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Dr. Julie
Whitelaw: 	Good morning, everyone. Today’s talk is on this idea of pandemic driven career shock. This talk is an extension of a series of cyber seminars that started in the spring and were based on a national needs assessment of the early career research community within HSR&D. And that examined what the immediate onset of the pandemic was bringing up for them in terms of career worries.

	And you may recall at that time that the early career research community within VA was very, very worried about how to manage their research portfolios, what this meant for search funding and how to do things like explain changes or gaps in productivity that may be brought on by the unexpected event of this pandemic might’ve been accelerated by some of the social unrest that happened in the spring and by changes in demands on their time for things at home, childcare, or things at work where people were pulled in clinically in ways that they haven’t or for teaching in ways that they haven’t been before.

	Where we are today—six months after the initial cyber seminars—is, is it efficient to have some hindsight and some broader perspective on what the Covid pandemic has done and is doing to those of us in research. And maybe this presents an opportunity to bring in a little bit of context or some career theories and that might help guide our thinking about how we relate to changes in our expected career trajectory that is brought on by the disruption of the pandemic.

	That being said, we never do anything alone here. And of course, our theory is that spiderweb. Dr. O’Keefe and Rob Meden (SP)  were very helpful and instrumental in the technical side of developing this cyber seminar series. And the critical key at the Career Development Enhancement Initiative Working Group—which s Dr’s Ash, and Shay, Janet Extrim (SP), Dr. Cronkite, of course, Dr. Hager and myself all sort  of work together on this.

	We do not have any conflict of interest to disclose. And as always, the main disclosure—this presentation reflects the views of the authors and doesn’t necessarily represent the views of the VA or Marymount College which is where Dr. Meden was from.

	Okay. So, moving right along. To give you a roadmap of where we’re going today, we thought it might be useful actually to take a brief historical look at career series and frameworks, career disruption.
	
	We may not realize it, but we all actually have a lot to say about our careers, where they’re going and what’s going to happen next. We don’t often realize we’re influenced by a whole theory or a whole arena of research and how people actually interface or place. We maybe looking at the way we look at careers ourselves. We also have to understand what Covid is doing to our career trajectory.

	We wanted to prime out a shock which is the contemporary topic in career theory. And we want to look at whether or not Covid and this pandemic can rightly be seen as a source of career fact. 

And we want to kind of finish with thinking about what are the things that make these things feel an impact or a shock. In other words, where do we go from here or how do we survive this? What role do things like mentoring and networks play in how we weather this shock?

All right then, moving right along. This is what might be called the brief _____[00:03:55] people interface with their employment, their organization and their profession. 

But if we were to give you the bird’s eye view, we might remind you that at the mid-century, life was really different than it is now. At mid-century, most people’s ideas of a career was finding the right fit at an organization, or an agency, or a university. Finding the right fit and then staying there for life, right?

The 1950s—the mid-century—was the time of career employment, right? Where we think about people having a lifelong career at IBM staying all of their time at one university being connected to industries like Hewlett Packard, and Boeing. And really, their career identity was as much drawn from that particular organization as it was their own skills and pathway

Bu the time we got to the 1980’s, that was a bygone idea. It’s the idea that someone would start an organization or an agency, and stay there for their entire career, almost no one had that experience. And during the ‘80’s, you started to see theories of career reflect the need to be flexible, and hirable, and adaptable, and desirable, so that you were well positioned to go move from one organization to another. And that you really had a lot of responsibility for making sure that your skills were sharp and that you really were as correct as you could be.

And now currently, the third one in the ‘90s where you see it earlier on earlier in our day where we see peaceful just at least be topical from their career in the organization that they work with, right? And that they actually spend time in the tech industry. You even hear people describe that, “We’re going to say that we’ve added a stepping stone or a platform for which they show up their career skills, but they don’t really meld their identity any longer at the place that they will work, okay? So, why is all of this important and what does it have to do with Covid?

Well, we’ll get there. But why this is important is that whether we realize it or not, the way careers work now and the way we are trained to think about careers now relies heavily on socially cognitive framework with the person and the person’s personal agency. Their skills and their competence, the medication—their choice that they make. Our thought to be the main driver of where their career goes, all right?

So, you can see our career course in here. I believe that he or she is in charge of their own future, that his or her passion and hard work is what’s going to drive them to achieve miracles. And in fact, this person believes that they are almost entirely in control of their life, their career and its direction.

And this is very much a necessity when we think and talk about career issues now and there’s some real positives for this, right? This really can be a very empowering way to look at careers that emphasizes our own individual agency’s incredulous possibility of like perseverance and grit.

It encourages us to make choices in the workplace very carefully. It allows us to have a career that’s goals and values driven. It’s really much more about us than about the agency and it encourages us to sort of see our own role in our ability to climb the ladder.

The problem with this special kind of framework also heavily decides context and environment. And because of the emphasis on HSR&D (SP) empowerment, we kind of skip that. And this model doesn’t really teach us how to deal with these _____[00:08:00], or when we have a disruption to our career path, or workload (SP) as it really threatens that sense of our own control over it. 

