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Before we get started 

•  What is your current professional status? 
(a) Graduate Student (b) First Academic Post-doc (c) Second Academic Post doc 
(d)Third Academic Post doc (e) Industry Post doc Fellow (f) Unemployed (g) Undergraduate 
(h) I prefer not to respond (i) Other (please specify) 
 

•  Highest Degree and program of study 
 
•  I am looking for: 
(a) Academic career (b) Non-Academic career 



Contact Information: 
Srikant Iyer, PhD 

Associate Director, Science Alliance 
siyer@nyas.org 

 
Website 

www.nyas.org/sa 

SCIENCE ALLIANCE 



Image	Credit:	Alejandro	de	la	Puente,	Ph.D.	

SCIENCE ALLIANCE 



Decision	to	go	to	Graduate	School	

Viability:	
Opportunities	

Feasibility:	
Capabilities	

Desirability:	
Passion	

•  Passion: Why did I choose to go graduate school? 
•  Skills: How did I make myself a “good candidate” for 
graduate school? 
•  Opportunity: What made me decide on Graduate 
Program at XYZ? 

Intentional	directions	

Time	to	go	down	memory	lane	





LEADERSHIP	



Context 
•  Does	Leadership	Matter?	

Base	rate	for	managerial	incompetence	in	America	is	between	60%	-	75%	

	
•  How	are	Leaders	Chosen?	

First	line	supervisors	are	chosen	based	on	their	technical	talent	than	leadership	skills	i.e.	cognitive	ability	and	
normal	personality	

•  How	should	Leaders	be	Evaluated?	
In	terms	of	team,	group	or	organizational	effectiveness	–get	evaluation	from	subordinates,	peers	and	
superiors	

•  Why	do	Leaders	Fail?	
Fail	for	personal	rather	than	structural	or	economic	reasons		

Rober	Hogan,	Gordon	Curphy,	Joyce	Hogan,	“What	We	Know	About	Leadership	– 
Effectiveness	and	Personality”,	American	Psychologist,	1994	



Inclusion is critical to being Equitable 



Diversity – Equity - Inclusion 



https://diversity.umich.edu/about/defining-dei/	

Diversity – Equity - Inclusion 



+E.	Canning,	K	Muenks,	D.J.	Green,	M.C.	Murphy	“STEM	faculty	who	believe	ability	is	fixed	have	larger	racial	achievement	gaps	
and	inspire	less	strident	motivation	in	their	lasses”,	Science	Advances	Vol.5,	no.	2	(2019).	

E.g.	Faculty	beliefs	about	intelligence	predict	racial	achievement	gaps	in	STEM	classes+	
This	suggests	Growth	Mindset	vs	Fixed	Mindset	as	a	better	Schema	

Schemas – Growth Mindset vs Fixed Mindset 



Strengths of a Scientist/Graduate 
STEM Professional/Researcher/ 

Problem Solver etc… 



Barriers faced by URGs 



Barriers Discussed 



Barriers – Personal and Institutional 



Case Study 1: STEM Identity & Meritocracy  
A	postdoctoral	fellow	graduated	in	your	lab	graduated	as	the	only	woman	scientist	out	of	10	lab	mates	from	a	
Minority-	serving	Research	Institute.	She	published	multiple	first	author	papers	with	high	impact	factor,	forged	
collaborations	and	guided	young	graduate	and	undergraduate	students.	Often	your	PI	praises	her	for	being	very	
organized	and	competent.	He	also	adds	that	her	PhD	advisor	used	those	words	to	support	her	application.	She	
never	 acknowledges	 the	 ‘complement’	 and	 adds	 that	 it	 her	 rigorous	 analytical,	 methodical	 experimental	
planning	and	deep	subject	matter	expertise	 is	what	drove	her	to	have	a	successful	publishing	record.	One	of	
your	fellow	graduate	colleague	adds	that	he	is	impressed	that	she	is	able	to	stay	afloat	in	research.		
	
•  As	a	by-stander	what	is	your	first	take	about	this	conversation?	

The	 postdoctoral	 fellow	 is	 visibly	 upset.	 She	 gets	 quiet	 and	 the	 PI	 changes	 the	 topic	 of	 conversation	 to	 the	
upcoming	conference	season.		

•  Was	there	a	better	way	to	address	this	situation?	How	do	these	accumulated	microaggressions	impact	the	lab	culture?	



Performance – based adjectives 

David	Smith,	Judith	Rosentein,	Margaret	Nikolov,	“The	Different	Words	We	Use	to	
Describe	Male	and	Female	Leaders”,	Harvard	Business	Review,	2018	



Uncovering	Talent	–	A	new	model	of	Inclusion	

Kenji	Yoshino,	Christie	Smith,	“Uncovering	Talent	–	A	new	model	of	
inclusion,	Deloitte	University,	Leadership	Center	for	Inclusion	



Personal & Professional consistency 

Kenji	Yoshino,	Christie	Smith,	“Uncovering	Talent	–	A	new	model	of	
inclusion,	Deloitte	University,	Leadership	Center	for	Inclusion	





Case Study 2: Accomodation 
You walk into your teaching lab to conduct a titration lab as part of your TA assignment. 
One of your students missed the end point of a phenolphthalein based titration by over 
10 mL, while constantly asking “is it red yet?”. The constant request and going 
overboard makes you lose your patience and you yell at the student of not being 
observant and called the student – “colorblind”. The student broke down in tears and 
admitted that he does struggle with identifying red color is actually colorblind.   
 
•  Transactional: How do you manage this situation from here? 

•  Institutional: Is phenolphthalein the only way to understand the acid-base concept? Are there 
other modes to do a lab that moves away from using color as a mode of detection? 



Inclusive (Universal) Design 

About	8%	of	all	men	and	about	0.5%	of	all	
women	suffer	from	color	vision	deficiency	

Those	percentages	imply	close	to	300	M	
people	are	colorblind	and	struggle	everyday	

https://iristech.co/statistics/	



Transitioning	to	an	Independent	Career		
by	being	INTENTIONAL	





Leadership Development Plan (LDP) 

•  Vision - Skills, Interest and Leadership Assets 

•  Career Goals necessary to achieve Vision 

•  Action steps with achievable timelines 

•  Evaluation/Progress 

•  Network of Strategic Advisors, Sponsors and Mentors to Assist 



Contact Information: 
Srikant Iyer, PhD 

Associate Director, Science Alliance 
siyer@nyas.org 

THANK YOU 


