
Characterizing the Development of an Innovative Trainee-Centered 

Diversity, Equity, and Inclusion Initiative: Implementing the Mayo 

Clinic Diversity Mentorship Program

• Effective mentorship guidance and sponsorship is 

essential for achieving academic success, career 

advancement, and social networking. 

• Representation is important and trainees 

recognize that mentorship and sponsorship have 

a positive effect on their well-being. 

• Our purpose was to develop a meaningful social 

support system for individuals with shared life 

experiences. 

• The Mayo Clinic Diversity Mentorship Program 

promotes mentorship, profession advising, social 

connections, recruitment into residency and 

workplace diversity. 
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Methods Eligibility & Matching

• The Mayo Clinic Alix School of Medicine 

(MCASOM) in Arizona has approximately 205 

medical students. The Mayo Clinic Graduate 

School of Medical Education in Arizona trains 

approximately 230 residents and fellows each 

year. 

• The Mayo Clinic Diversity Mentorship Program in 

Arizona was founded in January 2021 by a 

neurology fellow and assistant professor (S.D.) 

and radiology resident and resident fellow 

association president (M.C.) with the support of 

institutional leadership. 

• An opt-in survey was sent to the residents and 

fellows association electronic mail listserv and to 

medical students. 

• All MCASOM students were eligible to receive a 

diversity mentor, based on mutually-matched 

dimensions of diversity. 
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Designing the Pilot

• All MCASOM students are eligible to receive a 

diversity mentor based on mutually matched 

dimensions of diversity (M1/M2 general & M3/M4 

added profession specific):

▪ Black/African American

▪ Latino/Latina/Latinx/Chicanx/Afro-Latinx

▪ Native American/American Indian

▪ Asian/Pacific Islander

▪ Mixed-race/Multiracial

▪ LGBTQIA+S2

▪ Gender Identity & Expression 

▪ Ability 

▪ Spirituality/Faith 

▪ International 

▪ Rural

▪ First Generation in College

▪ Veteran

▪ Other

Figure 1 

• Twenty-eight mentee-mentor matches were 

established between medical students, residents, 

fellows, and faculty. 

• Additionally, third and fourth-year medical 

students were matched with a profession-specific 

faculty member.

• Pledges were sent to medical students, residents 

and fellow participants. 

• This pilot program will serve as a framework for 

the enterprise-wide Mayo Clinic Diversity 

Mentorship Program at Rochester, MN and 

Jacksonville, FL. 

• Participants will be sent comprehensive 

satisfaction surveys 

Results

• A 2-hour virtual welcome event was held on 

January 19, 2021 with 41 attendees participating 

(Figure 1A). Participants networked with their 

designated mentors, as well as other trainees.

• A resident and fellow question & answer panel was 

held (Figure 1B), providing medical students the 

opportunity to ask anonymous questions ranging 

from life advice to navigating medical school and 

the culture of medicine. 

• Surveys were sent to medical student mentees 

eight weeks after the program initiation to assess 

program satisfaction. Feedback was shared in the 

optional comment section. 

Opt-in survey for Volunteers: 
Residents, fellows, medical students 

Matching Process (Tri-Site 
Matches)

Welcome Launch Event (Arizona)
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• Fostering diversity and inclusion in the US 

physician workforce is a recommended strategy 

to address healthcare disparities.1

• Mentorship is a critical element in addressing 

equity, career advancement and social 

networking for individuals, especially individuals 

with diverse experiences and underrepresented 

in medicine groups.3-12

• Participants reported high satisfaction with the 

initial networking event; additional satisfaction 

surveys will be implemented for all participants.

• The Mayo Clinic Diversity Mentorship Program’s, 

a near-peer and faculty mentoring model. 

• The aim is to cultivate a culture where trainees 

from diverse backgrounds are fully valued and 

supported on their medical school journey with 

hopes of improving trainee recruitment & 

retention gap. 

• It provides support for participants on their 

medical career journey with mentorship, 

navigating medical school and the culture of 

medicine, encouragement into recruitment of 

institutional residency programs, social 

connections, life advice, leadership involvement & 

prospective health equity research experience. 1
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