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- Distinguish between Diversity, Equity, and Inclusion (DEI)
- Review evidence-based DEI methods for all aspects of the study lifecycle
- Discuss the barriers/challenges to inclusion of underrepresented communities in health research

and considerations to mitigate those factors
- Identify opportunities to meaningfully integrate inclusivity into your own research practice

Today’s Objectives

About Us
- Laura Villa-Torres (she, her, hers) – Manager, Inclusive Science Program
- Summer Choudhury (she/her/hers) – Project Manager, Participant Engagement and Accrual
- Emily Olsson (she/her/hers) – Manager, Research Recruitment and Retention Program

Presenter
Presentation Notes
EmilyEach of us give a quick introduction - Today is a discussion of participant recruitment framed with a DEI lens. Deep understanding and practice of DEI principles are a topic much broader than diverse samples for a trial and there are others much more qualified to discuss the principles in depth. – today, we’re going to take a deeper dive on how to incorporate DEI into your study planning and recruitment approaches; however, we’re also including some resources at the end and encourage you each to pursue at least one of the opportunities for ongoing development in this realm.



“We are going to talk to more than one but less than 5 people of 
color about this conversation, we are going to bring some food we 

think they’ll like because of some messed up stereotype, and we are going 
to ask them what they *really* need to thrive … BUT we are not going to 

listen to them, we are going to do what makes us comfortable, and then we 
will cry that we are not racist when called out.”

Adapted from “DEI is the New Checklist” by the Equity in Education Coalition

Presenter
Presentation Notes
EmilyWhere have we most commonly seen this in research so far and how does it usually work? It's common in research.Do you know someone like this?Is this you? We're hoping this reflection will show you practical tools of achieving diversityin your clinical trials. 

https://medium.com/@eec/dei-is-the-new-checklist-662e06734e4b


• Take a moment to think about the terms Diversity, Equity, and 
Inclusion.

• How would you define each term in the context of research?
• How do these principles impact trial success and data quality?
• What are the ethical and regulatory implications of failing to design 

research with a DEI lens?

Reflection

Presenter
Presentation Notes
Laura



Principle Definition Application

Diversity Variety. the practice or quality of including or 
involving people from a range of different 
social and ethnic backgrounds and of different 
genders, sexual orientations, ages, geographical 
location (rural versus urban), etc.

Striving to recruit a representative and well-
rounded group of participants who are diverse 
in their Demographic, Experiential, and 
Cognitive characteristics

Equity The quality of being fair and impartial and 
provide equal opportunities for all, regardless 
of their multiple identities.

Understanding and acknowledging your own 
biases as well as those that can emerge in the 
study design and recruitment processes, to 
ensure equal opportunity for participation in 
research for all.

Inclusion The practice or policy of providing equal access 
to opportunities and resources for people who 
might otherwise be excluded or marginalized

Considering the context of all potential 
participants and creating an inclusive research 
environment. Designing a protocol and 
recruitment plan that removes barriers, reaches 
diverse audiences, and meets them where they 
are.

Presenter
Presentation Notes
LauraThis is a broad definition, a good starting point for our discussion. Other definitions: https://diversity.umich.edu/about/defining-dei/ Types of diversity vs. historically underrepresented communitiesBoth are important to have – the implications are distinctDiversity Types:Internal or Demographic: Characteristics related to situations or circumstances that a person is born into. The person didn’t choose it for themselves and it is impossible to change. Identities of Origin – characteristics that classify us at birth and that we carry or the rest of our lives.Race, Ethnicity, Age, National origin, Sexual orientation, cultural identity, assigned sex, gender identity, physical ability, mental abilityExternal or Experiential: Characteristics related to a person which can be changed by the individual or be heavily influenced by other people and surroundings. Identities of Growth - Experiential diversity is based on life experiences that shape our emotional universe. Affinity bonds us to people with whom we share some of our likes and dislikes, building emotional communities.Personal interests, Education, Appearance, Citizenship, Religious beliefs, Location, Familial status, Relationship status, Socioeconomic status, Life experiences, Functional assignment/job Worldview or Cognitive: informed partly by elements above, but more nuanced and subjective. The elements impacting how an individual conceptualizes and interacts with the world. This changes with new experiences and self-/social- insights. Identities of Aspiration – cognitive diversity makes us look for other minds to complement our thinking.Political beliefs, Moral compass, Outlook on life



Are you closing the gap of under-representation in research by 
using more boxes, or better still, removing the fence?

