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PERSPECTIVE

Development and Implementation of a Workshop
to Enhance the Effectiveness of Mentors

Working with Diverse Mentees in HIV Research

Monica Gandhi,1 Alicia Fernandez,1 David M. Stoff,2 Swathi Narahari,3 Michael Blank,4 Jonathan Fuchs,1,5

Clyde H. Evans,6 James S. Kahn,7 and Mallory O. Johnson1

Abstract

A growing body of evidence highlights the importance of competent mentoring in academic research in the field
of HIV, particularly for early stage investigators from diverse, underrepresented backgrounds. We describe the
development and implementation of a 2-day intensive workshop to train mid-level and senior-level investi-
gators conducting HIV-related clinical and translational research across multiple academic institutions on more
effective mentoring, with an emphasis on techniques to foster mentees of diversity. The workshop was focused
on training mentors in techniques designed to improve the effectiveness of the mentor–mentee relationship, and
included didactic presentations, interactive discussions, and small-group problem-based learning activities.
Mid-level or senior-level faculty involved or planning to be involved in significant mentorship activities related
to HIV research were eligible. Surveys and formal actions plans allowed for workshop evaluation and laid the
groundwork for subsequent workshops. Twenty-six faculty from 16 U.S.-based institutions participated, with
good representation across discipline, gender, and race/ethnicity. The sessions were highly rated and discussions
and evaluations revealed important barriers and facilitators to mentoring, challenges and solutions related to
mentoring mentees from diverse backgrounds, and specific tools to enhance mentoring effectiveness. The
Mentoring the Mentors training program for HIV researchers focusing on early career investigators of diversity
was the first of its kind and was well attended, was rated highly, and provided guidance for improving the
program in the future. This training program fills an important gap in the HIV researcher community and offers
guidance for training mentors interested in diversity issues in settings outside of HIV.

Introduction

Agrowing body of empirical evidence supports the
importance of strong mentorship in the development and

success of trainees and early career investigators in academic
research settings.1–5 For example, a recent study found that
institutions with strong mentoring programs demonstrated
greater research productivity among early career faculty than
institutions without such programs.2 Successful mentoring
programs require skilled mentors. Despite a growing under-
standing that faculty can benefit from training on mentor-
ing,6,7 there are few formal mentorship training programs for

academic researchers in any field in the United States or
elsewhere that offer faculty the opportunity to develop skills
and incorporate best practices.

The urgency and benefits of effective mentoring for early
career investigators from underrepresented backgrounds
seem particularly self-evident.8–15 Historically, there has
been a disproportionately low number of faculty members
from racial and ethnic minorities in U.S.-based academic
institutions, with retention rates of minority faculty falling at
higher levels of academic rank.16 Moreover, there is evidence
that scientists from underrepresented groups experience
significantly lower success rates in obtaining funding from
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the National Institutes of Health (NIH),17,18 despite control-
ling for possible confounders to this finding. For example,
African American investigators were 10% less likely to be
awarded NIH research funding than white investigators even
when controlling for educational background, country of
origin, training, previous research awards, publication re-
cord, and employer/university characteristics.18 These data
launched an NIH initiative to increase diversity in the bio-
medical research workforce19 and underscore the need to
train mentors to employ tailored and effective mentoring
approaches that take into account the background, strengths,
and needs of each individual to help enhance the chances of
academic success.

Potential barriers to NIH-funding success rates and
academic progress of racial/ethnic minorities have been
identified and include inadequate research training and
development, personal barriers to research development, in-
adequate mentoring, institutional biases, and insufficient
support of research topics or methods relevant to studying
minority populations.17 A sophisticated analysis involving
concept mapping identified deficient mentoring as the third
most likely impairment to racial/ethnic minorities seeking
and successfully competing for NIH research funding.17 As
there is good evidence that trained mentors, as opposed to
untrained mentors, are more likely to consider issues of di-
versity and work more effectively with their mentees,7 in-
adequate mentoring may be a ‘‘modifiable risk factor’’ in the
disparate patterns of academic progress observed for racial/
ethnic minorities. Robust mentorship training programs
geared specifically toward training mentors in the skills and
practices that cultivate effective mentoring relationships with
diverse early stage investigators could improve biomedical
workforce diversity.

