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Leaving academia,
like leaving a burning
building, tends to work
better with a litle
foresight.
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Tooling Up: Breaking Free of Academia (A
Test and a Quiz)

David G. Jensen
United States
21 March 2008

It's quite a transition you're planning. You know, the one

where you leave Plan A behind (you, in a prestigious tenure- |

track faculty position) in favor of some last-minute, rush-rush
"Plan B." "Transition" is the word most often chosen to
describe such a change of direction, but it's hardly an
adequate choice; one doesn't "transition” out of a buming
building.

| don't mean to suggest that, from a career standpoint,
academic science is a building on fire (although that is a
case you could make). | mean, rather, that in preparing to
leave a burning building, you probably don't want to take the
same approach you would for a trip to the grocery store.
Abandoning academia, for industry or any other career path,
is a radical change that calls for a different approach. Yet

when some job seekers abandon Plan A in favor of Plan B, they leave the process itself in
place, unconsciously continuing on with old habits. That's a mistake.

Leaving academia, like leaving a burning building, tends to work better with a litile foresight. It
helps to know where the furniture is that might block your path, which windows are likely to
provide promising egress, and which rafters are likely to collapse and block your way. Problem
is, when you leave the academic track, you'll be in a building you don't know very well, so you
may not be able to avoid the obstacles. But by learning as you go and learming from the
experiences of others, you can be mentally prepared for the challenge.

WHO SET THE BUILDING ON FIRE?

Most industrialized countries have long produced more Ph.D. scientists than are able to find
actual jobs. My life sciences recruiting career began in the early 1980s, which was the
beginning of the big push for more science and engineering graduates in the United States.
Since then, the talent pipeline has turned from a dribble to a full-blown broken water main,
although it varies by field. I've switched metaphors, from fire to water, but you get the idea.
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Leaving academia means confronting and overcoming a knowledge deficit.

THE BIG TEST: YOUR RESPONSE TO THE KNOWLEDGE GAP '

Most people in a job hunt, especially in the life sciences, find themselves represented by a few
sheets of paper in a tall stack of application packages. That's frustrating for people who have
always been the best at everything and who now find themselves in competition with hundreds
of similarly accomplished scientists. When this happens, you come face to face with the feeling
that Marilyn French described for one of her characters in the novel The Bleeding Heart:

"| discovered you never know yourself until you're tested, and that you don't even know
you're being tested until afterwards, and that in fact there isn't anyone giving the test
except yourself."

Although dozens of hiring managers will test you, the most important test will be, in fact,
personal. That test will involve your reaction to a world that is totally different from the one
you've come from.

I've interviewed many thousands of industry scientists over the years. | always ask them what
they learned from their first job search. Most talk about how unprepared they were for the
transition and express regret about not taking advantage of the opportunities they had to
prepare. Here are some gems from my recruiter's notebook:

- "Looking back, | am disappointed that 1 had my head in the sand throughout most of
my grad school and postdoc days. We had a number of intensive industry-orientation
and job-search seminars every year, and even a roundtable forum where successful
company people would come and present their careers. | rarely attended these events.
Some experiment or my Pl always interjected to keep me away from career events."

- "linitially knew nothing at all about companies, only that | wanted to work for one. It
would have been tremendously useful to have known in advance that | needed a certain
amount of resources around me to be happy and that scrapping about in a start-up
company wasn't my cup of tea. | grabbed the first offer | had instead of focusing on a
larger employer, which would have been a better fit for me."

- "l went into the job market like a babe in the woods! All | knew is that | wanted to get
away from the loneliness of bench science and into something with more of a people
element. With that fuzzy picture in my mind, | interviewed and had no offers for a year
until 1 finally wised up and came up with some focus and a plan."

FOCUS, ENERGY, AND A PLAN

Upon encountering the knowledge gap, some people lose their momentum. Frustration and
rejection—and confusion resulting from being out of their element—put the job search into slow
motion. They fill out online job applications now and again and scan the joumnal ads. They send
batches of CVs to unsolicited "Dear Sir or Madam"” contacts and keep their fingers crossed.
What they don't do is stay positive and persistent, energetic and purposeful, as one must to
escape a burning building.

