


Lear ning Objectives:

Target Audience:
Clinical Research Professionals (CRPs) at UC/H and Cincinnati Children's Hospital Medical Center 
(CCHMC): including Principal Investigators (PIs), Research Nurses (RNs), Critical Care Unit Nurses 
(RNs), Pharmacy Technicians and Regulatory Specialists.



Accreditation Statement for Directly Sponsored Activity 
The University of Cincinnati is accredited by the Accreditation Council for Continuing Medical Education (ACCME) to provide 
continuing medical education for physicians.

The University of Cincinnati designates this live activity for a maximum of 1 AMA PRA Category 1 Credit™. Participants should 
claim only the credit commensurate with the extent of their participation in the activity. 

**CRPs, NPs, PAs, and RNs can count activities certified for AMA PRA Category 1 credit™ for professional credit reporting 
purposes. Other healthcare professionals should inquire with their certifying or licensing boards.**

Disclaimer Statement 
The opinions expressed during the live activity are those of the faculty and do not necessarily represent the views of the University 
of Cincinnati. The information is presented for the purpose of advancing the attendees' professional development.

Off-Label Disclosure Statement: 
Faculty members are required to inform the audience when they are discussing off-label, unapproved uses of devices and drugs. 
Physicians should consult full prescribing information before using any product mentioned during this educational activity.



In accordance with the ACCME Standards for Integrity and Independence in Accredited Continuing Education and the University of Cincinnati policy, all faculty, planning 
committee members, and other individuals, who are in a position to control content, are required to disclose all relationships with ineligible companies* (commercial interests) 
within the last 24 months. All educational materials are reviewed for fair balance, scientific objectivity, and levels of evidence. The ACCME requires us to disqualify from 
involvement in the planning and implementation of accredited continuing education any individuals (1) who refuse to provide this information or (2) whose conflicts of interests 
cannot be mitigated.
*Companies that are ineligible to be accredited in the ACCME System (ineligible companies) are those whose primary business is producing, marketing, selling, re-selling, or 
distributing healthcare products used by or on patients.
All relevant relationships have been mitigated. The following disclosures were made:

• Maria Stivers, MS; Course Director – No Relevant Relationships
• Nathaniel L. Harris, BS, Course Coordinator – No Relevant Relationships
• Heather Muskopf, CME Program Manager – No Relevant Relationships
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Please reach out to Nate Harris,  
harrisnl@ucmail.uc.edu for any questions 

https://urldefense.com/v3/__https:/uchealth.us17.list-manage.com/track/click?u=2852d0ebdea3b05c850928675&id=562b842773&e=2d68658312__;!!Ga0q2A!iTetguNFiGGlw35pF4bprYT_BwMfwaLwZtDoYAqZKYH7bO6xqPQJ54bOqPbr3xhczybEmYusrhqDJmK7T__tPA$
mailto:harrisnl@ucmail.uc.edu


Please keep in mind, it is the Principal Investigator and study team’s responsibility to immediately report any 
“Unexpected” and “Related” Serious Adverse Events to UC Health via MIDAS. 

This is separate and in addition to IRB and other regulatory reporting.

Please refer to the following SOP:

UCH-OCR-OPS-SOP-014-06: Prompt MIDAS Reporting of Serious Adverse Events that are both Unexpected and Related to 
the Research

https://secure.compliance360.com/ext/6K8aGacElpl4CcacGU7G4A==


The academic community continues to build upon the progress of recognizing the need for gender equity in STEM. However, the trajectory reveals that 
there is still an ongoing need to pursue these efforts. Exploration of the untapped potential towards equity is paramount, all while recognizing a few of the 

women pioneers who contributed to the advancement of science and medicine.

Assistant Dean of Diversity, Equity and Inclusion
University of Cincinnati College of Medicine

Chair, Resident Clinical Competency Committee
Associate Program Director, Internal Medicine Residency

Hospitalist, Associate Professor of Medicine
University of Cincinnati Medical Center



Women make up half of the workforce across the US, including within academic medicine. Yet disparities exist. Come join us as 4 different groups 
from UC COM tell their stories of advocating for gender equity – from the departmental level to broader institutional initiatives.
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Advancing Gender Equity: 
Grassroot Efforts to Dean 

