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INTRODUCTION RESULTS

Academic researchers with certain demographic characteristics, such as Those with sensory impairments or multiple impairments perceived more

being male, White, not disabled and heterosexual, dominate the support during the pandemic than those with no disability (Figure 1).
landscape of producing knowledge.! This majority status biases both the Academics from a Global South ethnicity chose a research career for
building of knowledge and career progress of minoritised researchers.? practical reasons more than White academics (Figure 2).

The majority status effectively makes minoritised researchers invisible.

Disabled researchers must adapt to physical spaces, to conform to the
able-bodied model and internalise the idea of what is normal.3 Thus,
disabled researchers have become activists for their marginalisation to
address these issues, rather than progress their primary field of
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conferences and leadership roles due to lack of role models.*>* Women e ity

publish less and their ideas are supported less by funding organisations.’ Figure 1. Perceptions of the research benefits  Figure 2. Racial differences in the road to

Mothers, especially of infants and children, receive little support with of the COVID pandemic based on disability career success

their caring responsibilities.® Early career researchers who were primary
caregivers experienced slower research progress than those who were
not caregivers or parents.?

Greater perceived support from the institution predicted a greater sense
of career progress among disabled researchers. A sense of stability in a
career in research predicted a greater sense of career progress among
racially minoritized researchers. Having a permanent employment
contract predicted a greater sense of career progress among women and
those with caring responsibilities.

We wanted to test the social cognitive career theory!® which focuses on
the individual’s intrinsic qualities and not social barriers. The theory also
does not consider how career progress is determined by marginalised
characteristics. The aims are:

1. To understand the individual and social factors that predict the career

progress of minoritised researchers in the UK, and CONCLUSION

2. To understand how the COVID pandemic contributed to the career The pandemic affected the career progress of minoritised researchers as

progress of minoritised researchers in the UK. defined by their disability, race and caring responsibilities. Minoritized
METHODS researchers valued institutional and external support, and this support

positively influenced the perception of career progress. Having a mixture
of internal and external mentors can advance career rank and
publications.® Having mentors congruent with their minoritised status
creates a safe space to discuss racial, bullying and cultural issues.'! It also
enables minoritized researchers to set practical goals for career progress.
Training in teaching, scientific and grant writing also boost self-efficacy.
Training should be across career stages, since training is typically offered
to early career researchers.? Equitable policies must be translated into
practical action to enhance career equity of minoritized researchers.

Data were collected in three stages:

1. Focus groups and interviews: Two focus groups and two interviews
were conducted with minoritised researchers at early-, mid- and late
career stages. Participants represented the four protected
characteristics, namely disability, race, gender and caring
responsibilities. A thematic analysis was performed.

2. Online survey: A survey was designed from the themes identified from
the thematic analysis.

3. One-to-one interviews: Participants in the online survey were invited
to an online interview.

This poster reports only the results of the survey. FUNDING

The research was supported the UKRI and the British Academy — Grant
Participants Number ES/X008444/1.
Hundred and twenty-eight researchers from academic institutions and REEERENCES

networks across the UK completed the survey.

1. Anderson, L., Gatwiri, K., & Townsend-Cross, M. (2020). Battling the "headwinds": The experiences of minoritised

DESigning the sU Wey academics in the neoliberal australian university. International Journal of Qualitative Studies in Education, 33(9), 939—
. . . . ep e . 953.
The Survey COntaIHEd 60 questlons aSkIng abOUt Identlfylng Wlth four 2. Elsherif, M. M et al. (2022). Bridging neurodiversity and open scholarship: How shared values can guide best practices
protected characteristics. The su rvey also covered others themeS’ e.g., for research integrity, social justice, and principled education. Unpublished, https://doi.org/10.31222/osf.io/k7a9p
o o 3. Brown, N., & Ramlackhan, K. (2022). Exploring experiences of ableism in academia: A constructivist inquiry. Higher
A. Reasons for participants chosen career pathway, such as (a) Giving Education, 83(6), 1225-1239.
. . . . . 4. HESA. (2023). Who’s working in HE?: Personal characteristics. Higher Education Standards Agency.
somethlng baCk to the communlty and SOCIEty more WIdEly, (b) Wantlng to https://www.hesa.ac.uk/data-and-analysis/staff/working-in-he/characteristics
hel P other people, (C) Changlng society, a nd (d) Seeki Ng social justice. 5. Howe, A., Orkin, C., & Apea, V. (2024). The under-representation of racially minoritised doctors in academic general
. . practice training: A retrospective analysis. B/GP Open, 8(2), BJGP0.2023.0136.
B. What counts as researCh SUCCesS, SUCh as (a) HaVIng the ﬂEXIbIIIty and 6. NHS England and NHS Improvement. (2022). NHS Workforce Race Equality Standard. Retrieved 06.11.2024
freedom to do impactfu| resea rch, (b) being recognised for their academic 7. Casad, B. J., Franks, J. E., Garasky, C. E., Kittleman, M. M., Roesler, A. C., Hall, D. Y., & Petzel, Z. W. (2021). Gender
. . . . . . . inequality in academia: Problems and solutions for women faculty in STEM. Journal of Neuroscience Research, 99(1),
contribution, and receiving pay that is equal to their experience. 13-23. 10.1002/jnr.24631

8. Thamrin, H., Gaus, N., Ritonga, F. U., & Baa, S. (2023). New public management and gendered universities:
Understanding the persistence of gender inequality in academia. Journal of Applied Research in Higher Education,

C. Being supported with career progress, such as the line manager

recognising workload challenges and protecting time for research. 15(5), 1236-1252.
. . . 9. Douglas, H. M., Settles, I. H., Cech, E. A., Montgomery, G. M., Nadolsky, L. R., Hawkins, A. K., Ma, G., Davis, T. M.,
D. Negatlve Impact of COVID ors ndemic on resea rch, such as (a) health Elliott, K. C., & Cheruvelil, K. S. (2022). Disproportionate impacts of COVID-19 on marginalized and minoritized early-

career academic scientists. PloS One, 17(9), e0274278.
10.Zacher, H., Rudolph, C. W., Todorovic, T., & Ammann, D. (2019). Academic career development: A review and research

problems, and (b) increased pressure to support family

E. Positive impact of COVID pandemic on research, such as accessibility of agenda. Journal of Vocational Behavior, 110, 357-373.
. . . . . . .y . . I . . . 11.Atwal, A,, Sriram, V., & McKay, E. A. (2023). Mentoring for black and minoritized allied health professionals in health
Onllne mGEtlngS, gl\”ng thelr d|sablllty d normallsed Onllne |dent|ty and and social care: A scoping review. Journal of Multidisciplinary Healthcare, 16, 2251-2259.

the convenience of remote working.

For more information on the study, contact Dr Preethi Premkumar at premkump@Isbu.ac.uk
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