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Overview of Postdoc Administration and Support at Participant Institutions

Begley:

Yes – Postdoc Office

Brus:

No – Postdoc Office

Administrative oversight (benefits, insurance, etc.) provided by the Graduate College with all other functions left to the appointing department.

No standardized offer letter

No orientation unless done voluntarily at the department level (may attend Graduate Student Orientation)

No exit surveys/interviews unless done voluntarily at the department level

No tracking unless required by training grants or done voluntarily at the department level

Fischer:

No - Postdoc Office

Postdoc issues handled through the Office of the Provost 

They have a Postdoc Advisory Council which produces an orientation guide

No exit interviews/surveys

No tracking

Kozlowski:

No - Postdoc Office

Offer letter – informal from PI to postdoc - not standardized 

Appointment letter through HR - generic – attend university wide orientation for new ‘employees’

Same benefit package as employees

No exit surveys – considered alumni so can be tracked by the Alumni Association

McMillen:

Yes - Postdoc Office

Offer letter from mentor – appointment letter from Postdoc Office

Orientation for all and individual orientation for ‘new’ postdocs (especially helpful for foreign nationals)

On-line/email exit surveys

Extensive tracking – well developed database

Sherman:

Yes – Postdoc Office

Offer letter from PI to postdoc

Yes – orientation

Yes – exit surveys

Reed:

Appointment letter fairly standardized but often vague

Orientations becoming more standard

Exit surveys – spotty

Certificate of completion – few but seems to be an issue for some postdocs, especially foreign nationals.

Entrances and Exits II (cont.):
The importance of providing an effective postdoc orientation:

· Gives postdocs a ‘face’ and a ‘place’ to go for information, to ask questions, to express concerns, etc.

· Prevents conflicts/encourages nearly reporting of issues and facilitates early intervention

· Increases productivity

· Increases community-building among postdocs

· Increases perception of institutional investment in postdocs which in turn engenders postdoc loyalty to the institution

· Aids in recruiting

Suggestion: Develop orientation materials specific to postdocs - make them available in hardcopy and on-line (track hits).

Special Considerations – Suggestions for welcoming diverse populations with additional needs:

· Provide workshops that are specific to the needs of subpopulations of postdocs such as opportunities to meet with an immigration lawyer/specialist or a tax consultant.

· Help network populations that are at risk for isolation by providing an opportunity for them to find each other (‘country buddies’ for International Scholars or student/single parent support sessions)

· During orientation, give incoming and current postdocs a checklist of topics they can use to request information on resources specific to their needs such as childcare options, community organizations, religious affiliations, legal assistance, etc.

Offer Letters/Letters of appointment

· Offer letters from the PI to the postdoc should include information on a standardized set of variables, but specific to the individual postdoc, such as salary, start date, anticipated length of appointment, previously agreed upon start up package (lab space, student assistants, access to support staff, etc.) and basic expectations for research productivity, teaching, and service.

· Letters of appointment may be more generic but should include the postdocs institutional classification, benefits package, etc.

Exit Surveys/Interviews:
What are they for – who are they for?? 

· To inform internal programming-identify gaps in support or services

· To identify successful labs/PI’s (acknowledge and reward?)

· To identify and disseminate “best practices”

Suggestions for increasing response rates:

· Create a network of departmental contacts and routinely ask them for information about postdoc who are terminating so you can reach them before they leave your institution.

· Track postdocs for exit surveys through immigration services (some institutions have 80-90% foreign national postdocs)

· Provide an incentive:  Cal Tech does exit interviews when receiving their final checks 

· Institute an annual survey of all postdocs – anonymous – don’t wait until the end (questions about their scientific experience, career plans, need for and access to professional development opportunities, postdoc/family balance issues and available supports)

Example Vanderbilt (email exit survey): Very generic - postdocs answered closed end questions but did not respond to requests for comments (open ended questions) – revised to include fewer open-ended question and response rate increased.

Track postdocs after leaving your institution
Why is that important?

· To follow career trajectory of former postdocs (how competitive are your postdocs in the marketplace?)

· Allows networking/peer mentoring between current and former postdocs

· Provides a mechanism for asking postdocs if they would like the opportunity to “give back” to their previous institution (panelists, speakers, etc.)

Suggestion: Use your Alumni Association to track postdocs and maintain updated contact information just as they do for institutional graduates.

How to Make the Case for a Postdoc Office with Administrators:

· Use data (like Sigma Xi productivity stats)

· Show that peer institutions are becoming involved

· “Anti-unionization” and “Anti-lawsuit”. Protective for both the institution and the postdoc

· The importance of visibility – put stories about postdocs and their research in institutional newsletters and publications on a regular basis. NPA will spotlight interesting things postdocs are doing at your institution.

· Tool for faculty recruitment/retention (supports their mentoring efforts)

· Shows institutional investment in postdocs - PI’s can use this as a selling point

· Tool for recruiting high-quality postdocs which then makes the institution more attractive to other high-quality postdocs

NOTE:
We had some issues trying to define and come up with appropriate metrics for judging ‘high-quality’ postdocs.  Some suggested but not universally accepted metrics: number of hours spent in the lab; number of manuscripts submitted; number of publications; quality of journals; number of grants submitted; number of grants funded; amount of external monies awarded.

