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Since his arrival in June 2019, Dr. Git tens has been a
champion for inclusive excellence, a unifying idea that insists
it is up to each of us to build and sustain a welcoming and
accepting atmosphere throughout our institution. These
same ideas are represented in the UAMS Vision 2029 plan, a
strategic plan developed and implemented last year to guide
UAMS to its 150th anniversary.

When UAMS adopted diversity, alongside health equity,
as an institutional core value, it reflected how we strive
to operate each day across our clinical, academic and
research activities. In every part of our organization, we
commit to hear all voices and welcome all contributions
t owar d our s t at ew i d e mi s s i o n o f he al t h c ar e and
health improvement

While Vision 2029 identifies diversity and health equity as a
core value, inclusive excellence reminds us that diversity is
an ideal that is not achieved in a vacuum. Respect, another
core value, is identified as a culture of professionalism
that values all people. Teamwork, too, is a core value, with
emphasis on relationships that are characterized by honesty,
collaboration, flexibility and inclusiveness.

We b e l i e v e a n i n t e r p r o f e s s i o n a l t e a m o f h e a l t h
professionals — diverse in background and profession
— delivers the most effective care. This requires a focus
with our learners on teamwork and valuing how the
different skills of each profession can inform patient- and
family-centered care. As they learn about, from and with
one another, they will become bet ter, more inclusive
care providers. The philosophy is no different in cultural
diversity: our state is better served when its health care
professionals reflect the diversity of its population.

This is the language of inclusive excellence, as you will see in
the following pages.
You will also see that Dr. Gittens has engaged not just his staff
in the work of advocating for diversity, equity and inclusion.
He has gone to great lengths to make sure the work itself is
inclusive, and he has engaged voices from throughout our
statewide institution to improve not just a single department,
building or campus, but UAMS as a whole, thus improving
the lives of all Arkansans.
I appreciate the efforts I have seen from all these corners
over the past year, particularly in light of recent events, which
have made equity a topic of national conversation. The UAMS
Division for Diversity, Equity and Inclusion is making sure
all voices are heard in that conversation as we pursue our
broader objectives, both now and over the coming decade.
Sincerely,

In the UAMS Vision 2029 strategic plan for the decade
ahead, we commit to recruit and retain a student body
as diverse as the population of Arkansas. Our Division
for Diversity, Equity and Inclusion will be critical to our
institution’s ability to succeed. Its student outreach and
recruitment programs nurture the aspirations of countless
Arkansas students at all grade levels toward careers in
the health professions. Its campus groups support student
engagement and success at UAMS.
From its origins as the Office of Diversity Affairs in the
College of Medicine, the Division has grown essential to
our entire academic mission as a resource for leadership,
a connector for collaboration, a catalyst for institutional
change and a cheerleader for celebrating how diversity
unites and strengthens us.
Sincerely,

Chancellor Cam Patterson, M.D., MBA
University of Arkansas for Medical Sciences

Stephanie Gardner, Pharm.D., Ed.D.
Senior Vice Chancellor for Academic Affairs
Provost and Chief Strategy Officer
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Dear Team UAMS

One of the greates t challenges we f ace in
healthcare acros s America is ending racial
discrimination and bias , which has been
systemically created over hundreds of years.
We must address and resolve the social and
structural inequities that lead to health disparities
head-on in order to achieve health equity.

Just over a year ago, I arrived in Arkansas to serve as the new vice
chancellor for diversity, equity and inclusion at UAMS. I came
because I saw such tremendous potential in what was, as the
time, the UAMS Center for Diversity Affairs.
In the time since, we have tapped into that potential, reorganizing
the center into the Division for Diversity, Equity and Inclusion,
which is being established upon a foundation of inclusive
excellence. On that foundation, we are building an institution with
a culture of humility, openness and opportunity for everyone that
will make UAMS a national thought leader and practitioner in
diversity, equity and inclusion.

As in other areas of the United States, minorities
who live in Arkansas are much more likely to have
chronic diseases and other poor health outcomes.
UAMS Health is commit ted to improving the
health of all Arkansans and eliminating health
disparities across our state.

