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Agenda 
 Overview of the Health Equity Roadmap
 Transformation stories using the Equity Roadmap
 Ways to integrate the roadmap into your DE&I work through marketing and 

storytelling 

 Creating a communication strategy that promotes diversity, equity and 
inclusion
 Gaining support from your organization to advance health equity
 Producing high quality DE&I content using the Health Equity Roadmap 

as a framework

Objectives



AHA Health 
Equity 
Roadmap

The Health Equity Roadmap is a framework to help 
hospitals and health care systems chart their own 

paths toward transformation — thus becoming more 
equitable and inclusive organizations.

The Six Levers of Transformation
Research and experience show that leading 
health equity strategies cut across six levers 

of transformation within health care 
organizational structures.

https://equity.aha.org/the-six-levers-of-transformation




Transformation Stories 
 IFDHE conducted field tests earlier this year
Members that took the HETA gathered to share their experience 

and the importance of scaling the roadmap in their hospitals

“I’m absolutely convinced that most healthcare leaders are committed to eliminating disparities but so 
many of us don’t know how to do it. This roadmap will help institutions identify where they may be 
doing really well, and where they may need to put some more effort in.”
- Jack Lynch III, President and CEO of Main Line Health



Transforming your own organization 
After your hospital or health system takes the HETA, what 
narratives can you tell based on your position on the continuum?

Are there key data points worth highlighting that can be shared 
as a blog, interview, infographic, etc.?
How can you be transparent with your results and what steps 

are you taking to move along the continuum?
Can you document your journey as you use the roadmap and 

share the progress with your community, partners and 
stakeholders (humility and transparency is key).



Gaining support from your organization’s leadership to 
invest in DE&I 
Need to justify why this work is important, and why the time is 
now.

Have a good elevator pitch for the CEO/C-suite execs 
Create a good value proposition 
Health equity is the future of the U.S. health care system
 The field is adapting to new requirements and opportunities 
Stay current with a growth mindset 



Crafting a DE&I based comms strategy 
Start with the goal and objectives, then work backwards

Who do you want to influence? What do you want to achieve? How
will you reach your goal? When do you anticipate to reach your 
goal?

Key criteria to keep the public engaged in your efforts:
Authenticity and honesty
 Transparency
Passion and purpose 
Clear goal in mind with concrete steps to get there 
Accountability and humility 



Crafting a DE&I based comms strategy cont’d
Develop materials and visually appealing resources that will include 
the voices of your audience and key partners, stakeholders and 
community members.  

Invest in thought leadership with key members who will help to identify 
priorities and craft strategies: 

Webinars
Podcasts
Professional development trainings 
 Infographics 
Case studies 



Crafting a DE&I comms strategy cont’d
Use inclusive terms and be specific when describing a population

Avoid conflating equality with equity 

Refer to the AHA Diversity, Equity and Inclusion terminology guide 



Three Key Take-Aways
1. Engage with c-suite execs on the importance of bringing 

DE&I to your organization 
2. Take the HETA and start your health equity journey 
3. Develop a robust communications strategy that has a clear 

vision, goal, action items and inclusive language



Questions?
Please be sure to complete the session evaluation on the mobile app!



Biography

Dr. Leon D. Caldwell is an award-winning scholar-activist with experience as a thought leader in 
education, social innovation, and philanthropy. He is currently the Senior Director of Health Equity 
Strategies and Innovation with IFDHE at the American Hospital Association. Dr. Caldwell earned his 
Ph.D. in Counseling Psychology at Penn State University and a Master’s of Education at Lehigh 
University. Dr. Caldwell is also the founder and managing partner of Ujima Developers, a Black-
owned, community-centered, equitable real estate development company. 



Communications and the DEI Journey:   
Telling the Story at Every Stage

Jennifer Williams, PhD
Corporate Director Diversity & Inclusion
Phoebe Putney Health System

Ben Roberts
Director Public Relations & Communications
Phoebe Putney Health System



Outline/Agenda
The journey towards a diverse, equitable, and inclusive workplace culture is one 
that requires planning, partnering, and patience. Communications professionals are 
a vital partner on this journey as they help to tell the story at every stage. This 
session is designed to show the importance of a strong communications campaign 
at each stage of the DEI journey. 

