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CITI Source Materials 

 Developed by the University of Miami and 
the Fred Hutchinson CRC. 

 

 Used by 1130+ global institutions 

  

 Online course material in more than seven 
different languages.  

 

 Developed with public funds. 



Accessing Content  

 You can access content or download a 
free copy from: Department of Health 
and Human Services, Office of 
Research Integrity.  
http://ori.hhs.gov/ori-intro 

 

 http://oprs.usc.edu/education/rcr/#coll
aborative 
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The mentoring relationship? 

 Office for the Protection of Research Subjects (OPRS)  

Jackie Galvez, MSW Candidate, IRB Student Mentor; Susan L. 

Rose, Ph.D.; Jennifer Hagemann, MS; Monica Aburto , University 

of Southern California 



What is Mentoring?  

 The social foundation of research.  

 An opportunity for the mentor to draw 
the best from the student, 
postdoctoral, or faculty person by… 

 Serving as an adviser, teacher, role model, 
motivational friend and supportive advocate.  

 Passing on ethical and professional values to 
the next generation of researchers. 

 Making a commitment to the long-term 
development, progress, and the cultivation of a 
promising and committed individual. 



Why is Mentoring Important?  

 Pursuing research with inadequate mentoring 
can put the research structure of the entire 
university at risk.  

 

 Mentoring serves to alert new researchers to 
the institutions legal, ethical and moral 
expectations and obligations.  

 

 Mentoring is one of the primary means for 
one generation of researchers to impart their 
knowledge to succeeding generations.  

 

 



 
Who Can Mentor?  

  What must a mentor be able to do? 
 

 “The truly complete mentor is a single individual 
who is able to serve as an advisor/guide, 
developer of talent/coach, opener of 
doors/advocate, role model, interpreter of 
organizational or professional rules, protector, 
rule setter/boss - and carries on all of these 
functions on a long term basis."  

 

William Silen, M.D., Dean for Faculty Development 
and Diversity at Harvard Medical School 



What Needs Should a Mentor 
Fulfill?  

 Contribute to specific skill development 
related to: 

 Research content,  

 Proposal development and submission for 
funding,  

 Intra- and interdisciplinary collaboration, 

 Manuscript preparation and submission, 

 Development of a viable research 
trajectory.  

 



What Needs Should A Mentor 
Fulfill? 

 Preparation for the job market 

 Understanding of the current job market,  

 

 Opportunities to make contacts with leaders in 
the trainee's field,  

 

 Introduction to networking,  

 

 Awareness of the range of local, national, and 
international, public, and private career options.  



Mentor and Trainee 
Responsibilities  

 The mentor-trainee relationship is 
complex and often includes potential 
conflicts. 

 E.g. How much time should each devote 
to the other? 

 Who gets credit for ideas that arise out of 
shared discussions and effort? 

 Who owns results? 

 When does a trainee become an 
independent researcher? 



Essential Elements of the 
Relationship 

 Clear understanding of mutual responsibilities. 

 Commitment to maintain a productive and 
supportive research environment, 

 Proper & timely supervision and review, and 

 Agreement that the main purpose of the 
relationship is to prepare trainees to become 
successful independent & collaborative 
researchers. 

 



What Each Brings to the Table 

 Mentor – knowledge and skills that the 
mentee needs to learn, contacts, 
instrumental support (e.g. assist with 
statistical analysis). 

 Trainee – provide labor and fresh 
ideas. 

 Relationship breakdown occurs when 
one or both parties is not getting what 
was expected from the alliance.  



Trainees Need to Know… 

 How much time they will be expected to spend on 
mentor’s research; 

 Criteria that will be used for judging performance 
and form the basis of letters of recommendation; 

 How responsibilities will be shared or divided in the 
research setting; 

 Standard operating procedures (e.g. the way data 
are recorded and interpreted); and 

 How credit is assigned (e.g. how authorship and 
ownership are established). 



Mentors Need to Know that 
Trainees will… 

 Do assigned work conscientiously, 

 Respect the authority of others working in 
the research setting, 

 Follow research regulations and protocols,  

 Live by agreements established for 
authorship and ownership, and  

 Respect mentor time; use resources 
responsibly; keep mentor informed of 
changing circumstances affecting work.  



 

Case Studies 
Adapted from USC-ORPS 

 
 Misplaced Attribution 

 

 Case of the Missing Data 

 

 



Misplaced Attribution 
 

 Lisa is a post-doc who has been working at a major research 
university for the past year and a half. She has gotten along 
well with her boss, Dr. Richard Bell. The work in his lab relates 
to synthesis and characterization of anti-cancer agents. Lisa’s 
first project was the synthesis of Divialan, which has been 
difficult to synthesize in the lab. About six months after her 
arrival, she developed a few more steps of the synthesis, and 
things looked very promising. 

 Lisa told Dr. Bell, “Rick, you have to take a look at this result 
on the reaction I performed. I believe that it is a derivative of 
Divialan.” Bell looked at the data, “Lisa, this is great, “he said. I 
will have to study the data more closely to know for sure. Let 
me look at it in more detail and if it looks good I will start 
writing a paper for submission.” Lisa had a lot of work to do on 
the other characterizations, and she agreed. 