And this could be a little bit of a setup for problems. I’m going to sort of pause here if Mark Hager (SP) wants to weigh in at all.

Dr. Mark
Hager:	I do, especially on the notion of the flipside of the agentic model is really we do want to remind ourselves about obscuring awareness of the contributions and challenges of the environment. And the challenges there include the disruptions that are now perhaps with dread and fear were once couched in serendipity of opportunity. And thus, we end up with the notion of a framework like career shocks. 

	These shocks are disruptors. They challenge our sense of control over our careers, of our environment and they present these ego challenges that reflect some of the strengths a moment ago, but now perceived as some challenges to our abilities to move forward.

	And as we’re going to see as we go through the talk today, personal agencies can really benefit from understanding the roles of organizational, situational, and now even historical context as they relate to engaging with our professional networks and moving through the pandemic.

	And that brings us to the concepts of career shock. And I’ll turn it back to Dr. Whitelaw.

Dr. Julie
Whitelaw:	Okay. And I heard that my audio is breaking up. Is it any better now?

Dr. Mark
Hager:	Yes, it is.

Dr. Julie
Whitelaw:	Thank you. Yeah. So, this idea that we neglect the context really sets us up to take all the responsibility on our own shoulders when something goes wrong. And in fact, it discourages us from seeing opportunities in the disruption, right?

	And as Dr. Hager said, back in the day, people used to see something that was a disruption to a career as a moment of happenstance or perhaps an opportunity to find a better fit. Now in Contemporary Career Theory, we find it as a shock and that really reflects how much we put our self in the center of controlling our own career trajectory, right?

	“Career shock” is now defined as “an unexpected event or series of events that would disrupt work or career”. It has to be an event that’s at least partially outside of your control and it doesn’t always have to be a bad thing. It just has to be a disruptor.

	So, common example of career shock are things like an unexpected promotion or a lateral change was unexpected. It makes you retool the way you interface at work. 

	It could also be a demotion, a loss of a job or it could be something broader than that like the industry being bought out or a company being taken over, university eliminating a department, so that there was sort of a rapid change that effects one. And the reason that we are sort of centering on this right now is that when we did the National Needs Assessment Survey, we heard a great number of early career researchers frame the things that were driven by Covid like changes in available childcare or the need to homeschool a child because all of the schools were closed.

	And people’s personal liabilities are problems. And therefore, they were desperately looking for ways to explain a change in productivity, or stress levels, or availability as if it were a personal liability as opposed to something that we need to see in its broader context.

	I’ll let Dr. Hager expand on this a little bit more and we’ll go on to the next slide.

Dr. Mark 
Hager:	Thank you, Dr. Whitelaw. While contemporary theories emphasize individual agencies as the primary drivers, we place oneself at the center of the career trajectory emphasizing the intersections you see here on the screen. These multiple contexts of the personal or private setting, organizational and a broader environmental in this case labor market. 

	And our constantly using this multiple context, then allows us to see even the availability of opportunities. The potential within the complexity of the pandemic. 

	So, for example, starting at the top of the screen, these are characteristics and the assets we’ve already described such as coping, self-efficacy, grit and perseverance. But personal risks or challenges may include greater shifting of responsibilities for home and family such as schooling, child or elder care, pets, and even property.

	Moving on to the organizational context, one’s assets might include professional networks and one’s skilled or sector specialty status, participation in VA medicine and the professional communities that that brings is a very good example. But risk may be a new developed or weak personal and professional networks, organizational marginalization and limited chance for opportunity.

	Now looking at this newer, broader social and historical context, we may be able to consider our assets a strong fit of our talent, our skills and our specialties, or our abilities to adapt to new ones within the current environmental demands.

	But once again, common environmental risks may mean that our specialties may be perceived as too narrow, or have lower transferability, or we may be in work spaces that are deemed lower status, or our guilt may be impoverished of social or professional resources. 

	And we may even—again, thinking in the broader social context—experience social marginalization within communities or with towns once again limiting pathways to opportunities, so that ultimately we are now asking ourselves more about the social and cultural determinations of career shock.

	And Dr. Whitelaw, if you bring up the next slide—

Dr. Julie
Whitelaw:  Well, can I wait just for one minute?

Dr. Mark
Hager:	Go ahead, thanks.

Dr. Julie
Whitelaw:  Yeah. So, I just want to point out that while it’s tempting to use a very simplistic gingerbread person slide and see ourselves as, you know, firmly in the center of our world and what we control, it’s really too simplistic. And it certainly leads us to either blame selves or blame others who may not be weathering a career shock including something like the pandemic very well.

	We really need something that’s a little more complex like this or really need to understand where the person is both in terms of their personal life and their professional skills at the time that the pandemic or any other disruption to sort of understand how does one person weather this, but another person may not.

	And there’s the next slide, Dr. Hager.

Dr. Mark
Hager:	And then, the next slide helps us to see what this graphic of the boats recognizing both personal and contextual factors leads us to understand that the pandemic as then doesn’t flow the same way for everyone, that our individual situations and combinations of these factors that we just discussed implied that we would each interpret and navigate the career disruption differently. 