To accomplish this task requires intentionality, and for that reason
we have created a strategy, which is, itself, integrated into the
broader strategic plan of UAMS called Vision 2029. Because
inclusive excellence requires buy-in and commitment from the
entire institution, our plans are not top-down mandates, but
grassroots objectives guided by input and assessment from a
team of volunteers representing all corners of the institution.

The UAMS Division for Diversit y, Equit y and
Inclusion (DDEI) is a valuable par tner in this
work, and Dr. Gittens has played an important
role in helping us communicate with minority
communities across the state, particularly during
this year’s pandemic. Together, we have created
relationships and strategies that will help us
pursue our longer-term goals.
Smoking, obesity, children in poverty, physical
inactivity, cardiovascular disease and diabetes
all contribute to poor health in Arkansans, many
of them affecting a disproportionate number of
minorities. Unfortunately, this has also been the
case with COVID-19. White Arkansans make up
nearly 80 percent of the state’s population, yet
only 57% of the 287 Arkansas who died from COVID-19 before July 6 were white. Rather than simply focusing
on treating the symptoms, we must work together to address the underlying causes.
UAMS Health will partner with DDEI, our UAMS research colleagues and the Arkansas Department of
Health to better understand the complex relationships between social determinants of health and population
health outcomes.
More than 50 years ago, Dr. Martin Luther King, Jr., said, “Of all the forms of inequality, injustice in health is the
most shocking and inhuman.” Patients’ quality of life and life expectancy should not be affected by who they
are or where they live. The obstacles are many — ranging from transportation, health literacy and access to
providers to inherent bias in our providers and inadequate numbers of minorities working in healthcare.
Community participation will be essential in creating a unified health system to serve all Arkansans, and
we look forward to working with Dr. Gittens and our colleagues in the DDEI to ensure all perspectives are
considered. Working together, we can provide healthcare designed to meet the unique needs of each individual
and eliminate health disparities.
Sincerely,

Our timing has proven ver y impor tant. Recent events have
made instances of systemic racism the topic of daily headlines
across the country. A long overdue conversation about diversity,
equity and inclusion is starting, and as an institution we must be
a contributor to that conversation. We can do that by working
to understand the disparities that have fueled the inequities
of daily life for cer tain groups of people and researching
solutions to end them.
This report is intended not only to lay out our strategy but to illuminate its key elements, the pillars of inclusive excellence. Each
subsequent section provides data to both establish a baseline and, where possible, to demonstrate how DDEI programming,
supported by the pillars that make up inclusive excellence, is working to achieve our overall goals.
We’ve accomplished a tremendous amount over the past year, and under oftentimes difficult circumstances. First, the
COVID-19 pandemic caused broad disruptions, forcing adaptation. Now social justice challenges and unrest have erupted to
reveal not just old scars but unhealed wounds for which our work seeks to address.
We’ve assessed our culture in order to understand the full extent of the work that is to come, created a multifaceted plan
of action and, where possible, and begun to implement new policies and practices that further our objectives. Still, there is
certainly much more work to do. While UAMS can boast a positive, inclusive atmosphere in which diversity has been part of
the conversation for some years, we have outlined specific, measurable objectives to accomplish to advance the cause of
inclusive excellence.
As recent events have shown, this work will not be easy. We recognize that there are no short cuts. But thankfully we are not
alone in ensuring that diversity, equity and inclusion are woven into the fabric of our institutional ethos. We have tremendous
allies in this work, and for that — and for all that has been accomplished over the past year — I am truly grateful. I am looking
forward to working with each of you to create a future where every team UAMS member enjoy a better sense of belonging.
Sincerely,

Stephen A. Mette, M.D.
CEO, UAMS Medical Center
Senior Vice Chancellor for UAMS Health
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Since 2009, what began as the Center for Diversity
Affairs has served UAMS by cultivating an institutional
atmosphere welcoming to all. Over the past year, it has
grown in both its vision and staffing to embrace and
implement the idea of inclusive excellence.

Implementation of the strategic
plan began, including:
f Chancellor’s Diversity
and Inclusion Committee
was restructured.

