
Purdue University Purdue University 

Purdue e-Pubs Purdue e-Pubs 

New Directions in the Human-Animal Bond 

Spring 3-15-2013 

Navigating Diversity and Inclusion in Veterinary Medicine Navigating Diversity and Inclusion in Veterinary Medicine 

Lisa M. Greenhill 
Association of American Veterinary Medical Colleges 

Kauline Cipriani Davis 
Purdue University 

Patricia M. Lowrie 
Michigan State University 

Sandra F. Amass 
Purdue University 

Follow this and additional works at: https://docs.lib.purdue.edu/ndhab 

 Part of the Higher Education Commons, and the Veterinary Medicine Commons 

Recommended Citation Recommended Citation 
Greenhill, Lisa M.; Davis, Kauline Cipriani; Lowrie, Patricia M.; and Amass, Sandra F., "Navigating Diversity 
and Inclusion in Veterinary Medicine" (2013). New Directions in the Human-Animal Bond. 3. 
https://docs.lib.purdue.edu/ndhab/3 

This document has been made available through Purdue e-Pubs, a service of the Purdue University Libraries. 
Please contact epubs@purdue.edu for additional information. 

https://docs.lib.purdue.edu/
https://docs.lib.purdue.edu/ndhab
https://docs.lib.purdue.edu/ndhab?utm_source=docs.lib.purdue.edu%2Fndhab%2F3&utm_medium=PDF&utm_campaign=PDFCoverPages
https://network.bepress.com/hgg/discipline/1245?utm_source=docs.lib.purdue.edu%2Fndhab%2F3&utm_medium=PDF&utm_campaign=PDFCoverPages
https://network.bepress.com/hgg/discipline/760?utm_source=docs.lib.purdue.edu%2Fndhab%2F3&utm_medium=PDF&utm_campaign=PDFCoverPages
https://docs.lib.purdue.edu/ndhab/3?utm_source=docs.lib.purdue.edu%2Fndhab%2F3&utm_medium=PDF&utm_campaign=PDFCoverPages




Navigating 
Diversity and Inclusion 
in Veterinary Medicine





Navigating 
Diversity and Inclusion 
in Veterinary Medicine

Edited by 
Lisa M. Greenhill, 
Kauline Cipriani Davis, 
Patricia M. Lowrie, and 
Sandra F. Amass

Purdue University Press   |   West Lafayette, Indiana



Copyright 2013 by Purdue University. All rights reserved.

Printed in the United States of America.

Library of Congress Cataloging-in-Publication Data

Navigating diversity and inclusion in veterinary medicine / editors, Lisa M. Greenhill ... [et al.].
       p. ; cm.
  Includes bibliographical references and index.
  ISBN 978-1-55753-636-5 (pbk. : alk. paper) -- ISBN 978-1-61249-259-9 (ePDF) -- ISBN 
978-1-61249-260-5 (ePUB)
  I. Greenhill, Lisa M. 
  [DNLM: 1.  Cultural Diversity--United States. 2.  Veterinary Medicine--United States. 
3.  Ethnic Groups--United States. 4.  Prejudice--United States.  SF 623]
  
  636.089--dc23
                                                            2012034684



Contents

Foreword								               viii
What It Means to Be Inclusive and Why It Is Imperative  
for the Veterinary Profession

Willie M. Reed, DVM, PhD, DACVP, DACPV

Preface									                 xii

Chapter 1								                  1
The Base Map: What Is the Case for Inclusion? 

Lorelle L. Espinosa, PhD, and Lisa M. Greenhill, MPA

Chapter 2								                11
The Aerial Mosaic: A Historical Picture of Diversity  
in Veterinary Medicine

Billy E. Hooper, DVM, MS, PhD, DACVP

Chapter 3								                31
Orientation: Looking at Strategies Utilized by Other  
Health Professions for Increasing Diversity 

Kauline Cipriani Davis, PhD



Chapter 4								                41
Origin of Coordinates: The Dilemma of Social Constructs

Patricia M. Lowrie, MS, Lisa M. Greenhill, MPA,  
Mangala Subramaniam, PhD, and Ken Gorczyca, DVM

Chapter 5								                55
Mapping Our Future: Developing the Pipeline for a  
Diverse Workforce 

Sandra F. Amass, DVM, PhD, DABVP, Omolola Adedokun, PhD,  
Kauline Cipriani Davis, PhD, and Dorothy A. Reed, PhD

Chapter 6								                63
The Land-Line Adjustment: How Do We Measure Impact? 

Kauline Cipriani Davis, PhD, and Lisa M. Greenhill, MPA

Chapter 7								                79
“Here Be Dragons”: Barriers to and Opportunities for Change 

James W. Lloyd, DVM, PhD

Chapter 8								                95
The View at 40,000 Feet: Networking a Diverse Profession 

W. Ron DeHaven, DVM, MBA

Government
Bernadette M. Dunham, DVM, PhD, and Mary E. Allen, MS, PhD

Corporate Veterinary Medicine
Clinton A. Lewis, Jr., MBA

Academia
Ronnie G. Elmore, DVM, MS, DACT, James R. Coffman, DVM,  
MS, DACVIM, and Ralph C. Richardson, DVM, DACVIM

Veterinary Students
Cara E. Williams



Chapter 9								              131
Dead Reckoning: A Call to Action      

Patricia M. Lowrie, MS, and Lisa M. Greenhill, MPA

Appendix A								              137
Representative Summary of P-12 Programs at Schools  
and Colleges of Veterinary Medicine

Appendix B								              143
Representative Summary of Undergraduate Programs  
at Schools and Colleges of Veterinary Medicine

Editor and Author Bios							             147

Index									               157



viii

Foreword 
What It Means to Be Inclusive and Why It Is  
Imperative for the Veterinary Profession

In the year 2011, the veterinary profession launched a global celebration of the 
250-year anniversary of veterinary medical education. Throughout the yearlong 

celebration many accounts of important contributions by the veterinary profes-
sion since the founding of the first veterinary school in Lyon, France, in 1761, 
were chronicled in international publications and at scientific conferences around 
the world. The celebration largely highlighted scientific contributions of Cauca-
sian/White and predominantly male members of the profession, with little or no 
mention of the contributions of women or individuals of color. While it is unde-
niable that the veterinary profession has made many important contributions to 
both human and animal health, one wonders what other contributions could have 
been made by a more diverse and inclusive profession. Would the many fractious 
and divisive debates over animal welfare, the disagreements over the status and 
value of animals to society, or the rise of animal rights organizations have occurred 
if more voices with different cultural perspectives had been heard? Would disease 
control and eradication programs have been more successful, and perhaps less 

Willie M. Reed, DVM, PhD, DACVP, DACPV
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costly, if the veterinary profession had sought and better embraced a wider array 
of cultural perspectives? And how much animal and human suffering would have 
been alleviated if disease problems had been tackled by more diverse teams of 
problem solvers? Unfortunately, the world will never know.

Veterinary medicine in the US has the dubious distinction of being the least 
diverse of all health professions. However, veterinary medical education and a few 
other segments of the veterinary medical profession have made nominal gains in 
recent years in attracting individuals who have been historically underrepresented 
in the profession. While veterinary medicine has over a 150-year history in the 
US, only in the past thirty years has it experienced success in attracting women, 
predominately Caucasian/White women, who now dominate many segments of 
the profession. Women are now taking their rightful place in many significant 
leadership positions and will help shape the profession for generations. The long-
term impact of this dramatic gender shift, along with the current gender imbal-
ance in the nation’s veterinary colleges, on the profession is still unknown. Veteri-
narians of color only account for approximately 10 percent of the 92,000 in the 
US veterinary workforce. The outlook in the near term for increasing racial and 
ethnic diversity in veterinary medicine is not good given the fact that the applicant 
pool to veterinary school has not experienced meaningful growth in the past ten 
years and is annually composed of only 15 percent racially or ethnically under-
represented students. An added concern is that the entire applicant pool is only 
expected to increase by a modest 2 percent in the coming years. Currently, only 
around 13 percent of enrolled students in US colleges of veterinary medicine are 
underrepresented.

Given the current status of the profession with respect to diversity and in-
clusion, along with future challenges such as the impact of soaring population 
growth, global warming, emergence of new infectious diseases that threaten ani-
mal and human health, and unprecedented economic challenges, just how im-
portant is diversity and inclusion for the veterinary profession? In the recently 
released North American Veterinary Medical Education Consortium (NAVMEC) 
report, “Roadmap for Veterinary Medical Education in the 21st Century: Respon-
sive, Collaborative, Flexible,” diversity and multicultural awareness are recom-
mended core competencies that all veterinarians should possess. The report states 
that veterinarians should have “an understanding of the manner in which culture 
and belief systems impact delivery of veterinary medical care while recognizing 
and appropriately addressing biases in themselves, in others, and in the process 
of veterinary care delivery.” NAVMEC brought together the largest and broadest 
spectrum of veterinary profession stakeholders ever assembled and provided the 
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strongest endorsement ever for diversity and inclusion in veterinary medicine. So 
if there is national consensus that diversity and inclusion are necessary competen-
cies of graduating veterinarians, belief that a diverse and inclusive environment 
enhances excellence in the educational experience, and acceptance of the business 
case for diversity currently espoused by corporate America, will colleges of veteri-
nary medicine fund diversity efforts and sustain them during downturns in the 
economy, or when there is a swing in the political pendulum? If we truly believe 
that the veterinary profession is strengthened by many perspectives and approach-
es to solving societal issues such as health care disparities, are we prepared to take 
hold of the well-meaning goals and objectives pertaining to diversity and inclusion 
that litter the strategic plans of our professional organizations and veterinary col-
leges, and make them a reality for the profession rather than just politically correct 
rhetoric? Are we finally ready to tackle, in a comprehensive and consistent man-
ner, the complexities of navigating a new journey to diversity and inclusion in the 
profession? Given the rapid demographic shifts in the US and current economic 
challenges, do we really have a choice if the profession is to sustain its workforce 
and retain its relevancy to society?

In this first authoritative narrative on diversity and inclusion in veterinary 
medicine, the authors have framed the current status of veterinary medicine, with 
respect to diversity and inclusion, as being at a pivotal transition, where failure to 
act could have grave consequences on the future standing of the profession. Be-
ginning with a historical account of veterinary medicine, in context to historical 
changes and actions within US society, a call for action is made for the profession 
to get its act together if it is to maintain societal relevance and continue to enjoy 
its status as one of the most admired professions. The authors do not provide a 
precise pathway to reach the desired level of inclusiveness and cultural competency 
in the veterinary profession, but rather, they describe a journey where many roads 
have been traveled and must be traveled to reach a new future for veterinary medi-
cine. As with any map, there are many roads that can be chosen to reach a desired 
destination, and different individuals will choose different routes, some with un-
expected detours and stops along the way. This journey will be made without the 
assistance of a global positioning system.