 

   

 



A month and a half later, Lisa was talking with 

Pete, a post-doc in another lab. Lisa was saying, 

“I have been having a lot of trouble trying to get 

the final steps in the synthesis of Divialan, but I 

did get a surprising derivative along the way.” 

She went on to describe the procedure to obtain 

the derivative. Pete was a little surprised. He 

said, “I was just at a meeting, and Dr. Bell 

presented that same synthesis. The think is that 

your name wasn’t mentioned in the presentation 

or on the accompanying paper.” 



Discussion Questions: 
 

 What should Lisa do to get the credit 
she deserves? Should she confront Dr. 
Bell? 

 

 What kind of rights do trainees have 
concerning their work? 

 

 Could Lisa or her department have 
avoided this situation? 

 



 
Case Study 

Case of the Missing Data 

Adapted from USC-ORPS 

 
 Dr. Samuels is a faculty member relatively new to research 

who is working with Dr. Norman who is an established 
researcher with several successfully completed R01 projects 
related to adolescent suicide prevention. Dr. Samuels has 
been working on the analysis of the effects of an 
intervention on suicide risk in adolescents. Although Dr. 
Norman reviewed and provided input on the research 
proposal on several occasions the design, preventive 
intervention, data collection, and analysis have been 
performed by Dr. Samuels. Dr. Samuels shows Dr. Norman 
a draft of an unfinished manuscript and ask for input while 
continuing data analysis.   

   

 



 Sometime later Dr. Samuels arrives early in 
Norman’s office for a progress meeting and 
sees a manuscript acceptance notice on the 
desk. Looking at the slip of paper, she sees 
that it refers to her work. She is surprised, 
since her research is incomplete. She decides 
not to say anything, thinking that Dr. 
Norman will bring it up. He does not.  

 



 Later that night, Dr. Samuels looks for the manuscript on 
Dr. Norman's desk. She finds a completed document 
describing her preventive intervention, with results and 
detailed graphs. She decides to confront Dr. Norman 
concerning his suspicious behavior. Although the results 
reported in the graph are consistent with what she has 
found and expects to find, they report results that she 
does not have.  

 Dr. Samuels confronts Dr. Norman the next day. She 
demands that the paper be recalled. He replies that the 
paper has already been accepted and is probably in press 
by now. He informs her that she is listed as first author 
and that submitting a retraction at this point would look 
very bad, likely affecting her career as well as his.  

 



 Dr. Norman goes on to say that the lab has 
been waiting for a breakthrough for a long 
time. The grant that pays the salaries of the 
technicians and students is up for renewal 
soon. Without this publication, there is 
almost no chance for his grant to be 
renewed, and the lab may have to be shut 
down. He explains that all he did was 
extrapolate a line and write the conclusions, 
submitting the article a little early.  

 



Discussion Questions 

1. Should Dr. Samuels attempt to have the paper recalled or 
should she say nothing and hope that her research backs up 
Dr. Norman's "predictions"?  

 

2. If Dr. Samuels decides to retract the paper, should her 
action be classified as "whistle-blowing"?  

 

3. What effect could recalling the paper have on her career as 
a young scientist?  

 

4. What are the most significant ethical issues raised by Dr. 
Norman's actions?  

 



Additional Questions for 
Discussion 

1. Can elements of the mentor-trainee 
relationship be reduced to a written 
agreement that both parties would sign at 
the beginning of the relationship? 

 

2. Can good mentoring be taught, monitored, 
and evaluated? 

 

3. What are the qualities of a good research 
environment and how can they be fostered? 

 



Does Your Department Have 
A Mentoring Program? 

 How does your department assign, train, and 
oversee mentors?  

 

 If not what might be some ways of 
establishing if there is a need for mentors? 

 

 If there is a mentoring program are there 
potential beneficial changes in how mentors 
are assigned, trained, and supported? 



WHAT AND WHO ARE OUR APU 
RESOURCES? 

What Will You Do If You Need 
Help? 



Azusa Pacific University 
Integrity Research Policy 

 http://www.apu.edu/researchandgrants/poli
cies/ 

 Policy Number: PO2010029 

 Effective Date: December 11, 2012 

 Issuing Authority: 

 Office of the President 

 Responsible Office: 

 Vice Provost for Graduate Programs (Research 
Integrity Officer – Dr. Diane Guido) 

http://www.apu.edu/researchandgrants/policies/
http://www.apu.edu/researchandgrants/policies/


What the Policy Covers 

 Scope and Application 

 Definitions (e.g. allegation, complainant, 
Good Faith Allegation, plagiarism) 

 Standards of Review 

 Receipt of Allegations 

 The Inquiry (process) 

 The Investigation 

 

 



The Policy Also Covers 

 Disposition of the Case Following an 
Investigation 

 Cooperation with Research Misconduct 

 Notification of Funding Agencies 

 Confidentiality 

 Protecting Complainants, Witnesses, 
and Committee Members 

 Protecting the Respondent 

 Record Retention 



Take Home Messages 

 Think carefully before committing to being 
either a mentor or a trainee. 

 

 Mentor-trainee relationships are complex 
but potentially beneficial to both parties. 

 

 It may feel difficult but negotiating details 
of the relationship before it is finalized is 
the best way to avoid future problems. 



Thank you 


