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Abstract

Introduction: The hidden curriculum encompasses the norms, values, and behaviors within a
learning environment. Navigating the hidden curricula of academia is crucial for doctoral train-
ees, particularly those from underrepresented backgrounds. Faculty mentors have an important
role in helping trainees uncover and cope with the hidden curriculum. The purpose of this paper
is to explore perceptions of the hidden curriculum among diverse doctoral trainees and men-
tors.Methods: Following a presentation on the hidden curriculum at theAssociation for Clinical
and Translational Science annual meeting in March 2021, attendees were asked to brainstorm
ideas for diverse trainees and their mentors. Breakout room discussions were held for specific
hidden curriculum topics; participants voted on which topics to discuss from a list of topics
defined during the presentation. Ideas from these discussions were presented to the larger group
to upvote. Results: Participants (n= 116) voted to discuss the following hidden curriculum
topics: “coping with bias,” “assertive communication,” “knowing how things work,” and “devel-
oping a career.”Many suggestions emphasized the role of institutions in empowering mentors
to help diverse trainees and, more generally, tomeaningfully support policies and programs that
facilitate the career success of trainees and faculty from underrepresented backgrounds.
Conclusions: This work generated a list of suggested action items for trainees, mentors, and
institutions to ameliorate the hidden curricula of academia, especially for diverse trainees.
However, institutions need to support changes that will facilitate these discussions as well as
more broadly enable the success of faculty and students from diverse backgrounds.

“Education is about inviting every single person who enters a school to realize his or her
relatively boundless potential in all areas of worthwhile human endeavor. It is concerned
with more than grades, attendance, and academic achievement. It is concerned with the
process of becoming a decent and productive human being.”

William Watson Purkey

Introduction

The term “hidden curriculum” refers to the unspoken norms, values, and behaviors that exist
within a learning environment [1,2]. In contrast to formal, explicit rules and educational expect-
ations of the classroom, laboratory, or training program, these hidden curricula are rarely
planned or articulated, leaving trainees to discern their existence and relative importance on
their own or with the help of mentors [2]. Specifically, in the context of health sciences doctoral
training programs, a variety of hidden curricula may be manifest within an institution, depart-
ment, or academic discipline that weigh heavily on a student’s ability to not only succeed but
thrive as an early career researcher [1] and beyond [3]. In doctoral training settings, these hidden
curricula encompass a range of “ways of being,” from conducting and disseminating research
(e.g., how do I navigate authorship order on a manuscript?) to personal bearing and behaviors
(e.g., how do I ask a question during a scholarly presentation without seeming confrontational?
How and to whom do I tell my needs and frustrations?).

It is given that the ability to deal with hidden curricula is highly variable. Beyond natural
individual variation, certain groups of doctoral trainees may lack the mentorship and guidance
necessary to unpack the hidden curricula within their institution or field. In particular, trainees
who come from “outside” the majority system are often at a disadvantage in understanding and
dealing with hidden curricula. Classism, racism, sexism, heteronormativism, and ableism estab-
lish, exacerbate, and perpetuate hidden systems of power [4-7]. Institutions ideally should chal-
lenge and reform the exclusionary cultures that exist within their walls, but meaningful change
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has historically often been slow to manifest itself. To succeed in
noninclusive environments, individuals from diverse backgrounds
may need additional help to understand how to navigate the
unwritten rules and norms of an academic environment. For
example, students from nonmajority backgrounds may need more
help than majority trainees in understanding the subtle ways in
which how a communication or presentation may be perceived
by the recipient (e.g., when to contact mentors and collaborators,
what tone to utilize in email and other communications, how to
modify the tone to fit the recipient’s role) [2,8]. In addition, faculty
mentors may provide more support for trainees with whom they
feel greater affinity [8], leaving students from underrepresented
backgrounds at a disadvantage in navigating the hidden curricu-
lum of academia.

