
 

 

 

 

 

 

 

 

 

The BRIM Initiative can help improve your departmental 
climate by addressing implicit bias among faculty members. 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Did you know… 
… the average cost of losing a faculty member in a 
department of medicine exceeds $400,0001?  

… improving departmental climate can increase 
faculty retention2,3, particularly for female 
faculty4 and faculty of color5?  

… male and female faculty in departments with 
good climate write more papers and bring in 
more grant dollars6?  

… women in more supportive climates experience 
lower levels of work-to-family conflict, even 
when working 70 hours/week7?  
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• Launch Visit from Dr. 
Carnes 

• Meetings with chair, 
division heads, and on-
site point people; lectures 
if desired 

• Workshops completed for all 
participating DOM divisions 

• Final report to host 
institution 

• Local BRIM 
Implementers 
deliver workshops 
to other divisions 
 

• UW BRIM Team 
delivers workshop 
to ~half of DOM 
divisions 

1. Implicit bias as a habit 
2. Becoming bias literate: If you name it, you can tame it 
3. Evidence-based strategies to break the bias habit 

The BRIM Initiative features a three-hour evidence-based workshop8,9 with three modules: 
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The BRIM Initiative is supported by NIH R35 GM122557, the Women in Science and Engineering Leadership 
Institute (WISELI) at the University of Wisconsin-Madison, and a participation fee of $12,500 per year from 
collaborating institutions. Its success depends on active engagement of leaders and faculty in the 
Departments of Medicine at participating institutions. 

 

 


