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Survey Results



Session Goals 

●Define key terms 
●Underscore the value in DEI efforts for business’s bottom line and 

improved health outcomes 

●Highlight legal requirements that nudge providers to improve DEI 
in health care 

●Outline methods to assess and improve your organization’s DEI 
efforts, create goals, and measure results 
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Agenda 

1.What is DEI? 

2.Problematizing Unconscious/Implicit Bias

3.Why does this matter? Exploring the Benefits of DEI 

4.What DEI efforts must we do? 

5.What DEI best practices should we consider doing? 

6.Audience Q&A

5



Part 1: What is DEI?



What is “DEI?” 

●Diversity 

●Equity 

●Inclusion
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Diversity

●“Diversity is about a rich mix of differences. It encompasses all the 
dimensions that make each person one of a kind, including ethnicity, 
race, age, style, gender, personality, beliefs, experiences, sexual 
orientation and more.  Psychological, physical, and social differences 
that occur among all individuals.” Brian Chan, What is DE I – Diversity?  –
The Complete Guide, Diversity for Social Impact (2020).

●“The term ‘diversity’ is not subject to a single, all-encompassing 
definition…diversity refers to self-defining differences among people, 
whether expressed in terms of gender, race, ethnicity, sexual 
orientation, sexual identity, disability status, age, or religion.” 2 
Successful Partnering Between Inside and Outside Counsel (2020). 
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Diversity
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Equity

“Equity” refers to fairness and 
justice and is distinguished 
from equality. 

“Equality” means providing 
the same to all, “equity” 
means recognizing that we 
do not all start from the 
same place and must 
acknowledge and make 
adjustments to imbalances.
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Inclusion

Inclusion is “the achievement of a work environment in which all 
individuals are treated fairly and respectfully, have equal access to 
opportunities and resources, and can contribute fully to the 
organization’s success.” - The Society for Human Resource 
Management 

While diversity refers to the traits and characteristics that make people 
unique, and equity refers to how to even the playing field, inclusion 
refers to the behaviors and social norms that ensure people feel 
welcome.
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Inclusion
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Part 2: Problematizing 

Unconscious/Implicit 

Bias



Unconscious/Implicit Bias

1. Our Bias→ Treat Others

2. Others’ Bias → Us 

3. Internalized Bias

Bias is natural, but in the absence of an organizational directive, it 
is easy to let bias go unaddressed.
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Unconscious/Implicit Bias

●Bias is a prejudice in favor of or against one thing, person, or group 
compared with another usually in a way that’s considered to be unfair. 
Biases may be held by an individual, group, or institution and can have 
negative or positive consequences.

●Unconscious biases are social stereotypes about certain groups of 
people that individuals form outside their own conscious awareness. 
Everyone holds unconscious beliefs about various social and identity 
groups, and these biases stem from one’s tendency to organize social 
worlds by categorizing.
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Unconscious/Implicit Bias

Common examples: 

1. Affinity/similarity bias  
2. Confirmation bias 
3. Conformity bias
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Part 3: Why does this 

matter? Exploring the 

Benefits of DEI



Benefits of DEI: The Why

If you do not shield against biases, then 
biases may affect aspects of your 
organization’s employee interactions and 
operations, such as: 

○ Recruiting and retention 
○ Salary decisions 
○Work allocation 
○ Feedback
○ Sponsorship
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Benefits of DEI: The Why

Unconscious/implicit biases result 
in more homogenous groups but 
data shows that more diverse 
teams produce better outcomes 

Homogenous groups feel 
easier, but easy is bad for 
performance!  
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Benefits of DEI: The Why

● Unconscious/implicit bias also contributes to health care 
disparities

● Importance of health care provider diversity and its implications 
for patient care and treatment adherence 
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Part 4: What DEI 

Efforts Must We Do? 
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Illinois DEI Requirements

● Illinois Human Rights Act

● IDPH Guidance Affirming Non-Discrimination in Medical Treatment, 
Including Administration of the COVID-19 Vaccine (April 10, 2020; last 
updated January 6, 2021)

● Illinois Guidance Relating to Nondiscrimination in Healthcare Services 
in Illinois (June 26, 2020)

● Illinois Business Corporation Act § 5.812
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Part 5: Some DEI Best 

Practices to Consider



Practical Best Practices
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1

Do you know your 

unconscious/

implicit biases? 