The hidden curriculum has been well studied in medical school
education, with hundreds of papers on the topic published since
1980 [9], but is novel in the context of academic health sciences
research. Medical training has evolved to include interpersonal
skills, listening to the patient, empathy, and other hidden curricula
to produce a more capable and rounded medical professional.
However, health sciences research programs typically do not teach
basic communication or other interpersonal skills needed for a suc-
cessful career in academia. A common complaint of leaders of
health care institutions, especially pharmaceutical companies, is
that they have to provide supplementary training for new gradu-
ates before they can engage in productive research [10-12]. In
addition, improvements specifically to communicating diversity-
related hidden curricula – for example, teaching junior faculty
how to cope with racism in the workplace – are also aligned with
improving the overall culture within institutions, which is thought
to improve both recruitment and retention relating to diversity
[13]. The objective of this paper is to present novel insights into
perceptions of the hidden curriculum among those whom it affects
the most − doctoral trainees and their mentors, with an emphasis
on trainees from diverse backgrounds. Specifically, we describe the
findings of an interactive presentation and workshop on diversity-
related hidden curricula. Participants were asked to reflect on and
discuss the role of the hidden curriculum in doctoral training and
to brainstorm solutions for diverse trainees and their mentors to
unpack and overcome diversity-related hidden curricula. We
believe these findings will be of interest to doctoral program
administrators, faculty mentors, and trainees as a resource to
improve retention and success of doctoral trainees from diverse
backgrounds and guide future interventions in this area.

Materials and Methods

Hidden Curriculum Content Development

We first constructed a series of items on learner perceptions of hid-
den curriculum topics to inform the content of the larger presen-
tation and workshop. A group of 22 trainees currently enrolled in
theMayo Clinic TL1 Clinical and Translational Science (CTS) pre-
doctoral training program were asked to rate the relative impor-
tance of 10 hidden curriculum topics for a hypothetical majority
trainee and the relative added importance for a diverse trainee over
and above what is needed for a majority trainee. Respondents were
asked to rate how important each hidden curriculum topic (from
list in Table 1) was for six distinct groups: majority trainees and
diverse trainees; new mentors of majority trainees and new men-
tors of diverse trainees; and CTS mentors of majority trainees and

CTS mentors of diverse trainees. Respondents rated each hidden
curriculum topic on a scale from 0 to 3 to indicate its relative
importance for a given group. For the questions about diverse
trainees and mentors of diverse trainees, respondents were asked
to think about any excess need associated with hidden curricula for
these groups.

The 10 hidden curriculum topics were developed based upon
available evidence on pervasive diversity-related norms and cul-
tural expectations in professional settings [14-17]. In particular,
Dr Byars-Winston developed a theoretical model for barriers to
promotion and leadership for diverse individuals and women
which formed a basis for the curriculum topics used in our study
[18]. Specifically, practical approaches to coping with hidden cur-
riculum [15-17] focus on increasing self-efficacy, which Byars-
Winston et al. found to be the primary driver of scientific identity,
outcome expectations, and career. Each topic was introduced with
research-based concepts upon which training could be based. For
instance, written and oral research communication included not
only peer-reviewed papers but also emails, for which a trainee
needed to identify recipients to include, when to contact them,
and what tone to utilize. The expectation is that, with faculty guid-
ance, trainees can edit standard examples with faculty feedback
and then practice reading their own writing aloud to identify
problems.

Table 1. Select research and diversity-related hidden curriculum topics and their
descriptions

Hidden curriculum
topic Description

Research logistics How was a project done and who helped it
happen

Research
communication*

Written and oral communication needed for
research

Research strategy How to plan a long-term research strategy

Withstand setbacks How to plan for and cope with setbacks

Knowing how things
work*

Institutional norms and the nuts and bolts of
research

Getting things done Use time management to complete the critical
and the mundane

Networking and
external visibility

How to build a career intentionally

Work-life balance Skills and negotiation at home to achieve
satisfaction in both

Assertive
communication*

How to be assertive, not aggressive

Confidence* Understand the impact on confident thoughts
and behaviors of a lifetime facing bias

Respond to specific
biases

Understand challenges trainees may face &
attempt to mitigate them

Cope with bias* Observe and act on potential bias in others,
both overt and joking

Focus on research Understand the diversity tax; plan when to say
yes and when to decline

Develop a career* Build toward a career intentionally, including
knowing opportunities, what they require, and
networking

Starred topics are those presented in the ACTS conference presentation and workshop.
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Conference Presentation and Workshop

In March 2021, the first author (FTE) presented an interactive ses-
sion on diversity-related research hidden curriculum at the
Association for Clinical and Translational Science annual meeting.
The focus of the presentation content was on the role of the hidden
curriculum for trainees and their faculty mentors, its particular
importance for trainees from diverse backgrounds, and a summary
of findings from the preliminary data described above. Grounded
in results from the content construction process with Mayo Clinic
trainees, the conference presentation focused on several specific
hidden curriculum topics, including research communication, or
the written and oral communication norms within research; know-
ing how things work, broadly defined as institutional norms and
the nuts and bolts of research; developing a career, or building
toward a career intentionally, including knowing opportunities,
what they require, and continued networking; confidence, includ-
ing developing confident thoughts and behaviors to overcome a
lifetime of prior environments; assertive communication, or how
to be assertive without being seen as aggressive; and coping with
bias, or how to identify and act on potential bias in others.

