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DIVISION FOR DIVERSITY, EQUITY AND INCLUSION 

DDEI Mission 
The mission of the University of Arkansas for Medical Sciences' (UAMS) Division for Diversity, Equity and 
Inclusion is to intentionally advance and leverage diversity, equity and inclusion to drive UAMS' mission 
and the 2029 Strategic Plan to improve the health, health care and well-being of Arkansans and of 
others in the region, nation and world. 

DDEI Vision 
We will position the University of Arkansas for Medical Sciences as a national leader in developing 
strategies and partnerships that contribute to the improvement of health for Arkansans and beyond 
by creating and sharing health knowledge, educating a culturally proficient health care workforce and 
delivery of care within a culture that promotes equity, diversity and inclusion. 

Our mission, vision and values are grounded in the principle of inclusive excellence. 

Inclusive excellence 
Inclusive excellence at UAMS expands the concept of diversity to a more inclusive, comprehensive and 
omnipresent notion of inclusiveness guided by the following assumptions: 

► Inclusiveness and Excellence are ► Diversity and inclusiveness is a shared 
interdependent. institutional responsibility, not DDEI 

shouldering the responsibility for diversity, 
equity and inclusion alone. 

► To practice inclusiveness is a ► DDEI can guide and lead the effort, but 
demonstration of excellence. every individual within UAMS assumes 

responsibility for change. 

The Division conducts inclusive excellence through the five pillars illustrated in the diagram below. 

INCLUSIVE COMMUNITY BUILDING 

DIVERSITY & RECRUITMENTSTRATEGIC PARTNERSHIPS 

ACCOUNTABILITY EDUCATION, RESEARCH & SCHOLARSHIP 
& RESPONSIBILITY 
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This past year has been a hard one. From the ongoing 
battle against COVID-19 to the seemingly never-ending 
racial disparities and strife in our country, 2021 has been a 
year of challenges. Dr. Gittens and his team at the UAMS 
Division for Diversity, Equity and Inclusion (DDEI) have 
proven to be up to the task. 

When COVID made it unsafe to meet in person, DDEI 
shifted their numerous events online. In doing so, they 
made their educational offerings available throughout the 
state, reaching more Arkansans than ever before. 

In response to our country's racial turmoil, DDEI held 
virtual safe spaces to allow members of the UAMS 
community to share their thoughts and process their 
feelings. 

This commitment to their mission did not go unnoticed. 
This year, Forbes magazine ranked UAMS seventh in the 
nation on its Best Employers for Diversity list. UAMS also 
ranked in the top 30% nationwide on the magazine's Best 
Employers for Women list and was the only Arkansas 
employer included. 

As the state's largest public employer and only academic 
medical center, it is vitally important that UAMS lead 
the way in hiring and educating people from diverse 
backgrounds, especially those from underrepresented 
groups. We have an obligation to Arkansas to provide a 
health care workforce that looks like the population we 

serve. We are committed to that goal. 

I have said it many times that diversity is what makes UAMS so great. It is our superpower. 
We bring together employees from 79 countries - all with the goal of improving the health 
and well-being of Arkansans. 

I am proud of the work UAMS is doing to make our corner of the world a more equitable 
place. 

Sincerely, 

Cam Patterson, M.D., MBA 
UAMS Chancellor 
CEO. UAMS Health 
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GREETINGS FROM UAMS LEADERSHIP 

Greetings, 

When UAMS adopted diversity as an institutional core 
value, it reflected how we aspire to operate each day 
across our clinical, academic and research activities. In 
every part of our institution, we commit to hear all voices 
and welcome all contributions toward our statewide 
mission of health care and health improvement. 

We believe an interprofessional team of health 
professionals - diverse in background and profession 
- delivers the most effective care. This requires a focus 
by 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 become better, 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. 

In our Vision 2029 strategic plan, UAMS commits to 
recruit and retain a student body and faculty community 
as diverse as Arkansas. The continued hard work of our 
Division for Diversity, Equity and Inclusion is critical to our 
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. It provides guidance 
as we develop and implement strategies for increasing the number of students and faculty 
members from underrepresented backgrounds. 

From its origins as the Office of Diversity Affairs in the College of Medicine, the Division 
is 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, 

Stephanie Gardner, Pharm.D., Ed.D. 
Senior Vice Chancellor for Academic Affairs 
Provost and Chief Strategy Officer 
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UAMS Health is committed to eliminating health disparities 

across Arkansas. This is a lofty goal that will take cooperation 

and support from other agencies, institutions and health care 

providers across our state, but we will do whatever it takes to 

ensure all Arkansas have access to the health care they need 

and deserve. 

The COVID-19 pandemic has shone a bright light on health 

disparities across the United States, providing unsettling 

data about the realities of the struggles so many Americans 

face in health literacy and access to preventive, routine and 

urgent care. Across America, minorities were disproportionally 

affected by the pandemic because they often had underlying 

health conditions and difficulty getting the care they needed 

if they contracted the virus. Unfortunately, the situation was 

the same for minorities in Arkansas. 

