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“As I come to the end of this short term 
contract, I get that familiar feeling – is this the 
end of the road? Will I finally be found out as 
the fraud I often feel like I am in research? Will I 
manage to find more work in research? If I do, I 
will probably feel lucky to have gotten the job.”  
– PDRA, MHS.

Imposter Phenomenon (or Imposter Anomaly/ 
Syndrome) is a buzz-term for feelings of 
inadequacy that can have a damaging impact on 
people’s careers. It can manifest itself in many 
different ways, such as generally feeling like a 
fraud, thinking that your successes were purely 
down to luck, or thinking that any positive 
feedback you get is down to people feeling 
sorry for you. If you have ever downplayed an 
achievement (“I won, but only because the other 
entries were terrible.”) or undermined your own 
knowledge (“I believe this is the case… but 
maybe I haven’t read enough of the literature, 
it might be completely wrong.”) then you know 
what it’s like to feel like an imposter. In order 
to conquer these feelings, first be aware that 
everyone has felt like this at one time or another 
(or many!). From students to PDRAs to lecturers 

and professors, no-one is safe from feeling this 
way at some point.

“Even though I’ve been a researcher for almost 
eight years now, with a number of single-
authored and co-authored papers, I still can’t 
shake the feeling that I will be found out soon. I 
am almost too aware of my own failings to the 
extent that it permeates all that I do. Every time 
I get an interview or am asked to partake in a 
new research project, my immediate reaction is: 
‘They must be desperate!’” – PDRA, Humanities.

So how can we conquer these negative 
thoughts? Here we outline some top strategies.

1. Realise that nobody’s perfect. Imposter 
thinking often accompanies perfectionism.

2. Realise that everybody – especially those in 
the scientific community – feels the same way at 
some point.

3. Own your achievements. No more excuses: 
recognise that you’ve earned your successes and 
that you deserve them.

4. Logically look at the evidence. Don’t just 
count the results that fit your hypothesis (e.g. if 

you think you’re stupid, remembering only the 
one bad grade you ever had). We’re researchers: 
take a step back and assess things logically. 

5. Put things into context. Imposter thinking 
will turn one piece of criticism or bad news 
into a thesis for how terrible you are. Put 
critical comments or failings into context, e.g. 
missing out on one grant doesn’t mean the next 
application is futile.

6. Become aware of your negative thinking. 
Some people keep a journal: it’ll show you how 
useless this type of thinking is.

7. Start setting realistic goals. Don’t set yourself 
up for a fall. Break down dauntingly long tasks 
into manageable smaller ones.

Managing a career as a researcher isn’t just 
about research, publishing papers, supervising 
students and administration. We all have to 
keep our heads in order: stress is ubiquitous, 
and it can be difficult to achieve a good work-
life balance. All of us are at risk from becoming 
overwhelmed from time to time, and it’s 
important to keep an eye on how you’re doing. 
If your mind is in a good place, work becomes 
easier to cope with. We hope that this issue of 
Incite will help you do just that!

Ben Spencer, EPS

They say that everyone feels it at one point or another. That feeling that 
you are a fraud; that you are just pretending to do your job; that anytime 
soon people will realise and you’ll be swiftly given the boot. These feelings 
are especially prevalent amongst researchers (Kaplan, Nature 459, pp.468-
469 (2009)). But you are not alone! It’s time to understand the Imposter 
Phenomenon, and learn how to deal with it.
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Constant pressure to publish, 
long working hours, heavy 
workloads, and a highly competitive 
environment: research can be a 
stressful business. Search online 
for ‘stress’ and ‘academia’ and 
numerous surveys and articles can 
be found describing the pressures 
and demands encountered in the 
profession. 

So perhaps, it is not surprising that a recent survey 
indicates academics experience more stress than 
average; the University and College Union 2012 
occupational stress survey reported a stress value of 
2.51 amongst academics compared to 3.65 for the 
average British working population, where 1 is the 
lowest level of well-being, and 5 is the highest. At 
the University of Manchester, the 2013 staff survey 
reported that of total staff, 61% occasionally and 
33% frequently-to-always experience stress in the 
work place (figures which do not significantly differ 
from other Higher Education Institutions). In short, 
if you have experienced stress in the work place, 
you are not alone. The Health and Safety Executive 
defines workplace stress as: ‘the adverse reaction 
people have to excessive pressures or other types of 
demand placed on them at work’. Whilst the causes 
of stress may differ between people, undoubtedly 
there is relatable ground in the field of academia.

What causes  
you stress?
“The competitive environment, for example 100 
applicants for 5 fellowship posts, and even once 
secured, you then most continually work harder to 
maintain progress on a career path which is being 
continuously judged and reviewed.” – PDRA, FLS.

