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Introduction

Racial and cultural representation.
Age and experience differences among staff members.
Differing communication styles.
Academia hierarchy and systematic racism.
Center accomplishments and purpose and how it can integrate to western Montana communities.

During January 2023-April 15, 2023, a reflective observation took place by WMT-AHEC staff member,
Chelsea Bellon. During this reflective time, Bellon was guided by Cornell University's Diversity Equity &
Inclusion (DEI) certificate program. This program was led by national experts in the field and included
various opportunities for mentorship and continued education. 

This report will serve as a guide to approach existing DEI practices and potential growth opportunities within
WMT-AHEC program structures. Bellon approached the gathering of information from an unbiased approach.
However, personal or more emotionally reflective pieces will be adequately noted due to the assignments of
the program. 

It is important for WMT-AHEC leadership and staff to recognize this report is from one individual and not a
collaborative effort. As WMT-AHEC moves forward with strategic planning a collaborative report and
reflection is recommendation. Finally, some policies, practices, or procedures within WMT-AHEC have since
been addressed or discussed. 

Please note the following content mentions but is not limited to:
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MT AHEC
Program Office

WMT-AHEC
Office

Professionalism We conduct all aspects of work in an ethical and responsible
manner.
Collaboration We cooperate to share information and resources to improve
health and healthcare.
Partnerships We respect and support the efforts of local, state, and federal
stakeholders.
Open Communication We strive for a transparent, respectful, and dynamic
exchange of information.
Integrity & Accountability We carry out all activities in an honest, trustworthy,
and dependable manner.

Form productive linkages between healthcare units to
the benefit of underserved and rural communities.
Foster and encourage collaborative community-based
health programs.
Increase the number of minority and underserved
youth entering health education programs.
Serve as a resource, clearinghouse and disseminator of
health information.
Promote improved health and disease prevention
through educational interventions.
Respond to emerging community-based needs
regarding health issues.
Provide technical assistance on healthcare-related
issues to underserved communities.
Help implement collaborative community-based,
multidisciplinary education and training for health
professionals and health professions students.

Goals & Objectives
The mission of the Montana AHEC is accomplished by
pursuing goals, objectives and activities which are
common to all AHECs. These are changed and /or
modified each year in response to decisions made by the
federal granting agency and the Regional WWAMI AHEC
Program Office at the University of Washington School of
Medicine. The following guidelines are used in establishing
annual goals, objectives and activities.

A Look at Our
Mission &
Values

"To enhance access to
quality healthcare,

particularly primary and
preventive care, by

improving the supply and
distribution of healthcare

professionals through
community and academic
educational partnerships."

Question to Consider: What is
unique to WMT-AHEC?
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Pathway to InclusionPathway to Inclusion
Assessment

Commitment

Inclusive Actions

Student & Community Impact

Page 04

Internal Staff Survey: completed March 2023
WMT-AHEC DEI Report: completed April-July 2023
Feedback or additional comments from staff: pending

Staff idea exchange of effort, including part-time and full-
time team members: anticipated by August 31, 2023
Staff to draft and finalize DEI Commitment Statement:
anticipated by September 15, 2023. 

Internal policies & procedures (staff & advisory board).
Recruitment, advertising, outreach, & communication.
Programmatic survey plans established.

The following items will be on-going; anticipated to be
complete by December 2023:

Distribution of programmatic "ground zero" surveys. 
Student representative or intern opportunity to serve.
Community partnership/allies survey or focus groups 

Anticipated in early 2024, WMT-AHEC will strengthen impact
by:
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Identifying Hiring Interventions that
Support DEI Office Culture

When it comes to hiring, it's important to
remember that the interview process
provides applicants and candidates to

evaluate WMT-AHEC's effort and
standards of diversity and inclusion. 
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Please note that research and deeper conversations
will need to be conducted with UM HR

representatives & any appropriate diversity staff at
Main Hall. Page 09



Hiring & Job Description
Suggestions
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Engagement
Reflection
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Summarize your hypothesis about the
two or three factors you believe might
be most important to address in an
effort to increase engagement. 
  

Provide more direct opportunities of interactive
settings that is not just work-focused would create
new relationships and expand any previous
relationships. Family engagement night or staff
lunches/ community service activities in nature really
provides a sense of ownership in a work environment.
Showing support around personal issues could really
help staff feel supported in their culture, religion,
family dynamic, and possible loss/grief journeys. 

  

  What are your recommendations for
  improvements?
  