The pandemic has taught us that all our health is connected -

we must create systems that serve all our patients. Although 

we learned during the pandemic that telehealth can serve 

many people, we must ensure that growth of this technology 

is grounded in fair opportunity and that it doesn't widen the 

gap in care provided to diverse populations. 

I'm proud of the efforts of UAMS and other agencies across 

Arkansas to ensure that both Black and Hispanic residents 

have been able to receive COVID vaccines. Thanks to the 

efforts of Dr. Gloria Richard-Davis, Shannon Langhorn and 

grants from the Blue & You Foundation, UAMS has conducted dozens of mobile vaccination clinics 

across Arkansas in 2021, often partnering with colleges and universities, churches and local community 

groups. 

As we navigate the uncertain waters of the future of health care, we are grateful for the support 

and valuable insight of Dr. Gittens and our colleagues at the UAMS Division for Diversity, Equity and 

Inclusion (DDEI). Together, we will improve the health of all Arkansans. 

Sincerely, 

Stephen A. Mette, M.D. 
CEO, UAMS Medical Center 
Senior Vice Chancellor for UAMS Health 
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GREETINGS FROM UAMS LEADERSHIP 

Friends, 

Despite the difficulties and trauma of the past year, I could 
not be more pleased to share the work we've been doing 
in the UAMS Division for Diversity, Equity and Inclusion 
(DDEI). 

It is the mandate of UAMS to care for the entire state, 
and it is likewise the mandate of equity that we offer our 
programs to all of Arkansas. With that in mind, I've been 
pleased to see the tremendous geographic expansion of so 
many of our efforts. 

Among those are our pipeline programs, built to ensure 
the next generation of health care professionals will reflect 
the population they serve. As of this year, these programs 
now stretch to all corners of the state and are in the 
process of being reorganized under the umbrella of the 
UAMS Pathways Academy. 

This continuous, comprehensive preparatory schema 
will, as the name implies, offer a well-mapped route from 
early childhood to higher education - up to and including 
support for students pursing advanced and professional 
degrees - for underrepresented minority students. It will 
be a transformative approach to not only diversify the 
pipeline of students entering the health professions, but 
also to lift entire communities out of the poverty that has 
for so long pushed them to the margins. It will connect not just students, but also parents, 
teachers and other leaders in rural and poor communities across the state with research, 
health promotion and disease prevention. 

Meanwhile our work to improve the climate and culture within UAMS continues to thrive, 
with grassroots subcommittees that include employees from throughout the institution who 
have helped advise on policy decisions that will create more equitable hiring, offer more 
opportunity for mentoring and research for minority scholars and create a more welcoming 
environment that respects the identity of all individuals. 

This is inclusive excellence in action. This is individual buy in that results in institutional 
differences. Our work has this year earned us recognition as one of the best employers for 
diversity in the entire country, but work remains. We continue our efforts in accordance with 
the chancellor's Vision 2029 strategic plan. We welcome you to learn more about our work in 
the following pages, and we hope you'll join us in achieving our goals over the coming years. 

Sincerely, 

Brian Gittens, Ed.D, MPA 
Vice Chancellor for UAMS Division for Diversity, Equity and Inclusion 
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� Meet the DDEI Team 

Brian Gittens, Ed.D, MPA 
Vice Chancellor for Diversity, Equity 
and Inclusion 
BGittens@uams.edu 

Gloria Richard-Davis, M.D., MBA 
Executive Director for Diversity, Equity 
and Inclusion 
GARicharddavis@uams.edu 

To support 
our work on 
diversity, equity 
and inclusion in 
the health care, 
education and 
research sectors 
please reach us 
via the following 
methods: 
Phone: 
501-686-7299 or 
1-800-432-8091 

Email: 
ddei@uams.edu 

Our website: 
ddei.uams.edu 

Odette Woods, J.D., M.Div. 
Senior Director for Staff Diversity, 
Equity and Inclusion 
OBWoods@uams.edu 

Rosemary Nabaweesi, Dr.P.H. 
Senior Director for Research and Evaluation 
RNabaweesi@uams.edu 

UAMS. 
Division for Diversity, 
Equity and Inclusion 

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

Manager of Diverse Student Recruitment 
NAPettus@uams.edu 

Andrea Roy 
Division Business Administrator 
ALRoy2@uams.edu 
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DDEI COVID-19 RESPONSE TIMELINE 

Kimberlyn Blann-Anderson, M.Ed. 
Director of Student Outreach 
and Engagement 
BlannKimberlynL@uams.edu 

Amber Booth-McCoy 
Manager of lntercultural Education 
AN Booth@uams.edu 

Marlo Thomas 
Executive Asst Ill, SEED Coordinator 
MKThomas@uams.edu 
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·-0� Inclusive Community Building 
Practicing inclusive excellence means ensuring that opportunities and resources 
for career development and success are equitably distributed and accessed by all 
stakeholders across institution. 

SEED 2020 Initiatives: participants 
completed a post 

Seeking Education in Equity and Diversity (SEED) survey. Responses are 
as follows: A nine-month annual program for small groups of faculty 

90% of respondents and staff designed to address educational equity and 
indicated their diversity. 
attitudes about 
diversity and inclusion 

Chancellor's Diversity, Equity and Inclusion Committeeimproved. 

