Woman in Science and UK Careers




The National Postdoctoral Association defines a postdoc as:-

“an individual holding a doctoral degree who is engaged in a temporary
period of mentored research and/or scholarly training for the purpose of
acquiring the professional skills needed to pursue a career path of his or her
choosing.”

©2008VF www.Vadlo.com

You are the Postdoc. You should know how to make ends meet!



The Scientific Century: securing our future prosperity.

Royal Society Policy 2010.
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The harsh truths about pursuing an independent career
(and maybe how to succeed)

* There is no academic career ladder; It’s a pyramid and
it’s crowded at the top.

* Being smart and working hard is not enough; lots of

other people are as smart as you and just as hard-
working.

Set yourself apart !



Contacts are the lifeblood of your career..........

*It’s vital to find people to work with who are interested in your
long-term career, people you can learn from and people you can
trust.

*The best way to do this is to use conferences/seminars as
networking events, rather than expenses-paid jolly trips (or stress
when you have to present!).

*If you go to a conference and don’t introduce yourself to at least
10 people then you are wasting your time!

Do you ever wake up early on a Monday morning
because you are excited by doing an experiment?
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Every post-doc position is different

T SEEMS ALL | EVER MIND &oiths To
Do THESE DAYS 1S
&0 To MEETINGS

AND APPLY FOR

IS THIS REALLY WHAT

2005 Sigma Xl Postdoc Survey (USA)

7600 postdoctoral scientist questioned:-

*For 35% the Pl controlled their projects ‘mostly or completely’.

THE MID-TENURE CRISIS

Wi, FHDCOMICS, COM

*38% ‘shared responsibility’ for their project with the PlI.

*25% were ‘mostly independent’.



The key for postdocs is to know
when to leave.......

..........and that's nobody's decision
but yours.



How to gain early independence

Learn research skills and publish PAPERs, papers, papers............
Become THE expert on your project.
Negotiate some autonomy with your Pl to pursue a ‘side-line’ project

*Must fit within the overall scope of the lab
*Doesn’t take too much time or resource (produces some preliminary data)

Apply for small grants such as travel, small grants and fellowships.
Volunteer to look after students and/or take on other responsibilities.
Start writing a grant proposal ASAP — help your Pl with applications.

Visit other Institutions and offer to give seminars.

Expand your network of colleagues (they may be your future reviewers!).

Ask to be a co-corresponding author (particularly if you have been
mentoring/supervising a PhD student).



Key Pointers for Gaining Independence

Plan and execute. Be active in the planning and performance of all
aspects of your research project:-

* experimental planning, design and execution
e data analysis and management
* manuscript writing

It's your research, so take responsibility for it.
See the bigger picture.

* Develop a sense of the entire spectrum of the research process.
 Keep asking yourself what it takes to go from an idea to the final

paper.
Be proactive.

e Be the first one with the idea.
* Initiate discussions in lab meetings and organize activities (journal
clubs and inviting seminar speakers).



The Fellowship Route

Fellows are usually very attractive to universities because the
fellowship gives you a chance to build an independent funding
and publication record as well as a research group.

Numerous Funding agencies offer Fellowship opportunities of
varying lengths, seniority and for work overseas.

Universities may offer incentives such as an additional 2-3 years
of funding after the end of the Fellowship.

Protected research time (limited teaching/administration).

A good time to start applying for a fellowship is between your
4th and 6th year of postdoc.
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PhD Student, Genetic Department, University of Adelaide, Australia

P—

Need to get more experience in Molecular Biology

Research Scientist, CSIRO Animal Production, Sydney, Australia

Pa—

Transferable Skills, Medical Research, Apply for jobs overseas!

Post-doc, Department of Biochemistry, University of Cambridge, UK

e

Mentor suggests - Apply for Personal Lectureship

< Lab dysfunctional -
Post-doc, Department of Medicine, University of Cambridge, UK | time to move.

BHF Basic Science Lectureship, University of Cambridge, UK

BHF Senior Fellowship, University of Cambridge, UK

P

2007 time to move on

Professor of Cellular Signalling, King’s College London, UK



Where have all the Women Gone?

Women & men in a typical SET academic
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‘Women are More than Equal as Undergraduates

UNITED KINGDOM

EDUCATION PIPELINE BREAKDOWN BY SECTOR BREAKDOWN BY FIELD EDUCATION PIPELINE BREAKDOWN BY SECTOR BREAKDOWN BY FIELD

DOCTORAL STUDENTS

RESEARCHERS

?