Objectives:
1. Understanding of the role of Marketing/Communications in executing a 

successful DEI strategy.
2. Receive practical tips for creatively sharing the DEI story at each phase of 

the journey.
3. Best practices and challenges to plan for as the DEI journey gets difficult. 



Getting Started: Data Collection

Strategic Goals

Industry 
Trends

Quantitative 
Data

Qualitative 
Data 

Presenter Notes
Presentation Notes
When we made the decision to begin this journey towards a more diverse and inclusive workplace culture, our first step was data collection. I took the lead on this by first collecting quantitative data in the form of workforce and community demographics. That was the easy part. Next, I facilitated focus groups across the system to get a sense of how employees were feeling about the level of diversity and inclusion in our organization. The final step in the data collection process was to participate in a national diversity index survey to benchmark how we faired against other organizations. There are several benchmarking tools available and we chose one that we felt was comprehensive as it covered five main areas: CEO Engagement; Policies, Benefits & Initiatives; Supplier Diversity; Community Outreach; and, Corporate Social Responsibility. Completing the nearly 200 question survey was definitely a team approach and although we scored a 46 out of 100, the process itself presented an opportunity to identify gaps and to set first year goals that would set the foundation for our DEI journey.



Entity FY21

PPHS PPMH    
PSMC       PWMC
PPG

• Create a Diversity & Inclusion Council to address proactive 
strategies for improving our diversity score.

• Create a diversity scorecard based on input from the Diversity & 
Inclusion Council to track our progress in becoming a more diverse 
employer.

• Add diversity score to annual HR report to the board(s) for each 
entity.

• Add metrics for 2022 after benchmarking current state in 2021
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Transparency: Marketing our Strategic Goals Year 1

Presenter Notes
Presentation Notes
Our first year strategic goals were basic. Our intent was to lay the foundation of diversity and inclusion by educating our workforce about basic DEIB principles. The most important goal for that first year was to create a D&I council that included employees from across the health system. We partnered with our Marketing team to get the word out about the developing council and the positive response from employees was an indication that such a council was needed. Our process included a formal application, vetting by our HR team, and ensuring that the council was representative of our workforce across all dimensions of diversity to include position. We also included our general counsel to develop bylaws and a charter to guide the work of the diversity council. Once the council was formed, the first charge was to develop a diversity scorecard to track our progress in becoming a more diverse and inclusive employer. We used the results of the diversity index survey to identify gaps and opportunities for improvement and set out to develop and implement a plan that would move us from a 46 to a 70 on the 2022 diversity index survey. Transparency about where we were as a health system with regards to diversity and inclusion was paramount throughout this process and our Marketing team kept us honest by sharing results of the survey and keeping the system in the loop on our progress towards improvement. 



Transparency: Marketing our Strategic Goals Year 2

Presenter Notes
Presentation Notes
Our improvement plan, built around the gaps identified in year 1 was put into full gear in year 2. Part of that plan required a shift in our focus to include external DEI efforts that would improve our diversity index score while building on the internal successes realized in year one. Specific areas of external focus in year 2 included the creation of a supplier diversity program that included setting goals for diverse supplier spending as well as goals for small, local, minority owned subcontractors to work on major construction projects scheduled to begin in 2022. Community Outreach and Corporate Social Responsibility were also a focus as the diversity council began to connect with community partners such as local food banks, the United Way, and community gardens. Diversity Council members were fully engaged in community projects that benefitted those most underserved in our community. These actions, along with a continued focus on internal training on DEIB principles and ongoing review and revision of policies to ensure that all were written and implemented with a DEI lens resulted in our surpassing our goal of 70 with a final score of 74.  Marketing was a reliable partner throughout our first two years and they helped to tell the story of our DEI progress both internally and externally. 



The Role of Marketing: Internal

Diversity Council Introduction
“We know a diverse and inclusive workforce 
is an empowered and engaged workforce.”

National Disability Independence Day
“Equal opportunity is very important. A lot of 
times, unfortunately, many people think deaf 
are lesser-than. We want the message to get 
across that we can do anything.”

Diversity Survey Results
“We wanted to understand your perspective 
on feeling welcome, respected, valued and 
heard.” 

Stand Up Against 
Violence
“Phoebe stands firmly 
against violence, 
xenophobia and 
discrimination of any kind.”

Black History Month –
One Nurse’s Story
“If you were black and you 
came here for a job, you 
qualified for one of the pans 
– a dishpan, a bedpan or a 
mop-pan.  Other than that, 
you were not getting a job.”