“Job instability. Relatively short research projects and 
not having a permanent contract means that you 
constantly need to be on the look-out for new jobs 
and projects.” – PDRA, MHS.

 “Juggling students, administration, my own research, 
and those last-minute e-mail requests at 4:55!” – 
PDRA, EPS. 

“Simply put, not having enough time in the day! 
Having to plan experiments around the school run, 
project students and other work commitments can 
get really stressful.” – PDRA, MHS.

“Not enough praise for a job well done and 
managing unrealistic expectations.” – PDRA, EPS.

The more common reasons for stress reported 
by the University of Manchester staff survey 
included: workload, insufficient staff & resources, 
organisational change and lack of support from 
managers. Sound familiar? Add in to the mix a 
notable amount of personal investment, such as 
developing your own research ideas, devoting time 
and effort trying to a make an experiment work, 
or making personal sacrifices to put in those extra 
hours, and stress can be greatly intensified. This 
was highlighted in a recent Guardian article titled 
‘Scientists and their emotions: the highs... and 
the lows’ where the interviewees described the 
difficulties of emotionally detaching themselves from 
‘experiments which can take very long periods of 
time, sometimes years’.

How can we manage 
stress effectively?
1.	Devote	some	time	to	working	your	body	
instead	of	your	mind. Exercise is a great stress 
buster, reducing levels of stress hormones and 
releasing mood-enhancing endorphins. 

2.	Control	how	you’re	responding	to	the	
situation	internally. One excellent approach to 
try is mindfulness meditation. Amongst many other 
services, the university counselling service runs 
drop-in workshops on mindfulness meditation every 
term in the Dover Street Building (for staff and 
students).

3.	Control	how	you’re	responding	to	the	
situation	externally. A heavy workload can occupy 
time we need for resting and enjoyment, it can 
leave little time to deal with emergencies resulting in 
feeling out of control. Good time management can 
help you to use your time effectively and prioritise 
important tasks. Assertiveness training can help you 
to deal with colleagues or managers to set up a less 
stressful working environment. 

4.	Accept	the	things	you	cannot	change. Matters 
outside the sphere of your influence are really not 
worth worrying over!

5.	Act	quickly. Stress and anxiety can quickly 
escalate, affect other aspects of your life and can 
potentially lead to depression. 

Staff network groups

www.sport.manchester.ac.uk/images/stories/sportmcr/pdf/a5_am2012-13_web.pdf 

www.nhs.uk/Conditions/stress-anxiety-depression/Pages/understanding-stress.aspx

www.nhs.uk/Conditions/stress-anxiety-depression/Pages/reduce-stress.aspx

www.staffnet.manchester.ac.uk/personalsupport/wellbeing  

portalcms.manchester.ac.uk/counselling/courses/mindfulness-meditation

 Typical symptoms 

•	Feeling	out	of	control

•	Mood	swings

•	Difficulty	relaxing

•	Difficulty	concentrating

•	Avoiding	others

•	Sleeplessness

•	Loss	of	appetite

•	Low	energy

•	Headaches

•	Stomach	upset

•	Tense	muscles

Photograph: Justin Lambert/Getty Images

Did you know that up to eight hours per year from 
your standard working hours can be dedicated to 
network group activities? The Equality and Diversity 
Team within the University support and co-ordinate a 
number of staff network groups, offering an excellent 
way to alleviate any feelings of isolation by making 
new contacts, sharing experiences and organising 

events. A list of all network groups can be found 
online and although you may not feel you fit into 
the particular groupings, all members of staff are 
welcome, whether they simply wish to find out more 
or if they want to make an active contribution. 

www.staffnet.manchester.ac.uk/services/equality-and-diversity/staff-network-groups
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The University works actively to improve the wellbeing of research staff, regularly receiving and 
responding to our feedback through the Careers in Research Online Survey (CROS) and the Staff Survey, 
both of which were conducted this year. Once the results are in, actions are taken to address highlighted 
problems, making the surveys an essential means by which we can improve our working life. An overview 
of how the University responded to the CROS 2010 survey, and other initiatives, is detailed below.

Your voice heard: An update on the CROS and Staff Surveys

In April and May, the Careers in Research Online 
Survey and the University of Manchester Staff Survey 
were conducted. Both surveys have now closed with 
the results currently being collated and analysed. 

The University of Manchester response rate to CROS 
2013 (organised by Vitae1) was 25.8%, equalling the 
response in 2011 and comparing favourably with the 
Russell Group average response rate of 26.1%.  The 
results will be further complemented by the Staff 
Survey, helping to identify necessary improvements 
in regards to career development and working 
environment. 