100% of respondents Comprised of co-chairs from eight volunteer DDEI 
indicated that they: subcommittees that represent faculty, staff and students, 

► Took away a and advocating for women, LGBTQIA issues, veterans, 
skill on handling community engagement and those with disabilities. exclusionary biased 
behavior in the 
workplace. DDEI Diversity and Inclusion Engagement Subcommittee 

► Gained a significant Promotes an awareness of and an appreciation for theunderstanding 
and recognition of diversity of our campus community and in engaging campus 
microaggressions community members. 
and micro
inequities. COVID-19 Response 

► Agreed they had 
A partnership between DDEI and the Arkansas Departmenta strategic plan to 

positively change of Health that hosted vaccine clinics focused on 
the culture in their reducing vaccine hesitancy and access to vaccines for 
division. 

underrepresented communities. 

► Hosted campus community virtual healing/discussion sessions, designed to create an open, safe 
space for UAMS community members to listen, learn, support and engage with one another. 

► Collaborated with UAMS Associated Student Government and UAMS Campus Life and Student 
Support Services in a student-initiated effort to support diversity, equity and inclusion. 

► Implemented genderless restroom policy where applicable. 

► Created pronoun preference name card placards for employees and students. 
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INCLUSIVE COMMUNITY BUILDING 

"As someone deconstructing harmful teachings around the LGBTQ community, today was so 
helpful. The stories were the most beneficial. Hearing everyone tell their story was a privilege 
and I'm grateful. I will utilize this information by calling out those who are harmful and forget 

that there's a person and not just an identity." 
-National Coming Out Day participant 

UAMS and ADH partnered with others to gather data needed to make 
informed decisions on how to best address disparities and apply 
protocols to ensure the state addresses specific needs now and in the 
future. 

► Created educational videos with Arkansas United, which 
empowers immigrants through advocacy and service 

► Provided guest experts to the Arkansas PBS's TV show, "Arkansas 
Week," addressing health disparities 

► Recruited community partners in educational video efforts 
on social media 

Goals: 
► Continue to develop initiatives that expand the sense of belonging 

► Disseminate Prometheus effectively to increase faculty and student participation 

► Continue with COVID 19 vaccine advocacy to address vaccine access inequities 

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

► Increase health care quality and patient ► Decrease health disparities 
experience while lowering costs ► Recruit, develop and retain skilled, motivated and 

► Increase equitable employee professional growth engaged workforce 
and development ► Foster a fair and just culture at UAMS 

► Increase student recruitment and retention 

2020-21 Highlights 
► Collaborated to establish telemedicine PrEP clinic at UAMS 

► Published volumes 2-4 of Kaleidoscope 

► Presented 2020 UAMS Serves award to five employees for their volunteer service 

► Presented 2020 Dr. Edith Irby Jones Excellence in Diversity and Inclusion Award to seven 
recipients for work that exemplifies the mission of DDEI to make UAMS a welcoming, 
inclusive place for all employees, students and guests. In 2020, award categories were 
expanded. 
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oOo([D Diversity & Recruitment 
The recruitment pillar seeks to strengthen pipeline programs and to develop institutional 

strategies and practices that ensure effective recruitment of a diverse workforce and 

student body. 

Initiatives: 
367 kindergarten ► To increase DDEl's footprint across the state, the following programs were 
through college 

launched in the summer of 2021, and will expand to reach students year-round:students participated 
in the following ► Student Athlete STEM Academy (Grades 9-12) 
DDEI virtual pipeline 

This one-week virtual program targeting males aims to engage students in aprograms: 
STEM experience, accommodating their unique needs and interests. 

► Junior STEM 
Academy ► Pre-Health Scholars Program 

This four-week virtual program targets rural undergraduate freshman and ► Junior STEM 
sophomores interested in a career in health care.Academy II 

► Senior STEM ► To increase the proportion of successful Underrepresented Minorities (URM) 
Academy medical school applicants, the following program was launched: 

► Academy of Pre ► Master of Science in Public Health (MSPH) Post Baccalaureate Program 
Health Scholars 

This program targets Arkansas residents from social, economic, or 
► Pre-Medical geographic disadvantaged backgrounds who previously applied for and 

Summer Scholars 
faced challenges in the medical school admission process. 

► Pre-Health 
Scholars Program 

► Student Athlete 
STEM Academy 
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DIVERSITY & RECRUITMENT 

UAMS Community Race/Ethnicity Distribution as of November 1, 2019 and 2020 

Faculty 

Student 

Faculty 0% 16.4% 4.7% 2.6% 0.9% 75.6% 0.6% 0% 1312 

Student 0.7% 6.5% 9 .1% 6.6% 5.0% 70.2% 2.8% 5.6% 2768 

Staff 0.5% 3.7% 26.2% 2.2% 0.2% 62.0% 1.9 % 3.2% 1009e6 

Source: Institutional Research Policy and Administration https.//academicaffairs.uams.edu/irpa/office-of-institutional-studies/ 

150% Student Graduation Rate by Gender, Cohort Started AY 2013 

58.3% 
81.8% 

57.7% 
87.0% 

57.1% 

77.7% 

■ Female 

■ Male 

Graduating within 150% of expected completion period e.g., a 4-year program is completed in 6 years. (Excludes 1 year programs) 

AY - Academic Year 2013 

Source: UAMS Institutional Research Policy and Accreditation 

2020-21 Highlights 
► DDEI URM Faculty Subcommittee designed and published "Effective Hiring Guide for Faculty." 

