BUMC Early Career Faculty Development Program – Executive Summary


A. Commitment to Faculty 
In 2007, President Brown released a strategic plan that articulates a commitment to “support and enhance a world-class faculty.”  The BUMC, in turn, has made faculty development an institutional priority. Yet, demand for a sustained, campus-wide program to nurture early career faculty remains. 
1. Academic medical centers can expect to lose 48% of their faculty every ten years. The attrition rate for assistant professors is even higher. 
2. In the 2007 BU Faculty Climate Survey, 44% of female faculty and 37% of male faculty surveyed felt they had received inadequate mentoring. 
3. The most recent Liaison Committee on Medical Education report noted that BU School of Medicine failed to offer a coordinated institutional approach to faculty development.
B. Importance of Mentoring

Research has documented the role of mentoring in retaining faculty. Two case studies that have included control groups dramatize the difference mentorship makes in improving faculty retention. 
1. In one report of Obstetrics and Gynecology faculty members, 38% of junior faculty without a mentor left their organizations during the survey period while only 15% of those with mentors left. 

2. New assistant professors participating in one mentoring program were 67% more likely to remain at the university by the end of their probationary period than peers who had opted not to participate.

C. Meeting the need
After consulting with experts and reviewing scholarly literature, the Mentoring Task Force will implement an Early Career Faculty Development Program across BUMC. The program encompasses 3 forms of mentoring:

1. Facilitators will lead structured longitudinal mentoring sessions for a group of participants that address widely relevant career development topics.
2. Senior colleagues will pair with early career faculty to provide one-on-one mentoring on a specific year-long project.
3. Peer mentoring will develop in the context of learning communities formed during the group sessions.
D. Implementation 

1. The program will begin soliciting applications in October 2010 with the first meeting of accepted applicants scheduled for January 2011. 
2. Group sessions will last 2.5 hours every two weeks for nine months. Content will be made available electronically to the entire BUMC community.
3. During the pilot year, the program will reach 16 assistant professors across the three schools on the medical campus. In the second year, two cohorts of 16 will participate simultaneously.
E. Benefits
Instituting a systematic mentoring approach through an Early Career Development Program allows BUMC to:
1. Facilitate faculty recruitment, retention, advancement, promotion, and vitality.
2. Develop a sustainable climate of support for faculty in all tracks and at all academic ranks.
3. Enhance networking, cross-disciplinary translational collaborations in educational programs and research that will promote scholarly productivity, increase grants and exceed accreditation guidelines.
F. Faculty Commitment

1. Faculty members will commit to making substantive progress on their proposed project.
2. Faculty members will commit to attending 90% of sessions. 
G. Department Chair Commitment
1. FTE
· Department chairs will need to grant release time so that mentees may devote themselves fully to meeting program and personal career goals. During weeks with formal sessions, participants will participate in 2.5 hours of activity. During weeks without formal sessions, mentees will communicate with their learning communities, read assigned articles, and work on their projects. 
· Typically, the time commitment will equal 0.05 FTE, though Department chairs may demonstrate their support for the program in flexible ways.

2. Letter
The application process requires a Chair letter endorsing the faculty member’s project and participation in the program and release from other duties during the 2.5 hours every other week to attend the program.   
