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Original Work

T he integration and 
advancement of diversity, 
equity, and inclusion (DEI) 
within the workplace has 
been a topic of interest 

across the United States for many years. 
A corporation’s commitment to DEI 
showcases value for their employees and 
customers socially and may simultaneously 
benefit business performance.1 Strong 
organizational emphasis on DEI is 
associated with improved employee 
satisfaction, staff engagement, workplace 
innovation, and better relations with 
external entities.2-5 Enhanced awareness 
around events related to social inequity and 
racial tensions have accelerated the need 
for meaningful and actionable changes by 
organizational leadership. Current efforts 
toward more robust incorporation of DEI 
within organizations include: developing 
metrics to assess retention, promotion, and 
compensation of historically marginalized 
groups; creating accountability measures for 
employees who engage in discriminatory 
behavior; establishing workplace 
environments that view DEI training as 
leadership development; and recognizing the 
need for ongoing DEI conversations among 
all employees, not merely those in human 
resources or involved in employee resource 
groups.6 

The healthcare industry has taken 
a particular interest in DEI initiatives 
due to the increasing need to address 
disparities in patient outcomes related to 
social determinants of health. It is vital for 
healthcare practitioners to create safe, open 
spaces to better understand their implicit 
biases and devise meaningful, sustainable 
changes to provide a more inclusive and 
equitable environment for all. This creates 
a culture of collaboration among healthcare 
teams where clinicians feel comfortable 
in sharing their expertise and variable 

Abstract
Objective: To design a sustainable and effective model for integrating and 
advancing diversity, equity, and inclusion (DEI) within a health-system 
pharmacy department. 

Methods: Frontline staff and leadership were engaged to design an 
effective model for improving DEI. Extensive background research and 
employee focus groups informed the creation of departmental goals and 
proposed DEI initiatives for implementation. A DEI steering team was 
established to systematically develop DEI recommendations aligned with 
departmental goals, which were then modified based upon findings from 
a department climate assessment survey. Recommendations were sent 
to pharmacy staff to provide comments for changes and were refined 
based upon feedback. Final recommendations were prioritized and 
assigned to department managers, who collaborated with frontline staff 
to operationalize initiatives. An initiative tracker was created to organize 
planned initiatives, goals, and action steps.

Results: Three overarching DEI goals for the pharmacy department were 
identified: increase equitable opportunities for diverse representation 
in the pharmacy workforce; foster self-development and self-awareness 
to contribute to a culture of inclusion; and make changes to pharmacy 
systems, policies, and procedures for sustainable advancement of DEI. The 
DEI steering team developed a total of 53 recommendations aligning with 
these goals, 31 of which were prioritized to implement first by pharmacy 
managers and frontline staff. 

Conclusions: The use of a highly collaborative, team-based approach 
was successful in identifying actionable opportunities for integration and 
advancement of DEI within the pharmacy department. Outcomes have yet 
to be determined and will require sustainable implementation strategies to 
create positive and meaningful change.

perspectives with other team members, 
which improves accuracy of patient care 
decisions.7 Additionally, evidence shows 
that patients from historically marginalized 
racial and ethnic groups report increased 
care satisfaction and higher quality of care 
when treated by someone of their same 
racial or ethnic background.8 Workplace 

environments that celebrate DEI may 
attract clinicians who represent the diversity 
of patient populations served. Beyond this, 
when DEI is emphasized in the healthcare 
workplace, all clinicians can be inspired 
to expand their understanding of cultural, 
social, and other factors that influence 
patient care, which has been correlated with 
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improved health outcomes.9-11 Recognizing 
this, leaders within the nursing profession 
have called for enhanced commitment 
to DEI in organizational strategic goals, 
recruitment and retention of staff from 
historically marginalized backgrounds, and 
promotion of shared governance models in 
which frontline staff have an active voice in 
decision-making.12 

As the profession of pharmacy grows and 
pharmacists become more patient-facing, it 
is imperative that pharmacists, like nurses 
and other healthcare professionals, are 
well equipped to address health disparities 
and issues of bias while working with 
both patients and other providers. In a 
recent article discussing the pharmacist 
role in dismantling systemic racism, 
pharmacists are urged to take individual 
responsibility to improve their awareness 
of DEI.13 This individual responsibility 
calls for pharmacists to engage in personal 
learning and development opportunities to 
increase self-awareness rather than looking 
to leadership or members of historically 
marginalized backgrounds for education 
on DEI topics. Additionally, pharmacy 
departments are encouraged to create an 
environment for pharmacy practitioners, 
leaders, and learners to participate in 
dialogue regarding anti-racism and implicit 
bias. The authors also call for the creation 
of specific task forces within healthcare 
organizations and professional societies to 
lead anti-racism efforts.

