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The Compact Between Postdoctoral Appointees and Their Mentors is
intended to initiate discussions at the local and national levels about the
postdoctoral appointee-mentor relationship and the commitments necessary
for a high quality postdoctoral training experience.  

The Compact was drafted by the AAMC Group on Graduate, Research,
Education, and Training (GREAT) and its Postdoctorate Committee. It is
modeled on the AAMC Compact Between Resident Physicians and Their
Teachers, available at www.aamc.org/residentcompact.  Input on the
document was received from the GREAT Group Representatives, members of
the AAMC governance, and other members of the postdoctoral community,
including the National Postdoctoral Association.  At its October 8, 2006,
annual business meeting, the GREAT Group unanimously endorsed the
document.  The document was subsequently endorsed by the AAMC Executive
Committee on October 20, 2006.  

The Compact is available on the AAMC Web site at 
www.aamc.org/postdoccompact
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Compact Between Postdoctoral Appointees and Their Mentors  
 
Postdoctoral training is an integral component of the preparation of scientists for career advancement as 
scientific professionals. Postdoctoral appointees typically join an institution to further their training in a 
chosen discipline after recently obtaining their terminal degree (e.g., Ph.D., M.D., D.V.M.). This 
training is conducted in an apprenticeship mode where she/he works under the supervision of an 
investigator who is qualified to fulfill the responsibilities of a mentor. The postdoctoral appointee may 
undertake scholarship, research, service, and teaching activities that together provide a training 
experience essential for career advancement.  
 
Core Tenets of Postdoctoral Training  
 
Institutional Commitment  
Institutions that train postdoctoral appointees must be committed to maintaining the highest standards of 
training and to providing a program sufficient to ensure, that when completed, the trainee can function 
independently as a scientific professional. Institutional oversight must be provided for terms of 
appointment, salary, benefits, grievance procedures, and other matters relevant to the support of 
postdoctoral appointees. A responsible institutional official must be designated to provide this oversight, 
and a suitable office should be available for the administrative support of postdoctoral affairs.  
 
Quality Postdoctoral Training  
Individuals should be trained to independently formulate meaningful hypotheses, design and conduct 
interpretable experiments, adhere to good laboratory practices, analyze results critically, understand the 
broad significance of their research findings, and uphold the highest ethical standards in research. The 
development of additional skills—including oral and written communication, grant writing, and 
laboratory management—are considered integral to this training.  
 
Importance of Mentoring in Postdoctoral Training  
Effective mentoring is critical for postdoctoral training and requires that the primary mentor dedicate 
substantial time to ensure personal and professional development. A good mentor builds a relationship 
with the trainee that is characterized by mutual respect and understanding. Attributes of a good mentor 
include being approachable, available, and willing to share his/her knowledge; listening effectively; 
providing encouragement and constructive criticism; and offering expertise and guidance.  
 
Foster Breadth and Flexibility in Career Choices  
Postdoctoral appointees must have training experiences of sufficient breadth to ensure that they are 
prepared to pursue a wide range of professional career options. Effective and regular career guidance is 
essential and should be provided by the mentor and the institution.  
 



Commitments of Postdoctoral Appointees  
 

• I acknowledge that I have the primary responsibility for the development of my own career. I 
recognize that I must take a realistic look at career opportunities and follow a path that matches my 
individual skills, values, and interests.  

 

• I will develop a mutually defined research project with my mentor that includes well-defined 
goals and timelines. Ideally, this project should be outlined and agreed upon at the time of the initial 
appointment.  

 

• I will perform my research activities conscientiously, maintain good research records, and 
catalog and maintain all tangible research materials that result from the research project.  

 

• I will respect all ethical standards when conducting my research including compliance with all 
institutional and federal regulations as they relate to responsible conduct in research, privacy 
and human subjects research, animal care and use, laboratory safety, and use of radioisotopes. 
I recognize that this commitment includes asking for guidance when presented with ethical or 
compliance uncertainties and reporting on breeches of ethical or compliance standards by me and/or 
others.  

 

• I will show respect for and will work collegially with my coworkers, support staff, and other 
individuals with whom I interact.  

 

• I will endeavor to assume progressive responsibility and management of my research 
project(s) as it matures. I recognize that assuming responsibility for the conduct of research 
projects is a critical step on the path to independence.  

 

• I will seek regular feedback on my performance and ask for a formal evaluation at least 
annually.  

