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Beyond Academia, Toward Equity: Inclusive Career Pathways for Postgraduate Researchers

I’m moving past the narrow focus on academic (university) jobs as the only measure of success.

Instead, I’m actively working to ensure that all individuals, especially those from 
underrepresented groups, have fair access, support, and recognition in a wide variety of rewarding 

careers.

“Working Beyond Academia, Different 
Routes”



"Ho w  ca n  p o st g ra d u a t e  re se a rch e rs , e sp e c ia lly ra c ia lly 
m in o rit ise d  a n d  in t e rn a t io n a l P GRs, b e  su p p o rt e d  t o  t ra n sla t e  
t h e ir re se a rch  ca p a b ilit ie s  in t o  e q u it a b le , su st a in a b le  ca re e rs  

b e yo n d  a ca d e m ia ?"

Question

Answer: (1) Su p p o rt  t h e m  b y calibrating t h e ir re se a rch  skills  t o  t h e  e xp e c t a t io n s , la n g u a g e  a n d  co n st ra in t s  o f 
n o n -a ca d e m ic  se c t o rs , 

(2) e n g a g in g  t h e  rig h t  constituent(s) (su p e rviso rs , c a re e rs  se rvice s , e m p lo ye rs , a ffin it y n e t w o rks , sp o n so rs) t o  
re m o ve  sys t e m ic  b a rrie rs  fo r ra c ia lly m in o rit ise d  a n d  in t e rn a t io n a l P GRs.



Big Idea No. 1 Calibrating  
This is about “tuning” what the researcher already 
has (capabilities) so it fits what sectors outside 
academia - recognise and reward. 

Big Idea No. 2 Constituent 
Equity doesn’t happen alone; it happens when the 
right people are in the loop. “Constituents” are the 
actors who can open or “block routes”.



We/I/you d o n ’t  n e e d  “m o re  t a le n t ”, t h e y a lre a d y h a ve  it , b u t  
e q u it y o n ly h a p p e n s w h e n :

(1) t h a t  t a le n t  is  ca lib ra t e d so  o t h e rs  ca n  se e  it s  va lu e , a n d  

(2) t h e  p e o p le  a n d  st ru c t u re s  a ro u n d  t h e m  (t h e  co n st it u e n t (s)) 
a c t u a lly ch o o se  t o  o p e n  t h e  d o o rs .

I Believe



Think

Fe e l
Do

Fenton et al. (2024)  

“W h e n  I ca m e  t o  u n ive rsit y, t h a t ’s  w h e n  t h e  re a l sh ift  ca m e ”



Racially minoritised and international PGRs need 
t h e ir skills  t ra n sla t e d  a n d  t h e ir a cce ss  w id e n e d . 

Ad va n ce  HE (20 24 )

Ad va n ce  HE (20 24 ) Postgraduate Research Experience Survey 2024

Higher Education



● A transversal skills framework for diversifying PhD employability, shows t h a t  P h D skills  are
h ig h ly p o rt a b le  b u t  n e e d  t o  b e  e xp lic it ly m a p p e d  t o  in d u st ria l/e m p lo ye r n e e d s → t h a t ’s  yo u r 
ca lib ra t io n  e vid e n ce . Ad va n ce  HE (20 24 )

● Re se a rch e rs  b e n e fit  fro m  st ru c t u re d , e m b e d d e d  ca re e r le a rn in g  a n d  b e t t e r la b o u r-m a rke t  
in fo rm a t io n , i.e . t h e y d o n ’t  la ck t a le n t , t h e y la ck o rg a n ise d  ro u t e s  a n d  g u id a n ce → t h a t ’s  
su p p o rt  fo r b u ild in g  t h e  rig h t  co n st it u e n t s  a ro u n d  t h e m . Vit a e  (20 25)

● Do cu m e n t s  d iffe re n t ia l e xp e rie n ce s  a n d  sa t isfa c t io n  b y e t h n ic it y a n d  p ro g ra m m e , sh o w in g  
t h a t  m in o rit ise d  P GRs fa ce systemic frictions , so  o p e n in g  d o o rs  ca n ’t  b e  “g e n e ric .” Th a t  
u n d e rp in s  t h e  n e e d  fo r EDI-a w a re  g a t e ke e p e rs  a n d  sp o n so rs  → t h e  co n st it u e n t ’s  p ie ce . UK 
Co u n c il fo r Gra d u a t e  Ed u ca t io n  (UKCGE) (20 24 )

Ad va n ce  HE (20 24 ) Postgraduate Research Experience Survey 2024 . 
UK Co u n c il fo r Gra d u a t e  Ed u ca t io n  (UKCGE) (20 24 ) Equity, diversity and inclusion in postgraduate study 2022 –23.
Vit a e  (20 25) Annual report 2024 –2025 . 