There is a dearth of empirical data on the relative efficacy
of mentor training methods. While graduate and health pro-
fession programs often provide some content related to
overall teaching skills, most graduates are expected to
eventually perform mentoring activities without any formal
training in the area. Often, these mentors perform the role ad
hoc or may mimic (intentionally or not) mentors they have
interacted with in their own careers; the results are naturally
mixed in terms of effectiveness and mentee-reported satis-
faction with the mentoring relationship.14,20,21 Some pro-
grams designed to systematically provide training in
mentoring that are theory based and reinforce standard ap-
proaches that can be tailored to individual needs have been
highly effective.7,22 However, no training programs to date
are specifically centered on fostering investigators from di-
verse backgrounds, despite a call from the public health
perspective for such trainings,9 especially in HIV research
settings.14,23 Furthermore, the evaluation of mentor training
programs that do exist is limited mainly to pre- and post-
surveys; randomized or longitudinal studies focused on
mentee outcomes have not been conducted.

The field of HIV/AIDS research is one in which mentoring
may be particularly critical to the success of the next gener-
ation of clinical and translational researchers. HIV infection
has transformed from a devastating terminal diagnosis to a
chronic condition that can be well-managed with effective
lifelong antiretroviral treatment. At present, despite signifi-
cant advances in the field of treatment, there are remaining
challenges to testing, linkage and retention into care, and

antiretroviral adherence,24 all of which require multidisci-
plinary research collaborations to address. In addition, further
research is needed to elucidate the basic mechanisms of HIV
infection while the race toward an HIV vaccine and a possible
cure continues. The urgency in maintaining and advancing
the momentum achieved in HIV-related clinical and trans-
lational research mandates a focus on the mentoring needs of
early career HIV investigators entering the field, a process
that will require effective mentoring training to achieve op-
timal results. Many have called for greater diversity among
HIV-focused researchers, clinicians, and leaders given the
diversity of the population infected by HIV.14,23 Therefore,
the particular significance of mentoring investigators from
minority groups in HIV/AIDS research, given the diversity of
infected and affected patient populations, is of paramount
importance.

The purpose of this article is to describe our development
and implementation of a 2-day intensive workshop to train
mid-level and senior-level investigators conducting HIV-
related clinical and translational research across multiple
academic institutions in the United States to be more effec-
tive mentors. A primary theme that ran throughout the cur-
riculum was an emphasis on working with mentees from
diverse backgrounds typically underrepresented in academic
research. The development, implementation, and survey re-
sults of the program are described, along with plans to hold an
annual mentoring training workshop for HIV researchers to
enhance mentoring skills and the eventual enrollment of a
cohort of HIV mentors that will yield longitudinal evaluation
data, including mentee outcomes. Our Mentoring the Men-
tors training program for HIV researchers focusing on early
career investigators of diversity is the first of its kind de-
scribed in the literature and holds promise for expanding the
pool of expert and peer mentors well trained to provide robust
academic mentorship in the field of HIV research.

Materials and Methods

Background of the program

The current Mentoring the Mentors (MTM) initiative was
born out of a call for the development of mentoring networks
funded through the National Institute of Mental Health
(NIMH). The MTM program was paired with an academic
skill-building program for early career investigators from
diverse backgrounds to synergistically bolster the entrance
and retention of underrepresented minorities into HIV re-
search. Further impetus of the MTM program at University of
California, San Francisco (UCSF) stemmed from strong
mentoring initiatives and mentoring the mentor programs
already being conducted at UCSF through other NIH-funded
initiatives.6,25–27