Capacity Building

f DDEI staff added a full-time
business administrator and
two part-time faculty as an
executive director and a
senior director for research
and evaluation.
Dr. Gittens hosted Breaking
BREAD sessions to invite
community input into formulating
the division’s strategic plan.
f Seeking Education in
Equity and Diversity
(SEED) program moved
under DDEI.

As program directors conducted
summer outreach to build an
educational pipeline toward
health sciences, DDEI staff
undertook an assessment of the
climate of diversity across the
entire institution.

2019

2029

JULY

VISION
Chancellor Cam Patterson,
M.D., MBA, launched the UAMS
Vision 2029 Strategic Plan.

8 / D D E I A N N UA L R E P O R T 2 0 2 0

JULY AUGUST

Windows
Mirrors
and

UAMS hired Brian Gittens, Ed.D,
as its new Vice Chancellor for
Diversity, Equity and Inclusion.

JUNE 1

In lieu of a single, central
celebration for Black History
Month, DDEI engaged the
entire institution in a monthlong learning exercise to
recognize unconscious bias
called Windows and Mirrors.

A Short Story
on Implicit Bias
and Internal
Assummptions

f ACHIEVE IT software
chosen to replace Balanced
Scorecard (BSC).

SEPT. 9, 16
& OCT. 29

SEPTEMBER 6

SEPTEMBER 13

The 2019 State of Diversity
address to campus included the
results of DDEI's assessment
and outlined a new vision for
creating a strategic plan in
cooperation with Vision 2029.

Staff participated in a retreat to
workshop goals and objectives
for the strategic plan based on
institutional assessment and
community feedback.
The Center for Diversity Affairs
was reorganized into the
Division for Diversity, Equity
and Inclusion (DDEI).

OCTOBER DECEMBER

In response to national protests
against racial injustice, DDEI
facilitated online healing
spaces, launched a website and
online celebration of Juneteenth
and hosted White Coats for
Black Lives on the LR and
NW campuses.

Division for Diversity,
Equity and Inclusion

2020

A small group learning exercise produced by the UAMS Division for Diversity,
Equity and Inclusion. To participate, visit: ddei.uams.edu

FEBRUARY 10

JANUARY
- MARCH

The official rebranding of DDEI
was announced with the rollout
of a new website and social
media accounts, and a new
newsletter Kaleidoscope was
established to launch in April.

JUNE

APRIL - MAY

DDEI responded to the COVID-19
pandemic with public information
campaigns including web videos
and radio broadcasts targeting
underserved communities and by
moving summer programming and
meetings with incoming UAMS
students online.

“ Thank you for the opportunit y to
recruit volunteers through UAMS
Serves! We’ re truly moved by the
generosit y of the many UAMS
employees who have volunteered
to work with our organization and
appreciate your work in connecting
us with such a rich and diverse pool
of human talent .”

Inclusive
Community
Building

White Coats for Black Lives — A nonprofit group
formed in response to the deaths of Michael Brown and Eric Garner
and subsequent acquittal of the officers involved.

DDEI Ac ademy f or I nclus i ve E xcell ence

— Offers 14 courses available to all employees to help them recognize
and address implicit bias, micro inequities and micro aggressions.

RACE N=45

RACE
N = 45

— A nine-month
annual program for
small groups of faculty
and staff designed to
address educational
equity and diversity.

Other
14%

Hispanic
5%

African
American
27%

C ha nc e l l o r ’ s Di v e r s i t y, E q u i t y
and Inclusion Committee

— A campus-wide committee comprised of co-chairs
from eight volunteer subcommittees that represent
faculty, staff and students, and advocating for women,
LGBTQIA issues, veterans and those with disabilities.

