee and recommended to departments for further
consideration.

2.1 | Statistics

Mann-Kendall tests were used to evaluate temporal trends [8]
using Microsoft Excel [9].

3 | Results

The growth of total, URIM and female faculty in the TTF series
was assessed between 2018 and 2023 in HS at UC San Diego
(Figure 1). There was no significant change in the time trend for
total TTF in HS over these 5 years (S = 0; z = 0; p = 1.0). In 2018,
of 341 HS TTF, 87 (25%) self-identified as female and 23 (7%) as
URIM. In 2023, among 346 HS TTF, 108 (31%) self-identified as
female and 39 (11%) as URIM. The proportion of female TTF
(S=12; z=2.1; p=0.036) and URIM TTF (S=15; z=2.6;
p =0.008) increased significantly over this period (Figure 1).
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FIGURE1 | Change in proportion of women and URIM among
tenure track faculty in HS, UC San Diego. The total number of tenure
track faculty are shown above the year.
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Between 2019 and 2023, HS participated in three cluster hires
that were supported in part by institutional and/or extramural
funds (Table 1). In HS eight of the 19 URIM TTF recruited
between 2019 and 2023 were from cluster hires. In contrast,
only three of the 36 female TTF hired in HS between 2019 and
2023 were recruited from these cluster hires. Relatively few
physician-scientists applied (e.g., n =10 of 249 applicants, 3rd
cluster) and ultimately none of these applicants were selected.

4 | Discussion

Recruitment is key to enriching the pool of talented TTF in HS [5,
10, 11]. At UC San Diego, cross-campus cluster recruitments were
successful in hiring URIM faculty in HS. Cluster hires enabled
access to robust pools of highly competitive applicants, which
were holistically reviewed by multidisciplinary committees [12],
and likely facilitated joint hires between departments. A centrally
managed process enabled a broader view of achievements in
research, teaching and service than a single departmental agenda
focused exclusively on a specific research area. Importantly, top
leadership was engaged in trialing alternative inclusive hiring
practices.

This report is limited to tenure track positions in HS at a single
institution and is a short-term study. Hence promotion and
retention rates should be subsequently evaluated [13, 14]. We
used the Mann-Kendall test to evaluate temporal trends;
however, the data sets are relatively small which can reduce the
sensitivity and limit the power of this test [15]. Our recruit-
ments had highly competitive applicants, some of whom
accepted alternate offers, which may have skewed representa-
tion in the relatively small numbers of hires. The number of
TTF positions in HS at UC San Diego had not significantly
increased in the time frame examined here; however, there has
been a substantial increase in faculty with contingent appoint-
ments over the same timeframe (1293 to 1482) that warrants
future comparisons [14, 16].

Overall there were roughly equal numbers of TTF hired
between HS and the main campus in the clusters. The cluster
hiring strategy was successful in the recruitment of URIiM TTF
in HS. However, this practice was less effective with hiring
competitive female faculty, despite sufficient representation in
the applicant pool (e.g., 51% of the third cluster applicants
identified as female). We did not reach overall gender parity in
these clusters, noting that we needed to exceed parity with these
small numbers to increase the proportion of female TTF in HS
[5, 17]. Physician-scientists were not selected in recruitments by
cross-campus committees representative of all biomedical research
departments at UC San Diego. These candidates may have been
perceived as being less productive as their research and publica-
tions may have been delayed or interrupted by clinical training
periods. This suggests a need to calibrate scientific achievements to
allow for interruptions required for clinical training or have sepa-
rate cluster hires for physician-scientists [18].

In summary, academic leadership valued efforts to engender a
diverse, talented TTF in HS, and centrally governed cluster hire
initiatives were successful in URIM TTF recruitment, but less so

for female and physician-scientist TTF, indicating a need for
further refinements [17, 19, 20].
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