A Need for  
“Calibration + Constituents”



“P o lit e n e ss  a n d  d ip lom a cy a re  re sp on sib le  fo r m ore  su ffe rin g  a n d  d e a t h  
t h a n  a ll t h e  c rim e s o f p a ssion  in  h is t o ry… Te ll t h e  t ru t h .”

― Bra d  Bla n t on , Ra d ica l Hon e st y: How  t o  
Tra n sfo rm  You r Life  b y Te llin g  t h e  Tru t h .

Ra d ica l Ho n e st y
P roof o f My Tru t h



“Calibration + Constituents”:
A true story

The Concept of “The Academic Janitor”
Last week - was a hard week…. Standing Firm in Power and Pride 

BHM20 25



My title is not “Academic Janitor!”
It ’s  Dire c to r o f In t e rn a t io n a lisa t io n a n d  

P ro fe sso r o f P u b lic  & In d u st ry Un d e rs t a n d in g  o f Ca p a b ilit y Drive n  
De sig n

The Concept of “The Aca d e m ic Janitor”



“The academic janitor” describes racially 
minoritized, often female and early-career academics 
who perform undervalued intellectual, emotional, and 
cultural “cleaning”.

The hidden work that sustains equity and care in 
universities but goes unrewarded. The metaphor, 
explored in feminist and critical race scholarship (e.g. 
Ahmed, 2012; Bhopal, 2020; Mountz et al., 2015), 
critiques how academia relies on this invisible labour, 
sometimes called “academic housekeeping” or “equity 
fatigue.”

Mop
Bucket

Bleach



Clean -up -shopping aisle 22!
Again, my title is not “Academic Janitor!”
It’s Director of Internationalisation and 

Professor of Public & Industry Understanding of Capability Driven 
Design. 

Clean it up  yourself!



Why It’s a Problem

Absorbs time and emotional energy 
without recognition or workload credit.

Labelled “service,” not scholarship; 
rarely counts toward promotion or REF 
outputs.

Invisible , risky work , often done by 
those most affected by inequity.

Sustains institutional reputation but 
isn’t formally rewarded .

Keeps equity goals alive while others 
benefit from the improved environment 
to improve their employability skills 
and build evidence for promotions. 

Clean -up -shopping aisle 22!



Ahmed, S., 2012. On being included: Racism and 
diversity in  in s t it u t io n a l life . In  On  b e in g  in c lu d e d . 
Du ke  Un ive rs it y P re ss ..

Bh o p a l, K., 20 25. White privilege: Th e  m yt h  o f a  
p o s t -ra c ia l so c ie t y. P o licy P re ss .

Mo u n t z, A., Bo n d s , A., Ma n sfie ld , B., Lo yd , J ., 
Hyn d m a n , J ., W a lt o n -Ro b e rt s , M., Ba su , R., W h it so n , 
R., Ha w kin s , R., Ha m ilt o n , T. a n d  Cu rra n , W ., 20 15. Fo r 
s lo w  sch o la rsh ip : A fe m in is t  p o lit ic s  o f resistance 
through collective action in  t h e  n e o lib e ra l 
u n ive rs it y. ACME: An  In t e rn a t io n a l Jo u rn a l fo r 
Crit ic a l Ge o g ra p h ie s , 14 (4 ), p p .1235-1259 .