 

• I will have open and timely discussions with my mentor concerning the dissemination of 
research findings and the distribution of research materials to third parties.  

 

• I recognize that I have embarked on a career requiring “lifelong learning.” To meet this 
obligation I must stay abreast of the latest developments in my specialized field through reading the 
literature, regular attendance at relevant seminar series, and attendance at scientific meetings.  

 

• I will actively seek opportunities outside the laboratory (e.g. professional development 
seminars and workshops in oral communication, scientific writing, and teaching) to develop 
the full set of professional skills necessary to be successful for my chosen career.  

 

• At the end of my appointment, in accordance with institutional policy, I will leave behind all 
original notebooks, computerized files, and tangible research materials so that other 
individuals can carry on related research. I will also work with my mentor to submit the 
research results for publication in a timely manner. I can make copies of my notebooks and 
computerized files, and have access to tangible research materials which I helped to generate during 
my postdoctoral appointment according to institutional policy. 



Commitments of Mentors 
 

• I acknowledge that the postdoctoral period is a time of advanced training intended to develop 
the skills needed to promote the career of the postdoctoral appointee. 

 
• I will ensure that a mutually agreed upon set of expectations and goals are in place at the 

outset of the postdoctoral training period, and I will work with the postdoctoral appointee to 
create an individual career development plan.  

 
• I will strive to maintain a relationship with the postdoctoral appointee that is based on trust 

and mutual respect. I acknowledge that open communication and periodic formal performance 
reviews, conducted at least annually, will help ensure that the expectations of both parties are met.  

 
• I will promote all ethical standards for conducting research including compliance with all 

institutional and federal regulations as they relate to responsible conduct in research, privacy 
and human subjects research, animal care and use, laboratory safety, and use of radioisotopes. 
I will clearly define expectations for conduct of research in my lab and make myself available to 
discuss ethical concerns as they arise.  

 
• I will ensure that the postdoctoral appointee has sufficient opportunities to acquire the skills 

necessary to become an expert in an agreed upon area of investigation.  
 
• I will provide the appointee with the required guidance and mentoring, and will seek the 

assistance of other faculty and departmental/institutional resources when necessary. Although I 
am expected to provide guidance and education in technical areas, I recognize that I must also 
educate the postdoctoral appointee by example and by providing access to formal 
opportunities/programs in complementary areas necessary for a successful career.  

 
• I will provide a training environment that is suited to the individual needs of the postdoctoral 

appointee in order to ensure his/her personal and professional growth. I will encourage a 
progressive increase in the level of responsibility and independence to facilitate the transition to a 
fully independent career.  

 
• I will encourage the interaction of the postdoctoral appointee with fellow scientists both intra- 

and extramurally and encourage the appointee’s attendance at professional meetings to 
network and present research findings.  

 
• I will ensure that the research performed by a postdoctoral appointee is submitted for 

publication in a timely manner and that she/he receives appropriate credit for the work she/he 
performs. I will acknowledge her/his contribution to the development of any intellectual 
property and will clearly define future access to tangible research materials according to 
institutional policy.  

 
 
 
 



 
 
• I recognize that there are multiple career options available for a postdoctoral appointee and 

will provide assistance in exploring appropriate options. I recognize that not all postdoctoral 
appointees will become academic faculty. To prepare a postdoctoral appointee for other career paths, 
I will direct her/him to the resources that explore non-academic careers, and discuss these options.  

 
• I will commit to being a supportive colleague to postdoctoral appointees as they transition the 

next stage of their career and to the extent possible, throughout their professional life. I 
recognize that the role of a mentor continues after the formal training period.  

 
 
 
This compact serves both as a pledge and a reminder to mentors and their postdoctoral appointees that 
their conduct in fulfilling their commitments to one another should reflect the highest professional 
standards and mutual respect. 
 
 
 
Signed: ______________________________________________________ Date: _____________ 
 Mentor 

 
Signed: ______________________________________________________ Date: _____________ 
 Postdoctoral Appointee 



 
 

Individual Development Plan for Postdoctoral Fellows
 
 
Individual Development Plans (IDPs) provide a planning process that identifies both 
professional development needs and career objectives.  Furthermore, IDPs serve as a 
communication tool between individuals and their mentors.  While IDPs have been 
incorporated into performance review processes in many organizations, they have been 
used much less frequently in the mentoring of postdoctoral fellows.  An IDP can be 
considered one component of a broader mentoring program that needs to be instituted 
by all types of research institutions. 
 