Breaking BREAD

— A series of town
hall-style workshops that welcomed more than
100 employees and students to help shape the
division’s strategic plan and to invite support for
greater diversity on campus. A future workshop
series is planned.
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In the coming year, DDEI will:

Volunteer Program Coordinator, VolunteerAR
Arkansas Department of Human Services

Initiatives:
Seeking
Education in
Equity and
Diversity
(SEED)

Goal:

— Ezell Breedlove, CVM

Other Key Highlights:

Asian
4%

76%

FEMALE

24%
MALE

White
50%
Source: SEED, REDCap post survey data

UAMS Serves

— Representatives from 26 community
organizations attended the kickoff ceremony for a six-month
campaign. To date, UAMS team members have volunteered
to s er ve at UAMS S tocked and Reddie, the UAMS Day
Camp Connections, the UAMS COVID-19 call center, various
campus screening locations, and with various organizations
through VolunteerAR.

f Hosted guest lecturer Leon
McDougle, M.D., M.P.H., chief
diversity officer and professor
at The Ohio State University
Wexner Medical Center, who
p r e s e nt e d a s a di s c u s s i o n
“ Credentials Don’ t Shield
Healthcare Professionals from
Bias,” using three case studies.
f Collaborated with UAMS Dr. Edith Irby Jones Student National
Medical Association to host Health Professions Recruitment
and Exposure Program (HPREP) in March, during which more
than 80 UAMS students welcomed dozens of high school
students from across Arkansas to the UAMS main campus to
introduce them to careers in health care.
f “ Ever yone Can Be Great, Because Ever yone Can Ser ve,”
celebrating the life and legacy of Dr. Martin Luther King Jr. in
January 2020, featuring guest speaker Crystal C. Mercer.
f Staf f suppor t for the s tudent-led Rainbow Alliance for
LGBTQ+ issues , including providing a UAMS banner to
marchers in the parade at Little Rock Pride event in 2019.

f Continue to develop, collaborate
and suppor t diversit y, equit y and
inclusion initiatives that engage our
campus community members and
further the institution’s 2029 vision
of a creating and supporting a just
cult ure f or all UAMS employe e s
and students.

“ I wanted to tell you how much SEED
meant to me, especially during the
COVID-19 outbreak and protests over
the murder of and brutalit y toward
people of color and minorities in our
countr y. I will use what I learned in
SEED to improve equit y and diversit y
wherever I am in person, over Zoom,
out in public or right at home when I
see injustice in person.”

— Keith Gober, MBA

Director of Budget and Financial Planning
UAMS Finance and Administration

2029

Practicing inclusive excellence means
ensuring that opportunities and resources
for career development and success are
equitably distributed and accessed by all
stakeholders across institution.

Programs in this pillar
help support larger Vision
VISION 2029 goals including:
f Increase health care quality and patient
experience while lowering costs
f Increase equitable employee
professional growth and development
f Increase student recruitment
and retention
f Decrease health disparities
f Recruit, develop and retain skilled,
motivated and engaged workforce
f Foster a fair and just culture at UAMS
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“ DDEI’ s programs
cultivated my interest in
medicine, expanded my
k nowledge in the sciences,
prepared me for medical
school, and supported me
emotionally and mentally. I
am forever grateful for the
impact that DDEI has made
in my life.”

The recruitment pillar seeks to strengthen
pipeline programs and collaborate to develop
institutional strategies and practices that
ensure effective recruitment of a diverse
workforce and student body.

Diversity &
Recruitment

— Autumn Brown

HRSA
Medical Student
Education (MSE)
program supports
graduate education
for medical students
p r e p ar i n g t o b e c o m e
physicians in the
t o p quint il e o f s t a t e s
with a projected
primar y care provider
shortage in 2025

— DDEI pipeline programs are
designed to create a series of educational interventions across K through 12 to promote
student engagement and encouragement toward careers in health sciences.