The University Staff Survey received a record response 
rate of 71.0%, equating to 6,490 members of staff. 
All University-wide results are now available on 
StaffNet2 and reveal that, overall, staff were highly 
positive in their attitudes and views of the University. 
One of the concerns highlighted by staff was a 
healthy work-life balance, which ties in with the 
theme of this issue. The heads of each school will be 
sharing all local results with you and may have done 
so already, so keep an eye on your inboxes. 

From the Staff Survey, the University 
has identified key areas that need 
attention including helping staff cope 
with change, improving channels 
of communication and assisting 
staff to create a healthy work-life balance. It is only 
through such surveys that the University can hear your 
thoughts and identify what they need to improve and 
build upon. 

2. www.staffnet.manchester.ac.uk/staff-survey/results1. www.vitae.ac.uk

What We Said What the University Did

The University have launched the Research Staff Handbook to complement 
the induction process for new research staff and provide a reminder of key 

information for existing staff. 

For more information, please contact your faculty Research Development 
Office (contact details on back page).

 Qualified coaches are now available in each Faculty training team, providing 
one-to-one coaching services for research staff focusing on career management 

issues. A review of the coaching and mentoring processes is given on page 4.

The University Research Staff Association (RSA) was launched with regular 
meetings and social events. An update from the RSA is on page 7.

Research Staff Ambassadors and Representatives have been introduced across the 
Faculties. Also, a Researcher Led Initiative fund is available for PDRA-run events.  

A recent event in the School of Physics and Astronomy is detailed on page 7.

To support research staff between contracts, the University is extending access to 
e-mail accounts and e-resources beyond the termination of research employment 
contracts. This will be a pilot project until May 2014 by which time it will become 

fully integrated into University procedures.  It is a researcher-led initiative, 
pioneered by the Research Staff Association. www.manchester.ac.uk/rsa

The University is currently piloting a new Research Staff Development Online 
Tool (ResDot) to enhance support for identifying training needs and reviewing 

performance against your professional and career development goals. 

The University also provides discrete workshops throughout the year and hosts 
cross-faculty events such as the annual Pathways Event, specifically designed to 

support research staff and postgraduates in their career choices. 

www.careers.manchester.ac.uk/students/postgraduates/pathways

By Claire Hughes

51% found local inductions beneficial, 
but were unaware of the details 

regarding probation, redeployment, 
promotion processes and criteria.

45% noted that they would like to 
engage in coaching, mentoring or 

action learning.

43% did not consider themselves to 
be integrated into the institution’s 

research community.

55% highlighted that they did not 
have a clear career development 

plan, with 57% citing that they would 
like to undertake training in career 

management.

44% highlighted that they had had 
more than one contract with the 

University. 
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Coaching and mentoring 
opportunities are now available 
across the University. But what is the 
difference between the two? We 
review the differing strengths of the 
two approaches.

The main difference between mentoring and coaching 
is that a mentor is ideally someone close to your field 
and area of expertise. They should ideally be someone 
whose career you admire and would like to emulate. 

Coaching, on the other hand, is usually delivered by 
someone with no knowledge of your field. Coaching 
involves guided meetings where the participant 
can talk about anything. The coach then typically 
helps the participant to move forward with varying 
problems by helping to identify negative thought 
patterns, bad assumptions, and generally helping 
the participant to have a fresh, positive perspective 
on the situation. At the University of Manchester, 
the Manchester GOLD mentoring scheme has been 
running for over a decade, with between 50 and 
120 mentor-mentee pairings each year. Anyone can 
apply to be a mentee if they want help with their 

career development; often this is a specific aim, e.g. 
to develop managerial skills, to expand networks or 
simply to learn about possible career routes and help 
to define future career goals.

Coaching and mentoring can be used together, 
as coaching is often focussed on more short-term 
goals, with mentoring focussing on longer-term 
career development goals. If you are interested in 
either mentoring or coaching (or both!) you can start 
by contacting your faculty research staff developer 
(contacts on the back page).

Raising a family whilst being an early career researcher – can you really have it all?

Perspective: Dr Sarah Mohammad-Qureshi, FLS

The daily stresses of being an early career researcher 
will be familiar to most of you and common amongst 
your peers; for researchers that are parents, those 
demands are just part of the pressure faced on a 
daily basis. However, as the majority of us take on 
postdoctoral positions during our child-bearing years, 
the urge to start a family can be as strong as the 
determination to attain permanent status. Making 
the decision to have children can be tough; in the 
competitive world of making a name in research, the 
very real fear of taking yourself out of the game by 
starting a family is ever present.  

Whilst some researchers prefer to put off having 
a family until they are in a more stable position 
professionally, there are many researchers who 
successfully combine their career progression 
alongside raising children. Despite academic research 
not being a typical 9-5 job, a work-life balance for 
parents is possible but not always easy. In addition to 
the guilt and pressure felt during maternity/paternity 
leave, there is the strain of having to catch up 
upon your return, the financial burden of expensive 
childcare, the unexpected time off with unwell 
children and the constant feeling that you are failing 
at everything! The usual coping mechanisms and 
advice that work for stressed staff who don’t have 
children aren’t always applicable – mainly as there is 
no time to ‘switch off’.  