	We may be in the same storm of the pandemic, but we are not all in the same boat. And before we go to the poll question next, did you have something to add, Dr. Whitelaw?

Dr. Julie
Whitelaw:  No, I think that was really nice we said in this sort of idea that we need to have a more complex look at how people are weathering this and how we are weathering this. And we’re going to talk about the different components that may influence how someone weathers this storm in this subsequent slide.

Dr. Mark 
Hager:	And Rob, we’re ready for poll Question 1.

Rob:	Okay. That poll is up and running.

Dr. Mark
Hager:	Thank you.

Rob:	The question is, “During the pandemic, my work-related productivity and/or efficiency have changed, is our option being decreased somewhat, decreased a lot, neither decreased or increased, increased somewhat and increased a lot?”

	Answers are streaming in. I think we should give people a little bit longer to make their choices. And Julie, your sound got a lot better when you made the change when I sent you the chat.

	Dennis, that is breaking up again in the middle. So, I don’t know what you did, but if you do it—

Dennis:	I’ll try to do it again.

Rob:	Yeah.

Dennis:	Okay?

Rob:	So, we have quite a few answers in. So, I’m going to go ahead, and close poll, and make sure that you can see the results, and read them off to you.

	What we have is that 21% answered a) decreased somewhat, 10% answered b) decreased a lot, 9% answered c) neither decreased or increased, 15% answered increased somewhat and only 2% answered increased a lot. 

We’ll close that poll now. Back to you.

Dr. Julie
Whitelaw:	And I see also that a lot of people didn’t answer. But, you know, this is actually a kind of _____[00:18:15] in what we were just talking about. It’s that we obviously can’t see who answered what. But it didn’t effect everyone the same way. Peopled experienced differently. Some people are benefitting and having an increase. Some people didn’t really notice much change.

	So, we’re going to try to dive into what that may be about. Did you want to add anything to that, Dr. Hager?

Dr. Mark
Hager:	Well, I thought about it as I was taking notes from Rob’s report app. It was interesting to note that a larger number of people, again, from a small set of responses did report that decrease in productivity. And it may indicate or reflect some of what we’re going to discuss in the next several slides on the broader contextual impact of the pandemic.

Dr. Julie
Whitelaw:	Yeah. We probably should’ve said this at the beginning, but the poll is also anonymous. So, you don’t have to worry if you did want to say that “My productivity has decreased”. No one will know that it’s you.

	Okay. So, moving right along, Dr. Hager?

Dr. Mark
Hager:	Thank you. So, should we see Covid-19 as a source of career shock especially given these findings is a good question. And our shared guess is that some of you will. Obviously, you’ve demonstrated slightly different takes based on experiences, and circumstances, and interactions with others who may be effected.

	And as we saw also, there really is no singular answer. Now we’re going to work through some data that may present some more clues. And before we go to that, did you want to add anything as you’re bringing up the next slide, Dr. Whitelaw?

Dr. Julie
Whitelaw:	No, I’m going to set you up. Here you go.

Dr. Mark
Hager:	Okay, thank you. So, what you’re looking at here is very rough data contrasting with changes in the employment sector by gender, age, race and ethnicity with the 2008 recession and very early month for the Covid-19 crisis. You’ll note that the top of the ceiling of the graph—excuse me—is the zero point representing no change.

	And then, it come down or dips downward demonstrating job loss brought about each of those or during each of those events. And off the top, we see a tremendously greater impact on employment for Covid-19 relative to the recession.

	There were slight differences between men and women, but a tremendous impact based on age. And you’ll notice the impact on early adult workers whose age 20-24 and all the way up to 45 and over, the steady decrease if you will in the age group. But still a very heavy impact by age.

	Race and ethnicity were also heavily implicated here and we see a lot of variability there relative to the much more minimal impact during the recession. Additionally, when we look at the larger contextual data here in the United States, we see that as recently as September, almost 100,000 small businesses that have shutdown temporarily have remained closed for good.

	And then, individuals and families who were also experiencing differential pandemic--12% of adults reported not having sufficient food in November, 16% of households with children reported food insecurity and 25% of households with children reported being behind on their rent.

	And when one adds in the complexity of social marginalization or being members of minoritized communities, these figures are only exacerbated further demonstrating that not everyone is impacted in the same way. And when Dr. Whitelaw discusses with us some of the more localized or scientific context, you’ll also see evidence of that data.

Dr. Julie
Whitelaw:	So, this was just presented to set the stage that there has been a broad impact on employment during Covid-19. It doesn’t mean we haven’t found ways to weather it. But when you look at this graph and you hear the other statistics that Dr. Hager is presenting, it’s clear that there’s been a huge disruption to people’s lives. 

	If we wanted to be more specific on how has Covid impacted scientists, we do know that our colleagues in the Life Sciences actually were hit the hardest. Among respondents to a national survey on this, almost 80% reported that their institutes had shut down at least for a time during Covid.

