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Background

Students for Fair Admissions V. Students for Fair Admissions v.
President and Fellows of Harvard University of North Carolina
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“... the Harvard and UNC admissions programs
cannot be reconciled with the guarantees of the
Equal Protection Clause.”
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Rationale

1. No compelling interest (goals were too vague,
could not be objectively measured)

2.Use of race was inherently harmful (reliance on
stereotypes, “zero sum game”)

3.No meaningful end date
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But surely medical schools
have compelling,
measurable goals?
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Does this mean admissions
must be race-blind?
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“IN]Jothing in his opinion should be
construed as prohibiting universities from
considering an applicant’s discussion of
how race affected his or her life, be it
through discrimination, inspiration, or
otherwise.”



Not race-based, but also not race-blind

B¢l Race as a factor Race as context
Are you of Hispanic or Latino descent? (Cuban, Mexican, Puerto The admissions committee is interested in gaining
Rican, South or Central American, or other Spanish culture) more insight into you as a person.
“ Yes Please describe a significant personal challenge you
o No have faced, one which you feel has helped to shape

. _ you as a person.
Regardless of your answer to the prior question, please check one

or more of the following groups in which you consider yourself to Examples may include a
be a member:

_ . _ = moral or ethical dilemma,
) American Indian or Alaska Native

= Asian = asituation of personal adversity,

I Black or African American

) Native Hawaiian or Other Pacific Islander = or a hurdle in your life that you worked hard to
= White — overcome.

Please include how you got through the experience
and what you learned about yourself as a result.

e
© AAMC. May not be reproduced without permission. aAAMC



Racial Status
(“check the
box”)

Experiences/Goals
related to race

Race-neutral

factors (e.g.,
community service,
hometown, willingness
to serve a particular
population or region
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Strict Scrutiny

. Is it a limited,

material benefit?

. Compelling

interest?

. Measurable? Being

measured?

. Does use of race
rely on
stereotyping?




Potential impact outside of admissions

C - Rotations at
Diversity Missions  Recruitment/ aMPUS VISIt  pata Collection Financial aid other medical
and Goals Outreach EXpenses and Use | schools

' Me;\torship or | | |
Pathway support pre- Admissions  Mentorship or support Residency Selection
programs admissions Decisions post-selection
Invitation & post-matriculation
to interview Recruitment/Outreach

for residency
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Title VIl of the Civil Rights Act of 1964

SEC. 2000e-2. [Section 703]
(a) Employer practices

It shall be an unlawful employment practice for an employer -

(1) to fail or refuse to hire or to discharge any individual, or otherwise to
discriminate against any individual with respect to his compensation,
terms, conditions, or privileges of employment, because of such
individual's race, color, religion, sex, or national origin; or

(2) to limit, segregate, or classify his employees or applicants for
employment in any way which would deprive or tend to deprive any
individual of employment opportunities or otherwise adversely affect his
status as an employee, because of such individual's race, color, religion,
sex, or national origin.
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Equal Employment Opportunity Commission

“It remains lawful for employers to implement diversity, equity, inclusion and
accessibility programs that seek to ensure workers of all backgrounds are afforded
equal opportunity in the workplace.”

-- Charlotte A. Burrows, Chair, EEOC

“Today's ruling only heightens ... employers' practical risks by reemphasizing the
Supreme Court's rejection of diversity, nebulous "equity" interests, or societal
discrimination as justifying actions motivated — even in part — by race, sex, or
other protected characteristics. Companies continuing down this path after today
may violate federal antidiscrimination laws.”

-- Andrea R. Lucas, Commissioner, EEOC
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Anti-DEI Legislation
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POLITICS AND RACE um a4
DEI Legislation Tracker

Explore where college diversity, equity, and inclusion efforts are under attack.

By Chronicle Staff

The Chronicleis racking legislation that would prohibit colleges from having diversity, equity, and inclusion offices or staff; ban

mandarory diversity raining; prohibir institurions from using diversity statements in hiring and promortion; or prohibir colleges from

using race, sex, color, ethnicity, or national origin in admissions or employment. All four proscriprions were idenrified in model state

legislation proposed this year by the Goldwarter and Manhartran Institures.
Updated July 14, 2023.
We are tracking 40 bills in 22 states. So far,

29

have been have final have become have been tabled,
introduced. legislative approval. law:. failed to pass, or veroed.
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Legal Developments

(1)Education
(2)Employment

(3)Philanthropy

MC. May not be reproduced without permission.

