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Barriers to diversity 

Bias in the selection process
Potentially unwelcoming training 
environment
Lack of role models in specialty

Mylavarapu, P., Gupta, N.E., Gudi, V. et al. Diversity Within the Most 
Competitive Internal Medicine Fellowships: Examining Trends from 2008 
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Barriers to Diversity
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Holistic Review

Holistic review is a flexible, 
highly-individualized 
process by which balanced
consideration is given to the 
multiple ways in which 
applicants may prepare for 
and demonstrate suitability 
as a resident and future 
physicians. 

Candidates are evaluated by 
criteria that are institution-
specific, broad-based, and 
mission-driven and that are 
applied equitably across the 
entire candidate pool. 



The Pre-Work
• Engage stakeholders as to why diversity matters
• Educate as to what holistic review is and is not 
• Compare patient demographics vs programs demographics
• Know if your society offers any resources
• Look at your GME survey data to understand climate
• Review your prior UIM applicant stats



2021-2022 DOM Fellowship Match Data





















Applicant Screening
• Have a tool that captures what you are looking for. Things that may 

track with UIM: 
• Contribution to EDI field
• Resilience 
• Community service
• Commitment to marginalized communities 

• Apply it to all applicants ideally….and plan your time accordingly
• Set up ERAS filters
• Ditch the cut-offs
• The more you interview, the more you will match



The Interview Planning and Process 
• Be thoughtful as to which faculty you are asking to interview
• Ask all faculty to attest to participating in Implicit Bias Training with 

attestation and tracking (see toolkit) and make a goal (ie. 50% of 
interviewing faculty will have participated in bias training)

• Make all interviewers aware that EDI is a priority – consider a 
meeting to prepare the group

• Prepare your slides to include some EDI effort (see toolkit)
• Consider blinding interviewers
• Consider some elements of standardization- ie. situational or 

behavioral (see toolkit)
• Consider asking ALL applicants about EDI and contributions
• Have a standardized tool to allow interviewer assessment and 

move beyond “fit”



The Interview Process- The Day
• Have the Department Chair, Division Chief or Program Director 

speak about the importance of diversity to your program; introduce 
diversity resources to all the applicants  (see toolkit) 

• Pair applicants to interview with UIM faculty if possible
• Promote DOM Fellowship Virtual Revisits (see toolkit)



The Post-Interview Process
• Engineer your list – know your trend of how low you go and look to 

see your list above is capturing your goals (ie. UIM, physician 
scientist, women, etc)

• Consider making some recruitment calls….remember you are 
competing for these applicants

Post-Match Process
• Do a post match survey of all and ask demographics (see toolkit)
• Consider conducting post-match follow-up phone calls to discuss the 

interview experience, any areas of improvement, the factors that 
impacted an applicant’s decision to rank elsewhere (location, cost of 
living, resident or faculty interactions during interview days, family 
considerations, program impression or reputation, etc.) (see toolkit)



Enablers of Diversity
Enablers Potential Barriers

Program Leadership PD hold diversity as a priority, vocalizes 
it to dept/div members and to applicants. 
Understands it is a part of excellence

PD supports diversity but does not think it 
should be explicit. “We just want to the best”. 
Considered “extra”

Evaluations Tools           
(ie. screening, 
interviewing, ranking, post-
match)

Standardized tools that include 
experiences, attributes and contributions 
to diversity that is applied to ALL 
candidates. Post-match survey of non-
matched UIM. Annual review of process

Screening, interview and ranking done by 
“gestalt” and not explicit criteria or only 
standard metrics. Tools not standardized or 
don’t include diversity. 

Committees: Screening/ 
Interviewing/Selection 
(ie. composition, time, 
preparedness)

Committee is diverse and inclusive of 
women and UIM members that are 
familiar with holistic review, implicit bias 
and use predefined metrics unequally 
with interrater reliability. Have the time. 
Dedicated person/group to monitor UIM 
across the cycle.

Too small of a screening group (ie. PD alone) 
without diverse voices. Not enough time for 
holistic review  and not familiar with holistic 
review or implicit bias. 

Institutional and 
Departmental Priorities 
and Commitment

EDI is championed in the mission, 
promoted by leadership as a priority and 
coupled with recognition and 
accountability.

No mention of EDI as a priority, priority 
promoted by diversity officers but not 
leadership, not coupled with accountability. 



DOM EDI Toolkit 
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