K-2: Junior STEM Academy I (JSA1)
3-5: Junior STEM Academy II (JSA2)
6-8: Senior STEM Academy (SSA)
8-12: Academy of Pre-Health Scholars (APHS)
Undergraduate: Pre-Medical Summer Scholars (PMSS)

JSA

MALE

Students
served
with
aggregate
program

238
681

Students Encountered
at Conferences

Number of Participants
(total)

Number of
Conferences

Funding:

Building t he Diver s it y Pipeline

194

30
5

Number of
Recruitment Events

UAMS Student

Initiatives:

75%

DDEI Student Recruitment Eff orts

PMSS

85%

FEMALE

APHS

80%

FEMALE

DDEI is developing
e qui t ab l e r e c r ui t me nt
policies and targeted
recruitment for
underutilized staff
positions to promote
this pillar across the
institution. Demographic
data from FY 2020
illustrates signif icant
room for improvement
across student, facult y
and s taf f bodies given
the dis parit y b et we en
institutional and
served population’s
racial distribution

2019-2020 Enrolled Students’ Race by College

Source: *US Census Bureau
Institutional Research, Policy and Accreditation
Prepared by DDEIa Office, 06/22/2020

80%

70%
60%
50%
40%
30%
20%
10%
0%

Health
Professions

Asian

Medicine

White

Nursing

Black

Pharmacy

Hispanic

Public Health

Other

Graduate
School

Two or More

AR
Population*

Unknown

Faculty Race by Colleges Compared to the Population we Serve
100%

Sources: *US Census Bureau
Institutional Research, Policy and Accreditation
Prepared by DDEIa Office, 06/22/2020
and UAMS Faculty Center

90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

Health Professions

Asian

Medicine

White

Nursing

Black

Faculty
Rank
by Race, All Colleges
Faculty Rank by Race,
All
Colleges

Pharmacy

Hispanic

Public Health

Other

AR Population*

Unknown

Source: UAMS Faculty Center

Professor

Asian

Associate Professor

Whit
e
Black

Assistant Professor

Hispa
nic
Othe
r

Instructor
0%
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100%

120%

D D E I A N N UA L R E P O R T 2 0 2 0 / 1 3

Demographic Overview of Staff and Senior Leadership
Table 6a
EXECUTIVES
(count = 70)

Female

Table 6e: Administrative & Office Clerical***
ADMINISTRATIVE
& OFFICE CLERICAL*** (count = 1228)Female

Male

Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander

Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander
0

10

20

30

40

50

60

70

Total Self-Identified People with Differing Abilities 2. 9%

Table 6c: PROFESSIONALS, NON-FACULTY*
Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander

0

200

400

600

800

1000

200

300

400

500

600

700

***Includes patient and non-patient direct care.

Table 6f: SKILLED
CRAFT WORKERS
& HELPERS
SKILLED
CRAFT
WORKERS
& HELPERS (count = 113)

Female

Male

1200

1400

0

Total Self-Identified Veterans 15. 9%

10

20

30

40

50

60

70

80

90

Total Self-Identified People with Differing Abilities 5. 3%

Table 6c: PROFESSIONALS, NON-FACULTY*

PROFESSIONALS, NON-FACULTY* (count = 2901)

Female

Table 6g: SERVICE AND MAINTENANCE WORKERS
SERVICE
AND MAINTENANCE WORKERS (count = 399)

Male

Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander

Femal e

Male

Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander
0

500

1000

1500

2500

2000

*Includes Medical, Nursing, Research-Scientific and
Administrative Professional Non-Faculty

Total Self-Identified People with Differing Abilities 2.7%

Table 6d: TECHNICIANS**

TECHNICIANS** (count = 1886)

Female

Total Self-Identified Veterans 9. 8%

0

50

100

Total Self-Identified People with Differing Abilities 7. 3%

Goals:

Male

Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander

In the coming year, DDEI will:

0

Total Self-Identified Veterans 13. 2%

200

Total Self-Identified People with Differing Abilities 3.6%
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100

Unknown
American Indian/Alaskan Native
Hispanic/Latino
White
Black
Asian/Pacific Islander

Total Self-Identified People with Differing Abilities 3.7%

Total Self-Identified Veterans 3. 2%

0

Total Self-Identified People with Differing Abilities 5.6%

Female = 1609)
Male
OFFICIALS, MANAGERS, DIRECTORS & SUPERVISORS (count

Total Self-Identified Veterans 7. 2%

Total Self-Identified Veterans 5. 3%

400

600

800

1000

1200

**Includes Medical & Scientific Technical Non-Licensed/
Certified Professionals, Paraprofessionals, IT Technicians,
Other Technicians and Program Specialists.