The Role of Marketing: Internal



The Role of Marketing: External

Honoring Our Veterans Service Projects Diversity Training

Community ActivitiesReading to Kids



The Role of Marketing: External

Phoebe’s new Diversity Council gets to work

Phoebe Family members read to local students



It’s a Journey…

• Change is Hard
• Too Much, Too Soon
• Unintentional Exclusion
• Comfortably Uncomfortable
• Inability to Change Your Lens

Presenter Notes
Presentation Notes
We're still new on this journey. With two years in, I can confirm that the road to a diverse and inclusive workplace culture is one of peaks and valleys. What we've learned along the way is that change is hard. This is not a journey for the faint of heart. One must be intentional about every step and careful not to push for too much too soon. Finding that delicate balance between how much and how soon is imperative to avoiding the pitfall of unintentional exclusion. That was a challenging lesson to learn, but one that thankfully provided an opportunity for every voice to be heard. Which brings me to being comfortably uncomfortable. This work gets uncomfortable even for the most courageous among us. There will be many courageous conversations along the way and it's imperative that those doing this work are able to put their discomfort aside and learn to change their lens in order to allow other voices to be heard. In fact, I'd like to share a story that illustrates these five lessons, perfectly.  



Pride Month Video



Pride Month Video



Three Key Take-Aways

1. It's a journey. Pace yourself.
2. Executive leadership buy-in is paramount.
3. Internal and external communication helps tell 

your story.



Questions?
Please be sure to complete the session evaluation on the mobile app!



Speaker Biography
Jennifer Williams, PhD is the Corporate Director of Diversity and Inclusion at 
Phoebe Putney Healthcare System in southwest Georgia. She is a National 
Diversity Council Certified Diversity Executive (NDCCDE) with vast 
experience in organizational culture assessment; leadership development; 
and implementation of policy, procedure, and practice designed to improve 
workplace culture. “Dr. Jen” is adept at developing highly engaged teams 
where individuals are empowered to use their strengths to contribute to 
organizational goals. She is equally skilled in the creation and facilitation of 
training programs designed to provide practical opportunities for team 
members to demonstrate understanding of DEI and leadership principles.

jewilliams@phoebehealth.com



Speaker Biography
Ben Roberts enjoyed a 25-year career as a broadcast journalist, earning 
dozens of state, regional and national awards, including two Emmy 
Awards. In 2017, he brought his communications and storytelling expertise 
to Phoebe Putney Health System in Albany, GA where he serves as the 
system’s Director of Public Relations & Communications. He 
operationalized in-house video production capabilities for the health system 
and has overseen Phoebe’s COVID communications, widely recognized as 
among the most transparent in the country. Ben is active in many 
community organizations and proudly serves on Phoebe’s Diversity Council.

benroberts@phoebehealth.com



Bibliography/References
Deloitte (2018). The diversity and inclusion revolution: Eight 

powerful truths.
Deloitte (2017). Transforming into a high reliability organization 

in healthcare.
Harvard Business Review (Aug 2018). Research: Having a 

Black doctor led Black men to receive more-effective care.
Modern Healthcare (May 2018). Breaking Bias: Diversity and 

inclusion in healthcare cannot be left to chance.



Opening Doors for LGBTQ+ 
People & Patients

Tari Hanneman (she/her)

Director, Health & Aging Program
Human Rights Campaign Foundation

Cristal Herrera (she/her)

Director of Marketing & Customer Engagement
Renown Health 



Scenario  - Question 1

You are a transgender person with an upcoming 
surgery and hospital stay. You want to find out if the 
hospital has a Patient Non-Discrimination Policy that 
protects you.
• Go to your hospital/health system website.
• Find your patient non-discrimination policy or Patient 

Bill of Rights that includes a non-discrimination 
statement.

• Look to see if it is fully LGBTQ+ inclusive (must 
include both “sexual orientation” and “gender 
identity” in the list of protected classes).

• Answer the first question in the Menti Poll
• How Easy Was It to Find Your Patient Non-

Discrimination Policy?

To answer scan QR Code or go to menti.com and enter code 4326 4906

Presenter Notes
Presentation Notes
Marcos 

And by “Friendly” - we mean how familiar are you with the HEI.