Adapted from Jon Tait (@TeamTait) and The Interaction Institute for Social Change

Presenter
Presentation Notes
LauraSources:Equality vs. Equity Only- Source Citation Guide: https://interactioninstitute.org/illustrating-equality-vs-equity/Includes Liberation: https://www.storybasedstrategy.org/tools-and-resourcesIncludes Reality: Artist unknown. Concept: Craig Froehle, PhD (https://medium.com/@CRA1G/the-evolution-of-an-accidental-meme-ddc4e139e0e4) 

https://interactioninstitute.org/equality-equality-cartoon-gallery/


Additional visual 
metaphors for diversity, 
equity and inclusion

Presenter
Presentation Notes
LauraThis is a broad definition, a good starting point for our discussion. Source: https://ideal.com/diversity-equity-inclusion/ 



Presenter
Presentation Notes
LauraThis is a broad definition, a good starting point for our discussion. Source: https://ideal.com/diversity-equity-inclusion/ 



At worst, people resist...
Why do people resist diversity?

• Colorblindness. Some people believe that differences are not 
important. Seeing differences could be construed as bad or even 
racist. But colorblindness is associated with increased 
racial prejudice, racial anger, and racial fear.

• Cultural inertia. Some people don’t want their culture to change. 
When majority groups don’t want to change, they expect minority 
groups to adapt to their culture. This way, the majority group 
doesn’t have to change.

• Zero sum gain. Some people believe that they will lose something 
if they include others who are different from themselves. Making a 
place for someone else is seen as taking a place from another 
person. Diversity is seen as harming those in power

Presenter
Presentation Notes
SummerThe depths of the problem:  "At worst, people are resistant. Somewhere in the middle is the fact that our own institution doesn't represent our STate's population so diversity is hard achieve wihtout active work and getting out of the bubble. At best, those who are doing the world are the ones in those marginalized groups.  Source for Left:: https://www.psychologytoday.com/us/blog/life-in-the-intersection/201712/why-did-diversity-become-bad-word, original publications linked to the words. Source for Right: Niranjan et al Cancer 2020;126:1958-1968. ©

http://psycnet.apa.org/doiLanding?doi=10.1037%2Fa0033282
https://www.psychologytoday.com/us/basics/bias
https://www.psychologytoday.com/us/basics/anger
https://www.psychologytoday.com/us/basics/fear
http://www.sciencedirect.com/science/article/pii/S0022103111003040?via%3Dihub
http://journals.sagepub.com/doi/abs/10.1177/0022022115572226


Our own community

Presenter
Presentation Notes
SummerFrom UNC's Inclusive Excellance 2020 Report: https://issuu.com/rickyphillips2348/docs/odei-annual-report_final 



At best,
people who do DEI 

work are those in 
those marginalized 

groups.

"Our survey findings indicate that 
traditionally marginalized groups are bearing 
the primary responsibility for creating a 
more diverse and inclusive culture within 
ecology and evolutionary biology programs 
in the U.S.,” the study says. “Non-white, non-
male and first-generation faculty 
disproportionally reported engaging in and 
contributing to diversity and inclusion. Our 
results complement other studies that find 
underrepresented faculty are more likely to 
incorporate diversity-related content into 
course materials and contribute more to 
service than their peers....About half of 
respondents felt they valued diversity work 
more than their peers did."

Jimenez, M.F., Laverty, T.M. et al. Nature Ecol Evol (2019).

Presenter
Presentation Notes
Summerhttps://www.insidehighered.com/news/2019/06/04/whos-doing-heavy-lifting-terms-diversity-and-inclusion-workOriginal Paper: https://www.nature.com/articles/s41559-019-0911-5 



You should want diversity because people of color have been left out of 
decision-making, are owed power, and have exclusive knowledge on 
how to best serve people who have been historically underserved.

Adapted from “DEI is the New Checklist” by the Equity in Education Coalition

Presenter
Presentation Notes
Summer

https://medium.com/@eec/dei-is-the-new-checklist-662e06734e4b


Who are underrepresented communities 
in health research?

