DIVERSITY,
EQUITY &
INCLUSION
TOOLKIT

Helping PA programs foster a more
diverse, equitable, and inclusive culture
among students and faculty.
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This toolkit was a collaborative effort.

It was created in partnership with the Diversity and Inclusion
Mission Advancement Commission and developed using a
multi-step and iterative process. Together, we listened, adapted,
reviewed, and refined.




WELCOME

Diversity, Equity, and Inclusion Matter

Now more than ever, diversity, equity, and inclusion are critical
to the PA profession and the patients who receive care. Racism
is a public health issue; we must work together in PA education
to stand against racism and strive toward providing equitable
opportunities for students and faculty, and equitable care for
patients.

Research suggests that there is great benefit to patients who
have access to health care providers who look like them, speak
their language, and hold similar beliefs and values.* Moreover,
greater diversity in PA education, including amongst faculty and
students, lifts the field as a whole by bringing together wider
perspectives and different viewpoints, as well as knowledge and
behaviors that reflect and support our communities.

But beyond the research, deepening our collective
commitment to diversity, equity, inclusion, and justice is
simply the right thing to do. That said, doing the right thing

is not always the easy thing. Our country has a long history of
excluding people based on their skin color, gender, religion, or
other attributes, and that extends to the medical profession. But
with a meaningful commitment to change, and through tangible
action, we can make progress, together.

Diversity, equity, and inclusion are not

"one and done” initiatives that end once

an accreditation standard has been met.

It is an ongoing, deliberate, and constantly evolving

process intended to achieve meaningful outcomes
— not only for your PA program and sponsoring
institution, but also for our profession as a whole
and for the patients we treat.




New Diversity & Inclusion Standard Released by ARC-PA

The Accreditation Review Commission on Education for the Physician Assistant
(ARC-PA) recently released its Standards 5* edition set to take effect September 1, 2020.

Standard A1.11: The sponsoring institution must demonstrate its
commitment to student, faculty and staff diversity and inclusion by: a)
supporting the program in defining its goal(s) for diversity and inclusion, b)
supporting the program in implementing recruitment strategies, c) supporting
the program in implementing retention strategies, and d) making available,
resources which promote diversity and inclusion.*

Defining Diversity

While the new accreditation standard mandates that individual PA programs define
their goals for diversity and inclusion, the ARC-PA does have a clear definition of what
diversity means.

The ARC-PA defines diversity as: Differences within and between groups of
people that contribute to variations in habits, practices, beliefs, and/or values.
The inclusion of different people (including but not limited to gender and
race/ethnicity, age, physical abilities, sexual orientation, socioeconomic status)
in a group or organization. Diversity includes all the ways in which people
differ, and it encompasses all the different characteristics that make one
individual or group different from another.*

Finding a Way Forward

At the Physician Assistant Education Association (PAEA), we recognize that a great number
of PA programs have a long history of making diversity a priority. This new standard
simply reinforces their commitment and encourages continued efforts to foster a PA
culture that embraces inclusivity and a greater diversity of backgrounds, skills, and life
experiences.

Some of our members have shared the challenges they face in moving closer toward
achieving their goals for diversity, equity, and inclusion. Oftentimes, such programs
believe in the ideals of diversity but lack the resources, experiences, and support
(from their community, sponsoring institution, or others) to effect meaningful, positive
outcomes.

To our members, we say we are here for you. This toolkit is a tangible working roadmap
designed to spark new ideas and implement new initiatives so that we may ultimately
recruit, retain, and foster a more diverse and inclusive culture among students and
faculty. We can do this, together.



Developed by PAEA, the Diversity, Equity, and Inclusion
Toolkit is an applied, sequential, and customizable
framework created to help your program move one step
closer toward meeting the new diversity and inclusion
accreditation standard.