Making a more personal foundation as an
organization would help staff to feel supported in
areas that society and many other workplaces
forget to prioritize—human needs.
Employee retention policy-we could revisit this
opportunity that has slightly changed within the
last year to ensure staff are benefiting from the
opportunity. (Gym, phone, parking, etc.). 
Personal leave procedures or policies could allow a
sense of respect around culture/background that
would allow for transparency and a more
connected relationship. If someone is out of office
due to personal loss or medical issue, can
someone else serve as an emergency contact
(automatic reply) to ensure the employee feels
supported and stress is lessened by simple
communication within their organizational work
role. This process would also support the students
and other staff when there's a delay during
important times.

Increase Engagement
Suggestions
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During March, WMT-AHEC staff wereDuring March, WMT-AHEC staff were
surveyed anonymously to providesurveyed anonymously to provide
feedback around DEI efforts. Belowfeedback around DEI efforts. Below
you will find suggestions, comments,you will find suggestions, comments,
and shared needs to improve DEI.and shared needs to improve DEI.  

Our 2023Our 2023
StaffStaff
ProgramProgram
FeedbackFeedback

Reach out to more diverse populations to
offer shadowing
Include more gender-affirming
educational opportunities in AHEC
Scholars
More focused efforts in career awareness
programs to further opportunities for
underrepresented students, especially
American Indian students. 
Share more resources to students
regarding DEIB info-sent from Chelsea or
found online through different outlets.
Wording could be more inclusive for rural
rotation application (preferred name vs
legal name)
Email signature standard for all WMT-
AHEC staff (pronouns, land
acknowledgement). 
Encourage a more diverse applicant pool
for all programs.
Offer accommodations in future
interviews email/phone calls (keeping in
mind mental and physical disabilities).
WMT-AHEC staff should all undergo
continued DEIB training to eliminate biases
and create additional learning
opportunities. Work with UM to bring
trainings to departments across the
campus, help them build a more robust
and comprehensive DEIB framework for
the University as a whole. 

Specific goals: section/box in the
framework could be specific to our
programs and how we can specifically
attend to DEIB. This could still be written
with higher-level language rather than very
granular detail, but still could give some
general goals - i.e.: certain number of FMC
topics per year with this focus, attention to
career awareness programs specifically
targeted to underrepresented populations,
AHEC Scholars programming, etc. 
Find/host workshops or educational
training opportunities for students to join
or look back on. This could include
handouts or recorded talks regarding areas
of improvement that full under the DEIB
focus.
Participation from all staff members
around feedback and discussion topics,
even if the opinions are different there are
questions about “best practices”—all voices
bring value to our learning. 
Outward service day, staff can volunteer at
a location supporting an underserved
population—staff building day. 
Educational trainings might bring in
scholars who are NOT working in the health
professions to share their knowledge.
Communication: review our website to
make sure themes of DEIB are present,
maybe have a statement on home page. Is
there a way to build these internal office
DEIB goals into future grant goals and
objectives for AHEC or through other
funding sources?
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Inclusive recruitment,
advertising, & outreach within
current and future
programming.

Commitment to DEI statement
crafted by staff. 
Signature template/expectations
implemented by all staff.
Website overhaul & edit focusing on
inclusive language, alt text, resources
& user-friendly outline.

Creating an internal system of inclusivity
will allow WMT-AHEC to serve students
and communities with health equity as a
priority. Proposed suggestions include:

2

Assess & listen frequently:

All programs or initiatives serving
students, professionals, and
communities should implement
surveys (pre and post). 
Underserved & marginalized
communities should be included in
WMT-AHEC advisory board.

DEI accountability, awareness, and
improvement is the result of the center's
ability to listen and understand where
improvements and changes should take
place. 

43
Staff training and professional
development:

State-focused history around
Indigenous communities or health
needs. 
Montana Disability Network
DEI in the workplace
Identifying unconscious bias
LGBTQIA+ Equity 

Staff hired, represented, or partnered with
WMT-AHEC shall attend two professional
development trainings each fiscal year.
One of two trainings should be completed
as a staff/team effort. Topics focusing on
but not limited to:

Creating a work culture to
support staff in DEI efforts.

Hiring process: application, interview,
and onboarding.
Staff retention & support policies
option(s). 
On-site DEI staff to support with
public presentations or content
review upon request.
Monthly team check-in around DEI
needs or questions.

To support WMT-AHEC staff and provide
a level of accountability for DEI efforts,
internal policies and procedures need to
be established. Policies include but are
not limited to:

1

Suggested Actions
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This report was completed over the course of
several months and with the guidance and tools
featured in Cornell University's online DEI
Certificate Program. 

Any findings or observations could have been
addressed currently, but it is worth mentioning
due to the starting point of growth for WMT-
AHEC.  

It's important to note the growth and changes
within the WMT-AHEC team since the beginning
of this review process. 
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