Throughout the session, participants were asked to respond to
several questions using Poll Everywhere, a real-time polling soft-
ware for presentations. All poll responses were voluntary and
anonymous. Participants were first asked to report whether they
had previous familiarity with the term “hidden curriculum”
(“Yes, I am familiar with the idea of hidden curriculum”; “Yes,
but I only learned about hidden curriculum from information
about this session”; or “No, hidden curriculum is a brand new con-
cept to me”) and to respond to the prompt “What does hidden cur-
riculum look like to you?” For this question, free-text responses
were accepted, which other session participants could then upvote
or downvote using the polling software.

From the list in Table 1, participants were asked to vote on the
top 1–2 specific hidden curriculum topics that they would like to
discuss in small groups. For each topic, there were separate break-
out rooms to brainstorm ideas and strategies for (1) trainees or (2)
mentors of trainees. Both trainees and faculty were encouraged to
take part in each group. An additional “wildcard” breakout group
was also created for participants wishing to discuss hidden curricu-
lum topics not addressed in other rooms. Each participant could
self-select into their preferred discussion group, regardless of the
original topic for which they voted. All breakout rooms were mod-
erated by Mayo Clinic pre- and postdoctoral trainees. For each
group, participants were given 20 min to discuss while the moder-
ator took notes and recorded the top 3–5 ideas from each brain-
storming session. Once the larger group had reconvened,
moderators from each of the groups were asked to record their
group’s top ideas in a poll to allow members of the larger group
to upvote or downvote different ideas. Results of these polls pro-
duced a list of potential actions and ideas with their relative impor-
tance based on number of upvotes.

Results

Hidden Curriculum Content Development

Fig. 1 shows results from polling of 22 trainees currently enrolled in
the Mayo Clinic TL1 CTS predoctoral training program, which
demonstrate significant need for training in targeted hidden cur-
riculum for all trainees, and additional need for diverse trainees.
Moderate need is also identified in targeted hidden curriculum
training for CTS mentors relevant to mentoring generally, with

significant additional need for hidden curriculum training that
focuses onmentoring diverse trainees. Specifically, hidden curricu-
lum topics for which respondents identified extra need for diverse
trainees and their mentors included developing an assertive com-
munication style, confidence, and coping with bias.

Conference Presentation and Workshop

A total of 116 attendees participated in at least one polling activity.
Nearly three-quarters of participants identified as female (n= 58;
73%), while over one-third reported that their cultural heritage is
outside the United States (n= 27; 34%); see Table 2 for overview of
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Cope with bias
Assertive communication

Getting things done
Confidence

Develop a career
Cohort integration

Withstand setbacks
Know how things work

Research communication
Find a mentor

(A)

(B)

(C)

Majority trainee Extra need for diverse trainee
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Getting things done
Find a mentor

Know how things work
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Develop a career

For a majority trainee Extra need for a diverse trainee

Fig. 1. Preliminary data on doctoral student perceptions of trainee and mentor hid-
den curriculum needs (n= 22). (A) What does a trainee need to know at the start of
their program? (B) What does a new mentor with no prior knowledge need to know?
(C) What does a typical CTS mentor need to learn? Note: Relative “need” for majority
trainees and extra “need” for diverse trainees were on a 0–3 scale, respectively, for a
total of 6 points possible for each topic (3 for the need for a majority trainee, 3 for the
additional need for a diverse trainee). When the respondent perceived that the need
was identical for a majority and diverse trainee, they were instructed that the need for
a diverse trainee should be 0.
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participant diversity characteristics. The highest proportion of
respondents identified as faculty (34%), TL1 program staff
(20%), or graduate students (19%). Participants were split on prior
knowledge of the hidden curriculum − 44% reported that they
were previously familiar with the idea, while an equal amount of
44% stated that the hidden curriculum was a brand new concept.
When respondents were asked to enter free text in response to the
question “What does hidden curriculum look like to you?” the
most upvoted answers were “unwritten rule” (44 upvotes), “behav-
iors/norms that aren't explicitly taught” (41 upvotes), “dominant
culture’s norms, values, beliefs embedded” (39 upvotes), and
“knowing the system” (37 upvotes).