Do cka ‐Filip e k, D. a n d  St o n e , L.B., 20 21. Tw ice  a  
“housewife ”: On  a ca d e m ic  p re ca rit y,“h yst e rica l” 
w o m e n , fa cu lt y m e n t a l h e a lt h , a n d  se rvice  a s  
g e n d e re d  ca re  w o rk fo r t h e  “u n ive rs it y fa m ily” in  
p a n d e m ic  t im e s . Ge n d e r, W o rk & Org a n isa t io n , 
28 (6), p p .2158 -2179 .

“BFA we are not “Academic Janitors”



Big Idea No. 1 Calibrating 
Calibrating means:

•Translating thesis/research tasks into sector 
language (policy, NGO, industry, start -up)

•Matching level (so a PGR isn’t underselling at 
“assistant” level)

•Making it visa-/context -aware for 
international researchers

•Naming EDI barriers explicitly so the advice 
isn’t “race -neutral” when the system isn’t.

So: same capability, different framing and 
level , that’s calibration.

Define: T o mark units of measurement on an instrument such so that it can measure accurately .



Mapping “Academic Janitor” Skill Cluster to Transferable 
Value Beyond Academia

(Calibrating) 
Academic Janitor Skill Cluster Key Capabilities & Behaviours Mapped Employability Skills / 

Attributes
Transferable Value Beyond 

Academia

1. Relational & Emotional 
Intelligence

• Active empathy and emotional 
literacy 

• Conflict mediation and 
interpersonal sensitivity 

• Boundary -setting and resilience

• Emotional intelligence (EQ) 
• Teamwork & collaboration 

• Conflict resolution 
• Resilience and wellbeing 

management

Builds psychologically safe teams, 
improves morale, and enhances 

leadership in people -focused 
sectors (e.g. HR, healthcare, 

management).

2. Cultural & Equity Competence

• EDI fluency and bias recognition 
• Inclusive pedagogy and cultural 

humility 
• Policy literacy (Athena Swan, REC)

• Diversity, equity & inclusion 
leadership 

• Ethical reasoning 
• Intercultural communication 

• Stakeholder engagement

Supports equitable organisational 
change, global teamwork, and 
corporate social responsibility 

goals.

3. Administrative & 
Organisational Repair Skills

• Process mapping and systems 
thinking 

• Hidden administration and crisis 
triage 

• Change management & problem -
solving

• Strategic planning 
• Process improvement 
• Project management 

• Operations and governance 
literacy

Transfers to project, programme, 
or operations management in 

complex organisations.

4. Communication & Advocacy

• Diplomatic communication and 
negotiation 

• Translational writing for diverse 
audiences 

• Sponsorship, mentoring, and 
mediation

• Communication & negotiation 
• Leadership & influence 

• Report writing & presentation 
• Networking & stakeholder 

management

Enhances policy influence, 
partnership building, and 

internal/external communications.

5. Reflexivity & Ethical Leadership

• Self-awareness and moral 
courage 

• Critical reflection on institutional 
systems 

• Ethical stewardship & integrity

• Critical thinking 
• Values -based leadership 
• Ethical decision -making 

• Self-management & adaptability

Aligns with governance, ethics, 
and sustainability leadership roles 
across public and private sectors.
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Mapping “Academic Janitor” Skill Cluster to Transferable 
Value Beyond Academia

(Calibrating) 

Co n su lt a n cy



Priorities in Academic & Industry Research 1: Exploitation
Co n ce p t  o f t h e  “Team ” in  re se a rch
(d isc rim in a t ion  a n d  in t e rse c t io n a lit y) 

P rio rit ie s  in  Aca d e m ic  & In d u st ry Re se a rch  2: Neglected
P e o p le  fro m  vu ln e ra b le  co m m u n it ie s  in co rp o ra t e d  in to  t h e  re se a rch  
(p re g n a n t  w o m e n , in d ig e n o u s  p o p u la t io n s/first  se t t le rs , e t c .) 

P rio rit ie s  in  Aca d e m ic  & In d u st ry Re se a rch  3: Sustainable Data
Glo b a l Co lla b o ra t io n  a n d  Co-Cre a t io n  (Op e n  Acce ss) 
(Re se a rch  Cu ltu re  Aw a rd , Eth n ic  Exce lle n ce  Tra in in g  P ro g ra m m e )

Re se a rch  P a rt n e rsh ip s  & Co lla b o ra t io n s  



Visting Professor/Capability Workshops/Seminars/Consultancy



Intersectionality
Kimberlé Crenshaw , refers to the interconnected nature 
of social categorisations such as race, class, gender, and 

sexuality , as they apply to an individual or group, 
creating overlapping and interdependent systems . 