The University prides itself on being a family-friendly 
employer and recognises these extra demands on its 
staff, as such there are a number of support groups 
set up to facilitate staff balancing this type of work-
life commitment. Combining multiple work-life 
stresses can be isolating especially if your immediate 
colleagues are not experiencing the same kind of 
pressure. Discussing these issues with peers who are 
working under similar strains can help reassure you 
that you are not alone and it can be done! EPS and 
FLS both have peer support groups which encourage 
discussion on subjects such as combining raising a 
family with a career in science.

www.wils.ls.manchester.ac.uk and www.wiset.eps.manchester.ac.uk 
www.staffnet.manchester.ac.uk/employment/training/personal-development/groups-networking-mentoring 

For other information on assistance that the University offers, such as on-site child-care, visit 
www.staffnet.manchester.ac.uk/employment/benefits-rewards/family-friendly

www.staffnet.manchester.ac.uk/employment/training/personal-development/groups-networking-mentoring/mentoring/manchestergold

www.coachingnetwork.org.uk/Default.htm 

www.brefigroup.co.uk/coaching/coaching_and_mentoring.html

Mentoring Coaching

An on-going relationship: can 
last over long periods

Relationship has a set duration

Meetings as and when required 
by the mentee

More structured, with 
scheduled, regular meetings

Long term, taking a broader 
view of the person

Short-term, focussed on specific 
issues

Mentoring Coaching

Mentor usually more 
experienced and senior

Coach does not need direct 
experience in your role

Focussed on career 
development goals

Focussed on personal 
development or other issues 

Agenda set by mentee, often 
aimed at future goals

Agenda often focussed on 
achieving immediate goals

Mentoring is all about following in 
someone else’s footsteps. Someone who 
has had the kind of success you would like 
to achieve one day. My mentor has been 
great in giving me new perspectives and 
ideas that are helping me move in the 
direction I want to. They’ve done it all 
before and it’s great to go to someone you 
can really trust; someone whose opinion 
really matters.
 PDRA, EPS

The	first	coaching	session was a revelation, not to be overdramatic 
about it! Whenever I explained why I couldn’t achieve something, I was 
challenged to explain why exactly that would be. It made me realise 
that I was thinking nothing was possible, without ever really finding 
out whether that assumption was true. Challenging your assumptions 
is a big part of coaching, and it really helped. It’s a technique I can 
hopefully use in the future. My coach also helped me realise what 
different possibilities there were here at the University – that I don’t 
necessarily have to follow the formula: that I could try and design my 
own job a bit better.  Not happy with something? Could you try and 
change that? Yes, I realised. I think I might be able to. I came out with 
a whole new perspective on the world. 
 PDRA, EPS
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Athena SWAN
The Athena SWAN charter recognises commitment of a 
higher education institution to advancing the careers of 
women in STEMM (Science, Technology, Engineering, 
Maths and Medicine) academia and the University was 
awarded a bronze membership in 2008, which was 
further renewed in 2011. The highly prestigious award 
recognises the planning (bronze award), doing (silver 
award) and maintenance (gold award) of practices 
that address their 6 principles, which include ensuring 
diversity at management and policy making levels, 
improving the recruitment, retention and progression 
of women, and changing cultures and attitudes. 

So	how	does	this	affect	you?	
For an institution or individual school to receive an 
award they should begin to work towards establishing 
better practices, and although there is an emphasis on 
women in academia, this active movement towards 
improvement will in turn benefit everyone.  The 
research staff community are an important part of 
academia and Athena SWAN specifically looks at 
how the School supports its researchers.  Examples 
of good practice recognised by the Athena SWAN 
charter include creating an effective workload model 
for staff that takes into consideration their diverse 
responsibilities and positive steps towards flexible 
working, career breaks and parental policy. 

So far, four awards are held within the University. 
Bronze awards are held by the School of Chemistry 
and Manchester Pharmacy School, whilst the Faculty of 
Life Sciences and School of Chemical Engineering and 
Analytical Science have both received a silver award. 
The University’s commitment to the Athena SWAN 
Charter for Women in Science and its principles, joined 
with the growing acknowledgement of the award by 
research councils, means that all Schools within the 
University are aiming to make active steps necessary to 
evidence a real culture change. 