The authors have not attempted to tell us all the possible directions that could 
be taken to reach the destination we seek, nor should they. However, the informa-
tion presented will help with reading the map, plotting the path, and effectively 
navigating the challenges and complexities that are encountered by those who 
work to achieve diversity and inclusion in veterinary medicine. We are taught 
skills that are applicable in multiple areas and how a systems approach to diversity 
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and inclusiveness is necessary for long-term progress and success. And we are re-
minded of the need for the profession to live up to the veterinarian’s oath, where 
all who enter the veterinary profession pledge to use their scientific knowledge and 
skills for the benefit of society. If we accept that increased diversity and inclusion 
in veterinary medicine benefits society through improvements in public health, 
decreased disparities in care, and improved health and wellbeing for animals in all 
communities, when will the veterinary profession fully embrace its oath? While 
we may have miles to go before we arrive at a solution, let us not forget the words 
of the Chinese philosopher, Lao-Tzu, “a journey of a thousand miles begins with 
a single step.”
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Preface

As we began this project, our ultimate goal was to create a resource that could 
be used to positively impact one of the least diverse of all health care profes-

sions, veterinary medicine. We envisioned a book that would guide the thought-
fulness of veterinary professionals and others about being inclusive. We hoped the 
end result would be a call for action, accompanied by a defined strategy that any-
one could use to make progress in diversifying not only the veterinary profession, 
but any profession. As we researched this book, what we already knew became 
amplified. The sluggishness of progress in this area became even more apparent. 
This led to some frustration on our collective part, and we apologize if this is dis-
cernible in certain areas of the book. We hope that the reader will understand this 
is because not enough is happening, and that the headway that has been made has 
been all too slow.

As we moved forward, we realized that there is not one defined strategy to 
accomplish our goal. Everyone will take his or her own path, but through this 
book, our intention is to assist people in navigating the way. We hope that you, 
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the reader, find this book useful and that it is helpful to you as we all work to over-
come these challenges together and hasten the progress toward achieving our goal 
of diversity and inclusion.

We are truly appreciative of everyone who has contributed to the writing of 
this book. We cannot thank Dean Willie Reed enough for his continued inspira-
tion, calls for action, and unwavering support for this effort. This book would not 
be possible without the immense assistance of the Purdue University Press team, 
led by Director Charles Watkinson, who helped conceive the idea for this book 
and guided the writing process. As such, we thank the very talented Press team 
of Heidi Branham, Becki Corbin, Katherine Purple, Bryan Shaffer, and Charles 
Watkinson for all of their assistance in producing this publication.
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Chapter 1
The Base Map: What Is the Case for Inclusion? 

Racial and ethnic diversity in the United States, while long present in our 
country, has perhaps never been such a prominent issue in public policy, 

public opinion, and within the pages of scholarly papers and books. America’s 
post-slavery era resulted in numerous civil rights movements including wom-
en’s suffrage, educational integration, housing and employment desegregation, 
and antidiscrimination activities around issues of disability and sexuality. Today, 
America remains focused on issues of gender and racial inequality in education 
and in the workforce—issues that are also taken up by veterinary and animal 
science educators and professionals. In fact, there has been great momentum in 
recent years to diversify our nation’s veterinary schools and colleges and to see 
more underrepresented racial and ethnic minorities enter related careers. Given 
the great demographic shifts our nation is experiencing and will continue to face 
in the coming decades, seeing a more diverse scientific workforce becomes not 
just an equity argument, but also a need for the sustainability and relevance of 
these fields.

Lorelle Espinosa, PhD, and Lisa M. Greenhill, MPA

Cartographers construct new maps by placing specific data 
on base maps for the purposes of comparison and correlation 
(Maps for America).
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As it is, there exists great need for more veterinary professionals in underserved 
areas around the nation (National Institute of Food and Agriculture n.d.), as well 
as a need for a professional body that can bring diverse perspectives into the class-
room, laboratory, and lives of animal caregivers. From a research perspective, if we 
are to secure our nation and our world from dangerous pathogens and keep our 
global food supply free of contaminants and sustainable for a population of now 
seven billion, then we must ensure broad representation in all of our scientific 
fields—a process that begins long before students seek admission to veterinary 
schools and colleges, and graduate programs. Further, public health dilemmas 
such as limited access to human medical care and the quality of care in marginal-
ized communities buttress this foundation by raising questions about how a lack 
of diversity in veterinary medicine may also impact the health of animals and 
people in affected communities. Anticipated population changes in the US com-
pel us to consider how a lack of diversity affects the academic science, technology, 
engineering, and mathematics (STEM) pipeline now and in the future.

Population Changes

The US Census Bureau projects dramatic changes in the population over the next 
forty years. Asian and Hispanic/Latino populations are experiencing faster growth 
patterns than other racial or ethnic groups, and by 2050, the Asian population is 
expected to grow by 79 percent and the Hispanic/Latino population is expected 
to double (Ortman and Guarneri 2009). All other racial and ethnic populations 
are expected to continue on a moderate growth pattern with the lone exception of 
the non-Hispanic/Latino, Caucasian/White group, which is expected to decrease 
by 6 percent by 2050. Counter to these growth trends, however, is an educational 
landscape that has remained relatively flat when it comes to access and degree at-
tainment in higher education. Non-Caucasian/White populations hold just 20 
percent of doctoral and/or professional degrees (US Census Bureau 2010).

These dramatic demographic population changes will result in different needs 
and expectations of our nation and the subpopulations that comprise it. While 
many nontraditional students, for reasons of academic preparation, financial in-
stability, life circumstances, and academic interest, will not pursue veterinary med-
icine, it would be not only unwise but incorrect to assume that veterinary schools 
and colleges can continue to rely on a traditional student population for current 
and future enrollment. In fact, the stagnating numbers of veterinary school and 
college applicants suggest the need for greater attention to increasing diversity in 
those STEM fields that feed the profession.
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The Importance of Diverse STEM Disciplines for a Diverse  
Veterinary Profession

The push for broadened participation in veterinary medicine is timely given na-
tional, state, and regional goals for a strengthened STEM workforce. From a policy 
perspective, the STEM agenda is often an economic one with both rhetorical and 
tangible support from the White House, statehouses, and governors’ offices alike. 
After all, more than half of our country’s economic growth over the last fifty years 
is due to the growth of STEM fields (Babco 2003). It is therefore not surprising 
that seventeen of the twenty fastest growing occupations today are also in STEM 
(US Bureau of Labor Statistics 2011) and will continue to represent some of the 
highest paying jobs in the country (Carnevale et al. 2011).

This includes occupations in veterinary medicine; and while the veterinary 
profession may not be growing at the rate of computer science or engineering oc-
cupations, the national need for veterinarians is on its way to a 33 percent increase 
by 2018 when compared to 2008 occupational data (US Department of Labor 
2011). Like other areas of STEM and the health professions, this is both due to 
a retiring baby boomer population as well as the need for new professionals to 
meet economic and scientific demand. In fact, there are already a number of un-
derserved fields within veterinary medicine, including food safety, public health, 
bioterrorism and agroterrorism prevention, biomedical research, and rural practice 
(National Research Council 2012).

Yet despite America’s need for more STEM professionals, it is by now well 
known that we are not preparing and supporting our youth to succeed in STEM 
disciplines (Members of the 2005 “Rising Above the Gathering Storm” Commit-
tee 2010). This reality is especially dire for women and men who are racially and 
ethnically underrepresented in veterinary medicine (URVM). The Association of 
American Veterinary Medical Colleges (AAVMC) has defined URVM as those 
populations “whose advancement in the veterinary medical profession has histori-
cally been disproportionately impacted by six specific aspects of diversity (gender, 
race, and ethnicity, and geographic, socioeconomic, and educational disadvantage) 
due to legal, cultural, or social climate impediments” (AAVMC [2011] 2012, 3–4). 
Underrepresented categories in veterinary medicine are deliberately based on an 
ability to quantify underrepresentation within the profession; it should be noted, 
however, that AAVMC acknowledges the need for a broader working definition of 
diversity that includes “age, disability, sexual orientation, gender identity, religious 
or political beliefs, socioeconomic background, or any other differences that have 
led to misunderstanding, hostility and injustice” (AAVMC [2011] 2012, 5).
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Despite making up nearly 20 percent of the US population ages eighteen 
to twenty-four, only 10 percent of women from African American/Black, His-
panic/Latina, and Native American backgrounds of this same age range obtained a 
STEM bachelor’s degree in 2008. National data further points to inequity within 
our nation’s growing population of minority males—of all STEM bachelor’s de-
grees granted to men less than twenty-four years of age in 2008, only 12 percent 
were granted to males from racial/ethnic minority backgrounds (National Science 
Foundation 2009). In short, the STEM fields remain predominantly Caucasian/
White along gender lines, with additional, rapid gains by Asian American groups 
relative to their overall population. It should be noted, however, that while Asian 
American and Pacific Islander (API) groups are overrepresented in STEM (relative 
to their national population), there remain great educational disparities within 
several API communities, including those of Hmong, Vietnamese, and Filipino 
origin.

This is a serious problem given that the bachelor of science degree is one of 
the primary gateways to the doctor of veterinary medicine (DVM) credential and 
other professional and graduate degrees. Providing access to undergraduate STEM 
education for underrepresented students is thus critical, as is ensuring their success 
once enrolled in college, lest we continue to witness a veterinary student body that 
remains unrepresentative of our national population.

Yet it is not as if we’ve covered no ground. Progress in STEM education has 
been made in recent years, and this progress should be celebrated. The number of 
STEM bachelor’s degrees granted to minority students has doubled, and for some 
populations tripled, over the past two decades. Yet when one looks at the data by 
the relative percentage of minority graduates in STEM over time, the emergent 
trend is all too stagnant. Despite said gains, the percentage of degrees granted in 
STEM to an increasingly educated minority population have remained constant at 
somewhere between 12 percent and 15 percent (American Institutes for Research 
2012). This trend persists through the veterinary medical profession as well. While 
the overall representation of URVM students has increased, the growth seems 
minimal (917 new students from 1991 to 2011) when compared to the overall 
enrollment growth across the colleges of veterinary medicine (2,635 new students 
from 1991 to 2011) (AAVMC 1968–2011). Therefore, while we should celebrate 
progress and indeed record and learn from our successes, there are no laurels to 
rest upon as improvement has been less than satisfactory, a scenario that will only 
become exacerbated given our nation’s changing demography.

America’s political leaders might otherwise do well by reducing those sys-
temic barriers that keep our current population of URVM students from suc-
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ceeding in STEM, if our demography was not changing at such a rapid pace. 
Given the anticipated demographic shifts and a leveling off of STEM degree 
attainment by racial and ethnic minority groups, once-conventional solutions 
to decreasing educational inequity will surely fail as a commensurate response. 
With respect to the veterinary medical profession, the barriers to earning entry-
way STEM degrees call for aggressive action. First, veterinarians and veterinary 
schools and colleges must actively recruit students from all backgrounds to enter 
scientific disciplines with a goal of veterinary medicine, and work to retain those 
students and sustain their interest in the profession until students graduate from 
the DVM program—an action that requires change in both educational policy 
and practice. Second, veterinarians must acknowledge that public needs and 
expectations of the profession will continue to evolve dramatically as the US 
population changes.