The UCSF Center for AIDS Research (CFAR) had estab-
lished a strong mentoring program in the years prior to the
development of this initiative that had already launched ini-
tiatives to mentor early career investigators in HIV research27

and provide mentoring training programs for UCSF-based
HIV researchers.26 Moreover, the UCSF-based Clinical and
Translational Science Institute (CTSI) launched a robust
Mentor Development Program (MDP) in 200625 where fac-
ulty are intensively trained over a year in mentorship tech-
niques and provided with tools to enhance mentee success.
This program helped define a set of core competencies for
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mentors in clinical and translational research28 and a recent
evaluation of the program demonstrated a sustained impact
on mentoring skills, techniques, and focus.6 These two pro-
grams at UCSF represent the main mentoring training pro-
grams at our institution and have been generally synergistic,
with the HIV-focused program drawing on materials and
expertise from the more established CTSI-sponsored MDP,
while maintaining a focus on diversity. This article will focus
on the first annual MTM workshop for mentors interested in
mentoring early career investigators of diversity held at
UCSF in September 2012.

Focus of the program

Our program was designed for mid-level faculty across
multiple academic institutions who are responsible for (or
soon to be responsible for) mentoring scholars with interests
in mental health HIV-related research and other social and
behavioral aspects of HIV prevention and treatment. There
was an overarching theme of identifying and addressing
mentoring challenges that may emerge when mentoring
scholars from underrepresented backgrounds. The mentoring
workshop was focused on training mentors in techniques
designed to improve the effectiveness of mentor–mentee
relationships.

Format of the program

Our 2-day workshop included didactic presentations, in-
teractive discussions, and small-group problem-based learn-
ing activities. Table 1 includes an outline and description of
the agenda, along with a footnote listing the 16 U.S.-based
academic institutions where the workshop participants are
based. In general, the theme of day 1 was around the concept
of diversity and providing a summary of potential barriers
and solutions to addressing academic success rates among
racial/ethnic minorities, including insufficient or poor-quality
mentoring. The second day was focused on highlighting
successful mentoring programs in HIV research from around
the country as an impetus for individual participants at the
meeting to help design similar programs at their institutions.

We invited speakers to discuss key elements of the cur-
riculum, including a keynote address on mentoring for di-
versity and descriptions of successful mentoring programs.
Local experts were called upon to lead sessions on ap-
proaches to mentoring, tools for mentoring that could be
downloaded from publicly accessible sites, and interactive
discussions of high-profile reports related to diversity in ac-
ademia. For example, the presentations of tools for mentoring
by the UCSF CTSI group included examples of Individual
Development Plans (IDPs) and team approaches to mentor-
ing (Mentoring Development Program materials). Further
highlighted was the use of rich databases to support the work
of mentees interested in HIV-related research, such as the
CFAR Network of Integrated Clinical Systems (CNICS)29 or
NIH-funded HIV-related clinical trial networks.

A Mentor Consultation Clinic was performed in small
groups with a strict structure in which one person presented a
mentoring challenge (2–3 min), followed by an information-
gathering/question period from the group (5 min), ultimately
leading to recommendations from the group for addressing
the challenge (5 min). At the end of each day, participants
completed a Mentor Action Plan (MAP), which anonymously

solicited their self-reported individual strengths and areas of
improvements as a mentor, learning points from that day’s
activities, and action plans for implementing material cov-
ered in the MTM workshop in their individual mentoring
activities.

Call for participants

Our workshop was advertised through several networks of
scientists, including those affiliated with the NIH-funded
CFARs around the country and the related Social and Be-
havioral Science Research Network (SBSRN). Further dis-
semination of invitations for interested HIV researcher
mentors was enacted through the Office of HIV/AIDS Net-
work Coordination (HANC) funded by the Division of AIDS
(DAIDS) at the NIH. Given the desire to host an intensive
and intimate meeting that promoted sharing of ideas and
experiences, registration was capped at 25–30 mid-level or
senior-level faculty involved or planning to be involved in
significant mentorship activities.