Given the urgent need for pharmacists 
to engage in DEI, the American Society 
of Health-System Pharmacists (ASHP) 
created a Task Force on Racial Diversity, 
Equity, and Inclusion and made 
specific recommendations for health-
system pharmacy departments.14 These 
recommendations include educating 
residents on diversity and cultural 
competence, encouraging residency 
applications from Black, Indigenous, 
and People of Color (BIPOC) student 
pharmacists, incorporating expectations 
of the pharmacy service related to DEI in 
departmental statements, and providing 
DEI-focused continuous professional 
development and training to pharmacy 
leaders and staff.

Advancing DEI has been a priority 
of facility leadership at the William S. 
Middleton Memorial Veterans Hospital, 
known colloquially as the Madison VA, for 

several years as part of the facility’s strategic 
plan. Pharmacy department leaders have 
likewise showcased a strong commitment to 
integrating DEI within workplace culture 
and patient care. However, actionable steps 
towards this priority had been limited 
to specific projects without a broader 
overarching plan until the initiation of this 
project. The purpose of this project was to 
design a robust, sustainable, and effective 
model for integrating and advancing 
DEI among employees of the Madison 
VA pharmacy department. As DEI was 
emphasized among employees, it was 
intended that DEI would naturally become 
a focus of patient care and healthcare team 
interactions. 

Methods  
Drawing from human-centered design 

principles, frontline staff were engaged to 
co-design a sustainable and effective model 
for integrating and advancing DEI within 
the pharmacy department with the overall 
goal of achieving an optimally inclusive 
work environment. A team was formed 
to lead the project, including a pharmacy 
resident with support from a pharmacy 
intern and pharmacy leadership at the 
site. The project involved five main stages 
of implementation: pharmacy leadership 
and staff engagement; creation of a DEI 
steering team; climate assessment survey 
analysis; call for comments and refinement 
of recommendations; and operationalizing 
recommendations through pharmacy 
leadership and staff re-engagement.   

Pharmacy Leadership and Staff 
Engagement

Extensive background research was 
initially performed by the pharmacy resident 
on current best practices for integrating 
and advancing DEI within pharmacy and 
the healthcare industry as a whole. After 
the initial research was complete, the 
pharmacy resident facilitated a meeting 
with the pharmacy leadership team to 
present findings and develop key goals for 
the pharmacy department. These goals were 
then presented at a staff-wide meeting. 
Following the meeting, a call for focus 
group members was sent to all pharmacy 
staff, and two frontline employee focus 
groups were held virtually with participation 
from clinical pharmacist staff, pharmacy 
technicians, pharmacy residents, and 

pharmacy students. Led by the pharmacy 
resident, focus group members reviewed 
the information presented at the staff-wide 
meeting, refined proposed departmental 
goals, and brainstormed potential initiatives 
aligned with the departmental goals. The 
pharmacy resident then collaborated with 
interested members of the focus groups 
and leadership to operationalize proposed 
initiatives. 

Creation of Pharmacy DEI Steering Team 
Information and outcomes from 

DEI focus groups were shared with the 
department via staff-wide email, and a 
call was sent for the establishment of a 
DEI steering team. The DEI steering 
team was tasked with developing a set 
of recommendations for the integration 
and advancement of DEI within the 
pharmacy service. Interested frontline 
staff established a Steering Team Charter 
(Supplementary Material Figure S1) 
and met biweekly for several months to 
develop recommendations aligned to each 
departmental goal. Upon completion, 
pharmacy leadership reviewed the proposed 
recommendations and provided feedback. 
The DEI steering team made additional 
edits based on leadership suggestions. The 
recommendations were then forwarded to 
the pharmacy intern to integrate into an 
initiative tracker (Supplementary Material 
Figure S2) to organize initiatives, associated 
departmental goals, individual action items 
and deliverables, responsible parties, and 
anticipated completion dates.

Climate Assessment Survey Analysis
Concurrently, a facility-wide climate 

assessment survey (Supplementary Material 
Figure S3) was sent to all Madison VA 
staff via e-mail to gain an understanding 
of their thoughts, feelings, attitudes, and 
experiences related to DEI. The survey 
was created by facility leadership and was 
intended to be generalizable to all employees 
at the Madison VA. Results were sorted 
by department, and the pharmacy intern 
analyzed the results specific to pharmacy. 
Findings were presented to the pharmacy 
leadership team at a granular level with 
data for each question. Results were then 
presented to the department as overall 
themes alongside the recommendations 
developed by the DEI steering team. The 
aim of this presentation was to inform and 
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gather feedback about the current climate 
and the proposed DEI initiatives. 

