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Purpose and Goals

Post-licensure mentorship plays a critical role in supporting architects  
as they transition from technical contributors to firm leaders. 

While licensure represents an important 
professional milestone, it is only the beginning  
of developing the broader skills required for  
long-term success in practice.

Effective post-licensure mentorship helps architects strengthen skills in 
project leadership, client relationships, business operations, and strategic 
decision-making. It also supports the development of individual design 
perspectives, professional confidence, and leadership capabilities needed 
for future roles in firm leadership, ownership, or specialized areas of 
practice.

For firms, investing in post-licensure mentorship creates a stronger 
leadership pipeline, improves knowledge transfer, and supports long-term 
employee engagement and retention.

Key Goals

Post-licensure mentorship should support the following areas of 
professional growth:

•	 Transition from practitioner to leader: Develop the skills needed  
to guide teams, make decisions, and take ownership of project 
outcomes.

•	 Strengthen project and business skills: Build capabilities in project 
management, client engagement, financial acumen, staffing, and  
firm operations.

•	 Develop professional confidence: Encourage architects to strengthen 
their design voice, technical judgment, and decision-making abilities.

•	 Prepare for future leadership opportunities: Create pathways toward 
firm leadership, ownership, specialized roles, or other areas of 
professional advancement.

These goals should guide mentorship conversations and provide  
a framework for evaluating the effectiveness of post-licensure 
development efforts.
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Best Practices

Shift from Technical Development to Strategic Leadership

Post-licensure mentorship should move beyond technical skill 
development and focus on broader leadership responsibilities.  
Mentors can encourage architects to take ownership of:
•	 Client meetings and presentations
•	 Project strategy and decision-making
•	 Proposals and business development opportunities
•	 Team communication and project direction

Support Professional Role Transitions

The transition from project architect to project manager, or from  
designer to design leader, or from specialist to broader management 
roles requires new skills and responsibilities. Mentorship should help 
architects develop capabilities in:
•	 Delegation and team leadership.
•	 Budget awareness and project financial management.
•	 Communication with clients, consultants, and internal teams.
•	 Balancing design goals with project constraints and technical 

expertise.

Provide Stretch Opportunities with Support

Growth often occurs through experience. Firms should provide 
opportunities for emerging leaders to take on increased responsibility 
while maintaining appropriate support and feedback.

Effective approaches include:
•	 Assigning leadership responsibilities with clear expectations
•	 Allowing mentees to lead meetings or project initiatives
•	 Providing timely feedback and opportunities for reflection
•	 Creating a culture where learning through experience is encouraged

Expand Mentorship to a Fuller Scope

Post-licensure architects benefit from exposure to the full scope of firm 
operations. Consider pairing mentees with mentors from different areas 
of the organization, including:
•	 Business development
•	 Operations
•	 Human resources
•	 Finance
•	 Practice leadership

Cross-disciplinary mentorship helps architects understand how decisions 
are made beyond project design and delivery.
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Mentorship Tools and Formats

Effective post-licensure mentorship requires a combination of structured 
conversations, practical experiences, and opportunities for professional 
growth. Firms should consider multiple formats based on the needs of 
their employees and organizational structure.

Mentor Circles

Small groups of emerging leaders can meet with a senior leader to 
discuss professional challenges, leadership topics, and industry trends. 
This mentor circle approach provides access to multiple perspectives 
while reducing the time commitment required for one-on-one 
mentorship.

Peer Mentoring

Architects can be paired with colleagues who are just a few years ahead 
in their careers. Peer mentors can provide relevant guidance on 
navigating similar career transitions, project responsibilities, and 
leadership challenges.

Leadership Shadowing

Another approach is to provide opportunities for mentees to observe 
strategic conversations, such as:
•	 Staffing discussions
•	 Business development meetings
•	 Project reviews
•	 Firm leadership conversations

Shadowing helps emerging leaders understand the broader 
responsibilities of firm leadership.

Project Role Rotation

Rotating project roles creates opportunities for architects to gain 
experience across different responsibilities, such as:
•	 Design leadership
•	 Project management
•	 Client engagement
•	 Practice area initiatives

Exposure to different roles helps architects identify strengths and  
prepare for future career opportunities.

These mentorship formats should be adapted to support individual 
development goals. Evaluation should focus on whether the experience  
is helping mentees progress toward their professional objectives.
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Career Conversations and Professional Networks

Mentorship should include intentional conversations about long-term 
career development. Regular discussions help architects identify 
opportunities, understand potential career paths, and align their goals 
with available opportunities within the firm.

Encourage Career Planning

Mentors should encourage mentees to consider:
•	 Three- to five-year professional goals as well as several long-term 

career paths and aspirations
•	 Desired areas of growth that relate to those goals and aspirations
•	 Leadership interests and opportunities
•	 Skills or experiences needed to advance within and potentially beyond 

the firm

Career mapping helps transform mentorship from a reactive relationship 
into a proactive development strategy.

Support Network Development

Professional growth is strengthened through meaningful relationships 
both inside and outside the firm. Mentors can help mentees expand their 
networks by:
•	 Introducing them to clients and consultants
•	 Connecting them with industry peers
•	 Encouraging participation in professional organizations such as  

AIA, NOMA, and other industry groups
•	 Recommending conferences, juries, and leadership opportunities

Develop Future Mentors

An important outcome of mentorship is preparing future generations  
of leaders to support others. Encouraging mentees to mentor emerging 
professionals reinforces their own leadership skills and strengthens  
the firm’s culture of knowledge sharing.

Maintain Ongoing Check-Ins

Post-licensure development is an ongoing process. Firms should 
encourage regular check-ins—such as quarterly conversations—to review 
goals, discuss challenges, identify opportunities, and adjust development 
plans as careers evolve.
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