For more information, visit  
www.manchester.ac.uk/athenaswan

Dr Martin Jennings – FLS researcher and Dad

Dr Rachel Saunders – EPS Researcher and Mum

I am a postdoctoral researcher in FLS currently 
working towards securing a research fellowship.  
I have a 3 year old daughter, Millie, who was born 
during a very stressful time at work when I was 
submitting a paper and waiting to find out if a grant 
had been funded. I think this actually served as a 
nice distraction from work and it all worked out well 
(my thinking was you can wait for the right time to 
have a child and end up waiting forever). Having a 
child has not negatively affected my ambition but 
has changed how I think about the financial and 
security aspects. I don’t feel my work has been 

impacted substantially, if anything I am determined 
to make the most of my time in work because my 
time is now more precious. This has involved better 
organisation and a greater focus on prioritising 
work. I am also happier than I have ever been which 
can only be a good thing for both work and home 
life. Sometimes home obligations means taking time 
out of work, both planned and unexpectedly, but it 
certainly helps having an understanding supervisor 
and peers who also have children. 

I am an EPSRC Life Science Interface postdoctoral 
fellow in the School of Materials. My main research 
interests lie at the interface where rapid prototyping 
and additive manufacturing techniques can be 
utilised for tissue engineering applications. My PhD 
was undertaken in the Material Science Centre, 
University of Manchester under Professor Brian 
Derby entitled “Inkjet printing of mammalian 
cells”. This work helped lay the foundations of 
bioprinting at the University and led to a North West 
Development Agency (NWDA) funded postdoctoral 
position. I interrupted my research contract to 
undertake a one year teaching fellow contract to 
cover maternity leave in the department. In order 
to remain in my research field I then applied for my 
EPSRC research fellowship.  I had my son, Ioan, last 
year and he is now 16 months old. I took a full year 
of maternity leave and returned to work full-time in 
March 2013. My fellowship employment is due to 
come to an end in July and I have secured a 4 month 
research position within the printing group to help 
continue the group’s bioprinting research and give 
me more time to try and secure future employment. 

How	has	having	children	affected	your	career	
and	ambition?	
I think this is hugely influenced by the type of work 
you are involved in. My priorities have definitely 
changed and despite wanting to remain in academia 
and research I feel I have to look more towards a 
more stable form of employment. The University has 
very family friendly policies, but unfortunately if you 
are employed on a fixed term contract the end-date 
is the most important factor. I’m currently applying 
to positions outside the University to see if I can 
make the leap to a lecturer position but failing that I 
am happy to accept anything that has a longer-term 
or permanent time-scale. 

Has	your	working	pattern/approach	to	working	
changed	since	having	a	family?
Yes, I get into work earlier and leave a bit earlier to 
help accommodate nursery requirements. This alters 
on a daily basis as, with the best will in the world, 
if you have been up all night with a demanding 
child it is not always possible to keep to a schedule. 
I am more disciplined at work and find a to-do list 
and realistic planning is now vital to remember 
everything. 

What	extra	demands	do	you	face	now?
The first few months back are the hardest as the 
new nursery setting means new germs! So illness 
is a major disruption. I often have computer-based 
work which I can do at home but it is hard to be 
productive when you have a bundle of mischief to 
entertain, especially when they get obsessed with 
trying to pull the computer off the table! So work 
is often confined to nap times and evenings. The 
unpredictable nature of a toddler’s health is hard 
to balance with lab work. I find it easiest to try 
and group my lab work into short bursts so that 
there is more chance of getting it done before any 
unforeseen interruptions ruin it. I also schedule all 
my experimental time points to fall on weekdays as 
weekends are important to us as a family. If I have a 
long experiment then I make sure I am in as early as 
possible so that I can leave on time.

Do	you	think	being	a	mother	has	been	a	
positive	impact	on	your	career?
Being a mother has made me more organised but I 
also forget more as there is so much to remember 
now. It is hard to get the balance right, whilst at 
work you constantly think about how your child is 
getting on and when at home you end up mentally 
planning how to fit all your work into the week. 

Having a child is an amazing experience which I 
wouldn’t change, but it definitely makes it harder 
and when you return to work it can be hard to 
shake the feeling that you have suddenly become 
invisible!

Do	you	ever	have	moments	where	you	feel	you	
can’t	cope?	
Yes! My best approach to get out of the doldrums 
is to have a cup of tea, make a list, tidy my desk and 
then pick the job I am worrying about and avoiding 
the most and get on with it. I think it is important 
to try and give yourself some time during the week 
to do something you enjoy – even if it does mean 
getting my crochet out during the train commute in. 

incite@manchester.ac.uk
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I remember how my father used to say that I 
lucked out in life: being a scientist seemed to him 
fun and play for which I was generously paid. 
He was partially right. But with the fun comes 
sacrifice and stress that sometimes is difficult to 
manage.

At the beginning of my career, everything seemed 
to be easy. I could sacrifice as much time as needed 
to do my research, work day or night, weekdays 
and weekends. Most of my life was allocated to the 
research, so my private life and hobbies came very 
much second to the science.