Call for Comments and Refinement of 
Recommendations

In order to ensure the proposed 
recommendations would provide sustainable 
and effective progress, an anonymous 
and optional “call for comments” survey 
was distributed to all pharmacy staff via 
Microsoft Forms following the staff-wide 
presentation on the climate assessment 
survey results. As it was vital for every 
member of the pharmacy department 
to have a voice in the creation of the 
recommendations and initiatives, the 
“call for comments” presented staff with 
each recommendation and the option to 
indicate support, support with revisions, 
or hesitation, as well as a section to provide 
overall feedback and comments. The DEI 
steering team used this feedback to finalize 
the recommendations, which were then 
updated in the initiative tracker. Leadership 
in other departments requested pharmacy 
department guidance in assessing their 
specific climate assessment survey results, 
leading to the creation of a pharmacy model 
roadmap (Supplementary Material Figure 
S4) detailing the process outlined above. 

Operationalizing Recommendations 
through Pharmacy Leadership and Staff 
Re-Engagement

The pharmacy leadership team engaged 
in a series of monthly standing managers’ 
meetings to review the list of finalized DEI 
recommendations via the initiative tracker. 
Recommendations were discussed within 
the team and each initiative was assigned 
a manager liaison to fulfill action items in 
collaboration with interested frontline staff 
members.

To engage front-line staff members, 
these DEI initiatives were converted into 
a sign-up survey by the pharmacy intern 
for distribution to frontline pharmacy 
staff. The pharmacy resident, chief of 
pharmacy, and associate chief of ambulatory 
and specialty care services presented a 
DEI update at a monthly pharmacy staff 
meeting. The presentation consisted of a 
timeline of the department’s DEI efforts, 
a review of the finalized DEI steering 
team recommendations, and a request for 
frontline pharmacy staff to respond to the 
sign-up survey to express their interest in 

contributing to the presented initiatives. 
The pharmacy resident compiled the 
survey results and added interested team 
members to each recommendation within 
the initiative tracker. To improve staff 
commitment and engagement, all staff who 
expressed interest in a certain initiative were 
able to participate in its implementation as 
desired.

At a standing managers’ meeting, the 

leadership team reviewed sign-up survey 
results and established which initiatives 
were highest priority or most time-sensitive  
based on alignment with service needs, 
capacity of manager liaisons, and total 
number of interested staff members. Each 
manager selected initiatives they would be 
responsible for implementing based on the 
determined priority. Anticipated timelines 
and completion dates were updated on 

TABLE 1.  A List of Initiatives Proposed and Developed by Pharmacy Staff to Meet the 
Departmental Goal of Increasing Equitable Opportunities for Diverse Representation in 
the Pharmacy Workforce

Equitable Opportunities for Diverse Representation

Integration of a point-based application screening process (including allocation of points for DEI-
related activities) and blinding of CVs in hiring practices

Addition of DEI-focused questions to interview process

Development of a DEI Commitment Statement and incorporation into recruitment materials

Expansion of recruitment efforts to new geographic areas and engagement with historically black 
colleges of pharmacy

Review of residency recruitment materials to incorporate inclusive language (e.g. use of gender-
neutral pronouns)

Addition of gender pronouns to Zoom calls during the virtual recruitment and interview process

DEI = diversity, equity, and inclusion, CV = curriculum vitae

TABLE 2.  A List of Initiatives Proposed and Developed by Pharmacy Staff to Meet the 
Departmental Goal of Self-Development and Self-Awareness to Contribute to a Culture 
of Inclusion

Fostering Self-Development and Self-Awareness

Establishment of a DEI Self-Development and Awareness Group and DEI Open Forum

Ongoing pharmacy manager article discussions/bias assessments incorporated into standing 
managers’ meetings

Incorporation of DEI presentations and updates into monthly all-staff pharmacy meetings

Implementation of department-wide DEI holiday calendar

DEI = diversity, equity, and inclusion

TABLE 3.  A List of Initiatives Proposed and Developed by Pharmacy Staff to Meet the 
Departmental Goal of Changing Pharmacy Systems, Policies, and Procedures for 
Sustainable Advancement of DEI

Systems Integration

Establishment of DEI Steering Team

Development of DEI Steering Team recommendations

Integration of DEI into pharmacy service strategic plan

DEI = diversity, equity, and inclusion
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the initiative tracker to reflect pharmacy 
leadership discussions.