Reflection

Presenter
Presentation Notes
This paper has great analysis on how to define underrepresented communities: https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0234962#sec001 LauraTypes of diversity vs. historically underrepresented communitiesBoth are important to have – the implications are distinctDiversity Types:Internal or Demographic: Characteristics related to situations or circumstances that a person is born into. The person didn’t choose it for themselves and it is impossible to change. 	Identities of Origin – characteristics that classify us at birth and that we carry or the rest of our lives.		Race, Ethnicity, Age, National origin, Sexual orientation, cultural identity, assigned sex, gender identity, physical ability, mental abilityExternal or Experiential: Characteristics related to a person which can be changed by the individual or be heavily influenced by other people and surroundings. 	Identities of Growth - Experiential diversity is based on life experiences that shape our emotional universe. Affinity bonds us to people with whom we share some of our likes and dislikes, building 	emotional communities.		Personal interests, Education, Appearance, Citizenship, Religious beliefs, Location, Familial status, Relationship status, Socioeconomic status, Life experiences, Functional assignment/job Worldview or Cognitive: informed partly by elements above, but more nuanced and subjective. The elements impacting how an individual conceptualizes and interacts with the world. This changes with new experiences and self-/social- insights. Identities of Aspiration – cognitive diversity makes us look for other minds to complement our thinking.	Political beliefs, Moral compass, Outlook on life



Who are 
underrepresented 
communities in 
health research?

Presenter
Presentation Notes
This paper has great analysis on how to define underrepresented communities: https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0234962#sec001 LauraTypes of diversity vs. historically underrepresented communitiesBoth are important to have – the implications are distinctDiversity Types:Internal or Demographic: Characteristics related to situations or circumstances that a person is born into. The person didn’t choose it for themselves and it is impossible to change. 	Identities of Origin – characteristics that classify us at birth and that we carry or the rest of our lives.		Race, Ethnicity, Age, National origin, Sexual orientation, cultural identity, assigned sex, gender identity, physical ability, mental abilityExternal or Experiential: Characteristics related to a person which can be changed by the individual or be heavily influenced by other people and surroundings. 	Identities of Growth - Experiential diversity is based on life experiences that shape our emotional universe. Affinity bonds us to people with whom we share some of our likes and dislikes, building 	emotional communities.		Personal interests, Education, Appearance, Citizenship, Religious beliefs, Location, Familial status, Relationship status, Socioeconomic status, Life experiences, Functional assignment/job Worldview or Cognitive: informed partly by elements above, but more nuanced and subjective. The elements impacting how an individual conceptualizes and interacts with the world. This changes with new experiences and self-/social- insights. Identities of Aspiration – cognitive diversity makes us look for other minds to complement our thinking.	Political beliefs, Moral compass, Outlook on life



What barriers and challenges have you encountered 
when trying to prioritize inclusion and diversity?

Reflection

Presenter
Presentation Notes
Lauranobody should be excluded from participation in research but then practical and subjective barriers prevent the actual inclusion, even when researchers have "target" recruitment numbers. So my point here is that there is not only ethical implications but regulatory implications. Now, based on the literature, when given the opportunity, underrepresented communities do participate, so what are the perceived challenges and barriers that prevent this from the researchers team perspective? Bias? racism? laziness and convenience? lack of resources to recruit harder to reach communities (i. e. other languages)?https://acrpnet.org/2020/08/10/representation-in-clinical-trials-a-review-on-reaching-underrepresented-populations-in-research/



What barriers and 
challenges have 
you encountered 
when trying to 
prioritize inclusion 
and diversity?

Reflection

Presenter
Presentation Notes
Lauranobody should be excluded from participation in research but then practical and subjective barriers prevent the actual inclusion, even when researchers have "target" recruitment numbers. So my point here is that there is not only ethical implications but regulatory implications. Now, based on the literature, when given the opportunity, underrepresented communities do participate, so what are the perceived challenges and barriers that prevent this from the researchers team perspective? Bias? racism? laziness and convenience? lack of resources to recruit harder to reach communities (i. e. other languages)?https://acrpnet.org/2020/08/10/representation-in-clinical-trials-a-review-on-reaching-underrepresented-populations-in-research/https://www.insidehighered.com/news/2019/06/04/whos-doing-heavy-lifting-terms-diversity-and-inclusion-work 