Goals 
Help individuals identify:  

 Long-term career options they wish to pursue and the necessary tools to 
meet these; and 

 Short-term needs for improving current performance. 
 
Benefits 
Postdoctoral fellows will have a process that assists in developing long-term goals.  
Identifying short-term goals will give them a clearer sense of expectations and help 
identify milestones along the way to achieving specific objectives.  The IDP also 
provides a tool for communication between the postdoc and a faculty mentor.  
 
Outline of IDP Process 
The development, implementation and revision of the IDP requires a series of steps to 
be conducted by the postdoctoral fellow and their mentor.  These steps are an 
interactive effort, and so both the postdoctoral fellow and the mentor must participate 
fully in the process. 

                BASIC STEPS 
 

… for Postdoctoral Fellows 
 
 
Conduct a self assessment 
 
 
Survey opportunities with mentor 
 
Write an IDP, share IDP with 
mentor and revise 
 
Implement the plan 
Revise the IDP as needed 

… for Mentors 
 
 
Become familiar with available 
opportunities 
 
Discuss opportunities with postdoc 
 
Review IDP and help revise 
 
 
Establish regular review of progress 
and help revise the IDP as needed 

 
 
    
     Step 1: 
 
 
    Step 2: 
 
    Step 3: 
 
 
    Step 4: 
 
 
 



Execution of the IDP Process 
 
… for Postdoctoral Fellows 
 
Step 1. Conduct a Self Assessment. 

 Assess your skills, strengths and areas which need development.  Formal assessment 
tools can be helpful. (Examples can be found in Resources: Self Assessment at the end 
of this document). 

 Take a realistic look at your current abilities.  This is a critical part of career planning.  
Ask your peers, mentors, family and friends what they see as your strengths and your 
development needs. 

 Outline your long-term career objectives. (For useful information see Resources: Career 
Opportunities at the end of this document).  Ask yourself: 

 -What type of work would I like to be doing? 
 -Where would I like to be in an organization? 
 -What is important to me in a career? 
 
Step 2. Survey Opportunities with Mentor. 

 Identify career opportunities and select from those that interest you. 
 Identify developmental needs by comparing current skills and strengths with those 

needed for your career choice. 
 Prioritize your developmental areas and discuss with your mentor how these should be 

addressed. 
 
Step 3. Write an IDP. 
The IDP maps out the general path you want to take and helps match skills and strengths to 
your career choices.  It is a changing document, since needs and goals will almost certainly 
evolve over time as a postdoctoral fellow.  The aim is to build upon current strengths and skills 
by identifying areas for development and providing a way to address these.  The specific 
objectives of a typical IDP are to: 

 Establish effective dates for the duration of your postdoctoral appointment. 
 Identify specific skills and strengths that you need to develop (based on discussions with 

your mentor). 
 Define the approaches to obtain the specific skills and strengths (e.g., courses, technical 

skills, teaching, supervision) together with anticipated time frames. 
 Discuss your draft IDP with your mentor. 
 Revise the IDP as appropriate. 

 
Step 4. Implement Your Plan. 
The plan is just the beginning of the career development process and serves as the road map.  
Now it’s time to take action! 
 

 Put your plan into action. 
 Revise and modify the plan as necessary.  The plan is not cast in concrete; it will need to 

be modified as circumstances and goals change.  The challenge of implementation is to 
remain flexible and open to change. 

 Review the plan with your mentor regularly.  Revise the plan on the basis of these 
discussions. 

 
 
 



…for Mentors 
 
Step 1. Become familiar with available opportunities. 
By virtue of your experience you should already have knowledge of some career opportunities, 
but you may want to familiarize yourself with other career opportunities and trends in job 
opportunities (refer to sources such as National Research Council reports and Science career 
reviews; see also Resources: Career Opportunities at the end of this document). 
 
Step 2. Discuss opportunities with postdoc. 
This needs to be a private, scheduled meeting distinct from regular research-specific meetings.  
There should be adequate time set aside for an open and honest discussion. 
 
Step 3. Review IDP and help revise. 
Provide honest feedback - both positive and negative - to help postdoctoral fellows set realistic 
goals.  Agree on a development plan that will allow postdoctoral fellows to be productive in the 
laboratory and adequately prepare them for their chosen career. 
 