It includes a clear roadmap along with worksheets and exercises focused on helping you:

Establish your diversity, equity, and inclusion goal(s)

Identify implementation strategies and tactics to support each goal

Measure the effectiveness of those strategies

Readjust at critical milestones

Work toward continuous improvement

Furthermore, this toolkit is designed to encourage the creation of policy statements
that boldly articulate your commitment to diversity, equity, and inclusion and what
that means within your program and sponsoring institution. This Diversity, Equity, and
Inclusion Toolkit is not a prescriptive, one-size-fits-all solution. It offers the flexibility to
be used in the context of your program’s or institution’s mission, vision, and values.




QUICK FACTS & FIGURES

Racial and Ethnic Diversity Among Physician Assistants

To help overcome racial health disparities, scholars consistently recommend increasing
the number of underrepresented minorities in the health professions. However, a 2019
report by the National Commission on Certification of Physician Assistants (NCCPA)
describes how 86.7% of practicing PAs are white.’

Number of Certified PAs by Race®

Race Number Percent
American Indian or Alaskan Native 424 0.4

- 6.3% of the certified
Asian 6,963 6.0 PAs in the United States
Black or African American 4,136 3.6 indicated that they are

- - — Hispanic, Latinx, or

Native Hawaiian or Pacific Islander 347 0.3 Spanish in orign.
White 100,564 86.7
Other 3,515 3.0
TOTAL: 115,949 100.0

The chart above represents PAs who chose one race. An additional 2,668 respondents chose multiple races
and 5,725 did not respond. From 2016-2019, the percentage of PAs identifying as Asian increased from 5.4%

to 6.0% while all other racial groups remained steady.

Furthermore, in 2018, 0.5% of first-year students were American Indian or Alaskan Native,
9.3% were Asian, 3.8% were Black or African American, 0.8% were Native Hawaiian or Pacific
Islander, and 71.8% were white.® In contrast, among the general U.S. population, 1.3% are
American Indian or Alaskan Native, 5.9% are Asian, 13.4% are Black or African American, 0.2%
are Native Hawaiian or Pacific Islander, and 60.1% are non-Hispanic white.” In addition, 8.1%
of first-year students were Hispanic, Latinx, or Spanish in origin, compared to 18.5% among
the general population.

Student Persistence and Retention

A 2019 snapshot of graduation rates broken down by student race highlights the many
challenges faced by students of color after they get into PA school. The descriptive data show
lower rates of graduation by race. For students of color, research studies tell a story of higher
stress, discrimination, a lack of diverse faculty and welcoming program culture, along with
stereotype threat among these students.®?

Student Retention®
Key measurement: Graduated, or expect to graduate, on time

American Indian or Alaskan Native 78.7 R .

- On-time graduation rates
Asian 90.5 were higher among non-
Black or African American 76.4 Hispanic students (93.0%)

. compared to those of
Multiracial 94.6 Hispanic, Latinx, or
Native Hawaiian or Pacific Islander 97.2 Spanish in origin (90.5%).
White 94.1
Other race 82.9
Unknown race 92.7







ROADMAP
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The following toolkit and roadmap are
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ARC-PA (A1.11).

The goal of this toolkit is to help you clearly point to all the ways your program

and sponsoring institution are making a conscientious effort to demonstrate your
commitment to diversity, equity, and inclusion.

In addition, the toolkit was designed to be flexible, not prescriptive. It is intended
to spark conversation among faculty and is not for any one person to work through
in isolation. These efforts require the commitment and participation of the entire
faculty. Ultimately, the toolkit should jumpstart an evolving process that culminates in:

* A roadmap tailored to your program’s mission, vision, and values
* A self-analysis of your program’s existing policies, procedures, and goals
® A mechanism by which to define a new or revised set of goals and objectives

* A framework to gain and sustain buy-in with your larger supporting
institution

You lead the way toward greater diversity, equity, and inclusion. PAEA will
help you navigate.



STEP ONE:
Defining Goals & Objectives

Use the following worksheets to define your goals for
diversity, equity, and inclusion.