44%

@ sa%

59%

T

45%

DOCTORAL STUDENTS

53%

RESEARCHERS

62%

< 20% Professors

http://www.uis.unesco.org/ LAYOUTS/UNESCO/women-in-
science/index.html#overview!lang=en




Under-represented on Editorial
Boards and Committees.
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Unconscious Bias?

https://implicit.harvard.edu/implicit/
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Science faculty’s subtle gender biases favor

male students

Corinne A. Moss-Racusin™®, John F. Dovidio®, Victoria L. Brescoll’, Mark . Graham™®, and Jo Handelsman™'

Tmpartrrent of Mabsculer, Celluler ard Developrmental Bialogy, "Oepartrent af Pychology, “choal of Managemaent. and “Departmert of Pachistry,

Yale University, Miw Haven, CT 06550

Ecdfted™ by Shirkey Tilghman, Princeton Unisersty, Prirgeion, Wi, sl approved Ausgust 37, 2003 freceived For myiew buly 2, 2013

Despite effects te recrult and retaln mens women, a stark gender
disparity persists within academic sclence, Abundant research has
demenstrated gender bias in many demagraphic groups, but has
yet o experimentally investigate whether sclence faculty exhibit
a bias against female students that could contribute to the gender
disparity in academi sclence. In a randomized double-blind study
{n = 137\, scence faculty from research-intensive universities
rated the application materiaks of a studeni—whe was randomly
assigned pither a male or ferale name—ior a laboratory manager
pasition. Faculty participants rated the male applicant as signifi-
cantly mare competent and hireable than the (dentical) femala
applicant. These partitipants also sedected a higher starting salary
and offered more career mentoring to the male applicant. The
gender of the faculty participants did not affect responses, such
that female and male faculty were egually likely to exhibit bias
against the femalke student. Mediation analyses indicated that the
female student was bess likely to be hired because she weas viewed
a% |ess competent. We also assessed faculty participants’ preexist-
ing subtle bias against women wsing a standard instrument and
found that preexisting subtle bias against women played 4 moder-
ating rale, swech that subthe bias against women was associated
with less support for the female student, but was unrelated to
reactions to the male student. These results suggest that interven-
tigns addressing faculty gender blas might advance the goal of
increasing the participation of weman in sclence,

divenity | lifestyle choices | wenoe educetion | scienoe warkloroe

gender disparity in sdeonce {9-117, and that it “B ool caused by
discriminatbon in these domains® {10). This assertion bas re-
ceved substamial atenton and gescrated sienificant debane
ameong Lhe scientific community, leading some w conclede that
gender discrimination indesd does not exist nor comribute to L
gender disparity within academic sclence {eg., refs 12 and 13).

Dicapite this controversy, expermmental reseanch estng for U
presence and magnitude of gender discrimination in the bi-
ological and physical sciences has vet w be conducted. Although
ackooaledging that vanous lifesnde chobees likely contribute w
the gender imbalance in scienoe (9-11], the preseon research s
unigee 0 investigating whether faculty gender bias exists within
academbe biologhcal and physacal sciences, and whether o odght
cxert an independent effect on the gender disparity as stedents
progress tarowgl the pipeline v careers in schenee. Specifcally,
the present experiment examinsed whether, given an equally
gualificd male and female stadent, sclence faculty members
would slow preferental evaluation and treatment of the mabe
student w0 work in thelr leborarory. Adlsough Use correlatbonal
and related laboratosy studbes discussed below sugeest than such
bias s likely (contsery (o previows afguments) {9-11), wie know of
o peevious experintents Usal bave tested for faculty bias againsy
female students within academic scence.

If faculty express gender biases, we are nol suggesting Usat
these bizses are inteoatonal or steew from a conscious desire o
impede the progress of women mn schence. Past stedies indicane
that peoples belavior is shaped by implicit or enintended bizses,




Extends to All Levels

Nature’s sexism

The editors of this publication need to improve how we reflect women's contributions to science.
For this, we must inject an extra loop into our thinking.

Nature to task for publishing too few female authors in our Mews

and Views section ([0 Conley and | Stadmark Nadure 488, 590;
2012). Specifically, in the period 2010-11, the praportions of women
News and Views authors in life, physical and Earth sciences were 17%,
B% and 4%, respectively. The authors of the Correspandence had taken
us e task in 2005 with a similar analysis for the authorship of our
Insight overview articles, and gave uws slight credin for having improved
that position.

Ouar minds were further focused on the problem by a much-dis-
cussed paper published in September [C. A, Moss-Racusin & al. Proc
Natl Acad. Sei USA hitp:! doborg/iken; 2012} The disturbing message
af this blinded, randamized study was that US academics diserimi-
nated in hiring decisions and in salary against women whao applied
for a lab-manager position. Notably, female facully members were as
significantly discriminatory as males.

5o here 18 a fuller litany of Bcts abowt Nature's performance in this
arena, based on internal surveys.