150

200

250

300

2029

Total Self-Identified Veterans 10%

Male

Programs in this pillar
help support larger Vision
VISION 2029 goals including:

f Continue to increase student diversity to reflect state demographics

f Expand health professional programs to
meet workforce needs

f Continue to increase student recruitment from rural regions to
reflect state population distribution

f Increase student recruitment
and retention

f Purchase student recruitment and engagement software CRM

f Decrease health disparities

f Continue to partner with HBCUs to increase diversity of
postdoctoral students and research

f Recruit, develop, and retain a skilled,
motivated and engaged workforce

f Continue to develop a recruitment plan for underrepresented
minority employees to ensure racial parity at 60% of
existing market pool

f Increase better health care quality &
patient experiences at decreased cost
D D E I A N N UA L R E P O R T 2 0 2 0 / 1 5

This pillar reinforces leadership’s commitment to building an organizational
structure that ensures accountability and role clarity. The division collaborates
with key stakeholders across the institution to develop action plans that
advance diversity, equity and inclusion with metrics that track progress, assess
outcomes and gauge impact of inclusive excellence initiatives.

Accountability &
Responsibility
Initiatives:
Strategy Team

DDEI Strategy Team — an operational team comprised of 12 diversity leaders and key stakeholders

across UAMS focused on developing action plans in support of the 2029 Vision Strategic Plan and the Diversity,
Equity and Inclusion Plan. The team shares best practices and ensures seamless coordination and synergy
between activities and initiatives.

Brian Gittens
Audrey Bradley
Keneshia Bryant

Committee
Structure


   



 

Erick Messias
Thomas Kelly


   

Kristen Sterba

Goals:

Angie Choi
Crystal McCray-Lewis

In the coming year, DDEI will:
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Gregory Robinson

  
   

Shuk-Mei Ho
Dorothy Graves

f Partner with Organizational Development and colleges to assess
professional development opportunity inventory and create a
plan to make this equitably accessible.
f Develop and obtain approval for diversity recruitment guides for
faculty and staff
f Successfully achieve a top score in the Healthcare Equalit y
Index (HEI). HEI is the LGBTQIA national benchmarking tool that
evaluates health care facilities’ policies and practices related to
equity and inclusion of LGBTQIA employees, patients and visitors

2029

 
 

 
  

 
 

Sara Tariq

f Par tner with the UAMS Of fice of Human Resources (OHR),
colleges and departments to investigate, and when appropriate
mitigate, salary disparities



 
 


  

Trenda Ray

f Seek approval and implementation of campus unconscious bias
training and policy

Programs in this pillar help
support larger Vision 2029
VISION goals including:
f Increase employee professional growth
and development

f Par tner with OHR and search commit tee members to of fer
training on strategies to access diversity candidate pools and
mitigate the impact of unconscious bias during the candidate
search process

f Improve patient experience, quality and
safety outcomes

f Partner with OHR to track candidate flow data in the applicant
tracking system to identify any disparities in the recruitment and
selection process

f Foster a fair and just culture at UAMS

f Develop a s ys tem to clos e the lo op on unc ons cious bias
complaints brought to diversity officers

f Recruit, develop, and retain a skilled,
motivated and engaged workforce
f Create an environment supporting the
strategic recruitment and retention of
innovative faculty

D D E I A N N UA L R E P O R T 2 0 2 0 / 1 7

As we position UAMS as a national leader in the diversity space, our research focuses
on cultural responsiveness and equitable evaluation to address systemic barriers that
create education and health inequities. We apply for community engagement, ethnic
minority and patient-centered grants, which commonly support advocacy, community
organizing and civic engagement to create healthy communities and diversity in
education and professional settings.