	Almost 50% reported losing up to six months of work associated with this. And you can see almost 30% were still fearful about additional costs due to the lost work whether that means having to scrap and start over with an experiment, lost employees and starting over after having to retire, having lost equipment or resources that were timeless that have now expired.

	The other side of this, we also see that people found creative ways to make use of these for a time. You can se that almost a fourth of them at the time, when there is a chance for career development, that’s what they did. But I think that’s interesting.

	Almost 20% shifted and started on Covid-related research. And almost a third said they continued their professional development virtually by attending a conference. So, we’ve seen the pandemic _____[00:23:55] industry with the fact that if we move into the arenas that may be more appropriate for us within the research community, we also have results of the National Survey that suggest that almost 91% suggest that either their research laboratory or research stage was shut down entirely or significantly altered during the pandemic.

	They have resulted in a kind of scramble to keep their work going. Also on both sides is an almost universal report of a sharp decline in research hours and it must suggest that the decline in available research hours, it was that that was compounded by that other people/other responsibilities were now taking up more time or more complex space. Their teaching became more difficult and time consuming. Administrative duties took more time and were harder to get completed.

	For many people, those clinical  _____[00:24:55] have resulted from the pandemic. We’ve heard people that try and balance the disruptiveness to see some of these. The researchers or the PI is impacted, but to help rely on resources that disrupted their product study.

[bookmark: _GoBack]	We know that there’s some disruptions. Once again, disruptions for _____[00:25:15] versus lots of questions they’re learning. And now that there’s—

Rob:	Dr. Whitelaw, I’m sorry to jump in, but it’s really inaudible. Dr. Whitelaw, if you could either dial in or somehow change your audio. People can’t hear really anything that you’re saying it’s so choppy. I’m sorry.

Dr. Julie
Whitelaw:	Is that better?

Rob:	It’s no better right now. Mark, is it possible that you can take over momentarily while Julie dials in or changes her audio?

Mark:	Julie, are you ready to shift? I don’t have control of the slide deck.

Rob:	I can change that.

Dr. Julie
Whitelaw:	I got it. 

Rob:	Okay, Dr. Hager. I’m making you the presenter.

Dr. Mark
Hager:	“You are now the presenter.”

Rob:	If you click on the top icon in the far left corner in that vertical set of icons you put it in thumbnail view, you’ll see that you’re on Slide #16 I believe.

Dr. Mark
Hager:	Thank you. I am transitioning from 15-16 now. Can you all see that?

Rob:	It looks like 16-17 to me.

Dr. Mark
Hager:	Are you looking at the “Navigating Through the Covid-19”?

Rob:	Yes, I’m sorry. Yes, you’re on the right slide.

Dr. Mark
Hager:	Okay, thank you. So, while Dr. Whitelaw rejoins us and thank you both, Julie for setting us up with the context especially within medicine and academic medicine.

	So, we have some evidence then that for some, Covid-19 has functioned like a career shock affecting everyone differently. As we saw in the pole, approximately 30% reported a decline. But 15% reported an enhancement or an increase in their work, not an enhancement.

	And this really then is demonstrating that the pandemic is affecting us each differently. What we do, where we do it and with whom have all been disrupted whether for us personally or for others in our network. And one of the important elements then that we derived from the career literature is seeing ourselves as members of multiple networks. And as you saw in the earlier graph and you’ll see again within multiple contexts. 

	The question then we must all ask and answer is what do we do with that knowledge? How do we understand where we are and where others are in our network? What boat are they in and what boat are we in? And should we see Covid-19 as a career shock continues to remain very complex for even this local community right now.

	I’m going to shift to the next slide. Rob, would you confirm that it’s moved?

Rob:	It has.

Dr. Mark
Hager:	Thank you very much. And as we are moving then through our discussion, one of our strongest professional resources for navigating now and always has been is our scientific community of mentors, colleagues and peers—our networks. 

	And once again, recognizing a very strong network here at the VA, we saw how important that is to our scientists and leadership in our May and subsequent seminars on coping through the pandemic. Recent research and editorials throughout academic medicine emphasize the importance of forming and maintaining relationships within our professional networks to both receive and provide support to our communities. And as we mentioned earlier, those networks exist at intersections, a personal organizational cultural and historical context.

		Next we’re going to share some guidance on how mentoring networks can help navigate through the pandemic. We will return to the concept of personal agencies situated within our own BA mentoring and developmental networks remembering Shrndcdaei S-H-R-N-D-C-D-A-E-I—our clinical and research settings, our university affiliates, and our other collaborators and partners both within VA and across our contexts.

	Dr. Whitelaw, were you able to get back on the call yet?

	Okay. Continuing then to our slide reminding ourselves about the multiple contexts returning to this diagram, understanding yourself in the Covid context then includes determining what boat you are in based on personal, organizational and broader sociocultural resources and responsibilities. How you reflect upon the assets and risks or challenges within those contexts can determine how comfortably you whether the pandemic both for yourself and with others.