2 

Conduct a deep 

assessment of your 

organizational 

culture in relation to 

DEI.

3

Develop an action 

plan.

4 

Measure your 

impact.

5

Executive 

Leadership 

6

Governance

7

Employees and 

Vendors.

8

Service to Patients 

and Community



Part 6: Q&A



Practical Best Practices  
●Do you know your unconscious/implicit biases? 

○ Harvard’s Project Implicit - Implicit Association Tests: 
https://implicit.harvard.edu/implicit/takeatest.html  

●Conduct a deep assessment of your organizational culture in relationship to 
DEI
○ How diverse and inclusive are you?
○ How do you measure that? 
○Would your employees agree with your assessment? 
○ How about patients and others you serve?
○ Are those in your organization committed and excited about DEI efforts? 

●Develop an action plan 
○Working plan with meaningful milestones 
○ Buy-in at all levels of organization 

●Measure your impact! 
○ Not a “sit on the shelf” binder 
○ Stick to it 
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Practical Best Practices 
Executive Leadership 

○Create new positions to focus on 
the initiatives (e.g. Chief Diversity 
Officer, Vice President of Diversity, 
Equity, and Inclusion, etc.)

○Recruitment, retention, and 
elevation  

■ Organizations often do a better 
job recruiting diverse talent at 
lower levels in the organization 

■ You cannot believe in what you 
do not see 
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Practical Best Practices 

Executive Leadership 

● Be bias interrupters and set expectations for managers to do the same
○ Pay close attention to how people talk about their peers, patients, and 

how they behave in group settings
○ Immediately respond to double standards, stereotyping, 

“manterruption,” “bropriating,” and “whitepeating” (i.e. majority group 
members taking or receiving credit for ideas that member of minority 
group originally offered) 

● Set up a rotation for office housework and do not ask for volunteers (e.g. women tend 
to be notetakers) 

● Mindfully design and assign people to high-value projects (e.g. do not keep giving work 
to the same people, having a broader range of trained people will serve you better in 
the end)

● Acknowledge the value of lower-profile contributions (e.g., if you have a Diversity 
Committee, consider offering financial incentives/recognition for that additional work)
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Practical Best Practices 

Governance 

○Board make-up

○Community 
representative (non-
voting)

○Board Diversity 
Committees

○Governing 
documents 
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Practical Best Practices

●Employees and Vendors
○ Assess the diversity of employees and vendors
○ Partner with bigger recruiters such as hospitals and health systems
○ Consider opportunities to increase workforce diversity and set specific, measurable goals
○ Establish objective criteria, define “culture fit,” and demand accountability
○ Resumé/CV review and interview training 

■ Ask questions that get at the skills you are seeking, not personal traits (e.g. do not ask 
about their favorite baseball team because that has no impact on their ability to do 
the job) 

■ Interview question framework using the STAR Approach (situation, task, action, result) 
○ Determine how inclusive your workforce is (i.e., is there a good diversity mix at all levels of 

the organization?) 
■ It is important that employees do not feel like the DEI message is just lip service

○ Standardize pronoun sharing
○ Provide extensive health care coverage 
○ Host inclusion trainings
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Practical Best Practices 

●Service to Patients and Community at Large
○ Engage with patients

○Buy-in/Trust

○Allies with overlapping or shared service area, service population, desired outcomes, 
etc. 

○ Leverage community health needs assessment

○ Evaluate internal processes and forms to engage with patients. e.g. patient contact 
information and history forms, marketing materials

○Donate to community relief organizations 
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Resources 

●Unconscious Bias
○ See University of California San Francisco Office of Diversity and Outreach website: Unconscious Bias | 

diversity.ucsf.edu

○ See Lawrence Livermore National Laboratory Office of Strategic Diversity and Inclusion Programs: 
Unconscious Bias (llnl.gov)

○ How Diverse Teams Produce Better Outcomes (forbes.com)

○ Diverse Teams Feel Less Comfortable — and That’s Why They Perform Better (hbr.org)

○ When It Comes to U.S. Health Systems—Diversity Matters | RAND

●Practical Best Practices 
○ Tips for DEI Recruitment in Healthcare | HealthLeaders Media

○ How to Build a Culture of Diversity, Equity, and Inclusion in Health Care – Capella University Blog

○ How the Best Bosses Interrupt Bias on Their Teams (hbr.org)
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