In this game, it isn't the best and the brightest who win; it is the people who put themselves into
position fo see the most opportunities and then take advantage of them. Perhaps you are a
skilled fisher, and you really know the water and the fish. In fact, you are one of the best in the
area. You consistently get in there with the right lure, the hip boots, and all the right gear. And
yet, despite being the best at what you do, that yokel up on the bridge with six or eight lines
dropped into the water ends up with the better catch.

Sure, he's not the best at what he does, but he plays the numbers game pretty well. Similarly,
your competitors for the jobs you are seeking may not have your specific strengths in the area
of your expertise, but they are up working their "lines" while you are off doing something else.
They're going to job fairs and making networking contacts while you do one more experiment.

A QuUIZ

Here's a quiz you can take in advance to help you prepare for your test.
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- Are you ready to incorporate new ideas, and make adjustments, as your search
progresses?

- Do you attend and participate in networking opportunities and training events
related to nonacademic jobs?

- Do you keep a log of contacts and potential contacts who might be able to help
you in your search? Do you routinely seek ways to utilize them?

- The best way to make progress is to be persistent, maintaining at least a minimal
level of job-search activity (making and maintaining contacts, applying for jobs,
researching companies, and so on) every day. Have you decided what that
minimum level is for you?

- Are you prepared to follow up telephone interviews with letters expressing
continuing interest to the particular person who calls? Will you remember to get his
or her address and write them afterward to let them know you're still interested?

- Interviews turn into job offers only when the candidate convincingly converts their
experience into the solution for an employer's need. Are you prepared to tell likely
employers what you can do for them? Have you learned to express it well and
succinctly?

It's not just a numbers game, but numbers do matter. Here are some numbers from recruiters'
lore. Compare them with your batting average and figure out how well you're doing—but keep in
mind that these are just averages and just conventional wisdom; the numbers are rough and
vary from niche to niche.

e Ten CVs mailed to good networking contacts or responses to ads for which there is a
good fit should produce two or three telephone interviews.

e Three telephone interviews, on average, should produce one face-to-face interview.

e Three face-to-face interviews (with different employers) should, roughly, generate one
employment offer.

So think of it this way: If you've had two interviews but no job offers, statistically speaking the
next one should pay off.

A writer and speaker on career issues worldwide, Dave Jensen is the founder and
managing director of CareerTrax Inc., a biotechnology and pharmaceutical
consulting firm located in Sedona, Arizona.

Comments, suggestions? Please DOL: 10.1126/science.caredit.a0800042
send your feedback to our editor.
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When it comes to the advancement of women, the
pharmaceutical industry has rarely had a reputation
as a shining beacon of equal oppartunity. But times
are changing, and there are signs that more and
more women are reaching the top. Warren Ross
talks to five such women about how they made itin
pharma, and what advice they would offer to others.

WOMEN

OF THE




hen Forbes ranked the 100 most powerful

women in the world, Christine Poon, world-

wide chair, medicines and nutritionals ot
Jolimnson & Johnson, came in at No. 17 two vears ina
row. (M course, such lists are always somewhat sub
jeetivend kuds got to vote, LK. Rowling, author of the
Harry Potter books, would surely have beat out Con-
doleesza Rice for first place instead of trailing at No,
83, Sull, Poon's ranking is indicative of o trend in the
healtheare industry.

Tweaty-five years ago, when the Healtheare Busi-
nesswomen’s Association was launched ~to lurther
the advancement of women,” the number of lounding
members was Dive. This vear, some 1,700 members
atlended the association’s Woman of the Year award
ceremuony, and i cursory search of just the companies
listed under “A”in the Pharmaceutical Marketers Dir-
eciory turned up eight women presidents and three  BUEEEESS
women CEOs, not o mention i penerous collection of
vice presidents and other high - ranking olficers. Indeed,
reaching the top of the healtheare industry s no longer some far-
off hopeiits now a reality.

But would anyone deseribe the head of a pharma company as a
Smale CEO?T The fact that we stll tatk aboot “women CL1EOs”
shows that a gender-blind nirvana has not yet duwned. According
1o Dehorah Merrill-Sands, dean of the Simmons School of Man-
apement, which has 250 fenule students working toward an MBA,
there are still “pender dynamics™ in the workplace that present
problems for women competing for advancement.