► DDEI URM Staff Subcommittee developed "A Toolkit for Inclusive Excellence in Recruiting and 

Retaining a More Diverse Staff." 

► Collaboration with UAMS Dr. Edith Irby Jones Student National Medical Association. 

► Continuation of initial and follow-up Pulse Check events, which encourages underrepresented 

minorities accepted into UAMS to choose UAMS. 

► DDEI URM Staff Subcommittee collaborated with the UAMS Office of Human Resources' Talent 

Acquisition department and Campus Operations to host a job fair. 

► DDEI URM Student Subcommittee hosted a Fall Student Networking Social, a Mentoring Networking 

Reception, and conducted a COVID Impact on URM Student Climate Survey. 
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(TD Diversity & Recruitment 

Student 150% Graduation Rates by Race/Ethnicity (Cohort Started AV 2013) 

■ URM Completion Rate 

■ Non-URM 
62.2% 

90.9% 73.8% 

82.5% 

65.9% 
83.3% ;)"�

59.0% 

Graduating within 150% of expected completion period e.g., a 4-year program is completed in 6 years. (Excludes 1 year program) 
AY 2013 - Academic Year 2013 

Source: UAMS Institutional Research Policy and Accreditation 

2-Vear Student Retention Rate, by Race/Ethnicity (Started AV 2018) 

29.S� 
31.3% 

,,,..._.,_College of 
Health 50.0% �� 40.9% 

Professions \;;.i�:'I 
54.9% 

100.0%% 

Grad� URM ate 4% 

59.7% 
School

93.3%% 

Non-URM58.7%,. 44. 

62.5% 69.4% 

* 2-Year Retention Rate means the proportion of enrolled students who are still enrolled 2 years after matriculation. 
AY 2018 - Academic Year 2018 

Source: UAMS Institutional Research Policy and Accreditation 

2-Vear Student Retention Rate, by Gender (Started AV 2018) 

43.1% 27•9%Colle�e of 
Health 

Professions

■ Male 

Total■ Female 53.0% 

53.6% 64.0% 

71.� 
* 2-Year Retention Rate means the proportion of enrolled students who are still enrolled 2 years after matriculation. 
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DIVERSITY & RECRUITMENT 

Faculty Racial Diversity 2022 Benchmark by College: Using Arkansas Census/ Professional Organizations' 50th Percentile 

Race Ethnicity Colleges 
Health 

Pharmacy (COP)* Professions 
(CHP) 

2021 Actual/2022 Benchmark 
2021 2022 2021 2022 2021 2022 2021 2022 2021 2022 

American Indian 
0.5% 0.6% 0.0% 0.6% 0.0% 0.3% 0.0% 0.3% 0.0% 1.0% 

or Alaskan Native 

Asian 14.4% 21.1% 18.9% 21.4% 0.0% 4.1% 0.0% 2.0% 17.8% 13.8% 

Black or African American 3.7% 4.5% 1.9% 3.6% 10.3% 12.0% 8.6% 10.0% 17.8% 6.0% 

Hispanic, Latino or of 
2.9% 3.7% 0.0% 2.2% 7.7% 4.0% 1.4% 2.0% 2.2% 2.5% 

Spanish origin 

Native Hawaiian/ Other 
0.3% 0.3% 0.0% 0.7% 0.0% 8.2% 0.0% 0.5% 0.0% 0.4% 

Pacific Islander 

White 66.1% 67.8% 77.4% 70.2% 82.0% 67.4% 88.6% 82.8% 57.8% 67.9% 

Other/ Unknown 12.1% 5.0% 1.9% 4.0% 1.4% 4.6% 

Total 1160 53 39 70 45 

Percentages represent share of total faculty at each percentile rank 
* 2022 Percentile targets pegged to accrediting organizations' 50th percentile 
COP' College of Pharmacy COM' College of Medicine 
Source: American Association of Colleges of Pharmacy (AACP)'s Source: American Association of Medical Colleges (AAMC): All MD-Granting 
2079/20 Roster and Faculty Salary Survey. Only faculty for whom Institutions December 31, 2079, AAMC Faculty Roster Snapshot, as of Sept 30, 2020 
race/ethnicity were reported are included. Report Created 07/22/2021 

Source: AR Census: https./ldata.census.gov/cedsci/all?q=race 
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oOo([D Diversity & Recruitment 
Student Racial Diversity Vision 2029 Enrollment Goals by College & Graduate School using Arkansas Census 

Race/Ethnicity Colleges and Graduate School 

Health 
Professions Medicine (COM) Nursing (CON) Pharmacy (COP) 