Results  
The five stages of DEI integration and 

advancement took place over the course 
of 24 months. Implementation of DEI 
recommendations within the pharmacy 
department remains ongoing. 

Pharmacy Leadership and Staff 
Engagement

Three overarching goals were identified 
and refined through pharmacy leadership 
discussions and DEI focus groups: 
increase equitable opportunities for diverse 
representation in the pharmacy workforce; 
foster self-development and self-awareness 
to contribute to a culture of inclusion; and 
make changes to pharmacy systems, policies, 
and procedures for sustainable advancement 
of DEI. Concurrently with the formation of 
a pharmacy DEI steering team to formalize 
DEI recommendations for the department, 
a series of initiatives were operationalized 
by pharmacy leadership and frontline staff 
aligning with each goal, as outlined in 
Tables 1, 2, and 3. Additional details about 
several of these initiatives are described as 
follows.

To meet the first departmental goal 
of increasing equitable opportunities for 
diverse representation in the pharmacy 
workforce, the leadership team made 
several interventions within the residency 
recruitment process. A DEI commitment 
statement was developed by the pharmacy 
resident and leadership team, which was 
then reviewed and updated by frontline 
pharmacy staff during the focus group 
meetings. This DEI commitment statement 
(Figure 1) was added to residency program 
brochures and other recruitment materials 
that were shared with candidates. In 
addition to including a DEI commitment 
statement, residency recruitment materials 

were reviewed to ensure that inclusive 
language, such as gender-neutral pronouns, 
was used throughout the text. The residency 
interview panel was expanded to include 
members of the pharmacy technician 
workforce for additional insight and 
input. The interview panel met to create 
and implement a point-based application 
screening process, which included specific 
allocation of points toward candidates who 
included didactic or extracurricular activities 
related to the advancement of DEI. Prior 
to scoring applications with the updated 
rubric (Supplementary Material Figure 
S5), resident applications were blinded 
by pharmacy administrative support staff 
to ensure equitable review. Additionally, 
interview templates for each panel member 
were updated to include questions where 
candidates could showcase their knowledge 
and commitment to DEI (Table 4). 

Under the second departmental goal 
of fostering self-development and self-
awareness to contribute to a culture of 
inclusion, a DEI self-development and 
awareness group was established. This is a 
voluntary group of pharmacy staff, residents, 
and students who meet to discuss various 
topics related to DEI, with the ultimate 
goal of promoting self-learning and self-

reflection. Two meeting times are offered 
quarterly to all pharmacy staff. Meetings 
have been hosted on a virtual platform in 
the setting of the COVID-19 pandemic. 
Topics focus on various historically 
marginalized groups, including BIPOC 
individuals, and Asian Americans and 
Pacific Islanders (AAPI), as well as members 
of the LGBTQ+ community. Additionally, 
various forms of media and literature are 
provided prior to each meeting to facilitate 
discussion (e.g. movies, podcasts, books, 
news articles, etc.). Each discussion has 
a moderator, which includes either the 
pharmacy resident or a volunteer frontline 
staff member. Discussion questions are 
prepared in advance, and breakout groups 
are utilized to encourage vulnerability and 
participation among attendees.

The third departmental goal of changing 
pharmacy systems, policies, and procedures 
for sustainable advancement of DEI was 
largely operationalized through the creation 
of a pharmacy DEI steering committee to 
guide DEI efforts within the department.

Creation of Pharmacy DEI Steering Team
The DEI pharmacy steering team 

consisted of 11 active frontline staff 
members, including pharmacists, pharmacy 

TABLE 4.  Example DEI Interview Questions Integrated into the Residency Recruitment 
Process

Example DEI Interview Questions

We are interested to know how you mindfully engage with diversity. Please give us an example of a 
situation you’re either proud of or learned from with respect to diversity. 

Please give us an example of a way that you could incorporate cultural factors into a patient’s 
medication consultation.

What is your approach to understanding the perspectives of colleagues of different backgrounds? 

Please share an example that demonstrates your respect for people and their differences. How have 
you worked to understand the perspectives of others? 

How has your background and experience prepared you to be effective in an environment that 
values diversity and is committed to inclusion? 