Presently, 15 percent of US applicants to veterinary school or college are 
racially or ethnically underrepresented in veterinary medicine (AAVMC 1968–
2011). This pool has experienced minimal growth over the last five years and is 
projected to grow by just under 2 percent annually in the coming years. In order 
to create a sustainable pipeline of applicants to US schools and colleges, and to 
the profession, recruitment, especially diversity-focused initiatives, throughout the 
K-20 education system is essential. Developing a more diverse applicant pool—
especially within the STEM and agriculture disciplines—is critical to the future 
of the profession. This further means enacting policy that ensures the adequate 
preparation of our nation’s youth in the fields of math and science.

As some would say, higher education in general, and veterinary medicine in 
particular, is at a crossroads. As Dr. Freeman Hrabowski, president of the Uni-
versity of Maryland, Baltimore County, and his colleagues so eloquently stated, 
“The United States stands again at the crossroads: a national effort to sustain and 
strengthen [science and engineering] must also include a strategy for ensuring 
that we draw on the minds and talents of all Americans” (National Academies 
2010, 1). The report from which this quote was taken was commissioned by then 
Senators Edward Kennedy, Barbara Mikulski, Patty Murray, and Hillary Clin-
ton in 2006 as an indictment of the need to strengthen and diversify the STEM 
workforce—a political argument that runs deep on both sides of the aisle. Hence 
the ongoing support of STEM education and outreach by federal agencies ranging 
from the Departments of Education, Energy, Labor, and Defense, to the National 
Science Foundation, National Institutes of Health, and NASA. Such investment 
has allowed institutions to explore innovative practices and increase their capacity 
for STEM education and research.
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The Role of Special Institutions: Community Colleges and  
Minority-Serving Institutions

Fortunately, a small but powerful set of institutions are already embracing the 
twenty-first century student by recreating age-old educational structures to in-
stead meet the academic, social, and personal needs of a student body that is more 
diverse, more mobile, older, and saddled with greater family and financial respon-
sibilities than students of previous generations. At the undergraduate level, this 
includes efforts by community colleges, which serve as the entry point to higher 
education for the majority of the country’s minority and low-income students 
(American Association of Community Colleges 2011) and enroll 40 percent of 
college students nationwide (Center for Law and Social Policy 2011). Among oth-
er roles, community colleges act as a bridge to four-year schools, and ultimately, 
have the potential to strengthen diversity in veterinary medicine. Public two-year 
schools are growing at rates faster than any other major segment of postsecondary 
education and often enroll minority students who are concurrently enrolled in 
four-year institutions (National Center for Education Statistics 2008).

So, too, Minority-Serving Institutions (MSIs) have made an indelible mark on 
the postsecondary education landscape by advancing racial and ethnic minorities 
in ways unparalleled by their predominantly Caucasian/White peer institutions. 
Historically Black Colleges and Universities (HBCUs), for example, continue to 
educate the majority of African American/Black students who later go on to re-
ceive PhDs in STEM fields (US Commission on Civil Rights 2010). Tribal Col-
leges and Universities (TCUs), the vast majority of which are two-year schools, 
have proven adept at receiving students who are academically and successfully 
transitioning from remedial education to credit-bearing courses. What is more, 
TCUs have enormous potential to prepare students for veterinary education. The 
focus that these institutions place on the relationship between higher education 
and the betterment of one’s physical environment in a culturally relevant context 
speaks volumes to the needs of our health professions.

As the largest sector of MSIs, Hispanic-Serving Institutions (HSIs) do not 
have the historical mission that HBCUs and TCUs do, as many are qualified for 
HSI status due to their location in predominantly-Hispanic/Latino communities. 
Nonetheless, there are a number of HSIs in states like California, Texas, New 
Mexico, and New Jersey that take the education of a growing Hispanic/Latino 
demographic seriously—something that the educational outcomes of their stu-
dents portend. The challenge for majority-serving institutions is to learn from and 
adapt those policies and practices that have made a number of MSIs so successful 
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in educating minority and low-income populations. Not that the predominant-
ly Caucasian/White sector of higher education lacks champions. As subsequent 
chapters will show, there are indeed innovative practices on a number of campuses 
that are also worth great attention and ripe for scalability. Key to their success, 
among other things, is the creation and sustainability of an educational, social, 
and cultural climate that embraces and celebrates difference and diverse scientific 
perspectives.

The Veterinary Profession Moving Forward

Although the health professions have progressed over time, outpacing many other 
STEM fields in the enrollment and graduation of female and minority students, we 
are far from declaring victory. Minority women and men are still greatly underrep-
resented in veterinary medicine, despite their US and college-going demographic. 
Veterinary schools and colleges are challenged to not only better recruit and train 
minority populations, but also reach these groups early in their educational trajec-
tory. Schools must be part of the solution when it comes to changing the paradigm 
of undergraduate STEM education—from pedagogy in the classroom to the avail-
ability of student support, research exposure, and career counseling.

Particularly for the very institutions where schools and colleges of veterinary 
medicine reside, it is imperative that every STEM college, school, and department 
be part of the collective effort to attract, retain, graduate, and transition diverse 
students to graduate and professional study. Without a shared effort, we will not 
meet our country’s economic goals, nor will we advance our educational mission 
or transform our higher education system to meet the needs of America’s fastest 
growing populations. Whether one makes an economic, civil rights, or social jus-
tice argument, at some point the argument matters less than the action that must 
transpire.

It should be made clear that efforts to diversify the profession must not be 
conflated with a necessity to lower academic standards. There is no desire to re-
duce the expected level of academic performance or capacity, but rather there is a 
heightened need to reevaluate what skills, knowledge, aptitudes, and attitudes are 
necessary for a veterinary school applicant to be successful in the academic pro-
gram and in the profession. Beyond the ability to persist in a rigorous academic 
program, what are our expectations of new veterinary students? What skills do we 
expect them to have acquired before they enter the veterinary curriculum? Should 
we expect some coursework in sociology, intercultural communications, or busi-
ness prior to attending veterinary school or college?
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Deliberations by a wide range of veterinary stakeholders (academics, prac-
titioners, employers, industry partners, and others) participating in the North 
American Veterinary Medical Education Consortium (NAVMEC) acknowledge 
the challenges with attracting and admitting a broader spectrum of students with 
a wider set of nontechnical skills due to overly complex and inconsistent applica-
tion processes (NAVMEC 2011). NAVMEC’s consensus document, “Roadmap 
for Veterinary Medical Education in the 21st Century,” specifically highlights the 
need to nationally harmonize admissions requirements and refine admissions pro-
cesses for all students in hopes of more effectively evaluating and critically explor-
ing the value of diverse experiences, problem-solving skills, academic rigor, and 
future contributions to the institution and the profession (2011). The NAVMEC 
recommendations also reveal an acknowledgment that increasing the number of 
successful URVM students is only one component of meeting societal needs; the 
veterinary community also advocates the inclusion of prerequisites and DVM cur-
ricular enhancements that will imbue all veterinary graduates with the enriched 
knowledge, skill base, and sense of social responsibility necessary to appropriately 
meet society’s evolving needs (2011).

Conclusion

In closing, diversity should not be considered simply as a politically correct consid-
eration of the veterinary medical profession. Population shifts and human health 
care patterns reveal a necessity to seriously consider the impact of the relative 
lack of diversity on animal health and wellbeing. While racial and ethnic parity 
is a laudable goal, realistically it may be out of reach for veterinary medicine for 
some time. Yet this cannot be an excuse for a failure to strategically recruit greater 
diversity in the veterinary school and college applicant pool or to consider the 
future needs across the veterinary profession. We face a period of dramatic change 
in the United States, and the veterinary medical profession faces an important 
opportunity to chart its course and position itself for maximum impact. As with 
any crucible moment in history, the question remains whether the profession will 
respond at the national, state, and local levels to shape its future reality.

With all of this in mind, a “perfect storm” has been created, yet it is our col-
lective response that will prove detrimental. Will we choose to harness swift demo-
graphic shifts and the potential to keep our nation’s higher education institutions 
accessible and productive? Or will we yield to a way of doing things that, while 
comfortable for some, have been long antiquated in approach and inequitable 
in outcome? Are we content with asking an increasingly diverse population of 
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students—not just diverse in racial/ethnic origin, but in socioeconomic and first 
generation to college status—to work their way through the same educational sys-
tem as did previous generations that were predominantly Caucasian/White, elite, 
and from educated families? Or are we prepared to change that system to suit an 
entirely new generation of college-goers? Do we have a choice?
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Our changing views and actions with regard to diversity can hardly be under-
stood except within the broad context of changes and actions within our 

society as a whole. We find the basic principle underlying the belief in diversity 
stated in the July 4, 1776 Declaration of Independence, which states that “We 
hold these truths to be self-evident, that all men are created equal” (US Declara-
tion of Independence, 1). Today, we would more likely say “that all persons are cre-
ated equal,” with the basic premise being that all human beings have equal value 
and are deserving of equal respect and treatment. If that basic truth had held and 
been fully accepted through the ensuing years, there would be no need to address 
a history of diversity as we do in this publication. However, fourteen years after 
declaring that self-evident truth, the US Constitution stated that for purposes of 
representation and taxation, persons within an entire race would be equal to only 
“three fifths of all other persons” (US Const. art. I, § 2, cl. 3.).

The restoration of that race to basic equality required the removal of slavery 
by the Thirteenth Amendment in 1865 (US Const. art. XIII, § 1.), the granting 

Chapter 2
The Aerial Mosaic: A Historical Picture of Diversity 
in Veterinary Medicine

Billy E. Hooper, DVM, MS, PhD, DACVP

Aerial mosaics are individual snapshots that are brought to-
gether to form a continuous representation of a broad area 
(Maps for America).
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of citizenship to the previous slaves by the Fourteenth Amendment in 1868 (US 
Const. art. XIV, § 1.), and granting them the right to vote by the Fifteenth Amend-
ment in 1870 (US Const. art. XV, § 1.). The veterinary profession, which was only 
becoming established in the latter half of the nineteenth century, played no part 
in any of these actions. Yet the profession has been saddled with the remnants of 
that legacy throughout the remainder of the nineteenth century, throughout the 
twentieth century, and continues as we address the problems of racial diversity well 
into the twenty-first century.

While the Fifteenth Amendment extended voting rights to every US citizen 
based on “race, color, or previous condition of servitude” (U.S. Const. art. XV, § 
1.), one-half of the US population was not included. Another fifty years passed 
before voting rights were extended to women by the Nineteenth Amendment on 
August 18, 1920 (U.S. Const. art. [XIX]). This legacy of discrimination was to 
continue for another fifty years. Women were not equally represented in veterinary 
schools and colleges until the 1980s, and not equally represented in the profession 
until the twenty-first century.