(CHeP) 

I 2020 Actual/ Vision 2029 Enrollment Goals 

2020 Goal 2020 Goal 2020 Goal 2020 Goal 

American Indian/ 
0.58% 0.90% 0.71% 0.90% 0.17% 0.90% 0.00% 0.90% 

Alaskan Native 

Asian 7.23% 1.70% 11.22% 1.70% 2.81% 1.70% 10.44% 1.70% 

Black 9.22% 15.10% 5.54% 15.10% 12.65% 15.10% 6.87% 15.10% 

NH/Other Pac Islander 0.23% 0.50% 0.14% 0.50% 0.17% 0.50% 0.00% 0.50% 

Hispanic/Latino 8.98% 8.50% 3.69% 8.50% 5.44% 8.50% 5.77% 8.50% 

White 67.09% 70.20% 74.57% 70.20% 72.58% 70.20% 72.80% 70.20% 

N on-Resident Alien* 0.23% 0.00% 0.17% 0.27% 

Two or M ore 3.73% 7.10% 3.12% 7.10% 2.46% 7.10% 2.47% 7.10% 

Unknown 

Totals: I 
2.68% 4.50% 

859 

1.00% 4.50% 

704 

3.34% 4.50% 

569 I 
1.37% 4.50% 

364 

2020 Goal 2020 Goal 2020 Goal Fall 2020 

American Indian/ Goal percentages 
1.35% 0.90% 0.43% 0.90% 0.48% 0.90% represent Vision Alaskan Native 

2029 Enrollment 
Asian 4.73% 1.70% 5.55% 1.70% 7.47% 1.70% Goals, using 2020 

Arkansas Census 
Data 

NH/Other Pac Islander 0.00% 0.50% 0.00% 0.50% 0.14% 0.50% 

Black 19.59% 15.10% 11.11% 15.10% 9.39% 15.10% 

Source: 2020 Arkansas 
Hispanic/Latino 4.73% 8.50% 3.00% 8.50% 5.88% 8.50% Census Data 

*NRA (Non Resident 
White 58.11% 70.20% 46.15% 70.20% 68.57% 70.20% Alien ) not included in 

AR Census data N on-Resident Alien* 1.35% 29.49% 2.64% 
Source: UAMSTwo or M ore 2.03% 7.10% 2.56% 7.10% 3.00% 7.10% Institutional 

Unknown 8.11% 4.50% 1.71% 4.50% 2.43% 4.50% Research Policy and 
Accreditation - Fall 

Totals: 148 234 2876I 2020 Enrollment 

2020 percentages 
represent share 
of total students 
enrolled as of 
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DIVERSITY & RECRUITMENT 

Goa l s :  
► Continue to increase diverse ► Continue to partner with ► Continue to work with Human 

student recruitment, with focus Historically Black Colleges Resources to recruit qualified 
on rural regions, to reflect state and Universities (HBCU) and underrepresented minority 
demographics. Minority Serving Institutions applicants to ensure racial 

to increase diversity of parity at 60% of existing► Implement CRM student 
postdoctoral students and market pool.recruitment and engagement 
research.software program. 

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

► Expand health professionals program to meet ► Recruit, develop, and retain a skilled motivated 
workforce needs and engaged workforce 

► Increase student recruitment and retention ► Increase better health care quality & patient 
experiences at decreased cost► Decrease health disparities 
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Accou nta b i l i ty & Respons i b i l i ty 
The accountability and responsibility pillar reinforces leadership commitment to build an 
organizational structure that ensures accountability and role clarity. Collaboration across 
the institution aims to develop action plans that advance diversity, equity and inclusion 
for each division and primary stakeholder unit. The responsible infrastructure designs and 
implements metrics to track progress, assess outcomes and evaluate the impact of inclusive 
excellence efforts. 

Initiatives: 
"I am very proud Balanced Scorecard I ncreased DDE I  Learning Opportun ities 
of the Col l ege of ► Identified and set benchmark ► DDE I Office of lntercultural 

Nurs ing's decis ion targets for DDE I portion of Vision Education and Training Strategy 

to rep lace the 2029 Balanced Scorecard 2.0. Council designed and facilitated 

term 'cu ltura l  ► Developed a DDEI Balanced strategies to offer campus-wide 

proficiency' with Scorecard. implicit bias training. 

'cu l tura l  h u m i l i ty' 
as i t  is atta i nable  
and best reflects 
CON'S hol ist ic  
ph i losophy of 
pat ient care.  " 

-Pamela V. de Gravel/es, 
Ph.D., RN, clinical associate 

professor with the /PC/ 
Simulation Coordinator, 

Arkansas Women's 
Outreach, UAMS College of 

Nursing 

DDEI  Strategy Team - an operational team comprised of 12 diversity leaders and 
key stakeholders across UAM S  focused on developing action plans in support of the 
2029 Vision Strategic Plan and the D D E I  Balanced Scorecard. The team shares best 
practices and ensures seamless coordination and synergy between activities and 
initiatives. 