Becoming a single mum has changed everything in 
my life. Time spent on research suddenly became very 
limited and what was going on in my private life has 
gained a great importance. The balance between life 
and work has shifted significantly. Managing the time 
between the research and raising my son has not been 
an easy task. In fact, most of the times I found it a 
struggle and I’m still learning. 

But	there	are	things	you	can	do	to	help	yourself	
to	get	you	through	the	week.

1. Plan your days ahead: it’s good to keep a diary 
and plan your experimental day, remembering that 
you now have a limited time to spend at work. 
For example, I know on which days I have to leave 
at 4-4.30pm and which days I can stay till 5-6pm. 
Knowing that helps to plan the work for every day.

2. Be realistic: like most scientists, I am eager to have 
1001 things done in one day. But I have to remember 
now that my time at work is limited and I can only do 
so much. Making schedules and prioritising tasks helps 
to keep work flowing and within your time limits.

3. Don’t feel guilty for having a life: being a scientist 
is a demanding lifestyle and I often feel like I should 
put more into it: more time, more effort and more 
sleepless nights. However, this does not help to keep 
the balance. Work is important but so is life. 

4. Make time for yourself: you may feel you don’t 
have enough time in the day to manage all the 
scheduled work as well as the home duties. But it 
is important to have some “me time”. Hobbies or 
even an hour of “chill out” time can make a huge 
difference and stop you from feeling like you are not a 
master of your own life anymore.

5. Manage your stress: this proved by far the most 
difficult issue for me. The list of stress factors seems 
endless and it makes it difficult to go on.  I stress 
constantly. At work, I stress that I don’t do enough, I 
don’t get results immediately and that I am too tired 
to concentrate. At home, I stress that I will lose my job 
and I will not be able to provide for my baby and that I 
don’t give enough time and attention to my son. 

I have found myself in need of some counselling and 
cognitive behavioural therapy (CBT). I have learnt 
that these things are quite useful and can help you to 
manage your life better. This help is available from the 
University, so don’t be afraid or ashamed to use it.

Also, one of the most useful tools I have used to 
release this stress is doing physical exercise. I do 
Zumba a few days a week and it really is a key factor 
to releasing stress and getting more energy for the 
following days.

6. Ask for help: whether it is from a healthcare 
professional or a colleague, whether it is about your 
peace of mind or a technical glitch in your experiment 
– don’t hesitate to ask for help. 

Dr	Joanna	Grabarek:	My	Work-Life	Balance	Experience
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Meet the new Incite editors: Silke and Selina

Silke	Conen is a PDRA at the Neuroscience and 
Psychiatry Unit of the Faculty of Medical and Human 
Sciences. She did her undergraduate degree and 
PhD in the Netherlands at Maastricht University 
at the department of Neuropsychology and 
Psychopharmacology. Her current research involves 
investigating the effects of a newly developed 
antidepressant on memory and attention in healthy 
volunteers and remitted depressed participants, using 
cognitive tasks and MRI measurements. 

Silke became an Incite editor in order to gain more 
knowledge and get more involved in the University of 
Manchester.

Selina	McHarg is currently employed as a PDRA in the 
Faculty of Medical and Human Sciences, and has greatly 
enjoyed working at the University of Manchester for 
just over 4 years. After completing a BSc in physiology 
at the University of Glasgow, she moved to Exeter to 
undertake her PhD at the Medical School investigating 
altered endothelial cell lipid signalling in Type II Diabetes.  
During her postdoctoral research years she has been 
fortunate to work in many different areas, and is now 
back in the field of diabetes research, investigating the 
contribution of dysfunctional copper regulation in the 
pathophysiology of diabetic organ damage. She believes 
that joining Incite provides an ideal opportunity to 
broaden her understanding, and her ability to promote, 
the numerous development opportunities available at the 
University of Manchester. 

Joanna is a Research Associate in the 
Developmental Biology section of the Faculty of 
Life Sciences. She is interested in early aspects 
of development, especially the mechanisms 
and events underlying the first fate choices 
and subsequent lineage specification and 
differentiation. Previously she worked as a 
Research Associate at the Gurdon Institute, 
University of Cambridge.