So whint exactly does it feel like to e a woman of high achicve-
mentin the healthcare industry? How do they view their carcers in
retrospect, and how do they assess the employment elimalte both
when they started and now? MM &M decided to 1alk toa sampling
of these professionals about both their experiences and their per-
cepions ‘There are, incidentally, some who feel that their pender is
ol no significance, who preder 1o be considered executives. period.
But those who agreed to be mterviewed felt no such compunction,
and hereis what they told us

The path to the top

Maria Degois-Sainz, pressdent, cardiac surgery at Guidant is repre-
sentative of those who believe that being a woman has had not effect
ontheir career path. “The pace and development of my career.” she

notes, “was due primarily to my accomplishments.”

Ginger

Graham

President and CEO,
Amyiin Pharmaceut-
cals, a biopharmaceuts
cal company specializ-
ing in developing medk
cines for metabolic

Deborals Dick- Rath, executive director, plobal adver-
tisingat Novartis, agrees: People usually move ahead
un their capabilitics, so 1 don’t think being a woman
affected my carcer. You have to make the most ol
upportunities when they come to you,“eiting her expe-
rience of having started in packaged-poods advertis-
g, going on to account work al major agencies, then
on 1o brand management at Wyeth. back toan agency
and most recently moving 1o Novartis.

Judith Brtz, however, doesn’t see her career path
as quite sosmooth. In fact, the chairman and CEO of
Cylex has had. in effect. two careers. She started out
as an immunologist and microbiologist, having carned
her PLD. at Stanford and then putting in two fellow-
ships.one at Yale and the other at Johns Hopkins. She
moved into industry a little more than 20 years apo.
and here’s how that came about: *1 was a postdoe-
toral fellow at Hopkins,” she recalls, “driving (o work
when my car broke down. sat there trying Lo ligure
oul where T was poing to find the $200 o repair the
car, and when T mentioned it to my hushand Uit night, he said,
“Well, you could always enter industry.™

Actually, the deaision wasn’t all that easy, Britz notes. because
“in the academic world, that’s considered a sellout ™ As things
turned out, though, she found working in industry both challeng-
ing and satisfying. She was able to work in Dr. Robert Gallo's lab
af the Natonal Institutes of Health, and becanmie one of a group of
women who were Key (o the development of o test for HIV. Her
first commercial product was a blood screening exam for the virus,
and hier scientific career continued to Nourish — as reflected by a
list of published work that runs four pages. single spaced.

“Howas an extraordinanily exciting time,” Britz recalls. =1 never
lnoked back on my decision Lo transition from academics to indus-
ey Within industry, she moved from science to the commercial
side, and from a large corporation to entreprencurial starl-ups,
cventually winding up in management.

Ginger Grisham, president and CEO of Amylin Pharmaceuti-
cals, also doesnUeel that her pender deprived ber of any opportu-
nities. though “iCs obvious all of us have experiences every day tha
are different for women than they are for men,” she notes. While
there are times when being the only woman may have opened
doors, she observes that there is sull an automatic presumption
based an gender or ethnicity that you're there only because you've

been favored. *"That can color the way people treat you " she admits,
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“hot s alwiys been my approach nol be offended.,
but simply to prove them wrong.”

Graham's carcer path, ke that of Bz, has cer
tainly had its share of twists and turns. With a degrec
m agricultural ceonomics, she started out w the agn
cultural division ol I Lilly. went on 1o its Ehzabeth
Arden division, from there to the pharmaceutical divi
sionand then finally the medical deviee division. Fhat
eventually led to membership on the board al Amylin,
where, atter cighn vears, she was asked to became the
company s CEOL

Carol Ammon, chatrman of the board at Endo Pha-
maceuticals, also started on the science side, but her
carcer ook an even more unexpected turn when she
became an entreprencur, leading a leveraged buvout,
That makes her unigue not only within our pancl, but
as far as she or anyone clse knows, withim the entire
headtheare industry. (Her Tull story will be featured as
a Headliner article i a future issue.)