When respondents were asked to identify the 1–2 specific hid-
den curriculum topics they wished to brainstorm about in breakout
groups, the top selections were “coping with bias” (n= 32; 27%),
“assertive communication” (n= 28; 24%), “knowing how things
work” (n= 24; 21%), and “developing a career” (n= 15; 13%);
see Table 1 for descriptions of each hidden curriculum topic. In
addition, some respondents participated in a “wildcard” group
tasked with brainstorming ideas for trainees and mentors in the
context of hidden curriculum explicitly outside the topic areas
selected for other breakout groups. Fig. 2 presents the top ideas
generated by each breakout group and the number of upvotes
for each idea.

Breakout Group Session Results

Coping with bias
In the breakout room tasked with brainstorming strategies for
diverse trainees to cope with bias, ideas focused on actionable steps
that trainees can take to build their support network and respond
to instances of bias. Specifically, participants detailed the need to
develop friends and allies who are willing to speak up or intervene
and noted the “chain reaction” that can occur among others when
one person in a group is willing to model that they are an ally.
Participants also brainstormed specific strategies for responding
to inappropriate comments at the moment; for example, by asking
clarifying question in response, such as “what do you mean by
that?” − which may seem less aggressive for a trainee who is not
comfortable being straightforward.

The discussion for faculty mentors to help diverse trainees cope
with bias focused largely on the role that mentors can play as advo-
cates at the institutional level (i.e., pushing for systemic change to
address the harmful impacts of bias on diverse trainee develop-
ment and acting as personal advocates in a sponsorship role).

To assist faculty with doing so, participants in this group identified
the importance of both empowering faculty with the skills and
know-how to advocate for students, as well as protecting faculty
from internal pushback from administrators or punitive reactions
from supervisors who are not supportive of these changes. In addi-
tion, participants recommended that faculty mentors of diverse
trainees be given tools to bridge the gap from simple awareness
of their own internal biases to how to actually support their train-
ees in practice. Finally, participants recommended more formal
acknowledgment and even payment for faculty and trainee diver-
sity efforts (i.e., serving on diversity committees, helping with
minority recruitment and retention efforts).

Assertive communication
In brainstorming ideas for trainees to develop assertive communi-
cation, the discussion focused on strategies for both listening and
speaking. For speakers, the group suggested using the “sandwich
technique” of starting feedback with a light tone, then presenting
the core critique, and then ending on a similarly light note. The
group’s ideas for trainees when receiving feedback or communica-
tion perceived as aggressive included reminding oneself that com-
munication is not personal, asking oneself whether that is how the
presenter talks in other contexts or to other people and to consider
if content would be interpreted in the same way if delivered by dif-
ferent person (e.g., a male colleague instead of a female colleague).

For mentors helping trainees to communicate assertively
instead of aggressively, group participants discussed the role of
mentors in normalizing the response of “I don't know” and
reminding trainees that developing assertiveness starts from
within. In addition, mentors should stress that communication
styles differ across groups of people and that a certain degree of
code switching is to be expected depending on a person’s rank, stat-
ure, and discipline. Group participants also discussed practical
techniques for trainees to communicate assertively, including
repeating oneself at the beginning and end of a statement to get
their main point across. Validated communication tools and
frameworks such as TeamSTEPPS®, in which groups explicitly dis-
cuss ground rules and customs for team communication, were also
seen as helpful.

Knowing how things work
Top ideas for trainees from participants in the “knowing how
things work,” or understanding idiosyncratic institutional norms
and the nuts and bolts of research, included supporting students
from cultural backgrounds outside the United States to understand
common social norms and to improve the lack of transparency on
the process of submitting grants or applying to jobs. Other discus-
sion topics included issues that may arise with research support
staff, who some participants perceived as being reluctant to invest
in getting to know trainees as they rotate in and out of labs or
research groups, as well as fostering a normative culture where
trainees are not afraid to admit to what they don't know and
ask for help or training when needed.