Step 4. Establish regular review of progress. 
The mentor should meet at regular intervals with the postdoctoral fellow to assess progress, 
expectations and changing goals.  On at least an annual basis, the mentor should conduct a 
performance review designed to analyze what has been accomplished and what needs to be 
done.  A written review is most helpful in objectively documenting accomplishments.  (An 
example is provided as an attachment – this can be modified to fit the needs of the postdoc and 
mentor). 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Sample Annual Review

This document was developed by the Federation of American Societies for Experimental 
Biology (FASEB)’s Science Policy Committee.  For more information, contact: 
 
Jennifer A. Hobin, Ph.D., FASEB Office of Public Affairs  
(301-634-7650 or jhobin@faseb.org) 

 
 
 

http://opa.faseb.org/pdf/SampleAnnualReview.pdf
mailto:jhobin@faseb.org
jobremer
Text Box
http://www.faseb.org/portals/0/pdfs/opa/SampleAnnualReview.pdf



Resources*  
 
 

Self Assessment 
Fiske, P. S. (2001). Put Your Science to Work: The Take-Charge Career Guide for 

Scientists.  Washington, D.C.: American Geophysical Union. 
 

Bolles, R. N. (2002). What Color is your Parachute? A Practical Manual for Job-Hunters 
and Career-Changers. Berkeley, Calif.: Ten Speed Press. 
 
The Postdoc Experience 

Kern, S. (2002). Fellowship Goals for PhDs and MDs: A Primer on the Molecular Biology 
Postdoctoral Experience.  Cancer Biology and Therapy 1: 74-75. 
 

National Academy of Sciences. (2000). Enhancing the Postdoctoral Experience for 
Scientists and Engineers: A Guide for Postdoctoral scholars, Advisers, Institutions, Funding 
Organizations, and Disciplinary Societies. Washington, D.C.: National Academy Press. 
 
Career Opportunities 

American Association for the Advancement of Science. Science’s Next Wave. [On-line]. 
Available: http://sciencecareers.sciencemag.org/ 
 

The Scientist. Archives: Profession. [On-line]. Available: http://www.the-
scientist.com/fragments/careers/careers_about.jsp

 
The Chronicle of Higher Education. Career Network Advice Columns. [On-line]. 

Available: http://chronicle.com/jobs/ 
 

Federation of American Societies for Experimental Biology. (1997).  Graduate 
Education: Consensus Conference Report.  Bethesda, M.D. FASEB. [On-line]. Available: 
http://opa.faseb.org/pages/Publications/educationreport.htm 

 
Heiberger and Vick, eds. (1996). The Academic Job Search Handbook (2nd ed.). 

University of Pennsylvania Press. 
 

Reis, R. M. (1997) Tomorrow’s  Professor. Preparing for Academic Careers in Science 
and Engineering. New York: IEEE Press. 1997.  
 

On-line Listserv: Tomorrow’s  Professor. Available: 
http://ctl.stanford.edu/Tomprof/index.shtml 
 

Barker, K. (2002). At the Helm: A Laboratory Navigator. Cold Spring Harbor, NY: Cold 
Spring Harbor Laboratory Press. 
 
Resources on Non-Academic Careers 

Robbins-Roth, C. ed. (1998). Alternative Careers in Science. Leaving the Ivory Tower. 
San Diego, Calif.: Academic Press. 
 

Kreeger, K. Y. (1999). Guide to Nontraditional Careers in Science. London: Taylor & 
Francis Group. 

 
*these resources are not considered endorsements, per se 

http://www.the-scientist.com/fragments/careers/careers_about.jsp
http://www.the-scientist.com/fragments/careers/careers_about.jsp
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Faculty Format for Curriculum Vitae 
 
Transfer existing Curriculum Vitae into an accepted U.S. university format, with input from your 
mentor.  
If you wish to use the UTMB faculty format, you may download it from: 
http://www.gsbs.utmb.edu/postdocs/current/docs/postdoc_CV.doc 
 
Provide the CV to departmental administrative staff for internal records and personnel file. 
Provide a copy to Office of Postdoctoral Affairs: 
– Campus mail Route 1050 
– Fax: 25420 
– Email: pooffice@utmb.edu 
 
Revise annually, or more often as needed to insert new publications, presentations, committees, 
etc. 

http://www.gsbs.utmb.edu/postdocs/current/docs/postdoc_CV.doc�
mailto:pooffice@utmb.edu�
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