Results

Participant composition

Eventually, 26 faculty from 16 U.S.-based institutions
were accepted into the program and attended our 2-day
workshop. While the program did not collect systematic de-
mographic data on participants during this first workshop,
there was good representation across gender (14 men, 12
women), discipline (medicine, social and behavioral sci-
ences, epidemiology, nursing), geography (Table 1 footnote),
race, and ethnicity. Specifically, 7 out of 26 faculty partici-
pants in the program were either African American or of
Latino descent.

Program evaluation

At the end of each day of the 2-day workshop, participants
completed confidential evaluations of the activities for that
day. Each activity was rated along the following three di-
mensions: (1) whether it was of value, (2) whether it would
likely have a positive impact on the participant’s mentoring
practices, and (3) whether the activity should be repeated.
Using a Likert scale from 1 to 5 with 5 being strongly agree,
all activities were rated favorably, with mean scores between
4.1 and 4.7 for each activity along the three rating dimen-
sions. In general, there was a trend for more favorable ratings
for those activities that involved interactive discussions or
provided specific mentoring tools and resources that the
participants could immediately incorporate into their men-
toring practices. For example, one participant described the
Personal Stories of Diversity and Mentoring discussion as the
‘‘best part of the day,’’ adding a wish that there had been
more time for additional interactive discussion sections.
Another participant offered that ‘‘it was great to learn about
online resources that can be used to strengthen mentoring and
engage other mentors.’’ Of note, the seven faculty partici-
pants from underrepresented minority groups all rated the
program highly, with a mean score of 4.8 for each activity,
and were extremely enthusiastic in their comments with one
minority faculty noting, ‘‘I am always the ‘token’ mentor for
minority mentees at my institution and this program gave me
the tools to manage and refine that great responsibility.’’
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Table 1. Agenda of 2-Day Interactive Mentoring the Mentors Workshop

Day 1

8:15–9:00 am Welcome and Introductions

9:00–10:15 am Keynote Address: Mentoring the Next Generation of Diverse
HIV Investigators: Déjà Vu All Over Again or Brave New World?

10:15–10:30 am Break

10:30–12:00 pm Mentoring Perspectives Panel Discussion: Discussion of mentoring
benefits and challenges by senior established mentors

12:00–12:45 pm Lunch

12:45–1:30 pm Presentation and audience discussion of journal articles
on diversity in academic research.
� Ginther DK et al., Race, Ethnicity, and NIH

research awards, Science 2011
� Pololi LH et al., Why Are a Quarter of Faculty Considering Leaving Academic

Medicine? A study of their perceptions of institutional culture and intentions
to leave at 26 representative U.S. medical Schools. Acad Med 2012

1:30–3:00 pm Personal stories of diversity and mentoring: Audience discussion of
(1) personal stories of challenges faced as either a mentee or a mentor,
with specific relevance to diversity and (2) prepared case studies
� Case studies on diversity

3:00–3:15 pm Break

3:15–4:00 pm Introduction to resources and tools of mentoring: Discussion and
demonstration of web-based, publicly available mentoring tools, materials,
and lectures developed by the UCSF CTSI including a discussion
of the individual development plan
� Mentoring Development Program materials

4:00–5:00 pm Audience goal discussion: Participants filled out survey of their
mentoring goals, what they hope to change about their mentoring as
a result of this conference, lessons from today

Day 2

8:30–9:00 am Introduction and Overview of Day 2: Summary of Action Plans from Day 1

9:00–10:00 am Presentation by NIH program officer: Mentoring in HIV Mental Health
Research for Diverse Early Career Investigators and Funding Opportunities

10:00–10:45 am Introduction to the Social and Behavioral Sciences Research Network
(SBSRN) of the Center for AIDS Research (CFAR)
National Programs, a Focus on Mentoring

10:45–11:00 am Break

11:00 am–12:00 pm The CFAR Network of Integrated Clinical Systems (CNICS)
Platform as a Research Tool and Mentoring Opportunities within CNICS