In 1954, the US Supreme Court removed the last vestige of segregation in 
the K-12 school system, and the group further prohibited the states from denying 
equal protection of the laws to any person. In 1964, the Civil Rights Act extended 
protection to two additional groups of people when it prohibited discrimination 
based on “race, color, religion, sex or national origin” (42 USC § 2000e-2). Per-
sons with disabilities were the last group to be brought under the protection of 
the law when the Americans with Disabilities Act in 1990 established a clear and 
comprehensive prohibition of discrimination on the basis of “a physical or mental 
impairment that substantially limits one or more major life activities” (42 USC § 
12102).

As the courts and society continued to extend basic human rights to all indi-
viduals, the veterinary profession followed by slowly changing the profile of the 
profession to include all protected classes. This effort was hampered by the pro-
fession’s self-perception that the practice of veterinary medicine required certain 
abilities possessed by only select individuals, mainly Caucasian/White males. This 
worked primarily against women in the first part of the twentieth century, and it 
continues to work against those with physical or mental disabilities. Its impact on 
racial and ethnic minorities has been significantly magnified by the lack of equal 
economic and educational opportunity of those individuals in the larger society.

Promotion and achievement of diversity in the veterinary profession did not 
begin until the start of the twentieth century and made extremely slow progress 
during the next fifty years. Significant progress did not begin until after World 
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War II, and large gains were not made until the last quarter of the twentieth cen-
tury. The greatest progress in racial equality is occurring in the first decade of the 
twenty-first century. The major milestones and achievements will be described in 
the following brief history of veterinary medicine’s effort to identify and promote 
the diversity implied in its “Principles of Veterinary Medical Ethics,” which re-
quires every veterinarian to follow the Golden Rule and treat every individual as 
they would wish to be treated.

Gender

The first woman to graduate from a college of veterinary medicine was Aleen 
Cust, who graduated from the New Veterinary College in Edinburgh, Scotland, in 
1900. She was not allowed to take the examination of the Royal College of Veteri-
nary Surgeons until 1922 because of her gender (Nolen 2011). The first woman 
to graduate from a US veterinary college was Mignon Nicholson, who graduated 
from McKillip Veterinary College in Chicago, Illinois, in 1903 (McPheron 2007). 
Two more women graduated in 1910, and by 1940, a total of thirty-six women 
became veterinarians in the US (Calhoun and Houpt 1976). In the 1940s, eight of 
the ten still-existing schools and colleges graduated another ninety-seven women, 
and one woman graduated from one of the seven new schools (Tuskegee) formed 
after World War II. Even with the seven new schools and colleges graduating stu-
dents in the 1950s, only another 124 women graduated from the seventeen US 
veterinary medical schools and colleges.

A “Survey of Veterinary Medical Education” in 1958 addressed fifty-two basic 
questions regarding the profession, with sixteen of these related to applicants, source 
of applicants, admission policies, and graduates (American Veterinary Medical As-
sociation Council on Education and Association of Deans of Colleges of Veterinary 
Medicine 1958). Prepared as a petition to the 86th Congress for federal support of 
veterinary education, it did not include a single reference or comment to either 
gender or racial composition of student bodies or the profession. Twelve years later, 
another study, “Veterinary Medical Education and Manpower,” devoted two pages 
to the characteristics of applicants and students. Pennell and Eyestone (1970) noted 
that in 1969–70 women constituted 8.85 percent of 4,861 students enrolled, and 
the authors called attention to the rapid changes by stating that “Women continue 
to enlarge the student ranks . . . including 146 in their first year, 114 second year, 
92 third year, and 78 fourth year” (Pennell and Eyestone 1970, 23).

By 1970, all of eighteen US veterinary medical schools and colleges had grad-
uated at least one woman, and the discrimination against women at the time of 
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admission was beginning to disappear. All residue of discrimination against admis-
sion of women fell in 1971 when the Comprehensive Health Manpower Training 
Act provided that the federal government may make no loans, grants, or interest 
subsidy payments to any school of veterinary medicine that discriminates on the 
basis of sex in the admissions process (461). The Higher Education Act of 1972 
went further and prohibited “sex discrimination in all federally assisted educa-
tion programs” and amended “certain portions of the Civil Rights Act of 1964 
to include women” (Larsen 1997, 68 ). The net result was that female graduates 
increased from 464 in the 1960s to 2,173 in the 1970s, 7,766 in the 1980s, and 
13,210 in the 1990s (Hooper 1997).

In August 1973, the Association for Women Veterinarians did a survey of 
the 1,254 female veterinarians who could be identified at that time. The women 
self-identified thirty-seven different primary veterinary medical activities for their 
professional practice, and almost all were working full time. Only 10 percent of 
the 833 women who responded were not working in veterinary medicine, and half 
of those were inactive because of family responsibilities. Most of the other inactive 
respondents had retired because of age or illness (Smith, J. M., pers. comm. to Jack 
J. Stockton). This was an important contribution in countering the image that 
women in the profession would soon drop out of the profession and would have 
taken the place of a man who would have been a full-time veterinarian.

Even with the rapidly expanding enrollments of women in the 1970s, there 
remained a strong element of discrimination against them. One of the special rec-
ommendations of the Department of Health, Education, and Welfare in 1976 was 
that “Schools should also clearly assume responsibility through policy statements 
and informal faculty pressures to control disparaging remarks about women made 
by faculty in official school contexts such as the classroom or laboratory. Negative 
faculty behavior toward women students encourages and sanctions such behavior 
on the part of their male peers. Finally, much can be accomplished simply by 
dispelling rumors that women get special treatment in admissions and that they 
are not really qualified but got in ‘just because they’re girls’” (Urban and Rural 
Systems Associates 1976, 71).

With the very rapid change of gender in admissions in the 1980s, the profes-
sion was beginning a shift from a male-dominated profession to a female-dom-
inated profession. The gender distribution of applicants for admission crossed 
in 1983, when there were 2,846 female applicants and 2,834 male applicants. 
Females were not admitted in greater numbers than males until the following 
year, when 1,176 females and 1,153 males were admitted (Tasker 1990). The 
trend lines established in the 1970s and 1980s have continued. Yet the number 
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of female veterinarians did not exceed the number of male veterinarians until 
2009.

This gender shift has generated great concern for recruitment of male appli-
cants. Male students have rapidly become a minority population in veterinary 
schools and colleges, and men are becoming a more significant minority in the 
veterinary profession. As early as 1993, this concern was stated: “During the past 
20 years, the number of women entering veterinary medicine has grown from 
just a few to 61.6% of the entering classes in U.S. veterinary schools in 1990. Al-
though the movement of women into veterinary medicine has had a very positive 
influence on the profession, a reasonable balance of men and women is believed 
to be desirable both for the profession and for society in general” (O’Neil et al. 
1993, 117).

Racial/Ethnic Diversity

The first African American/Black person to receive a degree in veterinary medicine 
was Henry L. Stockton, Sr., who graduated from Harvard’s veterinary medical 
program in 1889 (Smith 2011). A second man, Augustus N. Lushington, gradu-
ated from the University of Pennsylvania in 1897. A total of fifty-six male African 
Americans/Blacks received a veterinary degree prior to 1949. Three of these were 
from two different schools and colleges prior to 1910, twenty-nine from seven 
schools and colleges between 1910 and 1934, and twenty-four from seven schools 
and colleges between 1935 and 1948 (Waddell 1983). The first two African Amer-
ican/Black women graduated in 1949: Jane Hinton from the University of Penn-
sylvania and Alfreda Johnson Webb in the first class to graduate from Tuskegee 
(Larsen 1997). With the exceptions of the publications by Waddell and Larsen, 
there is very little information regarding racial minorities prior to the formation of 
Tuskegee’s School of Veterinary Medicine in 1945. The most complete history of 
the development of the American veterinary profession does not include a single 
reference to either women or minorities in veterinary medicine, and it even states 
that Tuskegee’s School of Veterinary Medicine was established “as a direct out-
growth of the shift of emphasis on southern agriculture and the increased need for 
veterinary services” (Smithcors 1963, 658 ).

For African Americans/Blacks, and subsequently all other racial minorities, a 
most significant event in achieving veterinary medical diversity was the establish-
ment of the School of Veterinary Medicine at Tuskegee Institute in 1945. The 
Legacy: A History of the Tuskegee University School of Veterinary Medicine by Eugene 
Adams is the most authoritative source of information on Tuskegee University 
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School of Veterinary Medicine’s founding and early years, and should be consulted 
by anyone interested in detailed information (1995). Formed on July 4, 1881 as 
the Tuskegee Normal School for Colored Teachers, it did not have a veterinary 
medicine focus until 1911 when Dr. James H. Bias, an African American/Black 
veterinary graduate of Ohio State, formed the equivalent of a Veterinary Science 
Department (W. C. Bowie pers. comm. with B. E. Hooper).

Dr. F. D. Patterson, a veterinary graduate of Iowa State University, became the 
president of Tuskegee Institute in 1935, and he served as president throughout 
the formation of the new School of Veterinary Medicine (Tuskegee University). 
In 1936, Dr. William Waddell, who headed Tuskegee’s veterinary division, began 
development of a ten-year-plan for a Negro Veterinary School (Waddell 1983). 
The first veterinary class entered in the fall of 1945 and graduated five members 
in 1949. The third dean of the school, Dr. Theodore Williams, who was well 
known for his efforts to increase the number of minorities in veterinary medicine, 
also was known for his support of women. He is remembered as having said “he 
would make sure that women had a fair chance at Tuskegee as long as he could 
do anything about it” (Larsen 1997, 37). Dr. Williams also served as president 
of the fledgling Association of American Veterinary Medical Colleges (AAVMC) 
from 1968–69 (Crown Publications 1987). The fourth dean of the school, Dr. 
Walter Bowie, played a central role in the expansion of the program to recruit and 
educate minority veterinarians through his efforts as the only African American/
Black dean of a veterinary college working within the AAVMC. The school was 
renamed the Tuskegee University College of Veterinary Medicine, Nursing and 
Allied Health in 1996 to promote the “One Medicine” concept of interrelating 
animal and human health issues (American Veterinary Medical Association 2009).

In July 1970, the Bureau of Health Professions Education and Manpower 
Training conducted a special survey of the gender and racial composition of vet-
erinary students in the eighteen US schools and colleges in academic year 1969–
1970. They reported “a total of 127 nonwhite students were enrolled” (Pennell 
and Eyestone 1970, 24). Furthermore, “Tuskegee had 86 nonwhite students, or 
78 percent of its total enrollment. Fewer than 10 nonwhite students were enrolled 
in any other college; two colleges had none. The 127 nonwhite students in all 
classes included 20 women; of the 34 nonwhite students in the first-year class, 6 
are women” (Pennell and Eyestone 1970, 24).