2553



	An Invitation to Collaborate:  Working Together to Improve the Residency Application Process
	Advising Perspective on the Application Process
	Slide Number 3
	Slide Number 4
	Snapshot of Changes
	Result = Student Mistrust of Advisors
	Beacon of Hope During COVID
	We Have Shared Goals
	Proposal for Collaboration
	Invitation for an Open Dialogue
	AAMC GSA Leadership and Staff Working With OPDA
	UME-GME Transition: Update from AMA Innovations in Transition Meeting, July 24-25��OPDA Meeting��November 10, 2023
	AMA UMEGME Transition Meeting
	Outcome/Perspective – Relative to UGRC Recommendations
	#27 Coaching - GOAL
	#27 Coaching - CHALLENGES
	#28 Specialty-Specific Just-in-Time Training at Start of Residency - Goals
	AMA UMEGME Transition Meeting
	#28 Specialty-Specific Just-in-Time Training at Start of Residency - Challenges
	#29 Orientation (Institutional) - Goals
	#29 Orientation - Challenges
	#30 Individualized Learning Plan (ILP) - Goals
	#30 ILP - Challenges
	AMA UMEGME Transition Meeting�Take Homes
	?
	Improving Transitions to Residency: An AAMC Update on Select Focus Areas
	The UME to GME Transition to Residency (TTR)
	AAMC Strategic Action Plans
	The AAMC’s Guiding TTR Principles �
	Slide Number 30
	�Area 1: Improve Learner Development 
	UGRC Theme: Outcome Framework and Assessment Processes
	Defining New Foundational Competencies
	Timeline
	UGRC Theme: Educational Continuity and Resident Readiness
	Medical school participation in the 2022 Resident Readiness Survey 
	Overall readiness
	Overall readiness by specialty 
	�Area 2: Safe, Equitable and Inclusive Training Environments
	UGRC Theme: Diversity, Equity and Inclusion
	Slide Number 41
	Slide Number 42
	Slide Number 43
	Slide Number 44
	COACHING TO INDIVIDUALIZE �GROWTH IN RESIDENCY  
	DISCLOSURES
	What is Coaching? 
	WHY COACHING IN MEDICAL EDUCATION?
	WHY COACHING IN RESIDENCY? 
	Slide Number 50
	Slide Number 51
	Slide Number 52
	Slide Number 53
	Slide Number 54
	Slide Number 55
	Slide Number 56
	Slide Number 57
	Slide Number 58
	Coaching Models
	Precision Medical Education: �Looking to the Future
	REFERENCES
	Preparing our Pediatric Learners: Highlights from the Association of Pediatric Program Directors
	Session Objectives
	Slide Number 64
	Residency Recruitment Action Team
	Residency Recruitment Action Team
	Slide Number 67
	Supporting Students: #FuturePedsRes
	Supporting Students: Away Rotations
	Slide Number 70
	Residency Recruitment Action Team Next Steps: Day 1 readiness
	Slide Number 72
	Fellowship Recruitment Action Team
	Fellowship Recruitment Action Team
	Fellowship Recruitment Action Team: Active Studies
	Confronting Racism Action Team
	Create Inclusive Training Environments 
	Develop URiM Pathway: K-premed
	Develop URiM Pathway: Residents, Faculty & Staff
	Perspectives on Unionization of Residents
	Disclosures
	Audience poll
	Background
	Prevalence of unions across the country in ACGME accredited programs in IM, Psych, FM, Peds
	Slide Number 85
	Why do residents unionize?
	Slide Number 87
	MEDICAL SCHOOL DEBT
	AVERAGE PGY-1 SALARY
	AVERAGE PHYSICIAN SALARY
	Slide Number 91
	Slide Number 92
	PHYSICIANS EMPLOYED BY HOSPITALS, HEALTH SYSTEMS, AND CORPORATE ENTITIES
	Slide Number 94
	WELLNESS AND BURNOUT
	DRIVERS OF BURNOUT AND ENGAGEMENT
	Slide Number 97
	Resident Unionization:�A DIO’s Perspective
	The Journey
	Slide Number 100
	Slide Number 101
	Slide Number 102
	Slide Number 103
	Slide Number 104
	Where are we now….
	How we got through it…
	 Questions
	Resident Well-being
	DEI Medical Education
	Approaches to Achieving Diversity in Medicine
	Black Men in Medicine
	Why is Achieving Diversity Viewed as Negative and Wokeness? 
	Health Inequity – Creating a Diverse Workforce
	Diversity Medical School Applicants 2021
	USF MCOM Class Diversity
	Affirmative Action Ruling
	Florida Race Base Admissions 1999
	Florida Higher Education 
	Florida Higher Education - Legislation
	Florida 1000.05
	SB 266 – Higher Education
	HB 931 – Postsecondary Educational Institutions
	Florida Council of Medical School Deans Addressing Diversity and Workforce
	Diversity of the Professional workforce
	Reframing DEI Challenges into Opportunities
	Agenda
	Legal Challenges to DEI in Higher Ed
	Threats and Challenges
	Back to the Drawing Board
	Intentional
	Strategic
	Collaborative
	Response to Proposition 209 (CA)
	Our Campus Efforts to Address SB 17
	Diversity in GME post-Harvard/UNC
	Slide Number 136
	“… the Harvard and UNC admissions programs cannot be reconciled with the guarantees of the Equal Protection Clause.”  

	Slide Number 138
	But surely medical schools have compelling, measurable goals?
	Does this mean admissions must be race-blind? 
	Slide Number 141
	Slide Number 142
	Slide Number 143
	What does
	Title VII of the Civil Rights Act of 1964
	Equal Employment Opportunity Commission
	Anti-DEI Legislation
	Slide Number 148