Goals should be unambiguous, achievable, and
measurable. This is done by defining cultural diversity
perspectives as they relate to your program’s desired
outcomes.™

Your goals should be unique to your program and
community. It may be a desire to have more military
applicants. Perhaps your program wants to focus on
recruiting more Spanish-speaking students. Diversity
means different things to different programs and we
encourage you to define diversity, equity, and inclusion
in the context of your program'’s current reality and
desired future state.

Beyond race, ethnicity, and gender, military affiliation is yet another way by
which to define diversity. The PA profession originated in the military. However,

the proportion of CASPA applicants with military affiliation has been in slight
but continuous decline, from 3.6% in the 2012-2013 application cycle to 3.0%
in 2018-2019.







Worksheet A: Creating a Diversity, Equity, and
@EA Inclusion Roadmap

CREATING A DIVERSITY, EQUITY, AND INCLUSION ROADMAP

Values

Describe what being a diverse, equitable,
and inclusive program looks like. What do
we want to see, know, and hear when we

meet our goals?

What knowledge, experience(s), skills,
behaviors are needed to achieve success?
Who will identify those gaps?

How will we know we have achieved
success? What evidence will we require

to know that we have achieved success?
How will that evidence be presented (e.g.,
reports, presentations, newsletters)?

How will we demonstrate small wins to
achieve our large goals?

Roadblocks

Identify barriers and roadblocks.

Resources

What resources do we need from our
sponsoring institution? From other
stakeholders and partners?

Definitions

Diversity

Equity

Inclusion
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Blank Worksheet

Worksheet B: Writing Diversity, Equity,
Inclusion Goals and Objectives

and

Goal 1 Program/Institution: | What is the action | What direction is Who is the target Implementation
or strategy? it moving? (Up or audience? date:
down?)
Break it
down
Put it
together
Potential
roadblocks
Goal 2 Program/Institution: | What is the action | What direction is Who is the target Implementation
or strategy? it moving? (Up or audience? date:
down?)
Break it
down
Put it
together
Potential
roadblocks
Example
Program/Institution: | What is the action | What direction is Who is the target Implementation
or strategy? it moving? (Up or audience? date:
down?)
Break it Sample PA program | Post program’s NA Prospective/current | July 2020
down definition of students, faculty,
diversity, equity, and staff
and inclusion on
the website
Put it Sample PA program will post their definition of diversity, equity, and inclusion on the program'’s website to
together communicate a shared understanding of diversity, equity, and inclusion to prospective students, current
students, faculty, and staff by July 2020.
Potential
roadblocks

10



@ STEP TWO:
Implementation Strategy

Use the following worksheet to establish an
implementation strategy:

After you have defined your goals for diversity, equity, and inclusion, it's time to build a
strategy for implementation around it. The program evaluation worksheet will be used
to track steps 2 through 6. It will help you isolate individual tasks and assign them to key
individuals so you can move beyond brainstorming and into true implementation.

Work toward desired outcome:

Turn diversity, equity, and inclusion goals into tangible actions.
Complete exercises:
Assemble your standing committee to start using the following worksheet.

Worksheet C: Diversity, Equity, and Inclusion Outcomes Assessment and Program
Evaluation Plan

11
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Worksheet C: Diversity, Equity, and Inclusion
Outcomes Assessment and Program Evaluation Plan

Goal/Objective

Type the goal
statement here.

Benchmark

Type the
benchmark(s) that
will be used to
determine if the
outcomes were
achieved.

Data Source

Type the name of
the data used as
a measure for the
goal’s success.
Summarize what
it intends to
measure.

Completed By
& Frequency

Type in the
person(s) who
will be collecting
the data and
how often the
assessment will
be conducted.

Where Results
Are Found &
Disseminated

Briefly describe
where the
summary reports
of the data are
kept. Identify
how/when

the results are
disseminated.

How Results
Are Used

Briefly describe
how the results
are used.




Begin implementation:

After your standing committee has landed upon an
implementation strategy, it's time to put it into action. We
encourage you to use Worksheet C to assess each goal,
identify potential roadblocks as they relate to your program,
and have a plan for overcoming them.