Other than the formation of the Tuskegee’s School of Veterinary Medicine in 
1945, the most significant events promoting racial diversity in veterinary medicine 
occurred in a four-year period from 1972 to 1975. Dr. Iverson Bell and Dr. Jack 
Stockton pooled their considerable talents to convene the first Minority Recruit-
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ment Seminars/Workshops. Dr. Bowie joined the effort by hosting national con-
ferences at Tuskegee. Dr. Stockton and Dr. Bowie then led the veterinary deans 
to appoint a Minority Affairs Committee in the AAVMC in the academic year 
1974–75, for which Patricia Lowrie was chair.

The first Minority Recruitment Seminar/Workshop in the history of veteri-
nary medicine was held at Purdue University in 1972, and it was attended by only 
Indiana veterinarians, faculty, students, and university administrators. The second, 
held in 1973, and those following were regional, with attendance from faculty and 
administrators at the veterinary schools and colleges in Illinois, Michigan, and 
Ohio. The first four were cochaired by Drs. Bell and Stockton. After the death of 
Dr. Bell in 1984, the fifth and sixth, in 1984 and 1985, were renamed the Iverson 
Bell Minority Seminar/Workshop on Minority Recruitment, both chaired by Dr. 
Stockton. The seventh Seminar/Workshop and all subsequent Iverson Bell sympo-
sia were national in scope and sponsored primarily by AAVMC.

In 1972, the Seminar/Workshop addressed an Indiana problem where Afri-
can Americans/Blacks made up 12 percent of the state’s population, 1.14 percent 
of Indiana veterinarians, and only 0.03 percent of the graduates in the first ten 
classes to graduate from Indiana’s School of Veterinary Medicine at Purdue Uni-
versity. Two major issues were addressed: the cause of the problem and the ques-
tion of separate standards for minority students. With the considerable national 
experience that Dr. Bell accumulated through his work with the AVMA, and the 
considerable academic experience Dr. Stockton amassed with academic veterinary 
medicine, it was believed that the basic problem was “a sin of omission than com-
mission.” The veterinary profession had simply not voiced a concern about multi-
cultural representation, and the issue had been overlooked in all previous meetings 
of veterinary and academic associations. On the issue of separate standards it was 
believed that the position of the profession throughout the twentieth century had 
been a single standard for all graduates, and that this position was proper and 
should be continued through all proposed efforts at recruitment, retention, and 
graduation. The seminar participants proposed five basic actions: (1) increase ef-
forts to attract and facilitate movement of minority applicants across state lines; 
(2) increase efforts by the university to work with high schools having large num-
bers of minorities and increase pre-veterinary enrollments; (3) provide summer 
employment for minority students with veterinarians and faculty; (4) solicit and 
provide financial assistance to minority students; and (5) provide special counsel-
ing to minority preveterinary students (Hooper 1974).

Dr. Bell’s personality, professional attitude, and commitment did much to 
guide the discussions and debates in all issues related to minority recruitment in 
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the 1970s and early 1980s. At the first national Iverson Bell Seminar/Workshop, 
held in 1988, Dr. Stockton remembered Dr. Bell’s attitude as “inspirational, ana-
lytical, positive and realistic” (Stockton 1988, 7). One of Dr. Bell’s favorite cita-
tions, which is from the pen of an anonymous person, was: “Life is made up of 
little things. It is very rarely that an occasion is offered for doing a great deal at 
once. True greatness consists in being great in little things” (Stockton 1988, 7).

Dr. Bowie developed the first national Minority Recruitment Conference at 
the Tuskegee Institute in February 1974. Some major observations as to the state 
of African Americans/Blacks in veterinary medicine were made by Dr. Bowie in 
his opening remarks for the conference. He stated that “All of the institutions of 
higher education in this country together have only produced a meager 650 to 
700 minority scientists in some 90 years” (Bowie 1974, 10). He contrasted the 8.3 
percent minority students in the medical schools (total enrollment 47,234) with 
1.84 percent minority students in veterinary medical schools (total enrollment 
5,149). Of the ninety-five minority students then enrolled, eighty were at Tuskeg-
ee, and only fifteen African American/Black students were distributed through the 
other seventeen veterinary colleges. In its twenty-five years of existence, Tuskegee’s 
School of Veterinary Medicine had graduated 94 percent of all African American/
Black veterinarians (Bowie 1974). The conference developed a number of recom-
mendations that might increase the number of minorities in veterinary medicine, 
with a major emphasis to be placed on increasing opportunities for minorities in 
the thirty-three states that did not have a school or college of veterinary medicine.

The 1975 Minority Recruitment Conference at Tuskegee again emphasized 
development of opportunities across state lines and made eleven other major rec-
ommendations directed at recruitment. It made two major recommendations that 
would cloud and threaten recruitment of minorities for the remainder of that cen-
tury: (1) a given number of spaces be set aside for minority students in each school 
or college; and (2) an attempt be made to reach minority representation equivalent 
to their representation in the general population (15 percent) in five years, with 
specific goals to be set for each year before that time. With the encouragement of 
Drs. Bowie and Stockton, the AAVMC adopted those two recommendations in 
1976. However, the recommendations were not received well by the faculties of 
the veterinary colleges, or the profession at large, because they created an incorrect 
perception that poorly prepared or significantly less-qualified applicants were to 
be admitted. The issue of racial quotas in admission was working its way through 
the courts and was scheduled to be heard by the US Supreme Court in Regents of 
the University of California v. Bakke (438 US 265 (1978)). Rather than establish 
quotas, the response of the veterinary schools and colleges was to work very hard 
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on our academic and professional journeys. While change is a naturally occurring 
phenomenon, this profession must be deliberate in plotting its journey. There 
must be a clearly stated plan that serves as a systems compass.

Historically, diversity and inclusion planning has occurred in a space of reac-
tion, precipitated by an incident that sets off a chain of events resulting in little or 
no change (Williams and Clowney 2007). Strategic planning is needed, across the 
profession, which uses relevant and appropriate planning models for academia, 
professional organizations, and business, and that focuses on the goals, objectives, 
and activities necessary to create measurable change. The critically important com-
ponent of this effort is the necessary synchronization of plans and effort to lever-
age and maximize the use of resources. Much like the North American Veterinary 
Medical Education Consortium (NAVMEC) corralled the vast array of veterinary 
medical stakeholders to chart the future of veterinary medical education, similar 
efforts must transpire to develop the veterinary profession’s diversity and inclu-
sion plan for the future. Such an initiative produces a professional map for use by 
stakeholder groups to base their individual journeys to a more diverse and inclu-
sive profession.

Earlier chapters demonstrate that even modest implementation can move us 
closer to our destination. We must implement our plans and begin the journey. 
Planning without effective implementation strategies and execution can best be 
described as feel-good exercises that become part of a vicious cycle that amounts 
to spinning our wheels with an occasional jolt forward, which is more the result 
of chance than deliberate effort. Again, the demonstration of commitment is best 
seen here when leaders of organizational systems within the profession apply the 
organization’s new knowledge and resources to the task at hand. To extend our 
thematic cliché one step further: this is where the rubber hits the road, and this is 
where change happens.

Is it working? Did we move? Evaluation and assessment of the efficacy of our 
planning and implementation is essential. We must commit to quantitative and 
qualitative inquiry about our journey. We must test our hypotheses, drive for-
ward, and correct course when necessary. The assessment of our efforts will grow 
and enhance a fairly thin body of knowledge specific to veterinary medicine that 
currently exists. There actually is room for redundancy behaviors in the effort to 
become more diverse and inclusive. Our assessment data is the starting point for 
greater commitments, next level planning, and further assessment.

The confluence of issues creating the case for diversity and inclusion has been 
described. The appropriate review from a historical perspective, the current status 
and analysis to support the compelling rationale, a perspective option for inter-
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rogation of the confluence and parallels of social development, and the colliding 
courses have been presented. There have been and are successful strategies, and 
there are no failures. The reflections and the efforts to propel us forward will con-
tribute to new understandings as innovation is captured. Comparative efforts by 
other health professions have been reviewed as part of the diligence in assessing the 
potential effectiveness of new approaches. Just as new products need a contempo-
rary workforce, developmental steps essential for the future veterinary workforce 
must draw on current understandings and be applied to the retooling of the meth-
odology used to produce graduate veterinarians.

There is much that needs to be done to change the demographics and improve 
the progress toward professional inclusiveness and cultural competency of the vet-
erinary profession. Our commitment, planning, execution, and continuous assess-
ment will position the profession to better suit the population of the nation and 
the world that will be served. The compassion, dedication, and ingenuity, which 
the veterinary profession is noted for, provides a solid foundation on which to 
build the essential capacity to overcome the barriers to achieve this goal. We must 
focus our best efforts to systemically commit to press forward on this journey. 
There are miles to go before we sleep (Frost 1923).
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College of Veterinary Medicine & Biomedical Sciences at  
Colorado State University

Students entering grades 10 through 12 spend their afternoons at the veterinary 
college for one week and learn about veterinary medicine through presentations, 
demonstrations, hospital visits, and interactive activities during the Summer Vet 
Program. Students desiring a residential program can combine the veterinary pro-
gram with a science camp in the mornings and stay on campus (www.cvmbs.
colostate.edu/cvmbs/vetprep.htm).

College of Veterinary Medicine and Biosciences at Texas A&M 
University

The Partnership for Environmental Education and Rural Health (PEER) program 
provides a web-based curriculum for middle school and high school students, 
teacher training, and classroom visits to encourage interest and improve student 

Appendix A
Representative Summary of P-12 Programs at 
Schools and Colleges of Veterinary Medicine
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skills in science, technology, engineering, and mathematics. The program is fund-
ed with support from the National Institutes of Health and the National Science 
Foundation (peer.tamu.edu/).

Veterinary Enrichment Camp is a three-day camp for junior and senior high 
school students. The camp has a competitive admissions process. Eligible students 
must have at least a 3.0 GPA and twenty-four hours of animal experience under 
the supervision of a clinical or research veterinarian or forty-eight hours of formal 
animal experience (http://vetmed.tamu.edu/bims/future/veterinary-enrichment-
camp).

College of Veterinary Medicine at Michigan State University

The Vetward Bound Program has served for the last thirty-five years as an umbrella 
under which a series of educational programs for primary and secondary grades, 
undergraduates, and professional veterinary students have been implemented. The 
primary and secondary levels of programming are driven by objectives that are de-
signed, first, to stimulate and reinforce an interest in “doing” science, and second, 
to encourage an interest in the health professions as career options (cvm.msu.edu/
about-the-college/vetward-bound-program/).

Four elementary schools within the contiguous school district of Lansing are 
foci for “Discovering Science” activities and from which about 120 students par-
ticipate annually. Middle school involvement is aligned with existing partnerships 
with the campus Talent Search/Gear Up Leadership Program and two senior high 
schools that have long-standing collaborations with Michigan State University’s 
College of Veterinary Medicine. Schools are selected on the basis of their racially 
and ethnically diverse enrollments, performances on state-mandated standardized 
tests, and the high percentages of free or reduced lunch.