With respect to advice for mentors, participants suggested giv-
ing trainees the opportunities to practice and refine skills with sup-
portive feedback, teaching trainees to embrace mistakes and not
being afraid of asking “dumb” questions and to encourage institu-
tional leaders to implement training for mentors so they can better
support students in developing knowledge and skills to navigate
the institution or research environment. Participants also sug-
gested that more senior graduate students can play a role in helping
new trainees learn the ropes of their new program. Finally,

Table 2. Hidden curriculumworkshop participant diversity characteristics (n= 79)

Diversity group N (%)

My gender identity is female 58 (73.4)

My cultural heritage is outside the United States 27 (34.2)

In my family, I was in the first generation to attend college 23 (29.1)

My background includes financial disparity 23 (29.1)

I am an underrepresented minority: Black, Hispanic, Native
American, Alaskan Native, Native Hawaiian, Pacific Islander

18 (22.8)

I am another racial minority not listed above 14 (17.7)

English was not my first language 13 (16.5)

I am a sexual or gender minority 11 (13.9)

None of the above apply to me 5 (6.3)
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participants noted that faculty mentors should be aware that
trainees will observe how they handle themselves and therefore
should be intentional as a role model in their interactions and
behaviors.

Developing a career
Participants identified specific advice for trainees as they develop a
research career, including the importance of finding and establish-
ing a mentoring team that meets the trainee’s needs, leaning on
peer mentors, who may have had similar experiences; developing
relationships with mentors and peers outside of one’s home insti-
tution; and, finally, to pursue and cultivate research topics and
activities that the trainee enjoys, because these will more naturally
lend themselves to long-term success.

For mentors to support trainees, participants recommended
that faculty promote vulnerability through demystifying the
ups and downs of their own career trajectory. Participants also
recommended allowing trainees make their own mistakes but to
support them with gentle feedback. Participants also suggested
that mentors develop clear ideas around sponsorship, specifi-
cally by indicating that mentees should try to bring some value

to collaboration and that they should have a clear “ask” for
sponsorship. Finally, participants discussed how faculty should
help mentees develop a broader mentoring team by connecting
them to other potential mentors, emphasizing that the mentor
can be a point person but mentoring is best in a team, and for the
mentor to be honest about their limitations, whether these are
limitations on the mentor’s time, knowledge, or both.

Wildcard group
The “wildcard” breakout group was tasked with brainstorming
hidden curriculum strategies for diverse trainees and their mentors
not highlighted in other breakout groups. Participants in the wild-
card group were asked to generate ideas for other hidden curricu-
lum topics featured in the presentation (see Table 1 for full list).
Top ideas from this group focused on trainee thoughts and actions,
including observing the environment, sit back, and take it in before
going all in; the critical role of finding a peer ally or near-peer men-
tor; accept that trainees may need to forget prior learning that are
inhibiting their current success; and that trainees can and should
adapt behavior based on the circumstances, but should not com-
promise who they are fundamentally.

Fig. 2. Top ideas generated for trainees, mentors, and institutions. (A) Top ideas for trainees identified in session breakout rooms. (B) Top ideas for mentors identified in session
breakout rooms. (C) Top ideas for institutions identified in session breakout rooms. Note: Numbers in parentheses indicate number of upvotes for a given statement.
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Discussion

In this paper, we describe findings from a novel presentation and
workshop on diversity-related hidden curriculum. The goal of the
study was to produce participant-generated solutions to help doc-
toral trainees from diverse backgrounds unpack and negotiate
these unspoken norms of academia. Results indicate that both
mentors and trainees are highly aware of the role that the hidden
curriculum plays in shaping student experience and success, even if
respondents previously were not familiar with the language used to
describe this phenomenon. In addition, mentors and trainees alike
voiced the need for institutions to support changes that will facili-
tate mentors’ capacity to address the hidden curriculum with their
trainees as well as student success in navigating the implicit norms
of academia. This latter finding is particularly noteworthy, as the
workshop was specifically structured to brainstorm ideas to help
mentors and mentees at the individual and interpersonal levels.
However, participants naturally gravitated toward discussions of
institutional responsibility to facilitate these changes.

Notably, the hidden curriculum is the most hidden for students
from diverse backgrounds not widely represented in academia
[17]. Therefore, to improve the experiences and outcomes of doc-
toral training for students from diverse backgrounds, it is nec-
essary to develop interventions targeting institutions, mentors,
and trainees themselves that are focused on demystifying the
research hidden curriculum. Strong and culturally responsive
mentorship has previously been linked to doctoral student suc-
cess and persistence in academia for trainees from underrepre-
sented backgrounds [19-21]. Many of the ideas brainstormed by
participants in our workshop were actionable suggestions for
individual faculty mentors to improve their ability to help stu-
dents navigate the hidden curriculum of research. However,
many faculty mentors of diverse trainees may be unaware of
the extent to which personal identity can affect a trainee’s expe-
rience in academia, particularly if mentors are not themselves
from underrepresented backgrounds [22,23]. First, addressing
the influence of race, gender, cultural heritage, and other per-
sonal identities in doctoral student success may be a necessary
step for many research mentors and can be achieved through
activities like implicit bias training. More broadly, all ideas to
improve faculty awareness of the diversity-related hidden cur-
riculum also serve as ally development activities for faculty
members who are not themselves from diverse backgrounds.