12:00–1:00 pm Lunch

1:00–2:00 pm Use of internet resources as a mentoring/mentee networking tool

2:00–3:00 pm Mentoring Program Demonstration Projects and Panel Discussion.
Speakers provided overviews of model mentoring programs in HIV research
� HIV Prevention Trials Network (HPTN) Minority Scholars Program
� Mentoring Minority Undergraduates and Medical Students in

HIV Behavioral Research: the SHARP and RAMP Scholar Initiatives
� Mentoring Early Career Investigators in Health Disparities

3:15–4:15 pm Mentoring Consultation Clinic
Participants split into 4–5 person focus groups for a discussion
of barriers and solutions to mentoring early career investigators
of diversity at their own institutions

4:15–5:00 pm Action points and summary: Audience discussion of goals revisited,
what do we take back to our institutions, generation of a report, future
plans and reconvening for the second annual MTM workshop in October 2013

Sixteen U.S.-based institutions represented at the September 2012 MTM workshop: University of Pennsylvania; University of
California, San Diego; Albert Einstein University; University of California, San Francisco; University of Alabama at Birmingham;
University of North Carolina; Cook County Hospital, Chicago; San Francisco Department of Public Health; University of Massachusetts,
Boston; University of Illinois at Chicago; Stanford University; University of Texas Health Sciences Center at Houston; George Washington
University; University of Washington, Seattle; NIH Division of AIDS Research; and Loyola University Chicago.
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Mentor action plans (MAPS)

Copies of the Mentor Action Plans (MAPs) were retained
for qualitative analysis. Twenty-two participants completed
MAPs for day 1 and 15 completed MAPs for day 2 (of note,
several participants had to leave early for travel-related rea-
sons). Members of the project team conducted thematic
analysis of the MAPs, and these results are summarized in
Table 2 and described below.

Barriers to mentoring

Specific to issues of diversity. Participants identified a
number of potential barriers to effective mentoring at their
institutions, especially for diverse early stage investigators
(ESI). In terms of the theme explored in the diversity keynote
and ensuing discussions around the many ‘‘microinsults’’ or
‘‘microaggressions’’30 experienced by early career investiga-
tors of diversity, the phrase ‘‘a ton of feathers’’ (which can
enact substantial damage, even though each individual feather
is insubstantial enough to go unnoticed) emerged as an ap-
propriate metaphor. In general, microaggressions are brief,
subtle, everyday exchanges that send denigrating messages to
a person perceived to belong to a particular group defined by
race/ethnicity, gender, sexual orientation, etc. Like a ‘‘ton of
feathers,’’ a lifetime of microaggressions can erode spirit and
sap energy of the victim, even if the perpetrators are com-
pletely unaware of the impact of their verbal or nonverbal
behavior.31 These negative messages can erode a person’s
sense of belongingness, self-perceptions of intelligence or
creativity, reinforce stereotypes, or denigrate values. These
missives are often unconsciously delivered and glossed over as
innocuous—‘‘invisible’’ to everyone except the person on the
receiving end. Recipients are often left confused, angry, or
hurt, but with little hard evidence that an offense has occurred.
The psychological impact is corrosive, blocking one’s access
to his or her innate abilities, resulting in impaired performance.

The discussion during the MTM workshop stressed that
having an appreciation for the microaggression phenomenon
and cultivating a capacity for dealing with it are of paramount
importance for diverse early-career investigators and their
mentors. This concept was visited several times by partici-
pants through each day of the program, who used it to de-
scribe personal experiences or experiences recounted by
mentees. Unconscious bias was also discussed, particularly in
reference to promotions, awards, and other markers of favor
in the academic environment.

Independent of issues of diversity. Barriers identified for
effective mentoring by various faculty independent of issues
of ESI diversity were a lack of an institutional mentoring
culture, institutional failure to acknowledge or ‘‘give credit’’
for mentoring activities in the promotions process, a general
lack of time or time management strategies to balance
mentoring with other academic pursuits, and a lack of support
for mentoring challenges. Other barriers identified were the
lack of an organized structure of mentoring relationships
(including frequency of meetings, documentation of expec-
tations, goal monitoring), unclear expectations of a mentor–
mentee relationship, lack of comfort with difficult conversations,
and a lack of training on how to provide feedback. Some cited
a lack of institutional structure to the mentoring process as a
barrier to effective mentoring, with mentor–mentee rela-

tionships being created in an ad hoc manner without insti-
tutional oversight or attention to balancing the number of
mentees per mentor.