Positionality Definition
Refers to a researcher’s social and professional identity and how 
that influences their perspective, relationship with participants, 
and interpretation of data . It acknowledges that researchers are 
never fully neutral, their positionality shapes how they see and 

are seen in the research process or spaces .



time 301

gr
ow

th

novice

experienced

(De la Harpe, 2024)

LDM’s Identity Shift



Relationality Definition
The understanding that who we are and how we know the world 

are shaped through our relationships with others, people, 
communities, institutions, and environments. It challenges 

individualism by emphasising interconnection, responsibility, and 
mutual influence in learning, research, and identity. 



Time engaging with the people/situation 301
different/
outside

same/
inside

im
m

er
sin

g

(De la Harpe, 2024)

LDM’s Positionality Shift



Researcher’s Identity
Identity is not a binary state but something that continues to develop and 
expand based on interactions with others within a context ( Wilson, C., Janes, 
G. and Williams, J., 2022). 

Insider versus outsider is not an either -or state , but instead when an outsider 
becomes more immersed in the insider’s situation.

Developing relationships characterised by integrity, mutuality, and holding 
oneself morally accountable to others bridges identity (Cu n liffe  a n d  Erikse n , 
20 11).

(source De la Harpe, 2024)

W ilso n , C., J a n e s , G. a n d  W illia m s, J ., 20 22. Id e n t it y, p o sit io n a lit y a n d  re fle xivit y: re le va n ce  a n d  
a p p lica t io n  t o  re se a rch  p a ra m e d ic s . British paramedic journal , 7(2), p p .4 3-4 9 .
Cu n liffe , A.L. a n d  Erikse n , M., 20 11. Re la t io n a l le a d e rsh ip . Hu m a n  re la t io n s , 64 (11), p p .14 25-14 4 9 .



“Your silence will not protect you”

Op p re ssio n  is  n o t  a  ze ro -su m -g a m e
fo r m a rg in a lize d  co m m u n it ie s

Ge n d e r & P o w e r

“Th is  is  a  W h it e  m a le  w o rld ”



Big Idea No. 2 Constituents 
Equity doesn’t happen alone; it happens when the right 
people are in the loop . “Constituents” are the actors who 
can open or block routes: supervisors, doctoral schools, 
careers services, alumni, employers who understand 
visas, EDI/HR teams, and identity -based networks. 

Bringing them in means:
•supervisors stop treating non -academic routes as 
failure
•careers services tailor support for racially minoritised 
and international PGRs
•employers get clearer, more diverse talent pipelines,
•networks/sponsors help people into rooms they 
couldn’t reach.

Calibrating fixes the fit ; constituents fix the system 
around the person . 

You need both for equitable, sustainable careers 
beyond academia .

A p o lit ic a l co n st it u t io n  is o n e  in  w h ich  t h o se  w h o  e xe rc ise  p o lit ic a l p o w e r a re  h e ld  t o  
co n st it u t io n a l a cco u n t

De fin e : An  a b le  t o  m a ke  o r ch a n g e  a  p o lit ic a l co n st it u t io n



Calibrating fixe s t h e  fit ; co n st it u e n t s  fix t h e  system around the 
person .

Yo u  n e e d  b o t h  fo r e q u it a b le , su st a in a b le  ca re e rs  b e yo n d  a ca d e m ia

Why is this significant?



Diversity statistics –how many faculty 
members are Black, Asian, etc. This is relevant 

because PGR has historically lacked lived 
experience of racial and ethnic diversity.

Representation in rankings – It could point to 
whether departments with more racial and 
ethnic diversity among faculty and students are 
recognised or discussed in the PGR.

Critique or supplement to PGR –
•Not adequately accounting for racial and ethnic diversity in its 

evaluations.
•Overrepresenting programmes that are less diverse.

•Ignoring philosophers who work on race, ethnicity, or related 
social topics.