You can check out previous issues  
online at the Incite blog:

www.manchesterincite.wordpress.com

The Incite  
editorial team are:

Silke Conen (MHS) 

Sarah King-Hele (Humanities) 

Selina McHarg (MHS) 

Kate Meade (EPS) 

Sarah Mohammad-Qureshi (FLS) 

Ximena Soto (FLS) 

Ben Spencer (EPS)

http://manchesterincite.wordpress.com/
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Across the whole spectrum of 
work at the University people can 
experience stress, anxiety, fear, lack 
of confidence, and other problems. 
Fortunately these are things that can 
be worked on, and the University of 
Manchester offers several anonymous 
and strictly confidential services for 
these such as the counselling service, 
mediation, and support provided by 
harassment advisors. There is no need 
to suffer in silence.
The counselling service can be contacted no matter 
how small or big a problem seems to be. Problems 
might be work-related, but they don’t have to be. 
For example, problems in a relationship can also be 
discussed. The counselling service consists of qualified 

counsellors, including a visiting psychiatrist, and 
can offer guidance sessions. The first step to take, 
no matter what the problem might be, is to phone 
the counselling service or to walk in and arrange an 
appointment at the reception. You can also attend 
courses and/or use techniques to help with, amongst 
others, feelings of anxiety. For instance, focusing on 
patterns of stress and anxiety emerging for a longer 
time can be helped with mindfulness meditation and 
free drop-in sessions are part of the Service’s ongoing 
workshop programme. During term these sessions 
are twice a week (Wednesdays and Thursdays) and 
out of term the counselling service tries to continue 
the Thursday sessions from 1-2 pm at the Wellbeing 
Room in the Dover St Building. However, if you don’t 
want to contact someone personally or would like 
additional help, the counselling service website offers 
many self-help resources including a confidential 
online self-help programme called Beingwell  
(www.studentnet.manchester.ac.uk/counselling/
self-help).

If there is a work-related dispute that needs help from 
a third party, a mediation process can be started. 
Mediation can help resolve a disagreement or conflict 
with a colleague in the workplace. It examines the 
relationship and is confidential: no records are kept 
at all. The mediation process is voluntary and can be 
stopped at any time without giving a reason. 

There are also harassment advisors that can 
give confidential support related to harassment, 
discrimination and bullying. 

If you are not sure what service would be best, you 
can start by contacting HR, which is also confidential, 
and they can refer people through. Also, every afore-
mentioned service will be able to advise you through 
to other services if those would suit your problem 
better. 

Special thanks to Omar Sattaur and Karen Scoresby.

A Researcher Led Initiative: “Life after Post-Doc”

Research Staff Association: Extended Access is Go!

A careers event for 
post-docs at the end of 
their contracts in the 
School of Physics and 
Astronomy was held 
in April. It brought in 
speakers from academia, 
industry and the public 
sector to help researchers 
understand the different options open to them after 
their current positions finish. It was also designed to 

bring researchers together and to connect people from 
different research groups within the School, promoting 
a sense of community. One thing everyone has in 
common is anxiety about fixed-term contracts! 
The meeting was planned by the School Researcher 
Development Forum comprised of several Researcher 
Development Ambassadors (chaired by Darren 
Graham), and it was funded by the Researcher Led 
Initiative fund from EPS. The event was used to 
introduce the Forum, only formed last year, and to find 
out from researchers what development opportunities 

they are most interested in, to inform future initiatives. 
The Forum has also helped to create an induction 
pack for new staff members in the School. The event 
was also attended by Jim Boran from the faculty and 
Kassandra Papadopoulou from the Research Staff 
Association. More than 30 researchers attended, 
the majority of which found the event very helpful, 
and many people expressed an interest in attending 
workshops regarding fellowships. 
The Life after Post Doc event is the first in a series 
planned by the RD Forum.

The RSA is a group of researchers whose goal is to 
support and connect researchers across the University. 
Over the past year, a team of RSA members has 
developed and initiated the “Extended Access 
Scheme” which provides access to e-mail accounts 
and e-resources after researchers’ fixed-term contracts 
have ended. This scheme aims to mitigate some of 
the negative effects of instability due to fixed term 
contracts, and help keep researchers connected.  The 
RSA liaised with the University to create a pilot scheme 
which is currently in operation until April 2014. Since 
its inception, the pilot has raised a great deal of interest 
amongst researchers, external institutions (UKRSA and 
RCUK) and other universities. The high level of interest 

and support, combined with the high rate of uptake 
has prompted the unanimous decision by the Human 
Resources Sub Committee to make this permanent 
University policy! 
So a big thank you and congratulations to the team 
responsible: Isabelle Darmon, Erin Baggaley, Kassandra 
Papadopoulou, Hosam Abdel Aleem, Necla Acik-
Toprak, Michaela Goodwin, Sarah King-Hele, Pamela 
Thompson and Samaneh Maysami. 
A social event for researchers was held in June to 
celebrate the RSA’s achievements over the last year, 
which included other high profile events such as a 
well-attended presentation from the Director of HR 
concerning end-of-contract worries. Like all RSA 

events, the social was a cross-faculty gathering with 
research staff from all four faculties enjoying a lovely 
time with some well-earned drinks. They hope to see 
you at their next event!
www.manchester.ac.uk/rsa