Allyship
University of Cincinnati College of Medicine

Cincinnati, OH



Adapted from Untitled Poem by Beth Strano; My Work To Do



Inspire ally engagement 
from multiple perspectives

Broad College-Wide Targeted Dean’s Office 
Engagement

IGEM 
Taskforce

Dean’s 
Office

Internal 
Medicine 
Gender 
Equity

EMPOWER

Women in 
Medicine & 

Science

Department-Level





Department of Internal Medicine (DOIM) 
Gender Equity Committee

Laura Conforti, PhD                                  
Melanie Cushion, PhD                                         
Maggie Powers-Fletcher, PhD
Suzanne Morris, PhD
Shuchi Gulati, MD
Jennifer Forrester, MD
Kelly Niederhausen (administration)

Silvi Shah, MD 
Jennifer O’Toole, MD
Kristen Cole (administration)
Rajat Madan, MD
Mary Mazik (administration)
Neha Wadhwa, MD
Nkechinyere Emejuaiwe, MD
Toral Shah, MD
Jillian Nolte (administration)

ULTIMATE GOALS:

1. Achieve equal and fair representation of women at all ranks and in leadership positions 
2. Achieve salary and startup equality between female and male faculty
3. Achieve work-life balance



The NIH FIRST (Faculty Institutional Recruitment for Sustainable 
Transformation) program aims to enhance and maintain cultures of inclusive 
excellence in the biomedical research community

• Despite recognizing the pressing need to enhance diversity in NIH-funded institutions across 
the U.S., progress in accomplishing this goal has been seen mostly with trainee populations, 
leaving biomedical research faculty diversity as an ongoing, recalcitrant challenge.

• Extrapolation of current trends suggests that without new and effective strategies, it will 
take nearly 50 years for women to reach parity among full professors and centuries for 
underrepresented racial/ethnic groups to reach parity among medical school faculty 
with the current recruitment pool.





Journey towards gender equity….a grass root initiative of faculty 

• DOIM gender equity committee was born in January 2021

• Initiatives: Data gathering 
  Promotion of faculty awareness
  Development of a proposal for the leadership to implement changes

January 2021
7/2021
New Chair

1/2022
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Years in ranks
Women faculty spend an average of 2.1 years more than 
men at the rank of Associate Professor
(from 58 full-time Associate Professors: 39 M and 19 F. 
Average years at this ranks 5.9 for M and 8.05 for F).
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Women representation at the Medical Grand Rounds
(MGR speaker gender distribution)

2020-2021

F M 46%54%

2019-2020
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Survey and Focus Groups

Survey: Adapted from: Westring AF, Speck RM, Sammel MD, et al. A culture conducive to women's academic 
success: development of a measure. Acad Med. 2012;87(11):1622-1631. 
doi:10.1097/ACM.0b013e31826dbfd1 (facilitated by Jackie Knapke, PhD)

Included prompts related to:
• Extent to which women faculty have equal access to resources that contribute to career success  compared to men.
• Extent to which women faculty are supported in their efforts to balance work and family for the achievement of both 

personal and professional success .
• Extent to which women are able to work in an environment in which they are able to voice concerns regarding subtle and 

overt gender biases.
• Extent to which the unit leader (chief) supports important aspects of women’s careers.
• Added question about daycare/lactation resources

Gender-Based Perception 
of Departmental Culture 

Male faculty do not perceive a culture 
of inequality/inequity towards female 
faculty in our Department

Non-binary respondents 
(n = 0) 



Promotion of faculty awareness 

• “Picture a scientist” movie

• Travelling seminar

• Medical Grand Rounds
• “Allyship: Moving from Fortuity to 

Intentionality” Aaron Marshall, PhD



Recommendations to the Leadership of our Department

Proposal for leadership:

1. Create a dedicated office for women’s affairs in the DOIM

2. Develop best practices that will reduce the roadblocks that women faculty face to advance in 
their careers like the creation of a transparent application process for leadership positions 
overseen by committees of balanced gender/race/sexual orientation composition

3. Promote programs that enhance awareness of gender bias, disparity and inequity in academic 
medicine.

4. Develop family-friendly work policies

5. Work with the Dean’s office and other Departments to create infrastructure that facilitates career 
development for women (e.g., increase the availability of lactation rooms and access to day-
care)



Where are we now (3 years later)?

Diversity and Belonging Council

Executive Vice Chair (new position): F=1

Vice Chairs:
Before (Associate Chairs): M=4; F=1
Now: M=4; F=4; TBN=1 (+ Associate Chair F=1)

Division Directors:
Before: M=9; F=1
Now: M=5; F=5

Chief Administrative Officer/Executive Director of Business 
Administration:
Before: M=1
Now: F=1

It has been a long journey

We will cross the finish line!