Topical focus in philosophy – How  w e ll d e p a rtm e n t s o r 
u n ive rsit ie s su p p ort  re se a rch  a n d  t e a ch in g  in  t h e  philosophy 

of race, ethnicity, or related areas .





“Calibration + Constituents”



“Calibration + Constituents”



“Calibration + Constituents”



“Calibration + Constituents”



Beyond Academia: The Calibration + Constituents Model Workshops

Constituents (People & Systems)

C
al
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ra
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n 
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)

Skills Translation
Make research 

capabilities visible and 
valued across sectors

Equity & Barriers
Remove structural and 
cultural frictions through 

targeted, inclusive 
support

Networks & 
Sponsorship

Activate role models and 
sponsors to open real 

pathways

Values-Aligned 
Planning

Enable reflection tools 
that connect identity, 
migration status & 

opportunity

Institutional Role
Embed EDI-conscious 
career development in 
research culture and 

policy

Equitable careers happen when research skills are calibrated to sector needs and key constituents open doors.



Beyond Academia: Building Equitable PGR Careers
Calibration + Constituents: Five Foundations for Inclusive Researcher Careers

1. Skills Translation (Calibrating)

Postgraduate researchers already possess highly portable capabilities, analysis, stakeholder engagement, project management, 
design and innovation, and dissemination, but these must be calibrated and translated into the language, value systems, and 

outcomes recognised by employers across industry, policy, NGOs, and entrepreneurship.

2. Equity & Barriers (Constituents)

Racially minoritised and international PGRs continue to encounter structural and cultural barriers in transitioning beyond 
academia; targeted interventions such as mentoring, sponsorship, visa-aware careers guidance, and inclusive funding models 

are essential to level access and ensure equitable opportunity.

3. Networks & Sponsorship (Constituents)

Access to professional networks, visible role models, and active sponsors plays a decisive role in shaping researchers’ 
awareness of and confidence in non-academic career routes, turning aspiration into achievable mobility.

4. Values-Aligned Planning (Calibrating)

Effective career support empowers researchers to align career choices with personal values, identity, migration status, and life 
context, using practical tools that transform reflection into strategic, evidence-based career planning.

5. Institutional Role (Constituents + Calibrating)

Universities and doctoral schools have a shared responsibility to embed EDI-conscious career development within research 
culture and policy, ensuring that ‘careers beyond academia’ is recognised as a core dimension of researcher development and 

REF-aligned employability, not an individual hustle.



I Argue
Skills translation: Which research skills (analysis, stakeholder engagement, project management, 

design/innovation, dissemination) are most portable to industry, policy, NGOs and entrepreneurship, 
and how do we make that portability visible to employers?

Equity & barriers: W h a t  sp e c ific  s t ru c tu ra l a n d  cu lt u ra l b a rrie rs  d o  ra c ia lly m in o rit ise d  a n d  
in t e rn a t io n a l P GRs fa ce  w h e n  p u rsu in g  n o n -a ca d e m ic  ca re e rs  in  t h e  UK, a n d  which interventions 

(mentoring, sponsorship, visa -aware guidance, inclusive funding routes) mitigate them?

Networks & sponsorship: Ho w  d o  a cce ss  t o  n e tw o rks, ro le  m o d e ls  a n d  sp o n so rs  sh a p e  P GRs’ 
a w a re n e ss  o f a n d  confidence in non -academic routes?

Values -aligned planning: W h a t  t o o ls  h e lp  P GRs b u ild  a  p e rso n a lise d , va lu e s-a lig n e d  ca re e r 
e xp lo ra t io n  p la n  t h a t  recognises identity, migration status, and location of opportunity?

Institutional role : Ho w  ca n  u n ive rs it ie s  a n d  d o c to ra l sch o o ls  e m b e d  EDI-co n sc io u s ca re e r 
d e ve lo p m e n t  so  t h a t  “ca re e rs  b e yo n d  a ca d e m ia ” isn’t just an individual hustle b u t  part of research 

culture and REF -aligned employability goals?



Professor Lisa -Dionne Morris (LDM)

P ro fe sso r o f P u b lic  & In d u st ry Un d e rst a n d in g  o f Capability Driven Design

“Thank you, 3rd UKCGE Conference!”
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