About the Human Rights Campaign
and the HRC Foundation

9M+
HRC’s Digital Reach
Across All Platforms

Presenter Notes
Presentation Notes
MARCOS

Let me introduce the organization for those of you who are not familiar with it

The Human Rights Campaign is the nation’s largest LGBTQ civil rights organization with over 3 million members and supporters. 

While we are typically known for our political and advocacy work, we also have the Human Rights Campaign Foundation, which is our educational arm.  

The Human Rights Campaign Foundation works to improves the lives of lesbian, gay, bisexual, transgender and queer people by working to increase understanding and encourage the adoption of LGBTQ-inclusive policies and practices in the places that most impact people’s everyday lives – their schools, their workplaces, their places of worship and of course where they receive their healthcare.

We do this through a variety of education programs and technical assistance resources.  As you can see on the slide, we have our Welcoming Schools program and our Corporate Equality Index which benchmarks best practices in LGBTQ diversity and inclusion among the nation’s largest corporations and law firms.

And then in the middle there, we have the Healthcare Equality Index.




The Healthcare Equality Index

Biennial online survey 
that HRC has used to 
foster institutional 
change in how 
LGBTQ+ care is 
provided in over 2,000 
hospitals and other 
healthcare facilities 
nationwide since 2007

Presenter Notes
Presentation Notes
MARCOS

WORKED WITH 1,600 HEALTHCARE FACILITIES


Survey that we send out, have folks submit back to us
validate information submitted









HEI 2022

Presenter Notes
Presentation Notes
MARCOS

In 2022, we had the largest year ever, with 906 participating healthcare facilities. 
Compared to 78 hospitals in 2007.

Growth by about 10% each year  -- large increase this year with 20% growth

Highlight Leaders

Bedsize is not an indicator for participation




● Approximately 31% 
of all US inpatient 
hospital beds

● Provide over 335 
million outpatient 
visits annually

● Employ over 2.3 
million people

HEI 2022

Presenter Notes
Presentation Notes
MARCOS

In 2022, we had the largest year ever, with 906 participating healthcare facilities. 
Compared to 78 hospitals in 2007.

Growth by about 10% each year  -- large increase this year with 20% growth

Highlight Leaders

Bedsize is not an indicator for participation




Who participates in the HEI?

Presenter Notes
Presentation Notes
MARCOS




Mentimeter Poll Results

How easy was it to find your Patient 
Non-Discrimination Policy?

Presenter Notes
Presentation Notes
TARI INTRODUCE



Scenario  - Question 2

You are a transgender person with an upcoming 
surgery and hospital stay. You want to find out if the 
hospital has a Patient Non-Discrimination Policy that 
protects you.
• Go to your hospital/health system website.
• Find your patient non-discrimination policy or Patient 

Bill of Rights that includes a non-discrimination 
statement.

• Look to see if it is fully LGBTQ+ inclusive (must 
include both “sexual orientation” and “gender 
identity” in the list of protected classes).

• Answer the first question in the Menti Poll
• Is your policy fully LGBTQ+ inclusive? – What 

terms does it include?

To answer scan QR Code or go to menti.com and enter code 4326 4906

Presenter Notes
Presentation Notes
Marcos 

And by “Friendly” - we mean how familiar are you with the HEI.



Why the HEI?

Forms of discrimination:
 Refusal to touch
 Harsh treatment
 Visitation denials
 Misgendering
 Inappropriate questions 

and/or examinations
 Refusal to provide transition 

related care

Presenter Notes
Presentation Notes
TARI

Back in 2007, we knew there was a lack of healthcare access and treatment, and also we saw a need to ensure that when LGBTQ individuals needed to receive care, it wasn’t met with discrimination. 

We knew that at healthcare facilities across the country patients were experiencing: the refusal of providers to touch patients, Harsh treatment, Visitation denials, Inappropriate examinations, Misgendering, and even flat out refusals to treat patients.

And we knew from surveying LGBTQ people that, 56% LGB and 70% Transgender adults have experienced discrimination in health care

Additionally, we know that there is a lack of medical education on LGBTQ health issues. In fact, we know that 49% LGB and 89% Transgender adults believe not enough medical professionals are appropriately trained to treat their issues.

We’ve also learned from the 2015 US Transgender Survey, that 23% of transgender people have postponed mecessary medical care AND 33% of transgender folks have not sought preventive care because of experiences of health care discrimination.