Of the 70 editors and reparters around the globe who commission,
select, write or oversee Nafure's daily and weekly contene, 38 (54%)
are women. This proportion is reflected among team leaders, We feel

||||| Hidasan thean phuirs 50 e i mt s matism e ik seceniamon aad hiriae

Eu:]iur this year, we published a Correspondence that raghily teok

about who is doing interesting or relevant work, for all of the social
factors already mentioned, and possibly for psychological reasons
tao, men most readily come to editorial minds. The September paper
speculated about an unconscious assumption that women are less
competent than men. A moment’s reflection about past and present
female colleagues should bead most research-

“Thereisa ers Lo carnect any such assumption.
n"—"';'dﬁ-rr EVETY We therefore believe that there is a need
editor to ask for every editor o work through a consciows
themselves, laop before proceeding with commisshoning:
“‘Who are the Lo sk themselves, "Who are the five women
Jive women | 1 coubd agk?™

could ask " Under no cireumstances will this ‘gender

loop' imvolve a reguirement to fulfil a guota ar
ta select anyane whaom we do not know to be fully appropriate for the
jib, although we will set ourselves internal targets to belp us wo focus
on the task. It is not yet clear just what difference this workflow loce
will make. But it seems 1o us to be a step towards appropriately reflect-
ifg in owr pages the contribuations of women 1o science. m
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WORLD VIEW.........

ake a look at Wikipedia this week and youwill And that some-

thing has changed. The online reference ol now includes

an entry for Eleanor Maguire, the cognitive nevroscientist at
University Callege Lendon who showed that the brains of Londan’s
taxi drivers change as the drivers develop their knowledge of the
cily's streets, And Lowise Johnson, 2 malecular biophysicist 2t the
University of Oxford, UK, from 1990 until her death last month, new
has a longer entry more worthy of her achievements, The changes
mn‘u|uunw,h|:.lum|lug

Around this summers (ympic and Parlympie Games [ heand
much discussion, some rather serprised, abeut the exeitement and
excellence of women's sports. Suddenly, people realized that wemen
could excel at everything from football 1o cyeling, from rowing o
baxing — and be thrilling 1o watch. Despite
vears of work 1o address sexism, women in
science tend Lo be the equivalent poor rela-
ticar. Althougl we are known wo herk in there
sormewliere, an occasion wormen are 6l ween
a4 add-ons who need 1o be patted on their
pretty little heads, not always taken seri-
ausly and dissdvantaged in pay and in other
resEroes,

Indeed, a study published last month in
the Proceedings of the National Academy of
Seiemres shoswed that for identical CV s submie-
ted under o male or femabe name, the women
were rated as significantly less competent and
hireable than men — irrespective of the sex aff
the evaluator — and there were notable differ-
ences in the salary recommended (O AL Mogs-
Racusin et al, Proc. Natl Acad. Sq. USA hoepe!idxdeiong/ 10010734
pras.1211286109; 2012). Uncanscions Tias 15 il ].'u'ul.'almi. even if
averl discrimination is rare.

DESPITE YEARS OF
WORK TO ADDRESS
SEXISM,

INSCIENCETEND TO
BE THE

POOR RELATION.

Throw off the cloak
of invisibility

Improving Wikipedia entries for notable wormen scientists should be only the
start for a higher profile for women in science, says Athene Donald.

rather than as a mathematician who made important contributions
1o the field that would beccase comgreter science, ineluding what eould
be considered the first computer program, o be wed in conjunction
with Chares Babbage's difference engine! She does, at leust, have a
comprehensive Wikipedia entry.

By rassing the prafle of some women scientists and by training edi-
tars b be sensitive bo the Fact that such wommen are undes-represented
{in both number and length of entry) on Wikipedia, we can hope
for 2 steady improvement in how women scientists are portrayed.
Young aspiring scientists are very likely 1o use Wikipedia to gather
information shout past and present scientists. To help them o see
what Life might be like if they did pursue a career in science, we need
realistic entries that provide valuable insight about living as well a3
dead scientists.

I simeerely hope that this edit-a-thon will
encourage more peaple o overbaul the online
portfolio of women scientists’ entries, The
number of fEmale Pellows of the Royal Society
is small, although growing, so it should bea
reasorable aspiration forusinthe Unived King-
dhioam to give each ome a decent write-ug. Il pus
my hand ugr and admit that as one such female
fedlow, [ do have a rudimentary entrey, althowgh
i is nod particelarly informative or imspiring in
s current stale,

Bu we fiellows are just ane tisy band of largely
acaderic schentists, We need entries for more
women scientists, and for technologises wo,
with handsome photograghs and some context
for their wark and lives, [ have a long-standing
inberest in Chis issee. 1siton the Royal Society's Equality and Diiversity
Metwork and 1 chair the Athena Farurmn, a mational group dedicated to
improve the progression of women in science, technology and medi-



How to Redress the Imbalance?

Career development approaches used elsewhere that have

proven successful at supporting women to progress have
Included:

* mentoring
* Increased transparency in promotion

« competitive financial awards to assist those
returning from a career break to become research
active

BHF Career Re-Entry Research Fellowship

http://www.bhf.org.uk/research_health_professionals/apply for_research_grants/grant_types___guidelines/crerf.aspx

KCL Women'’s Network: https://mailman.kcl.ac.uk/mailman/listinfo/womens-network



http://www.bhf.org.uk/research_health_professionals/apply_for_research_grants/grant_types__guidelines/crerf.aspx

UK Athena Swan Initiative

* All BRC funded institutes must have at least a
Silver Award to show improvement for women
at work.

Financial Incentive?

1€Na
SWAN

Silver Award