• “Easy” choices vs appropriate choices 
• Planning for proper infrastructure
• Hard to reach vs. Hardly reached
• Use comprehensive efforts to reach and offer 

to everyone. You should examine and adjust 
efforts if certain segments are being under 
included, but not to the exclusion of others

Avoid:
• Tokenism
• One size fits all approaches
• Checking off the box of DEI or stakeholder 

engagement without incorporating what you 
learn

Ethical Considerations and Regulatory Implications

Photo Source: CommunicateHealth

Presenter
Presentation Notes
EmilyEO notes: it’s not ethical to just stop enrolling caucasians because you need to meet other numbers. You should strive to reach and offer to everyone, ensuring equity and inclusion in who the study is offered to. Teams can certainly step up or expand engagement for various groups as the study continues, if they are not enrolling as frequently - but it also shouldn’t be at the expanse of opportunities to others“Easy” choices vs appropriate choices (including or not certain populations)Planning for proper infrastructureHard to reach vs. Hardly reachedUse comprehensive efforts to reach and offer to everyone. You should examine and adjust efforts if certain segments are being under included, but not to the exclusion of othersPhoto source: https://communicatehealth.com/wehearthealthliteracy/the-hard-truth-about-hard-to-reach/ Emily: Give examples about recruitment consultations midway studies to fill their "diversity" numbers.

https://communicatehealth.com/wehearthealthliteracy/the-hard-truth-about-hard-to-reach/


A lack of attention to diversity, equity, and inclusion can:
- Perpetuate health disparities
- Misrepresent risk/benefit ratio for patients with characteristics not adequately represented in trials
- Limit clinician acceptance in practice due to lack of direct applicability to their patients or 

communities

Incorporating these principles helps to:
- Build trust and respect
- Change the tone of research perception
- Meet people where they are
- Develop participant-centered studies; implement informed engagement/recruitment/retention plans

Diverse and Inclusive studies yield:
- Richer insights into diverse participants' subjectivities and lived experiences
- Information that is more generalizable to different populations
- Information that is more relevant to the population(s) disproportionately impacted by a specific 

health-related problem
- An opportunity to develop/refine methodologies and add to the literature on inclusive science

Why is it important?

Presenter
Presentation Notes
Emilyhttps://www.ncbi.nlm.nih.gov/pmc/articles/PMC6687404/



Presenter
Presentation Notes
EmilyLVT: When do you need to start thinking about diversity and inclusion in your research? Answer: NOW, even in the middle of the process you can start planning your next grant with these principles in mind. It’s never too late!Prioritizing Diversity and Inclusion is less work than you may think it is – the most important thing is awareness and consideration throughout the process. By making these principles part of your foundation rather than an afterthought, you will not only be



Engaged Design

• Consider what is needed by each segment of your target population

• Look critically at your eligibility criteria and feasibility

• Take the participant perspective – for each segment: identify critical 
barriers and remove them, identify facilitators and incorporate them

• Nurture community connections

Presenter
Presentation Notes
SummerFirst step is the grant writing, and conception right? What are the best ways to think about DEI at the beginning?  - think about your target population: What works for one doesn’t work for others. Is this a question people will care about in the community or are you only asking this research question for you? - Re-evaluate your eligibility criteria- most common is excluding non-english speakers -- > frame from can't to "how can we?"�- Take participant perspective- historical mis-trust. - Nurture community connections. EARLY. Not 1 week before PCORI grant is due, but really volunteer and delve in there. Paper example/Source: https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6269095/pdf/S205986611800314Xa.pdf 



Case Study: 

Penn doubles the 
percentage of Black 
participants in cancer 
clinical trials

Presenter
Presentation Notes
SummerOne misconception: People think it's so hard but this paper improved their enrollment 1.7 to 4 fold! How? 1) culturally tailored marketing2) plans for each protocol to facilitate black participant enrollment3) new partnerships w/ faith based ogs and communities4) pilot programs for lyft5) pt education6) improved consent processBest part? This is all things that would work for EVERYONE and that you should be doing anyway. https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6269095/pdf/S205986611800314Xa.pdf



Biases to consider:
• Framing diversity only in terms of race?
• Framing diversity with “Whiteness” as a 

baseline?
• Framing diversity as a metric or as a set 

of conscious practices?