Work toward desired outcome:

Go public with your results and begin to demonstrate a
meaningful commitment toward meeting the new ARC-PA
diversity and inclusion accreditation standard (A1.11).

Here are a few suggested tactics for communicating your
commitment to diversity, equity, and inclusion to highlight
your successes.

e Publish your definitions for diversity, equity, and inclusion on your website

e Affirm your commitment to diversity, equity, and inclusion to your faculty
and students

* Draft a public-facing organizational value statement
* Share your program’s diversity, equity, and inclusion position and vision in public

* Include diversity, equity, and inclusion messaging/imagery in your marketing
materials

13



STEP FOUR:
Gather Data & Assess

Gather evidence to assess your progress:

Once your implementation strategy has been put into practice, you'll want to create
a mechanism to assess its efficacy and receive feedback from faculty, current and
prospective students, and key voices across your program’s sponsoring institution.

Using Worksheet C as a guide, set up simple mechanisms to collect feedback and
data. For example, you might gather data on the number of applications from key
demographics, get feedback from students who enrolled in a mentorship program, or
seek feedback from your campus’ Office of Diversity, Equity, and Inclusion on meeting
your program’s goals.

Work toward desired outcome:

Gain insights you can use to improve your efforts.

STEP FIVE:
Discuss & Report
Discuss and report findings:

Now that you have begun implementing new tactics and
procedures and garnered direct feedback and results,
it's important to synthesize those findings to evaluate the
efficacy of your strategies.

Assemble your standing committee along with a key

group of decision-makers dedicated to implementing your
diversity, equity, and inclusion vision.

Work toward desired outcome:

Discuss findings among key stakeholders.

14



@ STEP SIX:
Make Improvements
Implement improvements:

The process to achieve your diversity, equity, and inclusion
goals is both flexible and ongoing. We encourage you to
make a commitment to continued analysis, reflection, and
feedback so that any decisions or changes are based on
data and insight.

In this step, start by re-assembling your standing committee.
Refine your efforts based on the insights you have received.
If your diversity, equity, and inclusion goals need rethinking
and revision, go back to steps 1 and/or 2 and take a fresh
approach to the worksheet exercises provided in this toolkit.

Your standing committee should ask:
* Does our definition of diversity, equity, and inclusion work for our
program and institution?

* Did we achieve our goals for diversity, equity, and inclusion? Why or
why not?

® Are the goals too lofty? Do they need refining?

* What barriers got in the way, and what are strategies to overcome
them going forward?

* What does the data suggest? And what changes can we implement
based on that data?

Desired outcome:

Optimize your diversity, equity, and inclusion efforts and create a plan for moving
forward.

15



MOVING FORWARD

Diversity, equity, and inclusion amongst students and faculty remains a strategic goal of
PAEA. We created this toolkit and companion document on best practices with your PA
program and sponsoring institution in mind, recognizing the diversity of PA programs
in terms of available resources, faculty and staff skills, student needs, institutional
context, and geographic location.

We hope this toolkit empowers you to establish operational definitions of what
diversity, equity, and inclusion mean within your own program. It is intended to
provide a framework to put your diversity, equity, and inclusion goals into motion
and ultimately help you implement new policies and procedures. These may include,
adhering to holistic admissions policies, developing a reimagined educational
mission, supporting those individuals tasked with leading recruitment and retention
efforts, and more.

OUR WORK CONTINUES

“Enhancing recruitment for underrepresented minority
students is just the first step. We have a responsibility
to help all PA programs provide safe, supportive spaces
that these students need to thrive and learn.”

— PAEA CEO Mary Jo Bondy, DHEd, MHS, PA-C

Diversity, equity, and inclusion do not begin and end in the admissions office. PA
programs still have much work to do to create learning cultures that are safe,
welcoming, and respectful for ALL PA students, faculty, and staff. Additionally, there
remains much work to create the supportive work cultures where ALL students, faculty,
and staff can thrive.

We at PAEA are determined to meet this ideal and hope that you will join us in this
ongoing quest.

For questions, please contact info@PAEAonline.org or call 703-548-5538.
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