	We invented this diagram to consider your own and others multiple contexts, so you don’t personalize the changes to your workflow. Remember that notion of overemphasis on the agentive (SP) understanding of a career or a career life trajectory while also recognizing that others are due the same courtesy and that recognition facilitates your own engagement within your context.

	And we have colleagues in Pennsylvania who have written about Covid’s impact on their careers. And Julie was preparing to lead us through that slide, do you know when she will—

Rob:	She’s back.

Dr. Mark
Hager:	--be back on the call?

Dr. Julie
Whitelaw:	Can you hear me?

Dr. Mark
Hager:	Yes.

Rob:	Yes.

Dr. Mark
Hager:	Much clearer.

Dr. Julie
Whitelaw:	Okay. Well, sorry about that. I guess I’m demonstrating my need to continue upgrading my tech skills. But now that I’m back, you know, this article just came out. It’s actually still in press and we wanted to include this cable which was drawn from this article because this article was written by a group of pulmonologists actually that are in Pittsburgh that were heavily involved in the Covid response and during the pandemic, actually had enough time to stop and write an article about what it’s been like for them, and what are they doing for their early career folks.’

	And what they came up with is a series of recommendations that we knew a way from these sort of global conversations about general coping with the pandemic and that we encourage people to really take stock of where they are with their career, how the pandemic is hitting them personally and professionally, and that you start to articulate some very specific conversations with your leadership around the most pressing challenges and barriers which they characterized as productivity, funding, professional development and wellness. 

	And they give some examples of these barriers. For example, under productivity loss of a skillset development because you were right in the middle of a training or right in the middle of learning how to do something in your laboratory. Covid disrupted that, or a disruption to the promotion timeline, or the disruption to the functioning of your lab because of higher freezes.

	They’re proposing specific interventions where once you’ve really distilled what your particular challenge is in this regard, you engage your mentor in the center leadership and maybe leadership at your broader institutions about how you address these challenges in an ongoing way.

	They are pushing very hard for mentees and early career researchers to work closely with their mentors and with their institutions to really adequately address funding gaps and to work sort of collectively to look at productively which to extend funding application timelines and provide support for getting these funding applications in because we know this is a challenge.

	They say a lot of people forget about this. But the ongoing access to professional development through conferences that facilitate both the dissemination of important content, but also present opportunities for in-person networking. Those are gong during the pandemic, so thinking about ways to engage early career folks virtually, but also to have these conversations within your setting about how you account for your virtual involvement. How do you put that you attend virtual teaching? How do you put that you attended or presented at a virtual conference on your CV? How do you increase communication within your professional development network knowing that one of the biggest barriers actually that no one is talking about right now because sometimes it may not be you that’s impacted by Covid, but it may be your monthly routine.

	So, all of the channels that you used to have available to you for emotional, and practical, and career-related support, what if those channels were dropped right now? How do you increase communication outside of those networks? 

And really, thinking about wellness too and we know that Covid is taking a toll on everyone’s mental health, that some people have great instructions at home related to elder care, child care, even pet care. But some clinical populations are experiencing a lot of burnout and exhaustion.

	So, how do you have more explicit conversations about making sure that the environment is inclusive, making sure that it’s supportive to everyone including identifying your setting as a quality role model for having as balanced a life as Covid will afford right now. And how do you increase people’s access to wellness resources within your setting? Do you want to add anything to that, Dr. Hager?

Dr. Mark
Hager:	I want to first thank you for being able to be so clear. And then, I think that what I’m very grateful to with the group in Pennsylvania, is that their very, very new work is complimenting and confirming a lot of what our conversation’s been about today—the open communication, the flexibility, and adaptability, and engaging with one’s networks. 

	And finally, addressing, engaging, questioning how long can see someone’s work/life balance and engages one’s wellness resources. And I think it’s a very good spot for us to transition to the next poll question.

	And the poll should now be up. Rob?

Rob:	It is. That poll is up. And the question is, “Which Covid-19 challenge arena is most pressing for you? Productivity, funding, professional development or wellness?”

	And once again, it probably doesn’t matter quite as much, but remember that the polls are anonymous. But more importantly, Dr. Whitelaw will know if a lot of you don’t answer. So, I think you’d better answer.

	Julie, I’m really sorry. I really apologize to have to jump in like that. I know that was obnoxious, but even Mark was complaining. So, I had to do it.

Dr. Julie 
Whitelaw:	Oh, no problem. I didn’t know. Yeah. 

Rob:	Okay. So, we have quite a few answers having been made. I think maybe we just give people another 10 seconds to make their choices. Looks like it’s slowed down quite a bit.

	So, I’m going to close the poll now and share the results out. And what we have for results are that 12% answered a) productivity, 9% answered b) funding, 18% answered c) professional development. Another 18% answered d) wellness and a whopping 44% did not provide an answer. I’m sorry, Julie.

	So, we’ll go ahead and close that poll. And—

Dr. Julie
Whitelaw:	Was that—

Rob:	Go ahead.