1 Lambda Legal. When Health Care Isn’t Caring. 2010
2 SE James, et al. Report of the 2015 U.S. Transgender Survey. National Center for Transgender Equality 2016
3 US. Transgender Survey, 2015.






Presenter Notes
Presentation Notes
TARI


Niki Quasney - Munster, Indiana



Mentimeter Poll Results

Is your Patient Non-Discrimination 
Policy LGBTQ+ inclusive?

Presenter Notes
Presentation Notes
TARI INTRODUCE



HEI Criteria
• Scored index

• Criteria 1 Questions & 
Transgender Inclusive 
Healthcare Benefits are 
scored individually

• All other criteria sections 
are scored as a “menu of 
options” and participants 
can receive full or partial 
credit for each section 
based on how many 
initiatives are in place

Presenter Notes
Presentation Notes
TARI

Beginning with the HEI 2017 we shifted the HEI to be a scored index which looks at how many best practices from each of these criteria areas a healthcare facility has in place.  This brings the HEI into alignment with the CEI, MEI & SEI in terms of providing a numerical score or rating.

The HEI scoring is different from the MEI & SEI where a certain point value is added or deducted depending on whether or not a jurisdiction has a policy or practice in place.

With the exception of criteria section one which is essentially the old “core four.”  The HEI offers more of a menu of options, and facilities can get either full or partial credit depending on how many of these policies and practices they have in place.  We realize that not every policy or practice is going to be appropriate for each health facility.

So for example, Criteria 2 – Patient Services and Support has 22 scored questions.  They get 30 points if they have 11 or more of these in place and 15 points if they have between 6-10 in place.

Now I want to quickly go through each criteria section just to give you a sense of the wide range of policies and practices that we are tracking and that your local hospitals could be implementing.





Sample Resources

Presenter Notes
Presentation Notes
MARCOS

But we don’t just list the best practices and say good luck, we also provide a bunch of other resources and technical assistance to help facilities implement these policies and practices.

Here are two examples of some resources that we have created.

Following the CMS CoP on visitation, we partnered with the American Health Lawyers association to create this information sheet on revising your hospital’s visitation policy.

Then last year we released an updated version of our Transgender Affirming Hospital Policies guide that we created in partnership with Lambda Legal.

This guide provides sample model policies that can be adapted for your hospital or healthcare facility along with explanations for each policy as well as additional resources.  We hope that you will use this guide as a road map to ensuring that you create a welcoming and affirming environment for transgender patients, regardless of what happens with section 1557.

We also have a comprehensive online resource guide for the HEI that goes through each of the questions and criteria and provides examples of how hospitals around the country are implementing these policies and practices. 



Tiers of Recognition

• Full credit in Criteria 1 • Full credit in Criteria 1 
• At least partial credit in 

Criteria 2, 3, 4
• Score of 80 to 95

• Full credit in each criteria section
• Transgender inclusive healthcare 

benefits for employees
• Top score of 100

Presenter Notes
Presentation Notes
MARCOS



Online Resources for LGBTQ+ Consumers

Presenter Notes
Presentation Notes
MARCOS



Presenter Notes
Presentation Notes
Introduce Renown and service area



Renown’s Goal to Reduce Health Disparities

Presenter Notes
Presentation Notes
Cristal – speak about how we work on improving the patient/customer experience





Thank you HEI! Prioritizing the Work
 Updated Medical Records
 Visitation without regard to sexual orientation or gender identity 
Gender Neutral Restrooms 
 Employee LGBTQ+ patient-centered care training
 Both “sexual orientation” and “gender identity” are included in both the 

patient non-discrimination policy and in Renown’s employment 
nondiscrimination policy
Offering transgender-inclusive healthcare benefits to employees and 

members of Renown’s not-for-profit health plan, Hometown Health
 Providing substantial support and awarding grants to area organizations 

addressing diversity and inclusion, LGBTQ+ community Pride events and 
collaboration with LGBTQ+ organizations as an ally



Healthcare Facilities take the HEI to ….