Help along the way: mentors and role models
Of course, 1t takes time to reach the level of success
achieved by these professionals, and they all stared out during
penod i the industry when there were lew, if any, women to help
puide thewr careers. Nonetheless, they adl reeeived hetp along the
way - maostly from men

Dick-Rath says she had mentors il dfferent pomts throughout
her career who were willing 1o share thewr insights, while Degois-
Sainz notes that while she had no formal mentoring relationshaps,

“Go where you fit, where you love the
people, where you're fascinated by the
work. Thenyou will be successful.”

—Ginger Graham, Amylin Pharmaceuticals

what some male superiors dad for her “was clearly a secret form of
mentonng. They believed in me, beheved in my potential. champ
oned me when appropriate, When 1 hesitated about new opportu
mnes. Loften heard back from them *You cando ™

Btz behieves networking made up for the lack of female carcer
purdes. The number of female mentors was somewhat Yimted,”
she recalls, “so women gravitated toward networking opportuni-
nes: In fact, networking has been the tifeblood for women trying,
to advance themselves in our industry.” Even now, she observes,
woren like 1o connect with one another, whether i scienee or
industry. “Careers in immunology and microbiology tend 1o
altract women, soin the world ol academies there were reasonable
role models, some of them quite famous.” By the time she got 1o
Becton Dickinson, however, managimg about Y0 people intema
tonally, including four or hive locations in the VLS. she was ieport-

ing directly to her division's peneral manager. “He was a ternific
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Dick-Rath

Executive Director,
Globat Advertising,
Novartis Corp., provid-
ing oversight to brand
teams to provide
worldwade uniformity
on strategtes and cre-
ative executions and to
keep promotions within
corporate policy.

mentor,” she recalls,  not because | was i wonian, but
because he just believed mogetting the job done. |
really behieve he was gender blind in that sense, and
he taught me about the busmess world. ™

Ciraham speaks cven more enthasiastically about
the help she recenved duning her career. calling heself
“extraordinarily fortunate” to have had strong advo
cates in her professional development. She started as
a sales rep selling herbierdes to soybean and colton
farmers in Arkansas, “iand my districl manager was a
labulous coach who taught me o great deal that pro-
vided the foundational skills that have served me well
[or my entire carcer.” she says. And he was only the
lirst of those who helped her. “10s nat that they were
protective inany way,” she adds, “but they were bru
tally honest and held me to the same high standards
as anyone clse. T aever felt that T was expected 1o do
any less o1 would be rewarded any differently than
any of my counterparts”

Graham singies out Vaughn Bryson, then Lillv's
president and CEO, as having been particularly influ
ential in shaping her professional career. calling im
“apreat developer altalent.” Many of the young people he reached
out to 10 and 13 years apo. she notes. are now sentor officers at
healtheare companies,

Bryson’s perspective on his own role s that helping Graham was
not just based on his awarencss of her exeeptional leadership and
interpersonal skills “ We recognized at Lilly, " he explains, “that we
needed to doa better job in creating diversity in the workplace. so
we put together atask foree to make sure we were taking advan-
tage ol all the opportunities for both women and minorities. There
15 a worldwide race Tor talent today. and there is a pool of falented
females and minorities that we need o take advantage of.”

His expenence bed bim to conclude that there was an timportant
aspeet o mentoring women, “'There were differences in expecta
hons so you had o make sure women pereeived that there were
opportunities, and that barriers could be overcome.” This, he adds,
is i historical perspective, and while now retired. he believes such
barriers no longer stand in the way

Thunks to her personal experences, Graham now applies i sim
ar approach when she mentors young men and women. She [irst
cncouriges them to learn how to treat people, and how important
s o remember names. *“The expericnces at Lilly, when senior
peaple asked my opiion and actually cared about a1, had a pro
tound effect on me” she says, hoping that her influence may also
help another generation to become great leaders

“One of my bigpest messages 1o young people.” Graham adds
“is o po where you can grow - not 1o what looks cool or where
they pive you a betier ttde or even more money. CGo where you fit,
where you love the people, where vou're fascinated hy the work
Then you will be suceessful. Butif you have to put on a mask every
diy when vou go to work _not only will you not be successtul, but

why dothat to yoursel?”
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Grearham adonts that oot evervone s lortunate cnoueh
1o et the opportuntties she enjoved  The world s snll
not perlect.” she savs, and there are biases and barness
apannst all kinds ol people.” But she s hopetul “More
and more” she notes, “diversity s valued mothe work
place, and there's no goimy back ™