With cooperation from school administrators, teachers, and parents, the el-
ementary activities include: parent booster clubs and “Discovering Science” af-
ter-school curriculum; community field trips to the planetarium, the local zoo, 
the science museum, the College of Veterinary Medicine’s open house, and other 
similar activities; classroom projects; human and animal health resource presen-
tations; annual science fairs; and service learning outreach with Vetward Bound 
undergraduate students.

The Talent Search/Gear Up Leadership Program provides reinforcement for 
middle school students in math and science content, to stretch beyond required 
learning, and to apply that knowledge to practical or experimental investigative 
design. Program activities are divided into both academic year and summer com-

http://vetmed.tamu.edu/bims/future/veterinary-enrichment-camp
http://vetmed.tamu.edu/bims/future/veterinary-enrichment-camp
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ponents. During the academic year, several “college day” programs allow students 
to visit various learning sites and participate in panel discussions on college life.

On Saturdays, Talent Search students participate in workshops that involve 
whole families. These workshops assist families in understanding college prepara-
tory transitions. Topics of discussion include: high school and college course selec-
tion; stress and peer pressure management; leadership development; academic skill 
building; employability skills; career development; and financial aid assistance. 
Twelve Saturday sessions take place during the academic year. Annually, a weekend 
day and a half conference is conducted specifically for parents to focus on parent-
ing skills, mentoring, specialized child advocacy, accessing community resources, 
and a more in-depth understanding of the college-wide financial aid process.

The summer residency component is a five-day program experience in a resi-
dence hall that includes exposure to college-type classes, survival skills, and resi-
dential life. Students engage in hands-on learning, motivational activities, lead-
ership, and self-esteem and communication skill-building sessions. Specifically, 
content areas are science, social science, language arts, math and problem solving, 
and team building.

The high school Health/Science Career Fair model includes a keynote pre-
senter, panel discussions, and a “stationed” fair with interactive exhibits staffed by 
persons in the sciences and health professions. The “hands-on” station activity is 
indicative of the profession so that students, by demonstration, learn about and 
meet the professional. A Health/Science Career Club membership serves as the 
organizing group, with major leadership for planning and implementation.

The summer resident high school Multicultural Apprenticeship Program, a 
partnership of the College of Agriculture and Natural Resources, gives twenty-five 
high school students the opportunity to engage in health research training with 
faculty in the biosciences, agricultural, food sciences, natural resources, and related 
sciences. Students gain hands-on experience in laboratory research, field research, 
computer technology, and use “high-tech” equipment, while interacting with col-
lege students, faculty, and other professionals. Students also prepare for the ACT 
via software that monitors their progress. During a thirty-five to forty hour per 
work week, seven-week program, they experience college life while applying life 
skills (money, time management, and decision making).

Cornell University College of Veterinary Medicine

Cornell’s Summer College Program offers two, three-credit summer courses for ju-
niors and seniors in high school: Conservation Medicine and Small Animal Prac-
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tice. Faculty teach the courses with assistance from veterinary students (www.sce.
cornell.edu/sc/index.php).

Louisiana State University School of Veterinary Medicine

Pets & Vets is a free, educational summer program that meets for two hours twice 
a week each June. Kids age six to fourteen and their families are welcome to attend. 
Faculty, staff, and students provide twelve hours of presentations on veterinary 
medicine and animal care (www1.vetmed.lsu.edu/svm/).

North Carolina State University College of Veterinary Medicine

Gateway Inc., the Association of Minority Veterinarians, and local practitioners, 
supported a one-week day camp for thirty underrepresented minority middle school 
students to promote diversity in the veterinary profession. Veterinary students 
served as counselors. The camp is not currently offered. (www.cvm.ncsu.edu/).

Purdue University College of Veterinary Medicine

Boiler Vet Camps are week-long, residential camps for students entering grades 8 
through 12. Faculty and staff provide presentations and activities, and veterinary 
students are camp counselors. Assessment demonstrated that camps successfully 
increased knowledge of the veterinary profession among middle school campers 
(www.vet.purdue.edu/boilervetcamp/). Pfizer Animal Health is the lead sponsor.

Purdue Veterinary Medicine Bound is a baccalaureate-DVM program that is a 
partnership among Purdue’s Science Bound and Crispus Attucks Medical Magnet 
High School. Crispus Attucks students who complete the Science Bound program and 
are accepted to Purdue University receive a full-tuition scholarship to Purdue for eight 
semesters. PVM Bound students have the opportunity to compete for early admission 
to PVM, with extended full-tuition scholarships to complete the DVM program.

Fat Dogs and Coughing Horses: Animal Contributions towards a Healthi-
er Citizenry program is funded by a Science Education Partnership Award from 
the Office of Research Infrastructure, a component of the National Institutes of 
Health. This program is a cooperative effort among other areas at Purdue, public 
schools in Indiana, and the Children’s Museum of Indianapolis. It provides edu-
cational programs for P-12 students and the public about the science involved in 
keeping people healthy. Curricula and activity books for students in grades 3, 6, 
and 9 are available free online (www.vet.purdue.edu/engagement/sepa/index.php).

http://www.sce.cornell.edu/sc/index.php
http://www.sce.cornell.edu/sc/index.php
http://www.cvm.ncsu.edu
http://www.vet.purdue.edu/boilervetcamp
http://www.vet.purdue.edu/engagement/sepa/index.php
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Boiler Vet Clubs are designed to excite youth about careers in veterinary med-
icine. Membership benefits include an electronic newsletter, membership card, 
membership certificate, log to document veterinary-related experiences, and a 
Purdue Veterinary Medicine pen, pencil, and notepad. The objective of the clubs 
is to continue to engage students met at recruiting events, community events, and 
Boiler Vet Camps (www.vet.purdue.edu/engagement/p12/boiler-vet-club.php).

The 4-H Veterinary Science Program provides an opportunity for 9th through 
12th grade 4-Hers exhibiting at the Indiana State Fair in Veterinary Sciences to 
participate in PVM’s Open House by exhibiting and discussing their projects with 
Open House visitors, members of the PVM Admission’s Committee, faculty, staff, 
and students. The exhibition is followed by a student panel where 4-Hers have the 
opportunity to ask current veterinary medical and veterinary technology students 
about their experiences. Participants are given information on careers as veterinary 
technicians/technologists and doctors of veterinary medicine, and they are present-
ed a certificate of participation (www.vet.purdue.edu/engagement/p12/4h.php).

VM 10201 Careers in Veterinary Medicine is an online, one-credit course 
for high school students interested in careers in the veterinary profession. Stu-
dents can earn Purdue credit upon successful completion of the course. Students 
are expected to: demonstrate an understanding of the veterinary medicine admis-
sion requirements and processes (DVM and veterinary technology); demonstrate 
an understanding of the career opportunities in veterinary medicine; gain an ap-
preciation of the local-to-global perspective of veterinary medicine; and gain an 
awareness of issues of animal and human well-being addressed by the veterinary 
profession (www.vet.purdue.edu/engagement/p12/vm10201.php).

University of Georgia College of Veterinary Medicine

The weeklong Veterinary Career Aptitude and Mentoring Program (VetCAMP) 
brings students entering grades 11 and 12 to campus to learn about exciting ca-
reers in veterinary medicine. Students learn about the admissions process, the vet-
erinary curriculum, research programs, and study abroad opportunities. Students 
also experience the Veterinary Teaching Hospital, Diagnostic Laboratory, and visit 
the Georgia Aquarium (www.vet.uga.edu/academic/vetcamp).

The University of Georgia College of Veterinary Medicine, in cooperation with 
the David Forehand Foundation, holds an annual Vet School for a Day program 
for Georgia and South Carolina high school students. Students—accompanied by a 
parent, teacher, or counselor—tour the Veterinary Teaching Hospital and meet with 
faculty and veterinary students (www.vet.uga.edu/academic/vet_school_for_a_day).

http://www.vet.purdue.edu/engagement/p12/boiler-vet-club.php
http://www.vet.purdue.edu/engagement/p12/4h.php
http://www.vet.purdue.edu/engagement/p12/vm10201.php
http://www.vet.uga.edu/academic/vetcamp
http://www.vet.uga.edu/academic/vet_school_for_a_day
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University of Illinois College of Veterinary Medicine

The Veterinary Mentor Program is offered in partnership with the Anti-Cruelty 
Society to students in grades 10 through 12, who have at least a 3.0 GPA and an 
interest in veterinary medicine. Students attend a two-hour seminar one Saturday 
each month (engage.illinois.edu/entry/3597).

University of Minnesota College of Veterinary Medicine

VetCamp, created and delivered by students, is a one- to three-hour program for 
twelve- to eighteen-year-old students interested in veterinary medicine. The pro-
gram is funded by the Minnesota Veterinary Medical Foundation. Presentations 
and hands-on activities foster interest in the veterinary profession (www.cvm.
umn.edu/education/prospective/vetlead/home.html).

University of Tennessee College of Veterinary Medicine

The Veterinary Summer Experience Program is offered for students in grades 11 
and 12, who are Tennessee residents with a 3.0 GPA. The program combines seven 
weeks of working in a veterinary practice near the student’s home with one week 
of educational programming. The opportunity is funded by the Tennessee Higher 
Education Commission (www.vet.utk.edu/summerexperience/index.php).

http://www.cvm.umn.edu/education/prospective/vetlead/home.html
http://www.cvm.umn.edu/education/prospective/vetlead/home.html
http://www.vet.utk.edu/summerexperience/index.php
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College of Veterinary Medicine at Michigan State University

The Vetward Bound Program engages eligible students in both academic year ac-
tivities and a three-tiered summer component, the Enrichment Summer Program 
(ESP). The academic year activity is centered around activities such as peer advising, 
leadership development, supplemental instruction, and mentoring. The first and 
second level summer programs include: basic science reviews, animal science lec-
tures and laboratories, study strategy development, admissions counseling, clinical 
experiences, and cultural competency awareness. The third level, ESP III, is a pre-
matriculation component for students accepted into a veterinary program or who 
have been wait-listed. This level includes: preparation for the professional program 
rigor that includes a simulated curriculum to acquaint trainees with faculty and 
courses; mentorship; and, once trainees actually matriculate, group and individual 
tutorial assistance, cultural competence development, and social support (http://
cvm.msu.edu/student-information/cvm-undergraduate-programs/enrichment- 
summer-program).

Appendix B
Representative Summary of Undergraduate 
Programs at Schools and Colleges of Veterinary 
Medicine

http://cvm.msu.edu/student-information/cvm-undergraduate-programs/enrichment-summer-143program
http://cvm.msu.edu/student-information/cvm-undergraduate-programs/enrichment-summer-143program
http://cvm.msu.edu/student-information/cvm-undergraduate-programs/enrichment-summer-143program
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Colorado State University College of Veterinary Medicine and 
Biomedical Sciences

The Vet Prep Program is a one-year program that serves as an academic bridge for 
no more than seven disadvantaged students from their undergraduate program 
to the DVM program at Colorado State. Students complete certain coursework 
while participating in weekly group mentoring sessions with the program director. 
If certain academic and resident requirements are met, the students are automati-
cally admitted into the professional veterinary medical program at Colorado State 
University (http://www.cvmbs.colostate.edu/cvmbs/vetprep.htm).