• Learn best practices for LGBTQ+ equity & inclusion
• Provide patient-centered care to a long-overlooked group
• Enhance patient satisfaction ratings
• Ensure compliance with legal, CMS, ACA, and The Joint 

Commission requirements
• Enjoy recognition for their commitment to equity, diversity 

and inclusion from the nation’s largest LGBTQ+ civil rights 
organization

Presenter Notes
Presentation Notes
Tari



HEI Nuts & Bolts  
 The HEI survey is biennial, with the survey in odd years and the reports 

coming out in March of even years

 HEI 2024 Survey will open in Summer 2023 and will close in Fall 2023

 Survey, required training, and all resources are free

 Survey is online and does not need to be done in one sitting

 All staff at participating facilities have access to free online, on-demand, 
CME accredited LGBTQ+ training

 The HEI report recognizes ALL facilities that participate

Presenter Notes
Presentation Notes
TARI



Questions?
Please be sure to complete the session evaluation on the mobile app!



Tari Hanneman (she/her)
Tari Hanneman is the Director of the Health and Aging Program at the Human Rights Campaign Foundation, where 
she oversees the annual LGBTQ+ Healthcare Equality Index, the Long-Term Care Equality Index, and other 
projects related to LGBTQ+ health and aging. Tari has over 25 years of experience in the nonprofit and 
philanthropic sector, primarily focused on the areas of health and women’s issues. She previously served as 
Director of The Women’s Fund of and in a number of roles at The California Endowment, one of the nation's 
largest health foundations. She has also worked for elected officials and non-profits focused on the environment, 
reproductive rights, and HIV. She has a Master’s in Public Administration with an emphasis on Nonprofit 
Management from the University of Southern California.

Tari Hanneman
Director, Health & Aging Program
Human Rights Campaign Foundation
Tari.Hanneman@hrc.org
HEI@hrc.org
hrc.org/hei

mailto:Tari.Hanneman@hrc.org
mailto:HEI@hrc.org


Cristal Herrera Woodley (she/her)
Cristal Herrera Woodley, M.B.A., is an award-winning marketer and communicator who enjoys driving strategy and 
executing programs that build brand awareness, penetrate new markets, drive revenue growth, and strengthen 
competitive market positions. Her marketing experience has helped organizations develop compelling campaigns 
that drive growth and loyalty. Currently, she is the Director of Marketing, Communications and Customer 
Engagement at Renown Health.

Cristal Herrera Woodley
Director of Marketing, Communications & Customer Engagement
Renown Health
Cristal.Herrera@renown.org
Renown.org 

mailto:Cristal.Herrera@renown.org


Aligning Sponsorship with DEI Commitment 
Michelle O’Keefe, Chief Communications Officer, Eskenazi Health



Holding Ourselves Accountable
 Internal assessment
How can we be part of community change
Role as an anchor institution
 Identified Community Sponsorship Program as an opportunity
 Launched in January 2021
Goal: Ensure our limited financial resources are going to 

values-aligned organizations
Goal: Encourage community organizations to prioritize DEI 
Goal: Enable measurement and the collection of additional data 

related to our DEI commitment



Aligning Community Sponsorships with DEI Commitment

Long history of community sponsorship program
Established greater definition around community 

sponsorship
Redesigned program
Streamlined focus on financial contributions supporting 

community organizations
Standardized application process
Created small task force for review and approval
Developed evaluation tool and scoring system



http://www.eskenazihealth.edu/




34

18

Community Sponsorship Requests in 2021

Met the Standard Did Not Meet the Standard



Learning Along the Way
Constant assessment of program
 Living process that continues to evolve
Committed to not making changes midyear
Not meeting the standard vs. not communicating well
 Investment of time
Positive feedback from stakeholders
 Identifying and addressing challenges
Options being considered for 2023



Questions?
Please be sure to complete the session evaluation on the mobile app!



Michelle O’Keefe, MA (She/Her)

Chief Communications Officer, Eskenazi Health
michelle.okeefe@eskenazihealth.edu
Michelle serves as a trusted guide working with the C-suite on strategic 

communications, messaging, operations, culture, and diversity, equity and 
inclusion. She oversees the development and execution of integrated 
communications and engagement including research-based public and 
media relations, issues management, marketing, events and outreach, 
music and arts programming, and values-aligned community sponsorship 
efforts. Eskenazi Health, one of America’s largest essential health 
systems that also serves as a vital training ground for the Indiana 
University School of Medicine, includes an urban hospital campus as well 
as community-based primary and mental health care across              
Indianapolis.

mailto:michelle.okeefe@eskenazihealth.edu
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