Drepois-Saing also spends ogowd portion of her nme
discussing career opportumities with voung women. and
coaches more experienced, senior-level women as well,
when they want to learn what at takes Lo get 1o the next
level, “The toughest part s when the “How did you do
17 queston comes up. Ddon't think these's been a mas-
ter plan i my professional career 1o get Uas far, and |
don’t have o magie recipe around balance.”™ Not only
does Devois-Saingz help women with whom she cur-
rently she works, she atso assists many who have moved
anbut kept i touch. “They ook to me as o role model.”
she observes

Britz savs she notonly mentors anvone who has prom-
ise. but admigs to being “solt on any woman, inside or
outside the company, whao calls me and asks whether we can have
tunch soshe can learn what §have learned, or because she's stuck it
acertam place and wants 1o know what she may be domg wiong.”

Ammon, given her unigque experience as an cntrepreneur and
hetng focused on shaping hiee own career, has a shphtly different
slant on mentoring. “Be assertive.” she emphasizes, “Don’t let
other people manage your carcer. Understand what vor wan,
and then get the gudance you need by talking 1o people with
whom vou can be open and honest, Ask then to give you aproped
assessment ol your abilities so vou can Oy what you need 1o fix and
keep domg what vou're domg well. Gather the necessary experi-

enee to plot vour own course.”

The family/career conundrum

While 1Us also a fact tor men, Graham observes that 1t's o special
chalienge Tor women Lo achieve the highest level in corporations
hecause they often must take time out either for eluld care or elder
care. She herself was able o move a dozen times douring the forma-
tve vears of her carecer. having had “the good lortune of a very
supportive Tamily, and not mecting the man of my dreams antil
fater. But the abiloy to take anv great job that's offered s not
always common forwomen.”

She adds that it’s also becomimg more challenging for men whao
huve spouses or partners who have their own careers, " The pood
news.” Graham points out. “is that many companies now 1ry to
provide the necessary support systeins, such as on-site elnld and
cldercare” Bul business must do even better, she believes in hind
g wavs Lo create carcer opportunities that don’t depend on relo
calion or rolation.

Ammon looks to public pohey atmtves 1o provide the proper
caviremment for women s well as men. so they can take care ol
(amilv obligations and sall be producthive m the worktoree, ~We

have to do that as o nation if we're going to remain compettive.”

' MMEM  SEPTEMELE 00

Carol

Ammon

Chairman of the Board,
Endo Pharmaceuticals,
a specialty company in
pain management. She
headed the successful
leveraged buyout that
led to the founding of
the compa

she explams “IEs o ennieal issue tor women. and
also Jor us as g country, That means creatmyg parn
time wark and Aexible hours that permit making o
meaningful contnibution for people wath real 1l
ent. nol just giving them the dreps of assignments
that won't motivate them to sty That's our futune;
otherwise, we'll go back to the way things were. and
we've pained too much ground to take that risk ™

Degos-Sainz. the mother of two children under
the age of 308 among the many professionals who
don’t find the balineing act casy. “For a while Teom-
muted between Pans and Brussels so that my hus
band wouldn’t need o change jobs” shie says Now,
as president of a division and “wanting to spend time
as a mom, toe,” she's had to make speenl eftorts to
manage both job and family duties

“Having s, all or at least trving to have it alloas
highly demanding of vour health and strength and
balance. " she notes

Dick-Rath, who considers hersell fucky ta have
been able to balance career and family obligations (she was mar
red tor 10 vears before havimg einldren). concedes that 1trs adways
ajugeling act, 10 hasdest when theyre hitle,” she savs, “bul even
when they get older they want to talk 1o vou, so there are always
wsues about baby sitters and traveling. But T always tell mysell
that 'm soomuch tuchier than so many women who have more
strensious jobs maybe with babies strapped to their backs” Later
mn life,new problems crop up when older parents have 1o be taken
care ol However, she reports that =“Novartis s wonderlully sup-

portive about life/balanee msues ™

“Understand what you want, and then get
the guidance you need by talking to people
with whom you can be open and honest.”