Solutions

Specific to issues of diversity. A variety of solutions were
proposed by participants to mitigate the diversity-associated
challenges identified for ESIs from underrepresented groups
that may pose barriers to academic progress. Specific and
focused training on increasing awareness of issues faced by
mentees from diverse backgrounds, as provided by this
workshop, was cited as a solution that should be disseminated
more widely throughout the HIV researcher community. Is-
sues of support for minority faculty, support/recognition for
mentorship, and the need for structured mentoring programs
were all discussed.

Independent of issues of diversity. A variety of solutions
were proposed to improve the effectiveness of the mentor–
mentee relationship more generally, including the implemen-
tation of a formalized structure of the mentoring process as
developed by the UCSF CTSI. Faculty participants stated that
they planned to establish a regular meeting schedule with their
mentees and implement IDPs to be filled out at least annually
by mentees to identify expectations and goals, as well as
monitor progress and troubleshoot impasses. As provided in
the workshop materials, faculty planned to infuse their men-
tor–mentee relationships with greater clarity in delineating
expectations, including establishment of meeting agendas and
follow-up procedures following regular meetings. Many fac-
ulty planned to approach their Division Chiefs, Department
Chairs, or Deans to suggest mentoring training programs such
as this workshop at their institutions and to aid in the estab-
lishment of a greater culture of mentoring, including funding
of mentoring efforts and adding mentoring to the criteria for
academic rank promotion. Participants all cited a need for
more formalized mentoring workshops such as this one and
suggested topics such as time management and how to support
time and priority management for mentees, conflict resolu-
tion techniques, how to provide and receive feedback, self-
awareness, work-life balance, and emotional intelligence. As
discussed below, these ideas were incorporated into the struc-
ture of the second annual ‘‘Mentoring the Mentors’’ workshop
for HIV researchers held October 7–8, 2013 at UCSF http://
cfar.ucsf.edu/cfar?page = education-mentoring-mentors-2013.

Discussion

This article describes a robust Mentoring the Mentors
workshop designed to train mid-level and senior faculty in
HIV research across the United States on techniques and tools
to improve mentoring practices for early career investigators
from underrepresented groups. This workshop and the es-
tablishment of an annual MTM workshop for this purpose
fills a gap in the HIV research community to establish best
practices in mentoring the next generation of diverse ESIs, a
particularly urgent need for a disease state disproportionally
affecting diverse communities.

We identified a number of barriers through our evaluations
and action plans to effective mentoring; issues specific to
mentoring diverse investigators and those independent of
mentee diversity were identified. The most consistent
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solution proposed to effective mentoring was the establish-
ment and replication of mentoring programs such as this one,
dissemination of these training materials, and the formal-
ization and recognition of the mentoring process within ac-
ademic institutions.

Lessons learned, limitations, and future directions

Although we used a standard program evaluation tool, in
future implementations of this Mentor the Mentors Program,
it would be beneficial to have a more robust, mentoring-
specific evaluation of changes in mentoring confidence,
skills, and effectiveness. In recent years, there has been
substantial progress in the measurement of such constructs.
For example, the Mentoring Competency Assessment is a
newly developed, reliable, and valid instrument that mea-
sures competencies along six dimensions: communication,
aligning expectations, assessing understanding, fostering in-
dependence, promoting professional development, and ad-
dressing diversity.17 Likewise, it will be important to
document other relevant outcomes of the program, which
may include adoption and consistent use of mentoring tools
presented in the training, number of individuals mentored by
participants in the program, number and success rates of
mentees’ funding applications, seeding of participants’ home
institutions with mentor training programs inspired by the
MTM program, incorporation of mentoring as a criterion for
academic promotion, and long-term engagement and satis-
faction with research mentoring.