Dr. Julie
Whitelaw:	Great. Well, that’s okay. And I do know that Dr. Hager has a number of his students on. And they are not answering the poll, so that may be part of it. But, you know, this is really interesting that loss of opportunities for professional development and sort of wondering, you know, I think how do we navigate the pandemic and what main skills do I need seems to be a high demand. And wellness is something that has persisted from Day 1 of the pandemic and it’s still very relevant now. 

	I’m glad that people were able to talk about this because we are wanting our January cyber seminar to be a panel discussion with some HSR&D  leaderships and center directors from around the country and some prominent mentors in the CVA community to kind of start to address this.

	So, we’re going to return back to these things and see if anyone has any specific questions they’d like to send to those individuals for the January panel. We’ll do that when we close the cyber seminar. 

	Okay, Dr. Hager?

Dr. Mark
Hager:	Thank you, Dr. Whitelaw. As we’re transitioning to our wrap-up here, I did want to note that about 40% of our respondents were looking at their professional world and about 20% of respondents were talking about wellness. And as we now move to the notion of, “Where do we go from here?” this image of serendipity and chance, it reaches back to our opening conversation on the many historic views of career disruption.

	And the idea of finding serendipity in the pandemic may be as much about our personal dispositions that we discussed earlier such as resilience and adaptability. And it may be seeing elasticity and transferability of skill to capitalize upon opportunities that may be new or indeed novel to one setting and reframing professional goals.

	It could equally include maintaining an open mind to new training and relationships including mindset, and that grit and resilience to tackle new challenges, and help us to find sources of optimism, and opportunity that may ultimately also support the work life harmony, and an ability to see a view to the other side of the pandemic. Once again, recognizing that about 2/3 of the responses identified those challenges to productivity, and professional development, and funding for that work.

	And Dr. Whitelaw, how would you wrap up here especially with the idea connecting these ideas of personal dispositions which really are a gen tech to the broader contexts.

Dr. Julie
Whitelaw:	Well, I think that there’s two things. 1) We have to look for the silver linings. And many of you hinted at the fact that you found a silver lining during Covid. Many of you responded that you had an increase in productivity, you know. 

	We need to shift away from trying to make our career what it was before Covid or our work life what it was before Covid and be open to embracing some of the new possibilities that have come because of Covid, so. And we’re starting to see that flexibility even in the respondents to this poll.

	The second thing that I will say—and it connects not only to the idea of serendipity, but to this idea that we’re not alone in our careers. And in fact, we’re highly networks and we need to rely on our network for help. And we saw beautiful examples that during our own talk here where we had a tech issue take one of the speakers out. The other speaker’s able to just sort of carry on and go along, you know. This would not have worked if one of us was giving this lecture alone.

	So, we need to think about how we value our colleagues and how we rely on our colleagues to sort of get us through the many, many glitches that come with disruptions like Covid.

	That being said, we do want to hear from you guys both questions about today’s conversation. We’re going to open it up for question and answer in a minute.

	But we also want you to start thinking about based on where your own needs are still for retooling career during this pandemic, which is nowhere near ended, what questions would you ask if leadership was on the next cyber seminar? 

	So, as we close out this, we’re going to go to the next slide and say, you know, “If there is something, you know, based on that table that we’ve showed you of the specific conversations to start having or if you have questions about how to start having those conversations, I’d like you to send them to Janet Extrim at this email here. Use the title “January Cyber Seminar” in the subject line, so she knows how to catalog them and we can send those questions to the panel ahead of time.

	And I am actually thinking this is a very good time to kind of wrap up and open it to general questions. 

Rob:	We do have a couple of questions. Let me take the opportunity to let your attendees know that if you have a question  for Dr.’s Whitelaw or Hager, please enter them into the Q & A panel.

	Actually, the first person is more of a comment. They said, “People might be clicking on a response in the polls, but not hitting ‘Submit’.” And that they forgot and had to be prompted. And I thought that sort of sums up 2020 in general.

	But as for real questions, and thank you, respondent. Looping back to an earlier point about the tension between personally bracketing personal responsibility bias and assuming that no one else would do that, where does that leave early career researchers?

Dr. Julie
Whitelaw:	Oh, that’s a great question. Do you want to start, Mark or do you want me to start?

Dr. Mark 
Hager:	From my outside review into the early career research what all, I think this is that place of—as Julie just described—it’s not reliance upon one’s networks, definitely conversations. And I appreciate the work done in Pennsylvania that really calls us on both sides of the early and more senior career research teams to connect and to ask one another these important questions because there may be someone in your network already who has begun to think about this. 

	And as we pointed out today, having that partnership allowed us to pivot when Dr. Whitelaw’s equipment failed. And there could be someone within one’s network already to begin asking that question. But I imagine, Julie, you’d have something more concrete to share with that. 

Dr. Julie
Whitelaw:	Well, I like where you’re going with that. But I think it’s one of the reasons that we put up the slides with the data. And there’s not very much data right now, but it’s continuing to come out. And I think one of the challenges that we have right now is being really educated about how the pandemic is affecting work because when you look at the data, it is clearly not personal to any one person. It clearly demonstrates we’re all in the same pandemic and we need to take stock of that. And we may need to have some of that data tucked away in our brains, so that we can gently educate people around us that in fact, the world has actually been rolling with this for quite some time.