Through the influence of the D D E I  Strategy Team, the following are examples of 
initiatives within UAM S  divisions to promote accountability and responsibility relative to 
diversity, equity and inclusion: 

Curricu lum Review 
► The College of Medicine evaluated its 19-month preclinical curriculum lecture 

content for instances of racial signifiers using nine race-related key words. 
Recommendations were made to assist module directors in avoiding the use of 
racial signifiers without biological or cultural context. 
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ACCOUNTABILITY & RESPONSIBILITY 

Alignment with DDEI Initiatives 
► The College of Health Professions estab l i s hed 

the CHP D ivers ity Advisory board to better 
a l i g n  with the efforts of D D E I .  The ro le  of 
the advisory board i s  to i n form the C H P  
comm u n ity o f  D D E I  i n i t i at ives s o  that  they 
may be i ncorporated at the  co l l ege leve l ,  as 
appropr iate.  

► The Fay W. Boozman College of Public Health 

esta b l i shed the  COPH D ivers i ty, Equ ity and  
I nc l us ion (DE i )  Committee. The commi ttee 
w i l l  deve lop a strateg ic  p l an  with object ives, 
goa ls  and measu reab le  outcomes related to 
m i nor i ty recru i tment  and retent ion .  

► The College of Nursing a l i g ned its D ivers i ty, 
Equ ity and  I nc lus ion  commi ttee w i th  D D E I  
s u bcommi ttees a t  t h e  un ivers ity l eve l ,  he ld  
mu l t ip l e  DE i  d iscuss ions  across the co l l ege, 
and  created a book c l u b  to focus on D D E I  
top ics .  

► The Integrated Clinical Enterprise esta b l i shed 
the  C l i n i ca l  D ivers i ty, Equ ity and  I nc lus ion  
Committee to deve lop strateg ies i n  a l i g n ment 
w i th  V is ion 2029 and  the D D E I  Ba lanced 
Scoreca rd . 

► UAMS Human Resources Employee Relations 

and Talent Acquisition co l l aborated with  
D D E I  to deve lop strateg ies ,  act ion p lans  and  
i n i t i at ives i n  a l i g n ment wi th  V is ion 2029 and  
the  DDE I  Ba lanced Scorecard . 

Coordination of Diversity Focused Recruitment and Admission Efforts 

► The Co l l ege of Pharmacy coord i nated with  ► The Grad uate School  cont i n ued to work 
D D E I  to work toward its goa l  of a s i g n i f icant  with D D E I  to i n t roduce URM students to 
m i nor i ty presence i n  the  co l l ege and  the va r ious sc ience career opt ions and i ncrease 
profess ion .  the recru i tment  and retent ion of g rad uate 

students .  
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ACCOUNTABILITY & RESPONSIBILITY 

Goa l s :  
► Conduct a diversity engagement survey. ► Partner with Human Resources to track candidate 

flow data in the applicant tracking system to► Partner with Human Resources, colleges and 
identify any disparities in the recruitment anddepartments to investigate, and when appropriate 
selection process.mitigate, salary disparities. 

► Develop a system to close the loop on► Partner with Organizational Development and 
unconscious bias complaints brought to diversitycolleges to assess professional development 
officers.opportunity inventory. 

► Partner with Human Resources and search 
committee members to offer training on diverse 
recruitment strategies. 

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

► Increasing employee professional growth and ► Recruiting, developing and retaining a skilled, 
development motivated and engaged workforce 

► Improving patient experience, quality and safety ► Fostering a fair and just culture at UAMS 
outcomes 
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l nst 1 tute-Des 1g nated 

Ed ucat ion, Research & 
Scholarshi p 
O u r  goa l  i s  to pos i t ion  UAMS as a nat iona l  leader that  advances d i vers i ty, eq u i ty, and  
i nc lus ion  and  prepares a cu l tu ra l ly profic ient  hea l t h  ca re workforce. 

To meet th i s  goa l ,  we cont i nue  to i n n ovate new strateg ies and practi ces t h rough  ed ucat ion ,  
scho lars h i p  and  research .  

Initiatives: 
To promote and  deve lop a n  i nst i tut iona l  cu l t u re that  is sens i t ive to, and  support ive 
and  i nc l us ive of underrepresented i n d iv idua ls ,  we sponsor and  support the  fo l l owi n g :  

► Prometheus ,  a v i rtua l  mentors h i p  network of commun i t ies t h rough  U pSquad ,  a 
m i nor i ty vendor, to create a mentor i ng  envi ronment  for U R M  student  and  facu lty 
mentees and  mentors .  

► TR I/D D E I  m i n i  g rant  opportun i t ies for U R M  Facu lty Resea rchers .  

► UAMS D r. Ed i th  I rby Jones cha pter of the  Students Nat iona l  Med ica l  Assoc iat ion 
(SN MA),  a student- run organ i zat ion focused on the needs and  concerns of 
students of co lor. 

► UAMS League  of U n ited Lat i n  Amer ican C i t i zens (LU LAC) student cha pter, wh ich  
serves as a n  avenue  for  H ispan ic/Lat i no  students w it h i n  UAMS to network, serve 
the H ispa n i c  comm u n ity, and  prov ide fi nanc ia l  and  soc ia l  ass i stance for student  
mem bers.  