Emergency Medicine Program of 
Women in LeadERship 

(EMPOWER)
Elizabeth Leenellett MD, FACEP

Professor and Vice Chair of Faculty Affairs and Inclusive Excellence
Chief of Staff UC-Health West Chester Hospital

WIMS  past Treasurer, Chair Mentorship subcommittee
IGEM subcommittee: Recruitment, retention, and advancement of women faculty

Search committee member: UC College of Medicine Senior Associate Dean for DEI

LEADERSHIP  |  EDUCATION  |  ADVOCACY  |  DISCOVERY





Create Urgency



Create a Guiding Coalition



Vision: Keep it simple
1.  Educate

 2.  Provide Opportunity
 3.  Community Engagement



Communicate the Vision
1.  Educate

 2.  Provide Opportunity
 3.  Community Engagement



Communicate the Vision
1.  Educate

 2.  Provide Opportunity
 3.  Community Engagement
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$405K+
endowment funds via UC LEADs
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26
female faculty & resident
local, regional & national

award winners

Outstanding 
Department Award

Wellness Center of Excellence Award



Apical Stakeholder





UC EM LEADs 
Leadership Excels

with Achievement of 
Diversity



Chair

Dr. Hannah Hughes
Junior Faculty Rep

Dr. Sarah Moulds
Resident Rep

Lindsay Krammes PA-C
APP Rep

Dr. Bret Betz
Male Ally Rep

Dr. Ryan LaFollette
Male Ally Rep

Executive Council

Dr. Caroline Freiermuth Dr. Sarah Ronan-Bentle

Dr. Saie Joshi
Jr Resident Rep







UCCOM
WIMS 



Connection to National Groups

www.aamc.org/professional-development/affinity-groups/gwims



WIMS Mission

Recruitment, advancement and retention of all women 
faculty and trainees

Advance the careers and leadership skills of our members

Collaborate in creating an equitable, diverse & inclusive 
culture at UC, the academic health center and community.



WIMS Structure

Executive committee.
• Nominated & elected faculty, trainees, and 

students
• Participate and vote on WIMS initiatives 

Members at large.
• Open to all
• Encouraged to attend meetings, events, and engage in 

policy work, professional development, & networking 
opportunities

Working groups / subcommittees.
• Group of at-large members
• Work to advance specific goals

Members 
at large

Executive 
committee

Working 
groups



WIMS at work: health 
policy committee

Early Success

Drafted policy recommendations to the Dean's office to provide, for the 
first time, non-AAUP-represented faculty with parental leave.

http://files.constantcontact.com/a6e2fe00701/dd888219-63dc-48b9-
8864-550aa1e18c70.pdf

Jennifer Cavitt, MD Vinita Takiar, MD, PhD Dawn Kleindorfer, MD

http://files.constantcontact.com/a6e2fe00701/dd888219-63dc-48b9-8864-550aa1e18c70.pdf
http://files.constantcontact.com/a6e2fe00701/dd888219-63dc-48b9-8864-550aa1e18c70.pdf


Working groups / subcommittees

• Lactation Space

• Mentorship

• Awards & Sponsorship

Members 
at large

Executive 
committee

Working 
groups



Lactation 
Spaces

Breaking silos

Needs assessment across COM & UCHealth

Shared department initiatives

Creating COM Lactation guidelines

Working with UC leadership for identifying 
additional space



Faculty
Residents
GME

WIMS

Employee 
Health & 
Wellness

Nurses Facilities

Lactation 
Consultants TherapistsResearchers



EMERGENCY 
SPACE









Mentorship
Subcommittee

Completed needs assessment

Mentorship mixer

Launched unique mentorship program

90 day assessment

2nd Year Launch







Awards & 
Sponsorship

2023

Lead WIMS-sponsored awards (Lift While 
You Climb)

Ensure women are well-represented as 
nominees or applicants

Focus on UCCoM & then broaden 
(extramural or national organizations)

Bolster WIMS professional development 
(workshops related to awards & sponsorship)



“Lift While You Climb”  Mentorship Award

Mentoring is vital to the advancement of women in academic science and medicine and this 

work often goes unrecognized or unrewarded. Grace Kawas LeMasters, PhD, UC Emeritus 

Professor, has established this award to celebrate those unsung heroes. In particular, this 

award honors someone who has embodied the same spirit that Dr. LeMasters maintained 

in lifting less senior women towards achieving both personal and professional goals. 