Bias Awareness

Presenter
Presentation Notes
SummerSo you're writing the grant. You probably start with a lit review. But... start with the grant writing as you the author... Think of what biases you are bringing to the table. What are you missing? Do you frame with whiteness in mind, EVEN if you are a POC? I know I do, my mom. Also think about the entire system. We hear a lot about 'institutional' racism and this graphic is a good example of that. Source: https://acsjournals.onlinelibrary.wiley.com/doi/full/10.1002/cncr.33905 Are you considering the full context? What external biases are you contending with?



• There is no such thing as a “one-size-fits-all” recruitment 
plan. Budget accordingly.

• Hire staff that are members of study communities
• Language options
• Varied recruitment messages and channels
• Consider participant preferences (e.g. compensation, 

comfort/familiarity with visit location, transportation, 
appointment availability, culturally congruent snacks/tokens)

• Reinforce legitimacy of study and backing of relevant 
organizations

Informed Planning

Presenter
Presentation Notes
SummerSecond, informed planning. There's no one size fits all approach. Let's get to that lit review. You're doing it anyway. Recruitment from craigslist doesn’t work for Hispanic/Latino populations, but might for white females. Figure out how to use language line .Ex: read your survey and look for words that might be offensive of exclusionary. Do you only as "male/female?" What happens when someone is in endocrinology clinic and is in transition? Ex: Review your surveys for language: "butterflies in your stomach" Ex:  "geriatric pregnancy" Consider child care, compensation- this is a big one. Taking time off of work = not making money. It's a huge problem as to why people are not able to participatehttps://www.ncbi.nlm.nih.gov/pmc/articles/PMC6269095/pdf/S205986611800314Xa.pdf 



• Recruitment is iterative and ongoing

• Learn from your participants

• Monitor the characteristics of those you’ve engaged and adjust accordingly 

• Patient/participant navigators, research “ambassadors”

• Ability to be flexible and adapt to needs

• Make your participants feel valued and like partners – use preferred 
names, ask about preferences, remember elements of importance

• Empathy, education, patience, persistence, creativity

Meaningful Adjustments

Presenter
Presentation Notes
EmilyConsiderations, Tips, and reasoning for incorporating DEI principles into the "Analyze and Disseminate" phase



Case Study on 
Meaningful 
Adjustment

Source: Scientific American

Presenter
Presentation Notes
Emily/SummerThis editorial talks about racism in research, how it affects COVID. It also gives some great historical examples. Example the gave: There's a hallmark 2006 study stating that Blacks are genetically more likely to have HTN (here) actually was debunked- it's education (article). If the original study team had thought to learn from participants, and made meaningful adjustments... (also works as an example of interpretation of results below. https://blogs.scientificamerican.com/voices/racism-not-genetics-explains-why-black-americans-are-dying-of-covid-19/ Consider a highly cited 2006 paper in Human Genetics by Hua Tang and colleagues from the University of Washington and the University of California, San Francisco. Tang and colleagues concluded that their results were “suggestive of genetic differences between Africans and non-Africans that influence blood pressure,” though they acknowledged that genetic effects were likely to be small compared to environmental ones.In suggesting a genetic basis of racial disparities in blood pressure, Tang and colleagues reprised a long-standing but unsubstantiated assumption that people of African ancestry are predisposed to hypertension.The first, remarkably, is that the study found no statistically significant relationship between African genetic ancestry and blood pressure. The suggestion of “genetic differences,” then, clearly reaches beyond the data. Such unwarranted inferences are not as rare as you’d think. Not long after the Tang study came out, Amy Non, then a Ph.D. student in anthropology at the University of Florida and now an associate professor at the University of California, San Diego, took a hard look at the underlying data from the Family Blood Pressure Program. She noticed a single, crude proxy for the wide-ranging consequences of systemic racism: educational attainment. https://ajph.aphapublications.org/doi/10.2105/AJPH.2011.300448 

https://blogs.scientificamerican.com/voices/racism-not-genetics-explains-why-black-americans-are-dying-of-covid-19/


Purposeful Dissemination

• Continue to treat engaged participants and communities as 
valued partners

• Return the effort you are asking of them
• Reinforce trust and communication
• Return of study results in lay language