The evaluation data provided in the first meeting provided
direction for modifying the program in future iterations. For
example, participants indicated an interest in more time for
discussion and interaction with each other. It is likely that this
desire reflects a lack of opportunity to share mentoring expe-
riences and obtain input from others on mentoring challenges.
This is consistent with prior work that has identified that
mentors may perceive themselves as working in isolation
without the opportunity for interaction with and support from
other mentors.1 Participants also gave high ratings to those
activities that focused on specific, immediately employable
tools for mentoring, such as the use of IDPs. Thus, future ren-
ditions of the program should aim to balance interactive ses-
sions that allow for discussion of mentoring perspectives with
the practical provision of mentoring tools. Finally, there was
high interest and engagement in the topic of diversity and
barriers for diverse ESIs in the mentoring relationship, which
indicates that such a focus is lacking in other mentoring support
resources. Continuing a focus on identifying and addressing
diversity-related aspects of the mentor–mentee relationship in
future programs is warranted.

One limitation to this analysis is that it is primarily de-
scriptive and cross-sectional; data on longitudinal outcomes
on mentoring style changes and success of mentees were not
collected. Pending the availability of funding, the investiga-
tors plan to design a robust longitudinal mentoring program
for HIV researchers with prospective evaluation and moni-
toring of mentor and mentee outcomes to address this gap in
the mentoring literature.

Of note, this mentoring program and most other mentoring
initiatives at UCSF have generally been NIH sponsored
through a variety of grant mechanisms. These include the
R24 funding mechanism (through which NIMH funded this

particular program); the R25 research education grants,
which allow for the development of specialized training and
research education programs relevant to mentoring; the in-
stitutional K12 awards (including the CTSI-sponsored K12
‘‘Roadmap’’ Multidisciplinary Clinical Research Scholar
Program); and a variety of T32 training grants.10 Despite
current budget constraints, the NIH recently issued a new
round of funding opportunity announcements (FOAs) aimed
at enhancing diversity in the U.S. health research workforce
with a strong emphasis on mentorship programs. The new
FOAs established three new programs and initiatives: (1) The
Coordination and Evaluation Center for the NIH Enhancing
the Diversity of the NIH-Funded Workforce Program (RFA-
RM-13-015) will coordinate, oversee, and evaluate the ac-
tivities of all the new initiatives; (2) the NIH Building
Infrastructure Leading to Diversity (BUILD) initiative (RFA-
RM-13-016) is designed to engage undergraduate students in
research through innovative training and mentorship pro-
grams and strategies; and (3) the NIH National Research
Mentoring Network (RFA-RM-13-017) is a nationwide
consortium to enhance training and career development at all
levels for individuals from diverse backgrounds.

Despite these new NIH initiatives, a recent systematic
review of mentoring programs for underrepresented minority
faculty in academic medical centers showed that programs
sustainability is increasingly threatened by the fact that pro-
grams are typically supported via external funds, with mini-
mal institutional support.32 As the NIH budget tightens, the
application of institutional funds to develop and maintain
mentoring programs, especially those relevant to minority
early career faculty, is critical.

Conclusions

As the HIV epidemic continues to evolve, the pipeline of
talented scientists addressing key scientific questions must be
nurtured. To do so, resources, support, and training must be
directed to those best positioned to mentor them. The first
Mentoring the Mentors training program for HIV researchers
focusing on early career investigators of diversity was well
attended, highly rated, and generated fruitful feedback for
refining and extending the scope of future implementation of
the program. The first workshop launched the second work-
shop in October 2013 at UCSF where more robust evaluation
tools employed in a longitudinal manner were utilized; the
mentoring training program will be held annually every fall.
This novel mentoring program fills an important gap in the
HIV researcher community and should be adapted to other
research communities to engage and maintain ESIs of di-
versity within the academic enterprise.
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