Grace Kawas LeMasters, PhD “Lift While You Climb” 
Mentorship Award

Dr. Ardythe Morrow
Professor, Environmental and Public Health Services 
Epidemiology Division Director

Nominated for this award by current and former mentee: Shannon Conrey, Karina Tonon, Diana 
Taft, Hatice Cetinkaya, Richa Patel, Rosie Davis, Dorcas Washington, Mary Staat, Allison Burrell, 
Alexander Thorman, Somchai Chutipongtanate and Robert Rolland Jr. 



Join us in Action

Awards & Sponsorship

Spring Workshop

Mentorship

2nd Cohort

Lactation Space

March 20, 1p



Professional Development, 
Networking,

& Beyond



Benefits of WIMS



Danielle L. Clark MD MEd

Clark2d9@ucmail.uc.edu

702-461-1928

Contact me anytime!

Gender Equity in Medicine (WIMS)

UC Hospitalist & Inpatient Operations

Medical Education (IM Residency APD)

Patient-Centered Communication Research



To promote and achieve equity for all genders at the University of Cincinnati 
College of Medicine, ultimately creating lasting change to benefit all members 
of the institution.

IGEM Lead Team:
Heather Christensen, PhD (she/her)
Aaron Marshall PhD (he/him)
Sarah Pickle, MD (she/her)
Malia Schram (M4) (they/them)



Gender Inclusivity

• The ‘G’ in IGEM was intentional.
– Sex is biological variable (often defined 

by physiological/genetic characteristics)

– Gender is socially-constructed variable 
(i.e. how one identifies).
 

• Using inclusive language in specific 
recommendations or policies is 
important to advancing recognition 
and equity for all genders



Capitalize on Sense of Urgency

• Grassroots desire to create IGEM = 
created a coalition and vision for 
change (Kotter's "steps 2+3")

• Offer a playbook to incoming dean 
(Kotter's "step 4" = communicate 
the vision).

Sr. Associate Dean for Inclusive Excellence

Report authored by IGEM lead team and provided to 
Sr. Associate Dean of Inclusive Excellence.

GOAL



Pick the tool to match the goal
• Taskforce model - - - temporary; aggressive 

timeline (~15 months)

• "Working group" model
– Five WGs (created by a lead team)
– Each WG had chair(s) - faculty and students

• report to IGEM lead team
• given autonomy to develop focus areas and specific 

recommendations for inclusion in final report

• Open call to entire college
– Faculty, staff, students
– >100 responses in two days
– Needed 10-12 per WG



Working group structure and work

1: Focus areas / resources: 
What problems are you trying 
to solve? What do you need?

2. WG priorities (2-3): outline 
short- & long-term goals

3. SWOT analysis on each WG 
priority

4. Recommendations: 
deliverable



UCCoM 
Data

• UCCoM Faculty:
o 41% women
o 59% men

• Drake award winners:
o 13% women
o 87% men



[Some] Recommendations from IGEM
• Implement standardized, transparent procedures for the selection of leaders, utilizing an open call 

process (internally or externally) for new leadership positions.
• Introduce a metric in evaluating leaders (chairs, deans) assessing efforts and effectiveness in promoting 

gender diversity within their areas of influence.
• Establish clear accountability measures for instances of harassment and misconduct, linking them to 

funding and award nominations.
• Develop a fund to financially support students and/or junior faculty who need to leave hostile/negative 

environments (with metrics to monitor / evaluate the success of the transition fund program).
• Develop a gender equity toolkit tailored for UCCOM, providing comprehensive policies, guidance, and 

training to ensure equity in the selection and development of leaders at all levels.
• Develop educational materials that promote healthy, equitable academic environments and provide tools 

for recognizing and addressing microaggressions and misconduct at UCCOM.

Policy/
procedure

Support

Educate



Hindsight & insights
• What we learned:

– Diverse voices yield powerful ideas
– Passionate people put in the work
– Grassroots efforts have limitations - - - formal support exists for a reason; 

protected time for work exists for a reason; gendered burden of responsibility

• Things to consider for your own efforts:
– Transparency in expectations... encourage bandwidth assessment
– Values-aligned work...  "why" > "what"
– Power and prowess … who needs to hear about your work?
– Reward yourself … celebrate your work, often!



Questions?

Elizabeth Leenellett, MDLaura Conforti, PhD Danielle Clark, MD Heather Christensen, PhD
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