• Consider overall study
• Consider individual data/results

Presenter
Presentation Notes
EmilyConsiderations, Tips, and reasoning for incorporating DEI principles into the Conceptualization and Design phase.https://www.npr.org/sections/goatsandsoda/2021/10/21/1047375611/remembering-zika-parents-offered-their-kids-for-studies-then-say-they-were-forgo



Case Study: 
Zika Parents

Presenter
Presentation Notes
Emilyhttps://www.npr.org/sections/goatsandsoda/2021/10/21/1047375611/remembering-zika-parents-offered-their-kids-for-studies-then-say-they-were-forgo



• Diversity isn’t just a checklist of how many people of color enrolled in 
your study. Diversity is how many people of color, LGBTQIA, or 
differently abled, feel *respected* within the research culture before, 
during, and after an individual study.

For Your Consideration

Adapted from “DEI is the New Checklist” by the Equity in Education Coalition

Presenter
Presentation Notes
Laura

https://medium.com/@eec/dei-is-the-new-checklist-662e06734e4b


https://issuu.com/rickyphillips2 for 348/docs/odei-annual-report_final
Practical 

Resources

Tools for Further Self-Introspection

• Harvard's Project Implicit (quick tests to see where your biases may lie)

• Allegories on Race and Racism (TEDxEmory – Dr. Camara Jones)

• UNC DEI Certificate Program through our DEI Office

• Speak with your Department's Diversity Liaison to see how you can help. Every UNC Department has one!

UNC Resources for Inclusive Medicine & Research

• LanguageLine (includes ASL)

• Community & Stakeholder Engagement (CaSE) + Inclusive Sciences Program (ISP)
• Stakeholder Engagement Guidelines and N.C. Health Priorities Summary Report
• TIps & Tools for Community and Stakeholder Engagement during COVID-19.
• Research in Healthcare Settings - Guidelines (PBRNs)
• ISP's Rural Health Toolkit
• UNC MURAL consultations for multi-lingual research recruitment advice.

• UNC's Center for Health Equity Research

• UNC's Resources for Gender Affirming Care for Pediatrics.

Additional Resources for Inclusive Research

• A CourseRA on Enhancing the Recruitment of Minorities in Clinical Trials

• Brigham and Women's MCRT Diversity in Research Tool Kit

• UIC's Priority Population Toolkit

• UT Health's Latinos in Clinical Trials Toolkit

• CISCRP's African American's in Clinical Research Toolkit

Meet with us!

• Request a consult by completing this form to share about your study and scheduling availability.

https://issuu.com/rickyphillips2
https://implicit.harvard.edu/implicit/
https://www.youtube.com/watch?v=GNhcY6fTyBM
https://www.med.unc.edu/inclusion/programs-initiatives/trainings/
https://diversity.unc.edu/
https://issuu.com/rickyphillips2348/docs/odei-annual-report_final
https://www.med.unc.edu/crso/resources/tools-and-services/languageline/
https://tracs.unc.edu/index.php/file-downloads-cares?download=3162:stakeholder-engagement-guidelines
https://tracs.unc.edu/index.php/file-downloads-cares?download=2005:2016-nc-health-priorities-summary-report
https://tracs.unc.edu/index.php/file-downloads-cares?download=4154:stakeholder-engagement-during-covid-19%E2%80%8B
https://tracs.unc.edu/index.php/file-downloads-cares?download=3446:pbrn-guidelines
https://tracs.unc.edu/index.php/services/inclusive-science-program/resources
https://tracs.unc.edu/index.php/services/inclusive-science-program/mural
https://www.med.unc.edu/cher/
https://www.uncchildrens.org/uncmc/unc-childrens/care-treatment/endocrinology/clinical-programs/gender-clinic/resources-for-medical-providers/
https://www.coursera.org/learn/recruitment-minorities-clinical-trials/home/welcome
https://mrctcenter.org/diversity-in-clinical-research/guidance/guidance-document/
https://ccts.uic.edu/tools/community-engagement-toolbox/priority-population-toolkit/
https://ihpr.uthscsa.edu/wp-content/uploads/sites/143/2019/11/CTOL-Manual-FINAL-1-9-13-1.pdf
https://www.ciscrp.org/wp-content/uploads/2019/08/African-Americans-and-Clinical-Research.pdf
http://tracs.unc.edu/consultation
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