—Carol Ammon, Endo Pharmaceuticals

Britz s experiences show how sometimes vou have o fight for
vour prionties. Having received her PR when her Tist son was
just six months old, she apphied for a post-doctoral tellowship at
Yale The iterviews went well, until she explained that she was
comnutted o working only three davs g week Twice she was
turned down. Butshe applicd athird time. going to the head of the
department. and he hired her. Looking back. she says, This was
critzy, but Twas nagve” Sometimes. she concludes. it helps o be o
bt naive and do something that. fater on, you realize you never
would hive even tned if yvou'd been more experienced.

Ammon. having stayed single. savs In some respects, nothaving
Faply obligations makes it casier, and i some respects i makes it
harder because vou don’thave someone helping vou with the other
parts ol vour e So there are both pros and cons™

Having reflected antherr peesonal histonies. whit do these suc
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cesslul executives think of the status of women m the
healtheare industry today? And what advice would
they pive to those in the next generation, anxious lo
petahead?

How far we've come ... and still have to go
Dick-Rath. for one, believes the merease in gender
diversity has played a crucial role i the health of the
mdustry. Twenty years ago. there were so few women
in the workforee that “we were looked on as preuy
weird,7she recalls. “There were a lot of mectings when
[ was the only woman in the room.” Now, not only do
companies try to deversity their workforee, but diver-
sity has made a great contribution to the healtheare
industry as a whole.

“The presence of women has been a really impor-
tant success factor for our industry.” she says "1y
given us @ better understanding of the women who

are our customers. [ work in i global company, and inclusiveness
iy hiring has given us a better perspective on the different cultures

where we operate.”

Sharing a similar recollection, Britz recalls that “one of the fiest
observations 1 made when |Feame 1o industry in the "B0s was thit
all the wamen were in the lnboratory and all the men were man-

is p-ren‘cﬂul
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Maria
Degois-Sainz
President, Cardiac
Surpery, Guidant
Corporation, a davice
company specializing in
heart and cardiovascu-
lar disease therapy.

agers Clearly, there was segregation i terms ol
levels ol tesponsiihty. Thimgs have changed since
then, but siotas much as T would've hoped.

“There are cerlamn companies that are very sup-
purtive ol women; there are others where there is no
as positive an environment. All vou have 1o do s
count the number of female otficers of corporations
or members of boards of directors wha didn’t come
from human relations.”

Degors-Sainy tends to agree that the situationassull
tar from perlect. In the medical device industry, she
says, “the situation for women has evolved only mar
wimadly sinee 1 started 15 years ago. s still rare tosee
women in senior positions.” Speaking as the mother
of two girls, she feels the present and future are
clearly brighter than the past, but “my answer [to how
much progress women have made | sonot eiough ™

Graham cites data gathered by Catalyst, a consult-

g company e Princeton, N indicating that the number of
women in leadersiup roles has not changed much over the Iast few

yeats, and that the pharmaceutical and biotech industries are not

afl that different froin most others. As for barmers sull Tacing
women, she states, “Whenever there are people who are differem
and small in numbers, they tend to be stercotyped, when the lact s

this is <] (="




WOMEN OF THE C-SUITE

that we are all individuals wath our own strengths and
weaknesses. But such an environment ean nake it a
challenge o fitin. Women who've made 1t to high lev-
els in their organizations have had Lo work extra hard
to demonstrate their ability o compete”

Ciraham adds:“Having recently come into biotech,
1 am around more women at senior levels than § have
ever been in my career. Patt of the reason. [ think s
that women scientists, people with vision, and inven-
tors can start their own company. which s hard to do
in the pharmaceutical business,

“Also, it's easier Lo progress in a smaller organiza-
tion thanat GE or J&J. And Goally.at start-upsaits all
hands on deck, so the barriers that might prescot
themselves don't matter much when everybody isina
survival mode and the ability to perform outweighs
alt other considerations. So s it utopia? Not quite,
hecause the people who fund the start-ups and make
up the boards are usually the same kind who run the
bigger corporations.”

