Abstract

A skills assessment tool to help
inform a postdoc’s Individualized
Development Plan (IDP)

For years, there has been the recommendation that postdocs create an individualized development plan (IDP) that informs the
research, teaching, and other professional development that should take place during the fellowship. However, the IDP is
typically generated collaboratively between the postdoc and their research mentor without any structured tools and may be
biased by the personality of the mentor or the type of institution where the fellowship is taking place.
The AGEP PROMISE Academy, a program for postdoctoral development and tenure-track conversion across a consortium of
five institutions from the University System of Maryland (the AGEP PROMISE Academy Alliance), has developed a Skills
Assessment Tool to assist with this process. A team of postdoc affairs administrators, postdocs and faculty worked together to
examine the National Postdoctoral Association’s Core Competencies and combine that with the data from their own lived
experiences to create a set of Common Learning Outcomes for the AGEP PROMISE Academy postdoctoral fellowship and a
skills assessment to help determine fellows strengths and growth areas. Scholars are able to complete the assessment
themselves or with a mentor, and this can provide a robust set of data from which to create an IDP.
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Conceptual Knowledge and Research Skills
Design testable hypotheses and experiments to effectively test them.
Analyze data, interpret data in a greater context, and explain findings
clearly.
Evaluate other’s scientific data presentations and publications
analytically.
Understand and navigate the context of your broader field, both in
terms of research and as well as disciplinary norms of
professionalism.
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Writing Proficiency for Publication and Funding
Recognize the steps of the scientific publication and peer review
process.
Complete a written publication through all stages (conception,
drafting, submission).
Review the breadth of funding sources for early career scientists and
identify target sources of funding for specific research.
Recognize the steps of the grant proposal, review and funding
process.
Complete (or participate in) the completion of a grant proposal
through all stages.
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Inclusive Teaching Readiness
Summarize recent literature on evidence-based teaching approaches
(both in-person and online) that enhance learning, support diverse
learners, and reduce equity gaps.
Implement pedagogical techniques demonstrated to enhance
learning and support diversity
Have a mentored teaching experience that includes preparation,
execution and assessment of a lesson/set of lessons/course.
Curate an effective teaching portfolio (particularly if interested in
being faculty at teaching-focused institutions).
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Laboratory Management, Leadership and Mentoring
Knowledge
Receive training on responsible conduct of research and describe
how proposed future research will be completed ethically,
responsibly, and appropriately.
Foster an inclusive, diverse, productive and professional laboratory
environment, including the ability to mitigate implicit bias and prevent
sexual harassment.
Review best practices on recruiting, hiring, on-boarding, mentoring
and performance-reviewing personnel (undergraduate, graduate and
postdoctoral scholars as well as staff) in an equitable manner.
Develop strategies for effective laboratory and project management
and identify tools for setting priorities, keeping records, managing
time, and delegating tasks.
Actively cultivate your own mentors and learn what it means to be a
good mentee.
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Tenure Track Conversion Preparedness
Articulate the differences between various Carnegie Classifications of
higher educational institutions and identify which aligns with personal
goals.
Prepare effective materials for tenure-track conversion including a
curriculum vitae, cover letter, research statement, teaching
statement/portfolio, diversity statement and professional web
presence.
Construct and perform an engaging, effective job talk (either a
research presentation or teaching demonstration), incorporating
feedback from mentors or professional developers.
Articulate and implement strategies for a successful self-presentation
in a conversion/tenure-track interview.
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Of the 9 Fellows in the APAA program, 7 postdocs
completed the assessment prior to the start of their
fellowship with the Program Director (to ensure they
understand the categories and process). Fellows are
tasked to rate their current level of proficiency in each of
the common learning outcome sub-items, with 1 being
”no proficiency" and 9 being ”highest proficiency.” The
assessment is theirs to keep and share with their
research advisor and other mentors to inform their IDP.
As you can see in the figure at right, Fellows felt most
competent in their Conceptual Knowledge and Research
Skills, and least confident in their Writing Proficiency,
particularly around their ability to seek funding.
Re-assessment can happen with a mentor or program
director or can be done independently. It is
recommended to do the assessment at least 2x a year.
For the Fellows in the AGEP PROMISE academy,
scores generally went up over time as postdocs
developed additional skill (data not shown). Interestingly,
there were some subitems for some Fellows where
scores went down from one timepoint to another. Upon
discussion, it was clear that this results when postdocs
realize the extent of what they don’t know (such as the
extensive process of grant submission or that there are
many more types of institutions where they could
become faculty than they had originally realized). We
still consider this a positive result because postdocs are
more accurately identifying areas of growth.
Further research is still needed to assess the Fellow and
Mentor perspectives on the usefulness of this tool.
However, anecdotal data from Fellow meetings has
been positive that this helped Fellows identify areas
where they needed to dedicate time and ask for greater
mentorship. We imagine this tool will be useful for
postdocs, postdoc programs looking to assess their
programmatic impact, or postdoc offices (PDOs) as a
needs assessment that can help them identify future
useful professional development offerings.

Visit Maryland’s AGEP PROMISE Academy Alliance at
https://theageppromiseacademy.com/ , contact Project Director Robin Cresiski
rcresiski@umbc.edu or download our poster with this QR code.
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More Resources Developed by the AGEP PROMISE Academy
In our first 3 years, our AGEP PROMISE Academy Alliance developed foundational documents and tools besides the Common
Learning Outcomes and Skills Assessment. We have developed Expectations for Fellows & Mentors, Guidelines for the
Recruitment of Underrepresented Postdocs in Biomedical Science and an Onboarding Checklist to establish some standardized
practices across our multi-institutional program. We also drafted requirements for (and made a prototype of) an Opportunities for
Professorial Advancement database to serve both as a directory of postdoctoral fellows across the system and opportunities for
those scholars (guest lectures, classes to teach, etc.) and have begun working with the University System of Maryland system
office on a functional directory. Finally, we have been developing a ”departmental readiness” assessment tool for departments to
self-assess their ability to recruit, hire, support and advance scholars of color based on their track-record, their demonstrated
commitments, and their future plans.
Our goal is to recruit, onboard, and convert 16 Fellows across the alliance institutions
between 2018-2023. Currently we have 9 fellows. We are actively recruiting for
Fellows at the University of Maryland Baltimore (UMB), Salisbury University (SU) and
Towson University (TU) and will be recruiting this summer at the University of
Maryland Baltimore County (UMBC). Please visit www.theageppromiseacademy.com
for details. Fellows all have an institutional research mentor that meets with them
weekly. Fellows also meet as a cohort with the Program Director once a month and
individually with the Program Director at least twice a year.
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