Purdue University College of Veterinary Medicine

Access to Animal-Related Careers (A2RC) is a residential summer program targeted 
for second- and third-year undergraduates in pre-veterinary programs. Veterinary 
faculty members provide hands-on academic sessions, which include multiple 
clinical experiences in the teaching hospital, as well as off-campus trips designed 
to showcase food-animal production in Indiana. In addition, students participate 
in mock interviews and get an overview of the admissions process, which includes 
a personalized transcript review. The program is designed to nurture and enhance 
the students’ interest in the profession as well as introduce them to the Purdue 
DVM experience. Students who meet certain criteria are invited to apply for early 
conditional admissions through the Purdue A2RC Scholars Program (www.vet.
purdue.edu/diversity/initiatives.php).

Tuskegee University College of Veterinary Medicine, Nursing 
and Allied Health

The Summer Enrichment and Reinforcement Program (SERP) is an eight-week 
program to empower undergraduate and post-baccalaureate students working to-
ward careers in veterinary medicine. The program builds communication, critical 
thinking, and learning strategy skills. Students are exposed to medical terminology, 
scientific methodology, a science lecture series, and clinical practicums. Students 
are assessed and receive feedback on skills essential for success in the veterinary 
curriculum (www.tuskegee.edu/academics/colleges/cvmnah/school_of_veterinary_
medicine/health_careers_opportunity_program_hcop/summer_enrichment_and_
reinforcement_program_serp.aspx).

http://www.cvmbs.colostate.edu/cvmbs/vetprep.htm
http://www.vet.purdue.edu/diversity/initiatives.php
http://www.vet.purdue.edu/diversity/initiatives.php
http://www.tuskegee.edu/academics/colleges/cvmnah/school_of_veterinary_medicine/health_careers_opportunity_program_hcop/summer_enrichment_and_r
http://www.tuskegee.edu/academics/colleges/cvmnah/school_of_veterinary_medicine/health_careers_opportunity_program_hcop/summer_enrichment_and_r
http://www.tuskegee.edu/academics/colleges/cvmnah/school_of_veterinary_medicine/health_careers_opportunity_program_hcop/summer_enrichment_and_r
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University of California-Davis School of Veterinary Medicine

The Summer Enrichment Program is a five-week program for up to ten disadvan-
taged students, which provides a host of activities to bolster preparation for entry 
into a DVM program. These activities include rotations in the Teaching Hospital, 
with exposure to small and large animals, GRE practice tests, writing skills work-
shops, mock interviews, and weekly case presentations (www.vetmed.ucdavis.edu/
students/dvm_program/admissions/pre_program_opportunities.cfm).

University of Minnesota College of Veterinary Medicine

The VetLEAD Program creates a pathway into veterinary school for high-ability 
students at Florida A&M University. VetLEAD applicants may receive an admis-
sions decision at the end of the second year of undergraduate study, and the GRE 
requirement is waived. Successful applicants are also able to participate in summer 
independent study, research, and internship opportunities and receive scholarship 
money. VetLEAD students also benefit from having access to veterinary faculty 
members who serve as mentors throughout their undergraduate careers (www.
cvm.umn.edu/education/prospective/vetlead/home.html).

Virginia-Maryland Regional College of Veterinary Medicine

The Multicultural Academic Opportunities Program (MAOP) is open to all Vir-
ginia Tech students who value academic success and the promotion of diversity. 
The program is centered on the principles of self-help, peer support, and mentor-
ing. Participants have opportunities for summer research internships, academic 
guidance, and access to financial support. The Virginia-Maryland College of Vet-
erinary Medicine provides financial support to fund research opportunities for 
four to six MAOP students (www.maop.vt.edu/).

http://www.vetmed.ucdavis.edu/students/dvm_program/admissions/pre_program_opportunities.cfm
http://www.vetmed.ucdavis.edu/students/dvm_program/admissions/pre_program_opportunities.cfm
http://www.cvm.umn.edu/education/prospective/vetlead/home.html
http://www.cvm.umn.edu/education/prospective/vetlead/home.html
http://www.maop.vt.edu




147

Editors

Lisa M. Greenhill, MPA, is the associate executive director for Institutional Re-
search and Diversity for the Association of American Veterinary Medical Colleges. 
Her work primarily focuses on the ongoing development and implementation of 
the DVM: DiVersity Matters initiative at the national and local levels as well as 
promoting the veterinary medical profession within communities of color. Her 
work includes: developing population-specific outreach, recruiting, and retention 
activities for K-16 students; developing retention and other programs for URMs 
enrolled in veterinary medical colleges; developing programs and services for fac-
ulty, staff, and administrators of veterinary medical schools and medical school 
graduates; developing and maintaining collaborative relationships and knowledge 
of diversity initiatives of other health professions; monitoring legislation that af-
fects admissions efforts that promote diversity; and directing the Association’s na-
tional research agenda. Greenhill is the recipient of the Emerging Leader Award 
from the National Association of Minority Medical Educators, Inc.

Editor and Author Bios



Navigating Diversity and Inclusion in Veterinary Medicine148

Kauline Cipriani Davis, PhD, is the director of Diversity Initiatives at the Pur-
due University College of Veterinary Medicine. She is responsible for developing, 
implementing, and coordinating initiatives to enhance diversity and inclusive-
ness. Cipriani Davis has served as assistant to the Provost, with responsibilities in 
academic affairs and diversity, and as assistant director of the Women in Science 
Programs. She has been a co-mentor for the Summer Research Opportunities Pro-
gram, an advisor for the Black Graduate Association, and has worked closely with 
the NIH Summer Research Institute for Diversity in Biomedical Sciences, the 
LSAMP/AGEP Program Offices and the Purdue Chapter of Minorities in Agricul-
ture, Natural Resources and Related Sciences. Cipriani Davis currently advises the 
PVM chapter of Veterinary Students as One in Culture and Ethnicity, a national 
student organization that provides leadership in the exploration of issues of di-
versity and inclusion. She is the recipient of the Engagement Award from Purdue 
University’s Black Graduate Association.

Patricia M. Lowrie, MS, is the assistant to the dean in the College of Veterinary 
Medicine and also is the director of the Women’s Resource Center at Michigan 
State University. In veterinary medicine, she has been successful in enhancing edu-
cational opportunities for underrepresented populations who are seeking careers 
in the health professions. In both roles, she develops synergistic strategies that 
facilitate organizational inclusiveness, particularly ones that engage women and 
other marginalized groups in initiatives that infuse social justice ideals more com-
prehensively into the institution. Nationally, she consults with various educational 
entities on approaches to promote inclusive leadership as a core value. She is the 
recipient of the MSU Diversity Award, the inaugural MSU Robert F. Banks Award 
for Institutional Leadership and was recognized by the Association of American 
Veterinary Colleges for her contributions to veterinary medical education. Re-
cently, Lowrie completed an appointment as a senior fellow at the Association of 
American Colleges and Universities, which included the role of chairperson of the 
advisory board for Campus Women Lead.

Sandra F. Amass, DVM, PhD, DABVP, is the associate dean for Engagement 
and a professor of veterinary clinical sciences at Purdue University College of Vet-
erinary Medicine. Her responsibilities include the coordination of P-12 outreach 
programs for the veterinary college. Amass is researching methods to diversify the 
veterinary profession by exciting students who are underrepresented in veterinary 
medicine about careers in veterinary medicine. She has formed research teams to 
study the perceptions that children and the public have about the profession and 



Editor Bios 149

the impact of P-12 publications, role models, and educational programs on these 
perceptions.

Author bios

Omolola Adedokun, PhD, is an assessment specialist for Purdue University’s Dis-
covery Learning Research Center (DLRC), where she coordinates and conducts 
research and evaluation studies to examine the impacts and effectiveness of several 
formal and informal education programs, including programs designed to expand 
the science, technology, engineering, and mathematics (STEM) pipeline. Adedo-
kun’s expertise is in quantitative and qualitative methods of educational research, 
program evaluation, and student assessment. Prior to joining the DLRC in 2009, 
Adedokun completed her postdoctoral training in life science education in the 
Department of Youth Development and Agricultural Education at Purdue Uni-
versity, where she conducted the evaluation of a youth-focused science education 
program. Adedokun received her doctorate in education from Purdue University. 
She also holds MS degrees in sociology and agricultural economics, a graduate 
diploma in survey research, and a BS degree in agricultural economics.

Mary E. Allen, MS, PhD, is the team leader for the Quality Assurance Group in 
the Office of New Animal Drug Evaluation, CVM, FDA. From 1986 to 1991, she 
taught nutrition at Tufts University School of Veterinary Medicine, and she was a 
consulting animal nutritionist to over twenty US zoos. Before coming to CVM, 
she was previously at the National Zoological Park, Smithsonian Institution, from 
1991 to 2002, where she was responsible for the nutritional management of the 
animal collection. She also traveled extensively to conduct workshops in foreign 
zoos on the importance of nutritional management and reproductive health. Her 
research focused on mineral nutrition and vitamin D requirements of reptiles. Al-
len was the chair of the FDA’s Diversity Council from January 2008 to December 
2011. She is currently becoming certified in organizational change management. 
Allen received her MS degree in animal and veterinary sciences from the Uni-
versity of Maine, Orono, and her PhD in animal nutrition from Michigan State 
University, East Lansing.

James R. Coffman, DVM, MS, DACVIM, received his doctor of veterinary medi-
cine degree from Kansas State University in 1962. He served in private practice, 
specializing in equine medicine and as a veterinary medical faculty member at Kan-
sas State University (KSU) and the University of Missouri. He received a master’s 



Navigating Diversity and Inclusion in Veterinary Medicine150

degree in clinical pathology from KSU in 1969 and was a charter diplomate in the 
American College of Veterinary Internal Medicine. Coffman served as the head of 
the Department of Surgery and Medicine (now Clinical Sciences) at KSU from 
1981–84 and as dean of the College of Veterinary Medicine from 1984–87. He was 
the provost of KSU from 1987–2004. As provost, multicultural affairs was among 
his highest priorities, with emphasis on student success, faculty and staff diversity, 
and creation of a critical mass of multicultural atmosphere and effectiveness. Strat-
egies included assuring consistency between faculty and staff performance goals 
and expectations, career development, and institutional diversity goals.

W. Ron DeHaven, DVM, MBA, works as chief executive officer of the American 
Veterinary Medical Association (AVMA), serving more than 82,500 members as 
they work to meet the challenges of improving both human and animal health. 
The AVMA, founded in 1863, is one of the oldest and largest veterinary medical 
organizations in the world, whose members are dedicated to advancing the sci-
ence and art of veterinary medicine. Prior to joining the AVMA, DeHaven served 
more than two decades with the US Department of Agriculture’s Animal and 
Plant Health Inspection Service (APHIS). As APHIS administrator, DeHaven was 
responsible for the protection of US agriculture and natural resources from exotic 
pests and diseases, administering the Animal Welfare Act, and carrying out wild-
life damage management activities. DeHaven obtained his doctor of veterinary 
medicine degree from Purdue University in 1975 and a master’s degree in business 
administration from Millsaps College in 1989.

