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Two Types of Plans 

•  Research Plans 

•  Career Plans 



Two Types of Plans 

Research Plans 
   Career Plans 



Career Planning Works 

•  Thinking about goals 
•  Developing specific goals 
•  Implementing career strategies è  

! Higher salaries 
! More frequent promotions 
! More responsibility 
! Greater satisfaction 



Sigma Xi Survey 

22,000 postdocs contacted 
7600 postdocs responded 

Postdocs with a structured 
plan: 

•  More satisfied 
•  More productive 
•  Fewer conflicts with PI 

American	
  Scien+st	
  2005	
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Career Counseling Interventions 

ually important to at least one career choice outcome, but also that combinations of
them yielded larger effect sizes than did any one individually. That is, when effect
sizes associated with each individual outcome were combined and averaged to obtain
an overall effect size estimate for each study and plotted against the number of crit-
ical ingredients that were employed in the study, a striking, almost linear, relation
was obtained (see Fig. 1). Thus, interventions that included none of the five critical
ingredients (but could have used any combination of the other ‘‘noncritical’’ ingre-
dients) yielded an average effect size of .22. Adding one, two, and three critical ingre-
dients (regardless of what else was done in the intervention) yielded average effect
sizes of .45, .61, and .99, respectively (no study employed more than three of the crit-
ical ingredients). Thus, Brown and Ryan Krane (2000) concluded that the effective-
ness of career choice interventions (regardless of whether they are conducted in
individual, group, class, or self-directed formats) can be increased if the five appar-
ently critical intervention components are built into them.

The purpose of this article is to present additional meta-analytic data that further
reinforce this conclusion and to engage in some theoretical speculations about (a) the
nature of the five critical ingredients and (b) how they might be implemented in in-
terventions designed to help people make a career choice or move closer to a career
decision. We include, as part of our speculations, a series of testable hypotheses con-
cerning the critical ingredients and their implementation.

Fig. 1. Mean outcome effect sizes (d) as a function of number of critical ingredients. From ‘‘Four (or five)
sessions and a cloud of dust: Old assumptions and new observations about career counseling,’’ by S.D.
Brown and N.E. Ryan Krane, 2000, Handbook of counseling psychology (3rd ed., p. 745). Copyright
2000 by John Wiley and Sons, Inc. Reprinted with permission of the publisher.

414 S.D. Brown et al. / Journal of Vocational Behavior 62 (2003) 411–428
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Career Counseling Interventions 
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Supporting the IDP Process 

•  Career counselor 
Qualified counselors not widely available 

•  Course or workshops 
Examples at U Mass, NYU, UCSF, Kentucky 

•  Peers 
Widely generalizable - can be done on any 
campus 
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An IDP is a Written Plan 

Hobin	
  et	
  al.	
  CBE	
  Life	
  Sciences	
  2014	
  



Importance of a Written Plan 

“The discipline of writing something down is 
the first step toward making it happen.  In 
conversation you can get away with all kinds 
of vagueness and nonsense, often without 
even realizing it.  But there’s something about 
putting your thoughts on paper that forces 
you to get down to specifics.  That way, it’s 
harder to deceive yourself or anybody else.” 
 

          Lee Iacocca, former CEO of Chrysler 



Support of Professional Development  

  2013 Canadian Postdoc Survey 

Survey Results 32 

 

Table 5: Extent of exposure to non-academic career opportunities by field of research 

 Life Sciences 
Physical 
Sciences/ 
Engineering 

Social Sciences/ 
Humanities Interdisciplinary All Fields 

n 841 593 250 146 1,820 
A lot 5.9% 11.0% 3.2% 12.3% 7.7% 
Somewhat 37.5% 47.2% 35.6% 50.0% 41.4% 
Not at all 56.6% 41.8% 61.2% 37.7% 50.9% 

Encouragement to Pursue Training and Career Preparation 

From the responses summarized in Table 3, it is evident that many postdocs are not taking advantage of 
existing training opportunities. While the responsibility for this decision rests ultimately with the postdoc, 
supervisors do have a responsibility to facilitate and, as mentors, to encourage postdocs to seek out training 
opportunities. As shown in Figure 21, only 39.2% of respondents are encouraged to pursue professional 
development training by their advisors while 54.0% are neither encouraged nor discouraged. 

Figure 21: Level of encouragement from postdoctoral advisor to pursue professional development training 

 

Satisfaction with Professional Development and Career Opportunities 

Over half of respondents are not satisfied with their career options (56.1%). Physical Sciences/Engineering 
postdocs are more likely than those in Life Sciences and Social Sciences/Humanities to be satisfied (54.0% vs. 
38.8% and 35.2%, respectively). Men are more likely to be satisfied than women (48.9% vs. 38.4%) and 
international postdocs are more likely to be satisfied than Canadian citizens and immigrants (55.5% vs. 35.7% 
and 40.0%, respectively). These and other patterns of satisfaction with career options are summarized in 
Appendix 10. 

When asked to rate the quality of their current postdoctoral experience in preparing them for their future 
career, respondents rate the quality of their research skills training the highest (78.9% rate the quality as either 
good or excellent) (Figure 22). Quality ratings in relation to communication skills and management skills are 
mixed, whereas the majority of respondents rate the quality of their teaching skills preparation as fair, poor, or 
very poor (68.4%). It bears mention that respondents are evaluating their postdoctoral experience as 
preparation for their current career goal, a goal that may be very different from their actual career path. 

Many respondents used the open-ended comments sections to express unhappiness with the oversupply of 
doctoral graduates relative to faculty openings, and the limited resources available to support transitions to 
non-academic careers. These responses express a sense that the low likelihood of an academic career should 
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What Can Faculty Mentors Do? 
•  Encourage/require your trainees to create 

an IDP and review regularly 
•  Help them set realistic goals 
•  Help identify training for additional skills 

needed for their career path 
•  Encourage them to attend career 

development seminars/workshops 
•  Introduce trainees to contacts inside and 

outside of academia 
•  Advocate for institutional career and 

professional development for PhDs 



•  Career path target 
•  Progress on prior goals  

  Achievements? Challenges? 

•  Goals for coming year 
  Skills? Career? Project? 

•  Is the plan realistic? 
•  What resources will you need? 

  Money?  Time off?  Help developing a skill? 
  Connect to other professionals? 
  Additional mentors? 

•  What are the priorities? 

Discussion Points in an IDP meeting 
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OLD FRAME 

PI/Mentor"

Trainee"



NEW FRAME 

PI/Mentor"



Institutional Support for IDPs 

•  Incorporate career development into 
your campus culture 

  Regular seminars, career planning course, career 
counselor 

•  Identify/publicize existing resources 
  Courses on scientific communication, Center for 
Teaching and Learning, CTSA 

•  Opportunities for peer interaction 
  Not labeled as a networking event 

 



Goal of an IDP 

•  Goal is not to create an IDP to meet a 
bureaucratic requirement 

 
•  The IDP is not the end product, it’s 

the beginning of the process 
 
•  The IDP is a tool to guide your 

trainee’s career development 