Education, Research
& Scholarship
Initiatives:
f Creating organic mentoring environments for mentees
and mentors.
f Support minority faculty-led research through TRI awards,
e.g. KL2 and workforce diversity.
f UAMS Dr. Edith Irby Jones chapter of the Student National
Medical Association (SNMA), a student-run organization
focused on the needs and concerns of students of color.
f UAMS student LULAC chapter, which serves as an avenue
for Hispanic/Latino students from all colleges within UAMS
to network, to serve the Hispanic community, and to provide
financial and social assistance for its student members.
f UAMS LULAC Scholars Program, targeting recipients of
LULAC Scholarships. A reduction in tuition in all colleges
matching the amount of scholarship support provided by
LULAC. diversity recruitment

Summer Research Internship — This DDEI

program allows outstanding undergraduate and select high
school students the opportunity to spend the summer months
engaged in in-depth scientific research under the guidance and
direction of a UAMS faculty mentor. In 10 years of the program,
it has served 70 students. Last fall, three SRI participants were
among six scholars from UAMS programs chosen to present
posters at the Annual Biomedical Research Conference for
Minority Students in Anaheim, California.

Goals:
Accepted abstracts
and presentations at
national meetings:
Nabaweesi R, Goree J, Sex ton K , Gittens
B . Opioid Adminis tration Disparities in
Leve l I Tr auma C ent er Adul t Pat i ent s .
1 6 t h A nnu al A A M C He al t h Wo r k f o r c e
Research conference, Bethesda, MD, May
6-8, 2020, Poster
Gittens B, White S, Greer J. Chief Diversity
Of f icer Competency Development in
Academic Medicine. 2020 GDI Professional
Development Conference, Miami, FL, May
1-4, 2020, Podium Proposal
Gittens B. Mitigating Unconscious Bias in
Medicine sessions given at:
f Dartmouth College of Medicine,
Hanover, NH, Jan. 13, 2020
f Penn Medicine, University of
Pennsylvania, Philadelphia, PA,
Feb. 13, 2020
f Johns Hopkins School of Medicine,
Baltimore, MD, Feb. 20-21, 2020

In the coming
year, DDEI will:
f Continue to present at national
research conferences at
least twice a year

UAMS Dr. Edith Irby
Jones chapter of the
Student National Medical
Association (SNMA)

f Support two underrepresented
minority students in research
in collaboration with TRI

“ We are committed to the
importance of the diversity of
UAMS leadership, faculty, staff
and learners in order to enhance
the education of our learners,
reduce health disparities in
our state and honor the unique
contributions provided by a
diversity of values, beliefs
and cultures.”
— Kristen Sterba, Ph. D.
Associate Provost for Students and
Administration Director,
Institutional Research,
Policy, and Accreditation

2029

Our ultimate goal is the promotion and development of an
institutional culture that is sensitive to, supportive and inclusive
of individuals from underrepresented groups in the health
professions. We meet this goal by continually sponsoring and
supporting the following key initiatives and programs:

VISION

Programs in this pillar help
support larger Vision 2029
goals including:

f Increase capacity to meet the needs of our patients
and referring physicians
f Expand internal/external partnerships to support
academic programs
f Develop partnerships to diversify and
enhance our research
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Strategic
Partnerships

— Andrew Aston
UAMS Patient Transport
Project SEARCH Graduate

Initiatives:

Project SEARCH

— A job-training program supported by DDEI that
helps young adults with disabilities develop independent living and working skills. It
has served nearly 100 young adults since inception in 2013.

NERDIES

Partner in Education with
Li t t l e Roc k Hall Hi gh
School — Beginning in the Spring

— A collaboration with David
K e r s ey, ex e c u t i ve dir e c t o r o f
PIXEL and a former digital artist
for Disney, to of fer a one-week
camp integrating technology and
health sciences for 20 rising 7th
and 8th grade students on the
UAMS main campus.

2020 semester, UAMS facult y and staf f
p r ov i d e d g u e s t s p e ak e r s , c l a s s r o o m
demonstrations, UAMS campus visits and
career path information for students at
Hall interested in the health care fields.

A r k a n s a s M e d i c a l , De n t a l a n d A r k a n s a n s M i n o r i t y H e a l t h
P h a r m a c e u t i c a l A s s o c i a t i o n C o m m i s s i o n — In par tnership with the
(AMDPA) — A partnership that created a half- Arkansans Minority Health Commission, DDEI formed
day educational symposium in June that focused on
strengthening the leadership skills of more than 80 high
school and college students from underserved areas
who were considering careers in health care.

the Communit y Advisor y Council for Health Equit y
(CACHE), an advisor y body that meets quar terly to
develop and implement strategies and engagement
initiatives focused on advancing health equit y
throughout Arkansas.