Bernadette M. Dunham, DVM, PhD, was appointed director of the Food and 
Drug Administration’s Center for Veterinary Medicine (CVM) in January 2008. 
In this role, she strives to foster public and animal health by regulating drugs and 
food additives for animals and approving safe and effective products for animals. 
Prior to becoming director, she was deputy director of the CVM. Dunham also 
served as the director of the CVM’s Office of Minor Use and Minor Species. 
She came to the CVM as deputy director of the CVM’s Office of New Animal 
Drug Evaluation. Prior to joining the FDA, Dunham was acting director for the 
American Veterinary Medical Association’s Governmental Relations Division from 
1995–2002 in Washington, DC. From 1989 to 1995, Dunham was the director 
of laboratory animal medicine and adjunct professor of pharmacology at the State 
University of New York Health Science Center in Syracuse, NY. She is currently 
an adjunct professor in the Department of Biomedical Sciences and Pathobiology 
at the Virginia-Maryland Regional College of Veterinary Medicine. Dunham re-
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ceived her DVM from the Ontario Veterinary College at the University of Guelph 
located in Ontario, Canada, and her PhD in cardiovascular physiology from Bos-
ton University, in Massachusetts.

Ronnie G. Elmore, DVM, MS, DACT, earned his veterinary degree at the Uni-
versity of Illinois. He was in private practice in Ohio, on the faculty of the Uni-
versity of Missouri - Columbia, on the faculty of Texas A&M University, and is 
currently on the faculty of Kansas State University. Elmore is a board-certified the-
riogenologist. He is active in local and national veterinary organizations and Ro-
tary International. Elmore has always been interested in the relationship between 
animals and humans, and he has lectured widely on the subject of US presidents 
and their pets. Elmore is a prolific writer, having published more than 250 journal 
articles, magazine articles, abstracts, and book chapters. He wrote a weekly col-
umn for Copley News Service for more than thirty years and is a popular speaker 
for both veterinary and nonveterinary groups. Elmore has served as the associate 
dean for Academic Programs, Admissions, and Diversity at the College of Vet-
erinary Medicine at Kansas State University for more than twenty years. He is a 
member of the Kansas State University Tilford Group and is a KSU Safe Zone ally.

Lorelle L. Espinosa, PhD, is a senior analyst with the Social and Economic Policy 
Division of Abt Associates in Bethesda, Maryland, where she examines the ef-
fectiveness of STEM higher education and training programs. She is a leading 
voice on the transition and advancement of underrepresented minority students 
in STEM education and has written widely on the national imperative of build-
ing and sustaining a diverse STEM workforce—an interest that began during her 
tenure in student affairs and undergraduate education at the University of Cali-
fornia, Davis, Stanford University, and the Massachusetts Institute of Technology. 
Prior to Abt, Espinosa served as the director of policy and strategic initiatives for 
the Institute for Higher Education Policy in Washington, DC. She holds an MA 
and PhD in education from the University of California, Los Angeles; a BA from 
the University of California, Davis; and an AA from Santa Barbara City College.

Ken Gorczyca, DVM, graduated from the School of Veterinary Medicine at the 
University of California, Davis, in 1983. He completed an internship in small ani-
mal medicine and surgery at the University of Pennsylvania in 1984, and he then 
started practicing in San Francisco, CA. He is the founding veterinarian of Pets Are 
Wonderful Support (PAWS), a support and advocacy program to assist pet owners 
that have AIDS and other disabilities. Gorczyca is a founding member of the Les-
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bian and Gay Veterinary Medical Association (LGVMA), and he is the recipient of 
the 2010 Leo Bustad Companion Animal Veterinarian of the Year Award.

Billy E. Hooper, DVM, MS, PhD, DACVP, is a retired veterinary educator who 
served in the US Marine Corps before attending Veterinary College at the Univer-
sity of Missouri to receive a DVM in 1961, a PhD in veterinary pathology in 1965 
from Purdue University, and board certification in veterinary pathology in 1965. 
He served as a faculty member and administrator at five US colleges of veterinary 
medicine and established the Washington, DC office of the Association of Ameri-
can Veterinary Medical Colleges, where he served as the first executive director of 
the AAVMC. He served as a member of the National Board of Veterinary Medical 
Examiners, chaired the Steering Committee, and was a member of the Examina-
tion Procedures Committee. He also served on the AVMA Council on Education 
and the AVMA Committee on Veterinary Technician Education and Activities. 
He was a leader and contributor to significant innovations in veterinary medical 
education, including the development of flexible curriculums, the development of 
the “block system” for clinical instruction, the “problem-based” system of instruc-
tion, and the “off-campus-based” system for clinical instruction.

Clinton A. Lewis, Jr., MBA, has worked in the pharmaceutical industry and at 
Pfizer for over twenty years, and has held key positions of increasing responsibility 
in sales, training, sales management, marketing, and general management. Lewis 
is the president of US operations for Pfizer Animal Health. He oversees the man-
agement of the livestock and companion animal businesses in the United States 
and is based at Pfizer’s offices in Madison, New Jersey. As a member of the global 
Animal Health Leadership Team, Lewis plays a critical role in worldwide strategy, 
planning, and development. Additionally, Lewis serves as chairman of the board 
for the Animal Health Institute. He is a member of the Cornell Veterinary College 
Advisory Council. Lewis is a member of the Fairfield University Board of Trustees. 
He is a national board member and ardent supporter of INROADS, Inc., and he 
serves as a member of the Advisory Council for the School of Business and the 
MBA Program for the University of the Sciences in Philadelphia. Lewis holds a BS 
degree in biology from Fairfield University in Fairfield, Connecticut, and an MBA 
in marketing from Fairleigh Dickinson University in Hackensack, New Jersey.

James W. Lloyd, DVM, PhD, is the associate dean for Budget, Planning, and In-
stitutional Research in the College of Veterinary Medicine as well as a full profes-
sor in the Departments of Large Animal Clinical Sciences and Agricultural, Food, 
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and Resource Economics at Michigan State University. As a veterinarian and an 
economist, he has published more than 160 journal articles, technical reports, 
proceedings, and book chapters, and he has delivered over 320 presentations and 
workshops on scientific and management topics both nationally and internation-
ally. Lloyd served on the executive committee of the Michigan Veterinary Medical 
Association from 2007–11 (president during 2010) and was leader of the Na-
tional Commission on Veterinary Economic Issues working group on enhancing 
the skills, knowledge, aptitude, and attitude of veterinarians from 2000–09. Lloyd 
also works as an organization development consultant, emphasizing strategic plan-
ning and leadership development with inclusion as a core element.

Ralph C. Richardson, DVM, DACVIM, has been dean of the College of Vet-
erinary Medicine at Kansas State University since August 1998. Prior to that, he 
served as a faculty member and head of the Department of Veterinary Clinical Sci-
ences at Purdue University. Richardson received his DVM from Kansas State Uni-
versity in 1970, served as a captain in the US Army Veterinary Corps, completed 
clinical training programs at Purdue University and the University of Missouri, 
and was in private practice in Miami, Florida. He is a diplomate of the American 
College of Veterinary Internal Medicine (Internal Medicine, Oncology). He is 
a member of the American Veterinary Medical Association, the Association of 
American Veterinary Medical Colleges, and the Veterinary Cancer Society, among 
others. He has been involved in activities related to veterinary student education, 
workforce development for veterinary medicine and related industries, and food 
safety and security, public health, and comparative medicine programs.

Dorothy A. Reed, PhD, assistant dean for engagement in the Purdue University 
College of Education, provides leadership for the Office of Engagement and the 
Office of Field Experiences. She works with the associate dean for learning and en-
gagement, the Office of Professional Preparation and Licensure, academic services, 
and the initiatives to enhance related engagement and diversity efforts. Reed has a 
courtesy faculty appointment in the College of Education. Reed received her BS 
degree from Tuskegee University, her MS degree from Purdue University, and her 
PhD in higher education administration from Michigan State University.

Willie M. Reed, DVM, PhD, DACVP, DACPV, is dean of the Purdue University 
College of Veterinary Medicine and a professor of veterinary anatomic pathology. 
He received his DVM degree from Tuskegee University, and PhD in veterinary 
pathology from Purdue University. He is a diplomate of the American College of 
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Veterinary Pathologists, and charter diplomate of the American College of Poultry 
Veterinarians, past president of the American Association of Avian Pathologists, 
past president of the American Association of Veterinary Laboratory Diagnosti-
cians, and past chair of the American Veterinary Medical Association Council on 
Research. He served on the US Secretary of Agriculture’s Advisory Committee 
on Foreign Animal and Poultry Diseases, and on the US Secretary of the Inte-
rior’s Advisory Committee on Invasive Species. He was awarded the prestigious 
USDA-APHIS Administrator’s Award and was recently appointed to the Secretary 
of Agriculture Advisory Committee on Animal Health. Reed is a past president of 
the Association of American Veterinary Medical Colleges and currently serves on 
the AVMA Member Services Committee. In 2011, Reed received the Iverson Bell 
Diversity and Inclusion Award.

Mangala Subramaniam, PhD, is an associate professor in the department of soci-
ology at Purdue University. Her primary areas of interest are gender, social move-
ments, and research methods. She has authored/coauthored articles in journals 
such as International Sociology, Feminist Criminology, Critical Sociology, Mobiliza-
tion, and Gender & Society. Her most recent article in International Sociology is 
based in the gender and social movement scholarship to examine the effects of 
grassroots group characteristics and individual participation on the political/cul-
tural empowerment of female members using hierarchical linear modeling. Her 
current research project focuses on the politics of dissemination of information 
about HIV/AIDS in India. The research examines issues of gender and sexuality 
as power and control, which are central to the multi-institutional contestation of 
discourses about disseminating information related to HIV/AIDS.

Cara E. Williams received her BS in animal sciences from the University of Illi-
nois-Urbana/Champaign in 2007 and is on track to receive her DVM and MPH 
degrees from the University of Wisconsin-Madison in 2013. She conducted bio-
medical and nutritional research on cats while in undergraduate school. She also 
became interested in zoonotic disease research and international health during this 
time while studying abroad in Australia and Mexico. From 2007–08, she worked 
as a research technician at Children’s Memorial Hospital in Chicago, studying 
human diseases in rodent models. During that time, she also worked at a small 
animal hospital and at the Lincoln Park Zoo. Williams entered veterinary medical 
school in 2008, and she studied in Ecuador during the summer of 2009 to com-
plete a certificate in global health. In 2010, she entered the master in public health 
program and completed a field project outreach campaign for the use of green-
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house gas digesters on dairy farms. Her career goals are to work with underserved 
communities to better care for their animals, to reduce zoonotic disease transmis-
sion, and to alleviate the devastating effects of human-induced climate change on 
animal and human health.
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