► UAMS LU LAC Tu i t ion  Wa iver Scho lars h i p, match i n g  fu nds estab l i shed to i ncrease 
the d i vers ity among the Arka nsas hea l th  ca re profess ions workforce. 

► STARS, a co l l aborat ive p i l ot prog ra m between Trans la t iona l  Research I nst i tute 
and D D E I  that serves as a p i pe l i n e  for futu re d iverse facu lty and to deve lop 
pract ica l  research ski l l s and  g rantsma nsh i p  of j u n io r  d i verse facu l ty. 
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ED U C ATION, RESEAR C H  & S C HO LARSHIPS 

Ongo i ng  Resea rch Suppo rt 

Dr. Brian Gittens, Co-Director 
HRSA T99HP33556 Turnage (PD) I 2019-2023 
Arkansas Medical Education Primary Care Partnerships 

Dr. Brian Gittens, Co-Director 
National Center for Advancing Translational Sciences 
1UL1T R003107-01 James, L (PI) I 2019-2024 
Expanding Translational Research in Arkansas 

Accepted a bst racts a nd p resenta t ions  
at  nat i ona l meet i ngs :  
Dr. Brian Gittens: 
Why Psychological Safety Means More Now 
Than Ever 

► Co- Presenter at Arkansas Co l l ege and  
U n i vers ity Profess iona l  Assoc iat ion for  H u ma n  
Resou rces (Ark C U PA- H R) sess ion ,  
November 12 ,  2020 .  

Eracism Rx: Eradicating Systemic Racism & 
Macroaggressions in Academic Medicine 

► Presenter for Center for C h i l d hood Obesity 
Prevent ion Research (CCO P),  
Apr i l 7, 2021 . 

Building a Diverse Physician Workforce from Pre-K 
to Practice 

► Speaker at Assoc iat ion of Amer ican Med ica l  
Co l l eges (AAMC) V i rtua l Cong ress iona l  
Br iefi ng ,  Apr i l  26 ,  2021 . 

Community Building, Accountability and 
Responsibility at an Academic Medical Institution 

► Co-Presenter at Assoc iat ion of Amer ican 
Medica l  Col l eges (AA M C) G roup  on D ivers ity 
and I nc l us ion (G D I )  and  Hea l t h  Workforce 
Research Jo in t  Conference, May 5-7, 2021 . 

2020-21 H i g h l i g hts 
► Rece ipt of $800,000 Sub-grant  from Arkansas D iv i s ion  of Workforce Serv ices Tempora ry Ass ista nce 

for Needy Fa m i l i es prog ra m to create UAMS Pathways Academy, a comprehens ive learn i n g  and  
comm u n ity engagement STE M  prog ra m tha t  targets U R M  and  d i sadvantaged pub l i c  m i d d l e  and  h igh  
school  students,  engages parents/gua rd ians  and  prov ides t ra i n i n g  to teachers .  
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Ed ucat ion, Research & 
Scholarshi p 

Accepted a bst racts a nd p resentat i ons 
at  nat i ona l meet i ngs :  

Amber Booth-McCoy: 
► March 2021 

Keynote spea ker, Na t i ona l  Act i on  Soc i a l  Work  Confe rence 

Dr. Rosemary Nabaweesi :  
► May 4, 2021 ► October 8-9, 2020 

Colv i n J, Zan i l ett i  I ,  Ah lers-Sch midt  C, Co l l i e  Colv i n J, Zan i l ett i  I, Ah lers-Sch midt  C, Col l i e
Akers V, Sch u n n  C, Nabawees i R, Cheney D ,  Akers V, Sch u n n  C, Nabaweesi R, Cheney 
Moon R .  Househo ld  i n come, psychosoc ia l  D, Moon R. Socioeconomic  status and  r isk 
stressors, and  r isk factors for  s l eep-re lated factors for  s l eep-re lated i n fant  deaths .  Reg ion 
i n fant  deaths .  Ped iatr ic  Academic  Societ ies,  V I  Annua l  Meet i ng ,  Academic  Ped iatr ic  
V i rtua l .  Assoc iat ion ;  Wich i ta ,  KS . 

► December, 2020 

Cadet T, Garc ia J, Garza T, Gay les J ,Harr is  
K, Hogan S ,  Ke l i i koa B,  Lorth r idge  J ,  Moss T, 
Na baweesi R, Powe l l  R, Reddock E ,  Torres J ,  
Ven kateswa ra n N ,  Woodson T .  S h i n i n g  our 
L ig ht :  How the  LEEAD Scho lars a re Advanc ing  
the  F ie ld  of Cu l t u ra l l y  Respons ive and  
Equ itab le  Eva l uat ion ,  Adva nced Co l l a borat ive 
Eva l uat ion N etwork, V i rtu a l .  
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ED U C ATION, RESEAR C H  & S C HO LARSHIPS 

G ra nts Awa rded to D D E I  Facu l ty 
Agency: Robert Wood Johnson Foundation, Culture of Health Leaders 

Role:  Nabaweesi, Principal Investigator (FTE: 13%) Per iod:  2020-2023 

Descriept ion :  This grant's main objective is to develop a generation of leaders to build a national culture 
of health that provides everyone in America a fair and just opportunity for health and well-being. A 
multidisciplinary, cross-sector collaboration with communities, private and government organizations will 
co-create a bold initiative focused on liberating Arkansas Delta communities. 