Arkansas STEM
Coal i t i on — This par tnership

included co-sponsorship of two one-day
conferences in 2019 that collectively
reached 250 Arkansas students, and
co-sponsorship of the DDEI Academy
of Pre-Health Scholars program. The
Coalition als o provided technology
re s ourc e s f or J SA par ticipant s and
invited our vice chancellor onto it s
executive board.
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Raising Exposure & Awareness of Careers
in Heal t h (RE ACH) in t he De l t a pr ogr am

— Now in its third year, REACH in the Delta is a joint endeavor of the
Student National Medical Association (SNMA), the Student National
Pharmaceutical Association (SNPhA), DDEI, and the AMDPA. Each year,
students from all UAMS academic units travel to KIPP Delta Collegiate
High School in Helena-West Helena to introduce hundreds of high school
students to higher education opportunities and careers in health care.

DDEI is grateful for the financial support
from the following external sponsors:

COVID-19 Response
A global pandemic requires a communal
response. To battle COVID-19, DDEI has:
f Collaborated with AMDPA in a
statewide network of stakeholders to
inform the public about the dangers
of COVID-19, provide guidance
on safely reopneing and equip
residents with masks.
f Collaborated with the Arkansas
Department of Health (ADH) to
capture information needed to inform
decisions on how to best address
observed disparities and implement
protocols to ensure the state
addresses specific needs now and
in the future.
f Created educational videos with
Arkansas United
f Provided guest experts to TV’s
“Arkansas Week” addressing
health disparities
f Recruited community partners
in educational video efforts
on social media

2029

Inclusive excellence requires our work gets done in partnership with
communities we serve and sponsors, to promote UAMS as a clinical provider,
employer, research and educational institution of choice. This requires us to
be a leader in mitigating health and educational disparities and engaging with
diverse communities to meet their needs for health, employment and learning.

“ Knowing I’ m making
a diff erence means the
world to me, because
that ’s all I’ ve ever wanted
— to see people back on
their feet and on their
way home.”

Programs in this pillar
help support larger Vision
VISION 2029 goals including:
f Reduce health disparities
across Arkansas
f Improve the health and wellness of
all Arkansans
f Ensure a diverse workforce to meet
Arkansan healthcare needs
f Develop partnerships to diversify and
enhance our research capacity

Arkansas
Minority
Health
Commission

f Raise digital health awareness across
the State of Arkansas
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Meet the DDEI Team

Brian Gittens, Ed.D.

Gloria Richard-Davis, M.D., MBA

Odette Woods, J.D., M.Div.

Kimberlyn Blann-Anderson, M.Ed.

Vice Chancellor for Diversity, Equity
and Inclusion
BGittens@uams.edu

Senior Director of Diversity Affairs
OBWoods@uams.edu

Executive Director for Diversity, Equity
and Inclusion
GARicharddavis@uams.edu

Director of Student Outreach
and Engagement
BlannKimberlynL@uams.edu

Rosemary Nabaweesi, Dr.P.H.

Senior Director for Research and Evaluation
RNabaweesi@uams.edu

Amber Booth-McCoy

Manager of Intercultural Education
ANBooth@uams.edu

To support our work on diversity,
equity and inclusion in the
healthcare, education and research
sectors please reach us via the
following methods:
Phone number : 501-686-7299 or

1-800-432-8091

Email address: ddei@uams.edu
Our website: ddei.uams.edu

Division for Diversity, Equity and Inclusion
Nicholas Pettus

Manager of Diverse Student Recruitment
NAPettus@uams.edu
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Andrea Roy

Division Business Administrator
ALRoy2@uams.edu

Mariel Garcia

Executive Assistant
MMGarcia@uams.esu

University of Arkansas for Medical Sciences
4301 W. Markham St.
Little Rock, AR 72205
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