FIGURE 1.  The Pharmacy Department’s DEI Commitment Statement, Which was Developed and Updated with Input From 
Frontline Pharmacy Staff and Included in Residency Recruitment Materials

Pharmacy Commitment to Diversity, Equity, and Inclusion:
At the William S. Middleton Memorial Veterans hospital, we are committed to growing and maintaining an environment which 
celebrates diversity, provides equitable opportunities for employment and promotion, and supports inclusiveness in pharmacy 
culture. We embrace our differences as individuals and unite as a pharmacy team toward a common goal: to provide optimal, 

patient-centered care for our Nation’s Veterans.
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technicians, and pharmacy residents. The 
steering team reported to three members of 
the pharmacy leadership team, including the 
chief of pharmacy service, the associate chief 
of ambulatory and specialty care, and the 
associate chief of acute care and operations. 
The team developed a set of 53 total 
recommendations (Supplementary Material 
Figure S6) for the pharmacy service, 
which aligned with the three overarching 
departmental goals. Recommendations 
included the continuation and optimization 
of current initiatives developed by pharmacy 
staff in addition to new recommendations.

Climate Assessment Survey Analysis
The climate assessment survey provided 

insight into the current experiences 
and feelings surrounding DEI from the 
pharmacy department staff. Highlighted 
within the results were the current 
celebration of racial and ethnic identities 
within the pharmacy team and a culture 
of team members’ voices being valued 
and included. Staff emphasized a desire 
to continue small group conversations 
surrounding DEI topics along with the need 
for leadership to continue to demonstrate 
commitment to these issues. Additionally, 
staff underscored the need to incorporate 
training for staff to feel more confident 
intervening when faced with racism and to 
ensure opportunities for equitable career 
advancement. These findings reinforced 
the importance of the recommendations 
proposed by the DEI Steering Team and also 
identified opportunities for modification of 
the recommendations to meet the specific 
needs of the department.

Call for Comments and Refinement of 
Recommendations

Thirteen staff members (6.5% of 
total pharmacy staff) responded to the 
“call for comments” survey over a two-
week period. The feedback gathered 
through the “call for comments” showed 
an overall support and alignment with 
the recommendations developed by the 
DEI Steering Team from the pharmacy 
department. There was unanimous support 
for most of the recommendations. Among 
the feedback, there were concerns related 
to an initiative to incorporate a DEI 
measure in performance appraisals. The 
concerns included a lack of direction and 
fear of subjective critique over individual 

DEI involvement. Specific aims and 
opportunities for DEI involvement were 
added to the initiative to guide staff and 
build objective criteria for this performance 
measure. The concerns and incorporated 
feedback were presented by pharmacy 
leadership to the department during a staff-
wide meeting. This presentation highlighted 
the purpose behind the recommendation 
and included specific examples of how to 
achieve the performance measure within 
the context of pharmacist and pharmacy 
technician roles.

Operationalizing Recommendations 
through Pharmacy Leadership and Staff 
Re-Engagement

All recommendations within the 
initiative tracker were assigned to one or 
two manager liaisons to oversee the initiative 
and carry the initiative forward alongside 
frontline pharmacy team members.

A total of 40 frontline staff 
members and residents (20% of total 
pharmacy staff) responded to the sign-
up survey, demonstrating interest in 
various recommendations. For each 
recommendation within the sign-up survey, 
a range of two to 17 staff members were 
interested in operationalizing each initiative. 
The survey results were shared with the 
pharmacy managers. Of the 53 total 
recommendations, five had been completed 
at the time of prioritization at the managers’ 
meeting. Thirty-one recommendations were 
deemed high-priority or time-sensitive to 
initiate or continue. Each manager liaison 
selected one to two of the high-priority or 
time-sensitive recommendations to gather 
interested frontline staff, develop a timeline 
for completion, assign action items, and 
implement. Of the 31 recommendations, 16 
have been initiated by pharmacy leadership 
and staff and are ongoing. The department’s 
administrative officer has been tasked with 
continuously updating the initiative tracker 
to ensure accountability amongst team 
members.

Discussion  
The results of this project are initial 

steps for the integration and advancement 
of DEI within a pharmacy department. 
Meaningful and enduring changes will 
require ongoing, intentional thought and 
planning, as well as personal growth and 
vulnerability at the individual level. The 

pharmacy service will continue to listen, 
support, and follow recommendations of 
the groups and communities most impacted 
by DEI initiatives to ensure sustainability 
and continuous growth. Of note, the 
recommendations developed as part of 
this project are specific to the needs of 
frontline staff and strategic goals within the 
Madison VA. The intent of this project is 
not to provide a step-by-step guide for the 
implementation of specific DEI initiatives 
within a pharmacy service, but rather to 
provide an example approach or framework 
for advancing DEI. 

