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LCME Standard IS-16

IS-16. An institution that offers a medical education program 
must have policies and practices to achieve appropriate 
diversity among its students, faculty, staff and other 
members of its academic community, and must engage in 
ongoing, systematic, and focused efforts to attract and 
retain students, faculty, staff, and others from demographically 
diverse backgrounds.



State of the faculty 
presently:

https://health.ucdavis.edu/academicpersonnel/d
ocuments/diversity-reports/2018-19/2018-
19_State-of-The-UC-Davis-Health-Science-
Faculty-Annual-Report_053119_FINAL.pdf

Rank, gender, and ethnicity profile for five faculty series.

Total 
Faculty

980
Total Male

565

Total 
Female

415

Total 
White
596

Total 
Asian
298

Total URM
72

Total 
Assistant 
Professor

296

Total 
Associate 
Professor

231

Total 
Professor

453

https://health.ucdavis.edu/academicpersonnel/documents/diversity-reports/2018-19/2018-19_State-of-The-UC-Davis-Health-Science-Faculty-Annual-Report_053119_FINAL.pdf
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State of the faculty presently: ETHNICITY 
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NOTE 
UPDATES 
ARE 
LIMITED IN 
THIS AREA



Growth of HSCP faculty HSCP & Adjunct faculty 
are Academic Federation 
members and do not 
vote on Senate 
committees (although 
they may serve to 
represent the 
Federation). 

URM and women are 
more highly represented 
in HSCP. 



Adjunct faculty don’t 
progress as quickly   



URM faculty don’t progress as quickly   



Two Departments: Two Demographic Profiles

https://www.ucdmc.ucdavis.edu/academicpersonnel/documents/diversity-
reports/Departmental_Diversity_reports_2016-17.pdf



Leadership (Department Chairs)

4 of 25 chairs are women = 16%.  1 of 25 chairs is a URM  = 4%.

Dr. Richard 
Applegate 

Dr. Kit Lam Dr. Diana Farmer 

Dr. Lydia 
Howell 

Dr. Gary 
Leiserowitz

Dr. Fernando 
Santana 

Dr. Satyanarayana 
Lakshminrusimha

Dr. Mark Mannis Dr. Chris Evans 

Dr. Richard K. 
Valicenti

Dr. Paul Fitzgerald Dr. Nathan 
Kupperman 

Dr. Anthony 
Jerant 

Dr. Satya 
Dandekar 

Dr. Bradley 
Pollock 

Dr. Timothy 
Albertson Dr. Frederic Gorin Dr. Raymond 

Dougherty 

Dr. Helen 
Kales 

Dr. Craig 
McDonald 

Dr. Donald Bers Dr. D. Gregory
Farwell 

Dr. R. Lor 
Randall 

Dr. Griffith 
Harsh 

Dr. Samuel 
Hwang 



Executive Leadership Team

Dr. David Lubarsky , Vice 
Chancellor of Human 
Health Sciences & CEO

Dr. David Wisner,
Vice Dean, 
Clinical Affairs 

Dr. Colleen Clancy,
Assoc. VC.
Academic Personnel 

Dr. Allison Brashear,
Dean of the SOM

Dr. Mark Servis,
Vice Dean, Med Ed

Dr. Stephen Cavanagh,
Dean of the SON

Dr. Hendry Ton, 
Assoc. VC, 
Diversity, Equity & 
Inclusion

Dr. Lars Berglund,
Assoc. VC & Vice 
Dean, Biomedical 
Research 

Chong Porter, Associate 
VC, Health Sciences 
Development and Alumni 
Relations

Brad Simmons, 
Chief Operating 
Officer 

Tim Maurice, MBA
Chief Financial Officer 

Steve Telliano, MS
Assistant VC, Strategic 
Communications



Associate Deans SOM

Dr. Angela Haczku
Translational Research 

Dr. Susan Guralnick
Graduate Med Ed 

Dr. Faith Fitzgerald 
Humanities & Bioethics 

Dr. Fred Meyers
Precision Medicine 

Dr. Tonya Fancher
Workforce Innovation & Community 
Engagement & Interim AD Student    
& Resident Diversity

Dr. Sharad Jain
Students 

Dr. Sandhya Venogopal
CME 

Dr. Mark Henderson
Admissions 

Dr. Kristin Olson 
Curriculum 

Dr. Ted Wun
Research 

Dr. Brad Pollock
Public Health 
Sciences 

*No picture available: Dr. William T. Cahill, Veterans Affairs 





Does it really matter though?

We’re all so similar in terms of our background 
and training, we have more shared experience 

than disparate experience.

Let’s play “Welcome to your new Department”!



Welcome to your new 
Department!
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Welcome to your new 
Department!