	I think that the other piece of this is looking very much as to what your particular situation is, so that you can start to have conversations about how context may be affecting you that doesn’t make it sound like we’re just complaining.

	So, I’ll give you an example from my own setting. We have a laboratory that was entirely shut down and it is going to stay shutdown until everyone is immunized. And I could tell that story by saying, “Oh, my work was disrupted and there was nothing else I could do” or I could tell that story someday about we made some really tough calls and gave up some funding for the safety of our patients, our clinical research participants.

	And just sort of thinking about the way that we framed things and that did being that we all had to take a step back, and retool what we were doing, and decide in what direction are we going to pivot?

	But I can’t assume that the person in the office next to me knows that that’s what’s happened because maybe their lab hasn’t been shut down. So, I have to be very clear on what has happened with, you know, my own work. I think we all have to do that. I have to be able to tell that story in a Covid way that puts it in context as opposed to just putting it about me.

	And I think I have to be armed with some real data to be able to have a more meaningful conversation, so that it is not possible or it is not wise for people to look at everyone as being able to weather this shock in exactly the same way.

Dr. Mark 
Hager:	Thanks, Julie. 

Rob:	Thank you. There was a follow-up by the same person who said also, “There is strong evidence that “growth mindset research was a false positive and doesn’t replicate when other researchers attempt the paradigm.” That’s a comment. 

	Now we’ll move on to a question. 

Dr. Julie
Whitelaw:	You want to address that, Mark?

Dr. Mark
Hager:	I love that because it’s a debate I have with friends across many areas of science and it is one that my students who are on the call will appreciate. And that is depending on how one digs into a particular construct, we can continue to have these debates.

	However, when you contextualize the notion of growth, and you contextualize it also in that area of resilience, and again, let’s bring back a bit of the personal agency. We end up starting to think, “What is it?” or “What are the personal attributes and contextual—again, I’m really emphasizing context—those contextual elements that can facilitate the pivot, or the shift, or the adaptability.

We saw as we were preparing for today’s talk a great emphasis on some of this Covid literature on adaptability transferability which broadly construed about growth. If not the technical term “hair growth mindset”. But I definitely do want us to remember that these notions of resilience and adaptability turn through the literature and they carry through a lot of the findings. 

But that was my look again back to that table from our colleagues in Pennsylvania about rethinking how one engages one network or rethinking about what does it mean to engaging professional development? The idea of putting a cyber seminar on a CD might not once have been as relevant as it is now, but it has never been more important to be able to continue to disseminate one’s work with whatever tools are currently available. Julie?

Dr. Julie
Whitelaw:	Yeah. I just want to weigh in. I don’t disagree and many of the social cognitive constructs have been challenged. I do think that the little bit of a tangent for this talk, but I also will say that one of the reasons that they get challenged is that they are often poorly implemented.

	And you may recall that we were talking about--with the gingerbread person slide up there--the overemphasis, for example, on personal attributes and ejected power as opposed to the context. And that’s not because the theory’s wrong. It’s because we attend to part of the information that we like the most. 

And I think a lot of that has been done with growth mindset and other social cognitive theories, aspects of that theory as well that it’s been applied to children prematurely. It’s been implemented by people that didn’t fully understand it. 

It doesn’t surprise me at all that in the lab that it was developed in, it works very well. And then, when it’s disseminated outward it doesn’t work. It doesn’t actually mean there’s something wrong with the theory. I suspect that there’s often something wrong with the implementation.
Dr. Mark
Hager:	I appreciate that. Thank you. 

Rob:	Thank you, doctors. This person is asking for advice on building optimism “after the studies we spent multiple grant submissions building had to be fully retooled, months of recruitment loss, etc.” And they go on to say, “It’s hard not to focus on month loss when career is so early.”

Dr. Mark 
Hager:	Yeah. Dr. Whitelaw, I think that would be a great place for you to start.

Dr. Julie
Whitelaw:	Well, thank you. I think that this is like the money question here. I mean, I think the reality is there has been a lot of things that were lost. There have been a lot of things that were indefinitely put on hold and there’s been huge costs associated with Covid. I think that the way to weather the storm through optimism is why we spent so many of the beginning slides trying to put this in context.

	This is the current disruption and it is a big one. But it is by no means the only one. And we actually do know that people weather disruptions like this. But they do have to flex and they do have to pivot. And we can’t cling to, “I wish it was the way it was before Covid.” We have to find a way to sort of pick up, and dust off, and move on. 	And I think the way to not take this so hard is again, to remember we’re all in this, right?

	There were industries that were decimated by Covid. And it is the challenge to all of us to figure out where we go next and we have to do that. It doesn’t mean that it isn’t hard. It doesn’t mean that there weren’t a lot of losses. But in some ways that’s irrelevant because we can’t stop it. So, the question is now where do we go from here?