Limitations
There were several limitations with this 

project. First, there is minimal data available 
regarding DEI initiatives that are proven 
effective, especially within the field of 
pharmacy. The pharmacy department at the 
Madison VA utilized existing frameworks 
as a platform and adapted these based on 
the current needs and available resources of 
the pharmacy service and the facility. Due 
to the lack of validated tools to measure 
outcomes of DEI work in existing literature, 
it has proven difficult to determine what is a 
"successful" result of these initiatives. Long-
term outcomes have yet to be defined and 
assessed, but the current goal of this project 
is to provide a cultural shift within the 
pharmacy service to ensure that pharmacy 
staff and leadership are looking at their daily 
work through a DEI lens. In other words, 
the goal is that these initiatives provide a 
platform for pharmacy staff to continuously 
grow and engage in meaningful DEI work. 

Given that this project was initiated 
during the beginning of the COVID-19 
pandemic, focus groups and team meetings 
were hosted in a virtual format. This may 
have limited the comfort of pharmacy 
staff to have candid, open discussions 
about a potentially sensitive topic and may 
have limited the opportunity to obtain 
accurate and meaningful feedback. With 
vaccination and additional on-site presence 
of staff members, there will be increased 
opportunity to host in-person meetings in 
the future. 

Furthermore, the climate assessment 
survey (Supplementary Material Figure 
S3) was developed at the facility level and 
focused on racial and ethnic disparities 
compared to other aspects of diversity, 
equity, and inclusion. This had the potential 
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to introduce bias into departmental 
initiatives given that the results of this 
survey informed the refinement and 
finalization of the department’s DEI 
recommendations. 

It is important to acknowledge that 
a commitment to the advancement of 
DEI requires allocated time to collect 
information from staff, manage a team, 
and coordinate the implementation of 
DEI initiatives. The 16 recommendations 
that are either completed or in progress 
were operationalized based on the capacity 
of the pharmacy resident to facilitate 
their implementation. The resident was 
designated this responsibility as part of a 
longitudinal residency project. While the 
dedication of a pharmacy resident project 
toward DEI advancement is a potential 
strategy for other sites to utilize, it may not 
be a long-term solution and will require 
commitment by frontline staff and support 
from pharmacy leadership to achieve a 
sustainable model. 

Future Directions
Pharmacy leadership will continue to 

work with frontline staff to implement and 
maintain the remaining DEI steering team 
recommendations. These will be integrated 
into the pharmacy service’s annual strategic 
plan to ensure long-term sustainability 
of DEI advancement. The pharmacy 
management team plans to review the 
current recommendations at least quarterly 
and report on their progress. In the future, 
when new initiatives are proposed by 
staff members, a process will need to be 
developed to prioritize these initiatives and 
assign to an appropriate manager liaison.

Inspired by this work, a subsequent 
residency project is underway at the 
Madison VA to address health disparities 
at the patient level using existing VA 
population health management tools. 
Primary care clinical pharmacists and 
pharmacy interns provide outreach to 
patients identified on clinical dashboards 
to optimize guideline-directed therapies 
for the management of chronic disease 
states including diabetes, hypertension, and 
hyperlipidemia. 

 DEI efforts continue to grow within 
the VA system, both at the Madison VA 
facility and nationwide. The Madison VA 
pharmacy department plans to leverage 
partnerships with leadership to share best 
practices and minimize duplication of 

work. Representatives from pharmacy 
leadership will participate in the facility’s 
annual strategic planning meeting as part 
of a DEI workgroup to share service-level 
initiatives. This will provide a model for the 
integration of DEI among other services 
within the organization and on a broader 
scale. Additionally, front-line pharmacy staff 
and leadership at the Madison VA serve 
as members on the facility’s Anti-Racism 
Action Team and participate in the national 
VA DEI Community of Practice, which 
will inform future changes in organizational 
culture.

Conclusions  
The use of a highly collaborative, team-

based approach with a focus on frontline 
staff and leadership engagement was 
successful in establishing the integration and 
advancement of DEI within the Madison 
VA pharmacy department. Utilization of 
a systems-based approach is crucial for 
ensuring sustainability and long-term 
growth of DEI initiatives.