• The educational mission is impacted by a lack of role models and the impact on 
the concept of fit.

• The educational mission is impacted by exclusion of groups based on race, 
ethnicity and gender.

• The clinical mission is impacted by health disparities and poor communication.

• The clinical mission is impacted by disparate treatment of various groups.

• The research mission is impacted by pipeline leaks.

• The research mission is impacted by stereotypes.

Biases and Lack of Diversity Impact Critical Missions
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Race based assumptions impact medical treatment and health
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What does a scientist look like?





Managing Implicit Bias
In the Search Process



Implicit Biases
Positive or negative attitudes that a person holds on an 
unconscious level towards a person, group, or thing.

• They are part of our evolution and biology!
• They can be adaptive: Danger detector—they’re super fast 

and like being on autopilot!
• But, they can also be irrational……
WE ALL HAVE THEM!



Are you on my team?
Ingroup vs. Outgroup



We operate on two levels
Conscious Processes:  Where we think 
we operate most of the time.
• Takes effort
• Logical Reasoning
• Deliberate
• Rational
• Thoughtful
• Slower
Unconscious Processes: Where we 
operate most of the time.
• Effortless
• Pattern Recognition
• Automatic
• Faster

Highly practiced skills

Driving                       Ambiguity

Tying your shoes

Riding a bicycle
Walking

High stress and urgent situations



This is a visual illusion!





When does it happen?



Sources of Implicit Bias and Implications 
for Management



Evaluating Responses to the 
Diversity Question



Continuum of Cultural 
Competence 

Cultural 
Destructive-

ness
Cultural 

Incapacity
Cultural 

Blindness
Cultural 

Pre-
competence

Cultural 
Competence

Cultural 
Proficiency

Tries to 
get rid of 
diversity

Sees 
diversity 

as a 
liability

Doesn’t 
see 

diversity

Values 
but 

doesn’t 
promote 
diversity

Contributes 
to diversity 

efforts

Creates 
and leads 
diversity 
efforts

Cross T., Bazron, B., Dennis, K., & Isaacs, M. (1989)



Best Practices



Best Practices

Selection 
Committee

Ensure diverse composition

Unconscious bias training

Discuss diversity as a priority

Recruitment

Use inclusive language

Target URM networks

Outreach personally

Evaluation

Establish criteria prior to 
evaluating 

Account for biases in LOR

Include diversity statement

Include diversity-themed 
questions

Use inclusion rather than 
exclusion strategy

Periodically Process 
Appraisal

Are diverse applicants 
subject to different 

expectations?

How does the short list 
compare to qualified list and 

national pool?

If a high percentage of 
diverse candidates were 

ruled out, do we know why?



Best Practices

 Be aware that those who write recommendations may be biased

 Letters should focus on the applicant, record

 Evaluate accomplishments

 Discuss personal characteristics only relevant to potential for 
growth and job performance.

ADVANCE, University of Michigan, Program Materials, 2009,  p. 20



Best Practices: Evaluation 

 Reach consensus on criteria and how qualifications will be 
weighted before review candidates

 Avoid too narrow focus of candidate research area

 Structured interview process, standardized questions

http://wiseli.engr.wisc.edu/docs/SearchBook.pdf



 Use a standard candidate evaluation form/rubric

 Evaluate entire application

 Interview more than one member of an underrepresented group

 Be able to defend every decision for advancing or
eliminating

Best Practices: Evaluation (continued) 



Summary

 Unconscious bias is well documented, pervasive. 

 Unconscious bias replicates the social hierarchy.

 Unconscious bias influences our behavior. 

 Unconscious bias affects us all, it can be a benefit or 
detriment of others.

 Unconscious bias can be effectively reduced.

AAMC, 2010



Online Resources

 UC Davis Recruit https://recruit.ucdavis.edu/

 UC Davis School of Medicine Academic Personnel
http://www.ucdmc.ucdavis.edu/academicpersonnel/

 Academic Personnel (AP) Training Information
http://www.ucdmc.ucdavis.edu/academicpersonnel/ap_trainin
g_info_2013.08.html

 UC Davis Academic Affairs Faculty Search Committee 
Workshop 2013: Resources Package
https://academicaffairs.ucdavis.edu/local_resources/docs/train
ing_development/FCSW%20PDF%20Resource%20Package%2
02013.pdf

https://recruit.ucdavis.edu/
http://www.ucdmc.ucdavis.edu/academicpersonnel/
http://www.ucdmc.ucdavis.edu/academicpersonnel/ap_training_info_2013.08.html
https://academicaffairs.ucdavis.edu/local_resources/docs/training_development/FCSW%20PDF%20Resource%20Package%202013.pdf
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