Uncovering and navigating these hidden curricula has been
identified as a critical component of success at all levels of higher
education and, in particular, can influence the academic success of
students from backgrounds not widely represented in academia
[8]. For trainees who have learned negative thoughts or behaviors
over time, it is important to identify and overcome these with tar-
geted action-based tools. Anecdotally, faculty note that some train-
ees received hidden curriculum teaching them to act confident and
self-promote no matter what, while others have received implicit
messages to always be deferent or passive. In order to develop a
career, trainees must know the options for career opportunities
and what each option requires, as well as successfully network
within their profession to identify specific positions. Individuals
who are the first in their family or social network to enter a
PhD program may experience a profound “network gap” in that
they are less aware of ways in which professional positions are
identified and pursued [24]. In ideal circumstances, faculty men-
tors can play a key role in helping doctoral students identify and
navigate these unwritten norms and expectations.

Many suggestions for faculty mentors emphasized the role of
the department or institution in empowering mentors to help
diverse trainees. Two suggestions that were widely upvoted during
the workshop referenced the need to educate faculty on how they
can push for change at their institutions as well as the importance
of protections for faculty pushing for systemic changes, who might
face resistance or retaliation from administrators wishing to main-
tain the status quo. Other suggestions focused on institutional
changes that would reward or compensate faculty who take on a
disproportionate share of mentoring, student recruitment, and
committee service. Some responses alluded to the specific impact
of the “minority tax,” in which faculty (and trainees, to some extent)
from diverse backgrounds are expected to participate in diversity-
focused committees and initiatives at a considerable cost to time
available for research and other activities [25,26]. Institutions have
a variety of strategies available to mitigate this “tax,” which include
building diversity work into promotion and tenure metrics and
engaging nonminority faculty in diversity efforts [27].

As shown in our results, institutional action can be an especially
strong mechanism to set up sustainable and meaningful change
relating to diversity, equity, and inclusion. Concurrent with this
work, Mayo Clinic has been working to develop institutional sus-
tained infrastructure toward a more equitable workplace. This is in
part due to Mayo’s institutional investment in eradicating racism.
Within research, there is a goal of requiring a written “contribution
toward equity, inclusion, and diversity” statement within appoint-
ment and promotion packages. With these statements, staff will
demonstrate alignment with documented promotion metrics
aligned with this topic. This shift also means that effort aligned
with diversity, equity, and inclusion is reviewed by an institutional
panel on a regular basis during the promotion process. It also facil-
itates the dissemination of accomplishments, knowledge, and ideas
across the organization.

Clearly, every academic institution has idiosyncratic norms and
culture. Further, every new academic has to understand the unique
eccentricities of their institutions to thrive. The systemic hidden
curricula faced by nonmajority faculty, however, represent a clear
and omnipresent danger of simple survival in academia. As demon-
strated by our results, there are methods and solutions to demystify
and deal with the hidden curricula. Recognition and implementa-
tion of these findings in actionable ways are the next steps. We plan
to continue along this path by formally teaching hidden curriculum
topics to trainees, opening discussions withmentors, and continuing
to present opportunities for institutional change to leadership.

Limitations

This study has important limitations. First, participants were self-
selected into the conference workshop and, from there, into indi-
vidual breakout rooms during the session. Therefore, findings are
likely biased toward the viewpoints of faculty and trainees who are
interested in and endorse the importance of negotiating diversity-
related hidden curriculum in academia. However, the ultimate goal
of the session was to elicit actionable ideas frommentors and train-
ees on navigating the hidden curriculum. Participants with a prior
interest in improving trainee experiences and, perhaps, personal
experience with the hidden curriculum are arguably best suited
to lead these discussions and generate ideas fromwhich other men-
tors, trainees, and institutions can learn. In addition, there were
limitations to the method of data collection, since participants
could leave and reenter the session or choose not to respond to
the anonymous Poll Everywhere questions.
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