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Program Details

Selecting Mentors  

The goal of our Faculty is to insure that all incoming Assistant Professors and Associate Professors
without tenure and faculty service officers (FSO) have a mentor within the FoMD (Cappell, 2010). 
Many departments have an established process of assigning mentors for incoming faculty, and this
is often done by the Chair of the Department, in consultation with the Divisional Director and
Faculty member. The mentor should not normally be the Chair of the department or Director of
ththe Division where the Faculty member holds his/her appointment. However, under certain cir-
cumstances where these individuals appear to be the most suitable mentors, they should be allowed
to assume the role of mentor. In some cases two mentors might be appropriate, for example of a
new faculty member’s job description spans two very different areas of research or clinical practice
or is filling a role that is not normally performed in a particular department or division. The new
faculty member must be comfortable with the mentor chosen, in order to establish a good mentoring
relationship, and they have the right to oppose those choices that are not working (see next section). 

DuDuration of Mentorships

The initial term for the mentor assignment should be for one year and renewable.  This will be
enough time to determine if both the mentor and mentee are satisfied with the arrangement
(Farrell et al, 2004). Should either the mentor or mentee not be satisfied with the mentoring
relationship, either can choose not to renew the mentoring relationship and a selection of a new
mentor should proceed. If after one year, both the mentor and mentee are agreeable to renewal,
the term should be renewed and remain in place at least until the promotion of the mentee to
AssociaAssociate Professor with tenure. Mentorship in the domain of discovery scholarship such as salary
awards and operating grants will however, continue as deemed appropriate by the Department
Chair and Institute Director. As strong collegial bonds can often formed through the mentoring
process, the mentoring relationship may continue on an informal basis after promotion with
tenure. In some instances, a team-based mentorship with several concurrent mentors may be
most appropriate to enable a full scope of mentorship. Regardless, it is important that all the
faculty members will have an identified mentor until promotion to Associate Professor (Sekerka
eet al., 2003).

If at any point during this period expectations are not met on either part, reassignment is suggested.
It is understood that some mentoring relationships will not be sustained as some would be predicted
not to work, through no fault of either individual, but because a cooperative and synergistic relation-
ship does not form.  

Frequency, Recording, and Reporting of Mentorship Meetings

The expectation is that the mentor and mentee meet on a regular basis (at least twice a year) to
discusdiscuss the progress and goals of the mentee’s career development (Leslie et al, 2005). This would
be a minimum requirement and it would be encouraged that informal meetings occur once per
month, particularly early after the initial appointment since the first two years are very important 
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Components of professional development (continued)

and experience, should be the responsibility of more senior faculty. The topics under discussion in
these committees typically require many meetings and can absorb a significant amount of time.

• Encouragement for attendance at divisional departmental and institute meetings and retreats.  

• Guidance on how to select committees that align with the interests of the mentee, including 
   o Responsibilities and obligations of committee membership
   o How to determine the appropriate level of administrative activities consistent with the time
        committed to this activity
   o Determine when it is appropriate to consider potential leadership roles

• Guidance on how to improve leadership capabilities, and how to document administrative
 contributions and leadership participation (Ackerly et al, 2011).
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