Dr. Mark
Hager:	Thanks. And thanks for taking it first because I was thinking about what we landed on when we landed with the notion of the context and the many both individuals and environmental contexts influences. And as we’re looking around for the silver lining, you’re right. It’s the money question. 

And I think one of the silver linings for me has been that again, it’s individual context for individual votes. But finding where your competencies have been greatest appreciated or used up to the point where you worship down or had to be retooled. And then, thinking about what those competencies can do or are currently doing to bring you through because we are coming through—as you pointed out, Julie—and we cannot stop it. But we can perhaps with the participation of our mentors and our networks, take broader visions of the interruptions. 

Maybe the retooling has also provided in an optimistic way an opportunity to think about other ways to engage a community or perhaps it has provided another group of individuals to offer insights or support that one might not have seen earlier. And there may be that tiny bit of serendipity that can contribute to some optimism because in the short-term it is painful. We’re all seeing that. 

Most folks are not on a smooth sea. It is a rocky sea.

Rob:	Thank you. That was the last question we have queued up at this time. We do have a few more minutes. So, if you’ve been holding off, please go ahead and submit that question.

	But if it’s okay with you, doctors, can I just highlight the fact that Dr. Whitelaw is asking for input for January’s webinar which will be on January 12th. And she’s asking you to send your questions to janet.extrextrim.va.gov and you will help to build January’s webinar.

	And I did have another question.

Dr. Mark
Hager:	Thank you, Rob.

Rob:	You’re welcome. I did have another question come in while I was blathering. “Any advice on how to look for or create opportunities in terms of research based on the giant natural experiment that Covid creates?”

Dr. Julie
Whitelaw:	I think that this is really a question for center directors and mentors in kind of looking at, you know, miraculously some people did do some really stunning research during Covid. So, look in the literature and reach out to those people who are really interested in what’s going on, what people are doing, what is working and what is not working. And I think that’s the thing to do is figure out, you know, if there’s a group that you can join.

Dr. Mark 
Hager:	And I would add as you’re searching that literature, look for those contexts that complement the ones you’re already in, and ways to build into, and upon what’s going on out there because, Julie, you’re right. Each time that I look at this literature with my undergrads, we are finding new studies being brought into the literature as we do our searches almost.

	And it’s been very unlikely to see the quick ramp up that’s been going on around this. But really thinking about one’s context and where those conversations may already be launching or where leadership may be open—as you pointed out—to helping us launch those conversations.

Rob:	A question came into the chat and I’m told that another person is trying to write one now. So, “How much of an increase in race/ethnicity and gender disparity in funding and career projection do you think there will be?”

Dr. Julie
Whitelaw:	Well, boy, that’s a loaded question, you know. I don’t know how to answer that other than to say that all the data suggests that if you were vulnerable before the pandemic—professionally vulnerable—the pandemic likely made it worse, right?
	And race and gender are not the only dimensions, but they are certainly prominent ones, right?

	And so, we need to think about again, the way we support different people through this, that different people may have families or communities that were hit harder by this. They may have been working harder to establish those robust professional relationships that would frankly help them weather this.

	They may have important differences in their personal responsibilities and we kind of need to think about that. And I think this is a really important question for the early career research world, but it’s also really an important question for our mentors to start to think about this is not a one size fits all problem. And so, we need a much more nuanced and not a one size fits all solution.

Rob:	The last question that came in is asking, “What is the article mentioned for which the table labeled “C: Challenge/barrier and proposed interventions’?” Perhaps they weren’t bale to finish, but go ahead.

Dr. Mark
Hager:	I’ll bring that table back up. There we are. 

Dr. Julie
Whitelaw:	So, that is Clementi (SP) in all and it’s actually a group in Pittsburgh. And it’s an in press article. And if you maybe get your email address to Rob, we can send you the link. He can get it to us.

Dr. Mark
Hager:	And I will go back now to the question or the prompt that Rob was so kind to remind people of. 

Rob:	That’s all the time we have for today. And let me just remind people that when we do close the webinar, you’ll be presented with a short survey. Please take a few moments to answer those questions. We count on them. 

	But more importantly, why don’t I give both of you an opportunity to make closing comments whoever wants to go first?

Dr. Julie
Whitelaw:	Well, I just want to say thanks for putting up with my technical challenges. I’m so sorry that it was disrupted in the middle of the talk. Glad you could join us.

Dr. Mark
Hager:	And I want to say that when Julie reminded us of working within a community or a network, without the collaboration with Julie Whitelaw—thanks very much, Julie. I could not have stepped in as quickly as I did. So, it really does take an armada of boats.

	And again, thank you, Rob, for everything you did for us today.

Rob:	Thank you both for preparing and presenting. And once again, attendees, please do take a few moments to fill out that survey and help Dr. Whitelaw build January’s cyber seminar by sending your questions for experts to answer to janet.extrim@va.gov and put “January cyber seminar” in the subject line.

	Thanks, everyone.

Dr. Mark 
Hager:	Thank you.

Dr. Julie
Whitelaw:	Thank you.


[End of Recording]  
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