Julia Gilbertson is a Clinical Pharmacy 
Supervisor at Carl T. Hayden Veterans 
Administration Medical Center in Phoenix, 
AZ and was the Former Health System 
Pharmacy Administration and Leadership 
Resident at William S. Middleton Memorial 
Veterans Hospital in Madison, WI.  Rachel 
Russ is a PGY1/MS1 Health System Pharmacy 
Administration and Leadership Resident at The 
Ohio State University Wexner Medical Center in 
Columbus, OH. Grace Nixon is a 2023 PharmD 
Candidate and Ambulatory Care Administration 
Pharmacy Intern at William S. Middleton 
Memorial Veterans Hospital in Madison, WI. 
Ellina Seckel is the Associate Chief of Pharmacy 
at William S. Middleton Memorial Veterans 
Hospital in Madison, WI. Andrew Wilcox is 
the Chief of Pharmacy at William S. Middleton 
Memorial Veterans Hospital in Madison, WI.  

Acknowledgments: This project was presented 
virtually at the 2021 American Society of Health-
System Pharmacists Midyear Clinical Meeting. The 
presentation was pre-recorded and published on the 
ASHP virtual meeting platform in December 2021.

Disclosure: The authors declare no real or potential 
conflicts or financial interest in any product or 
service mentioned in the manuscript, including 
grants, equipment, medications, employment, gifts, 
and honoraria. The corresponding author had 
full access to all the data in the study and takes 
responsibility for the integrity of the data and the 
accuracy of the data analysis.

Corresponding Author: Julia Gilbertson - 
Julia.Gilbertson@va.gov

References
1. Byrd MY, Sparkman TE. Reconciling the business 
case and the social justice case for diversity: a model of 
human relations. Human Resource Development Review. 
2022;21(1):75-100. doi:10.1177/15344843211072356
2. Downey SN, van der Werff L, Thomas KM, 
Plaut VC. The role of diversity practices and inclusion 
in promoting trust and employee engagement. J Appl 
Soc Psychol. 2015;45:35-44. doi:10.1111/jasp.12273
3. Alshaabani A, Hamza KA, Rudnák I. 
Impact of diversity management on employees’ 
engagement: the role of organizational 
trust and job insecurity. Sustainability. 
2022;14(1):420. doi:10.3390/su14010420
4. Tuan LT, Rowley C, Thao VT. Addressing 
employee diversity to foster their work 
engagement. J Bus Res. 2018;95(2019):303-
315. doi:10.1016/j.jbusres.2018.08.017
5. Brimhall KC, Mor Barak ME. The 
critical role of workplace inclusion in fostering 
innovation, job satisfaction, and quality of 
care in a diverse human service organization. 
Human Service Organizations: Management, 
Leadership & Governance. 2018;42(5):474-492. 
doi: 10.1080/23303131.2018.1526151
6. Bethea, A. An open letter to corporate 
America, philanthropy, academia, etc.: what now?. 
Medium. Published June 1, 2020. https://aikobethea.
medium.com/an-open-letter-to-corporate-america-
philanthropy-academia-etc-what-now-8b2d3a310f22
7. Gomez LE, Bernet P. Diversity 
improves performance and outcomes. J 
Natl Med Assoc. 2019;111(4):383-392. 
doi:10.1016/j.jnma.2019.01.006
8. Cooper-Patrick L, Gallo JJ, Gonzales JJ, et 
al. Race, gender, and partnership in the patient-
physician relationship. JAMA. 1999;282(6):583-
589. doi:10.1001/jama.282.6.583
9. Schilder AJ, Kennedy C, Goldstone IL, 
Ogden RD, Hogg RS, O'Shaughnessy MV. 
"Being dealt with as a whole person." Care 
seeking and adherence: the benefits of culturally 
competent care. Soc Sci Med. 2001;52(11):1643-
1659. doi:10.1016/s0277-9536(00)00274-4
10. Jongen C, McCalman J, Bainbridge R. Health 
workforce cultural competency interventions: a 
systematic scoping review. BMC Health Serv Res. 
2018;18(1):232. doi:10.1186/s12913-018-3001-5
11. Horvat L, Horey D, Romios P, Kis-Rigo J. 
Cultural competence education for health professionals. 
Cochrane Database Syst Rev. 2014;(5):CD009405. 
doi:10.1002/14651858.CD009405.pub2
12. Morrison V, Hauch RR, Perez E, Bates M, 
Sepe P, Dans M. Diversity, equity, and inclusion 
in nursing: the pathway to excellence framework 
alignment. Nurs Adm Q. 2021;45(4):311-323. 
doi:10.1097/NAQ.0000000000000494
13. Arya V, Butler L, Leal S, et al. Systemic racism: 
pharmacists’ role and responsibility. Am J Pharm Educ. 
2020;84(11):1453-1456. doi:10.5688/ajpe8418
14. ASHP Task Force on Racial Diversity, Equity, 
and Inclusion. Preliminary recommendations: a call 
for comments. American Society of Health-System 
Pharmacists; 2020. https://www.ashp.org/-/media/
assets/house-delegates/docs/DEI-Task-Force-
Recommendations-Revised-November-2020.ashx