The	Counselling	Service	
5th Floor, Crawford House
Booth Street East
M13 9QS
Tel: 0161 275 2864
Email: counselling.service@manchester.ac.uk
For sources of self-help  
www.manchester.ac.uk/counselling

Mediation	co-ordinator	
Tel: 0161 306 5874
E-mail: mediation@manchester.ac.uk
www.staffnet.manchester.ac.uk/services/
equality-and-diversity/mediation

Harassment	advisors
www.staffnet.manchester.ac.uk/services/
equality-and-diversity/policies-and-guidance/
dignity-at-work-and-study/harassment-advisors

By Hosam Abdel Aleem, Erin Baggaley,  
Sarah King-Hele and Kassandra Papadopoulou.

www.studentnet.manchester.ac.uk/counselling/self-help/
www.studentnet.manchester.ac.uk/counselling/self-help/
http://www.staffnet.manchester.ac.uk/services/equality-and-diversity/mediation
http://www.staffnet.manchester.ac.uk/services/equality-and-diversity/mediation
http://www.staffnet.manchester.ac.uk/services/equality-and-diversity/policies-and-guidance/dignity-at-work-and-study/harassment-advisors
http://www.staffnet.manchester.ac.uk/services/equality-and-diversity/policies-and-guidance/dignity-at-work-and-study/harassment-advisors
http://www.staffnet.manchester.ac.uk/services/equality-and-diversity/policies-and-guidance/dignity-at-work-and-study/harassment-advisors
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Faculty Research Staff Developer Contacts
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Faculty of Engineering and Physical Sciences
email eps-researchstaff@manchester.ac.uk
tel 0161 306 4169

www.researchsupport.eps.manchester.ac.uk

@epsresearchstaf

Faculty of Humanities
tel 0161 306 1116

www.humanities.manchester.ac.uk/researcherdevelopment/RS

Faculty of Life Sciences
email Dr Sarah Ashworth: flstraining@manchester.ac.uk
tel 0161 275 1683

Human resources
Web portal www.staffnet.manchester.ac.uk/employment		|		email HRServices@manchester.ac.uk		|		tel 0161 275 4499

Faculty of Medical and Human Sciences
email mhstraining@manchester.ac.uk
tel 0161 275 2326

www.mhs.manchester.ac.uk/intranet/admingroups/
trainingteam/ResearchStaff

This	publication		
is	printed	on	FSC		
accredited	paper

Are we covering the issues you  
want to read about?

• Who would you really like to hear from in our 
Q&A slot?

• Could you write a short article about your 
experiences or opinions to feature in Incite?

• Have you been to any interesting conferences 
or heard any research news that you would 
like to see highlighted?

We would like to expand Incite, ‘the research 
newsletter written for you, by you,’ so we would 
like to hear from you regarding issues that you’d 
like to see covered. Even if you don’t want to 
write a whole article, we’d like to hear your ideas 
about what you’d like to see featured in your 
Research Staff Skills Training newsletter. We’ll 
make it a priority to follow up your leads and 
address the topics that are relevant to you, the 
reader. 

We also encourage input from budding 
journalists wishing to gain writing experience. 
The style and content of input is open to 
experimentation as we would like Incite to be led 
by, and respond to, our community’s needs. You 

may want to discuss funding issues, managing 
your research manager/collaborators, the 
dilemmas of fixed term contract research, or you 
may like to write a gonzo-style conference report. 

For further information about submitting 
contributions, to subscribe or to give us your 
feedback on this newsletter, please email the 
editor at incite@manchester.ac.uk

Incite also has a blog; check us out at:
www.manchesterincite.wordpress.com 

Useful Resources
The	University	of	Manchester
Careers
www.careers.manchester.ac.uk

IT training courses 
www.manchester.ac.uk/itservices/trainingcourses

John Rylands University Library 
www.library.manchester.ac.uk

Manchester Enterprise Centre 
www.msec.ac.uk

Manchester e-scholar 
www.escholar.manchester.ac.uk

Staff Training and Development Unit courses 
www.manchester.ac.uk/training

The University of Manchester  
Intellectual Property Limited
www.umip.com or 
www.manchester.ac.uk/ipresource

IT services  
www.itservices.manchester.ac.uk  
email: itservicedesk@manchester.ac.uk
tel: 0161 306 5544 

Counselling Service  
email: counsel.service@manchester.ac.uk
tel: 0161 275 2864

…	and	beyond
FindAPostDoc.com 
www.findapostdoc.com

Naturejobs 
www.naturejobs.com

New Scientist Jobs 
www.newscientistjobs.com

Research Councils UK 
www.rcuk.ac.uk

ResearchResearch 
www.researchresearch.com

Research Concordat  
www.researchconcordat.ac.uk

United Kingdom Research Office (UKRO) 
www.ukro.ac.uk

Vitae 
www.vitae.ac.uk

 