Photos taken before COVID-79 

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

► Increase capacity to meet the needs of our patients and referring physicians 

► Expand internal/external partnerships to support academic programs 

► Develop partnerships to diversify and enhance our research 
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' � C O U N T Y  Services 

a:;;;, Strategic Partnerships 
Our strategic partnerships allow us to engage with campus and community partners to 
promote the institution as a clinical provider, employer and educational institute of choice 
and eventually mitigate health disparities across the state. 

D D E I  is grateful for 
the financial support Initiative: 
from the following 
sponsors: D D E I  spearheaded the UAMS Cares drive-thru event 

on Dec. 22, 2020, at Second Baptist Church on J ohn 
Pulaski County 

Barrow Road in Little Rock. M ore than 50 volunteers Youth Services 
distributed educational material about COVID-19 and 

Community Health the vaccines along with free box lunches to moreCenters of Arkansas 
than 200 community members. 

Arkansas Minority 
The event, funded by a grant from the Arkansas Health Commission 
Minority Health Commission through the Arkansas 

Arkansas Department 
Department of Health, was also sponsored by the of Health 
UAM S  12th Street Health & Wellness Center, the 

Arkansas UAM S  Translational Research Institute and the 
Medical, Dental & 

Arkansas, Medical, Dental & Pharmaceutical Association. Pharmaceutical 
Association "COV ID-19 has had a disparate impact on minority members, so this has been a 
Bank of America targeted effort to equip, engage and educate community members and let them 

know UAM S  cares," said Brian Gittens, Ed. D., during the event, which was also 
attended by UAM S  Chancellor Cam Patterson, M .D., M BA, two state representatives 

t:\ P U L A S K I  YouthI COMMUNITY
HEALTH CENTERS and several other UAM S  leaders. 

OF ARKANSAS 

" Arlom,a�Minority llcalth ('ommission 

B A IN K  O F  A M E R I C A �;;, 

2020-21 Highlights 
► DDE I hosted Cathy Morton, Ed. D, director of the Health Sciences and Technology Academy at West 

Virginia University in Morgantown, West Virginia, for a March 30, 2021, presentation. Morton spoke 
on helping underrepresented, disadvantaged and minority students become more competitive for 
college and health care careers, increasing diversity in the health care professions and improving the 
distribution of health care professionals in underrepresented areas. 

► Collaborated with Arkansas Medical Dental & Pharmaceutical Association (AMDPA) in a statewide 
network of stakeholders to inform the public about the dangers of COVID-19 and provide guidance on 
safely reopening and equipping residents with masks. 
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STRATEGI C PARTNERSHIP S 

Created the Arkansas COVI D-19 Health Equity Response Team following the request by 
Senator Keith Ingram (D) of West Memphis to Gov. Asa Hutchinson and then-state Secretary 
of Health Nate Smith, M .D. to organize a team from a partnership between UAM S  and the 
Arkansas Department of Health to address health inequities amplified by COV ID-19. In this 
partnership, D D E I  and ADH hosted vaccine clinics focused on reducing vaccine hesitancy 
and access to vaccines for underrepresented communities. 

D D E I  continues to collaborate with Michelle Smith, Ph. D. , M PH, director of the Arkansas 
Department of Health's Office of Minority Health & Health Disparities, to overcome barriers 
to access of and hesitancy of COV ID vaccines in communities of color that have vaccination 
rates half that of white communities. One such effort involved sending out UAM S  mobile 
vaccine units to provide vaccines to communities of color and in rural areas across the state, especially in the 
Delta region. 

Arkansas Minority Health Commission - In partnership with the Arkansas Minority Health Commission, D D E I  
formed the Community Advisory Council for Health Equity (CAC HE), a n  advisory body that meets quarterly 
to develop and implement strategies and engagement initiatives focused on advancing health equity 
throughout Arkansas. 

Arkansas ST EM Coalit ion - This partnership aids our effort to provide STE M  
experiences for Arkansas middle and high school students. In addition, Dr. 
Brian Gittens, D D E I  vice chancellor, is a member of the executive board. 

UAMS Project SEARCH - A jobs-training program supported by D D E I  in 
partnership with Arkansas Rehabilitation Services and ACCESS Schools that 
helps young adults with disabilities develop independent living and working 
skills. The program has served more than 120 young adults since its inception 
in 2013. 

Goa l s :  
► Develop strategic partnerships to advance inclusive community building for our tra inees 

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

► Reduce health disparities across Arkansas ► Develop partnerships to diversify and enhance our 
research capacity ► Improve the health and wellness of all Arkansans 

► Raise digital health awareness across the state of► Ensure a diverse workforce to meet Arkansans 
Arkansashealth care needs 
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