28 The Journal  March/April 2023                                                                                                                                                                                   www.pswi.org

Integration and Advancement of Diversity, 
Equity, and Inclusion Within a Health-System 
Pharmacy Department 
Supplementary Material

FIGURE S1.  DEI Steering Team Charter Developed by Pharmacy Department
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FIGURE S2.  Initiative Tracker Template Used to Organize DEI Initiatives and Action Items Within the Pharmacy Department
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FIGURE S3.  Climate Assessment Survey Sent to Staff Facility-Wide to Garner Information on Staff Experiences Regarding Diversity, 
Equity, and Inclusion

1. Racial and/or ethnic identities of our team 
members are acknowledged, valued, and 
celebrated.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

2. I have felt under-valued on my team because 
of my race.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

3. The value of racial equity is clearly 
articulated by my supervisor.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

4. My supervisor provides feedback that helps 
me be conscious of potential bias.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

5. My team regularly engages in discussions 
that challenge our recognition of bias (race, 
class, gender, disability, ethnicity, etc.) that 
may affect our work.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

6.  Promotions and rewards are free from bias on 
my team.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

7.  I have the same opportunity to advance my 
career as colleagues in similar roles.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

8.  My organization’s recruitment process for 
diverse talent is transparent.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

9.  My voice is heard on my team.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

10. Diverse perspectives are included in decision 
making on my team.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

11. There are regular opportunities within my 
team to challenge racist organizational 
attitudes and practices.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

12. There are regular opportunities outside of 
my team to challenge racist organizational 
attitudes and practices.
a. Do not know
b. Strongly Disagree
c. Disagree
d. Neutral 
e. Agree 
f. Strongly Agree

13. I have witnessed other people being 
undervalued because of their race.
a. Yes
b. No
c. Maybe or Unsure

14. Do you currently feel undervalued because of 
your race?
a. Yes
b. No
c. Maybe or Unsure

15. Within your team, how often do you feel 
racial bias results in the unfair treatment of 
team members?
a. Do Not Know
b. Never
c. Rarely
d. Sometimes
e. Often
f. Always

16. Within your team, how often do you feel 
racial bias negatively affects work with 
Veterans?
a. Do Not Know
b. Never
c. Rarely
d. Sometimes
e. Often
f. Always

17.  How often have you personally experienced 
racial bias in your organization in the past 
year?
a. Do Not Know
b. Never
c. Rarely
d. Sometimes
e. Often
f. Always

18. How often do you ask about race related 
issues in your work with Veterans?
a. Do Not Know
b. Never
c. Rarely
d. Sometimes
e. Often
f. Always

19. How often do you feel confident in your 
abilities to intervene when witnessing or 
identifying racism with Veterans?
a. Do Not Know
b. Never
c. Rarely
d. Sometimes
e. Often
f. Always

20. How often do you feel confident in your 
abilities to intervene when witnessing or 
identifying racism with colleagues?
a. Do Not Know
b. Never
c. Rarely
d. Sometimes
e. Often
f. Always

21. Please select and/or provide options below 
that you think would have the greatest 
positive impact in addressing issues of race 
and racism at the Madison VA. We value 
every employee’s input and would especially 
encourage those who identify as a person 
of color to share your perspectives. With 
your insight, we can make truly meaningful 
change.
a.  Change recruitment strategies to recruit 

more diverse talent
b. Continuing small group conversations
c. Executive leadership and Department 

Chiefs demonstrating commitment/
understanding of these topics

d. Focus groups
e.  Include questions surrounding diversity, 

equity, and inclusion in interviews
f. More diverse representation in leadership 

(Pentad and Service Chiefs)
g.  Trainings/education for all staff
h. Trainings/education for supervisors
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FIGURE S4.  Pharmacy Model Roadmap Which Was Disseminated to Other Service Lines at the Madison VA to Aid in Interpretation of 
Climate Assessment Survey Results
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FIGURE S5.  Residency Applicant Screening Rubric Updated to Include Points for DEI-related Activities
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FIGURE S6.  A Complete List of 53 Recommendations Made by the DEI Pharmacy Steering Team for Implementation Within the Madison 
VA Pharmacy Department
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