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Background, Challenge or Opportunity: Diversity of the residents and faculty at the
University of Pittsburgh was identified by the LCME as challenge that needed to be addressed
by the medical school following the most recent site visit. The University of Pittsburgh School
of Medicine (SOM) and Medical Center (UPMC) have multiple successful efforts underway to
enhance diversity in the medical student and hospital staff levels, but faculty and GME efforts
have been less successful.

Purpose/Objectives: The purpose of this project is to leverage institutional momentum to
improve the recruitment and retention of underrepresented minority faculty to the University
of Pittsburgh SOM and UPMC through a process that begins with recruitment of graduate
medical residents and fellows.

Methods/Approach: Following meetings with stakeholders and others who are focused on
diversity and inclusion, we developed a strategy to improve recruitment of URM residents to
the Department of Medicine. This multifaceted approach included interviews with medical
students and current residents from minority backgrounds; creation of a residency diversity
committee; meetings with URM medical student interest groups, including regional SNMA;
holistic review of residency applications following guidance from the AAMC Task Force on
Diversity; and enhanced recruitment efforts. Given successes of pilot efforts in the DOM, this
year we disseminated efforts to other Graduate Medical Education (GME) programs to include
all residency and fellowship programs at the medical center through a webcast in advance of
the 2014 residency and fellowship recruitment season. Additionally, we organized a second
look visit for URM candidates to the residency programs in late January 2014. Although
recruitment efforts can potentially be addressed in a relatively short period of time,
mentorship and retention are more important issues that require identification of resources
outside of the institution to include the community where residents and faculty live. This leads
to another level of meetings with community leaders to identify potential opportunities for
residents and faculty to be integrated into the greater Pittsburgh community.

Outcomes and Evaluation Strategy: Measurable outcomes include tracking of numbers and
career trajectory of URM residents, fellows and faculty. Modeling medical school efforts, we are
tracking the results of recruitment efforts in our residency program (2008-2014) and will
begin tracking results of fellowship recruitment this year. We have integrated our efforts with
DOM efforts to enhance recruitment and retention of URM faculty. The DOM will serve as a
model program for other Departments within the institution. In the long term, increasing the
number of URM faculty, residents and fellows at the institution, including at a variety of
academic ranks will be the measure of effectiveness. I would also be interested in tracking the
number of units that use diversity of the workforce as a metric of overall success. Eventually,
impact on applicant pool and also community effects could be seen (pipeline program, medical
school applications and retention of Pitt Med students to the UPMC programs).
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