Asked to sum up their advice 1o young women in the industry,
these executives were succinet - and fairly unanimous.

Graham:*Hard work is the key attribute, along with a very sen-
ous commitment to the value of this industry. There’s no excuse
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ctures

diagnostic products,
and where she raised
512 million since 2002
from venture capital
and other sources.

for nol working hard, but the focus of thit work needs
to be onented outwardly: on the costomer, on the
patient. 1t also helps w0 have good communieation
skifls and a sense of humor. Fiaally, remember that
being CEO 1s not the only jub. Clearly, we want and
need more women leaders because women are hav-
ing a very high impact in our industry, but not only in
the primary johs”

Degois-Sainz: “Believe o yoursell never cease to
learn, take risks and do aot be your own worst enemy.”

Pick-Rath:Be true o yoursell. Be honest and trust
your instincts. That's sumething one of my male men-
tors told me: “Trust vour instincts. Theyre usually
right.” 1 think women oo often try to po against their
instinets and to analyze. trying 1o think about what a
man would be doing. So they hold back on what their
instincts tell them. Also, s important o be open 1o
fearning and doing new things.”

Brite: =My advice to women is that they need to be

pender blind in where they get their advice, and to direet thewr

cfforts toward getting tasks done, because at the end of the day. it

really is not s question of gender. Everyone will respect the prod-

uct, the work they do™
That, at least, is the hope. B

s grey




The gender gap ; Women find easier route to success at firms than in
academic labs. One reason: Scientists readily cooperate across
organizational boundaries within a company.

Special Section

Gareth Cook Globe Staff. Boston Globe
6 May 2007
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In the late 1990s, when Vicki Sato was working as chief scientific
officer of Vertex Pharmaceuticals Inc., the Cambridge firm had a Secret
Santa gift-giving tradition. Sato's present was a painted nutcracker
like the one in the ballet. It came with a bag of nuts, and a note:
"Bust these, not mine."

The upper echelons of biotech are still a man's world, where men make
most of the decisions and set the tone. Yet Sato, who says she took no
offense at the joke, argues that it is a world in which women can
prosper.

Sato, now a professor of management practice at Harvard Business
School, is not alone in her optimism. A small group of scholars
studying women in biotech has stumbled on a surprise. While the
industry is dominated by men in many aspects, particularly in its
corporate leadership, by some objective measures - such as patenting,
or likelihood to lead projects - women are actually doing better in
biotech than at universities. One reason, scholars suggest, is the more
fluid approach to science favored in the business world.

"If you are working with a chauvinist, then you just don't work with
them on the next project," said Laurel Smith-Doerr, an assistant
professor of sociology at Boston University and one of the researchers
doing the studies.

Biotechs have a different organization than academia, a "network
organization," Smith-Doerr said, where scientists cooperate across
organizational boundaries within a company and also form partnerships
with other companies and academic labs. That contrasts with the
academic world, where the head of a laboratory, the "principal
investigator," is king (or, less often, queen), and roads lead through
them.

One study in the journal Science examined patenting in the academic
world, and found a striking disparity. Even controlling for other
factors, such as number of research articles published, a female



faculty member is only about 40 percent as likely to have any patents
as a male colleague. (The study, published in August, found that the
gap is closing among younger faculty, albeit slowly.)

But new, unpublished research by scciologist Kjersten Bunker
Whittington at Stanford University adds a fascinating twist: In
biotechnology, the gender gap vanishes. Women in biotech firms are just
as likely to have filed for a patent as men. The reason isn't the mere
fact of working in a commercial setting, where patents are more valued,
Whittington said. When she looked at pharmaceutical companies, where,
she said, a more hierarchical organization holds sway, the patenting
figures were comparable to academia.

Whittington has also dene an analysis of patenting in the Boston area,
including in the commercial and academic spheres. She assembled a
network in which people are linked to everyone with whom they have
written a patent. The result was a diagram that looks like a map of US
airport comnnections. She analyzed how central a role each person played
in the network, with "central" meaning having a lot of connections to
others who also have many connections. She found a gender gap in
academia - women are pushed to the periphery - but a narrower one in
biotech.

Woman do not think they do better in the biotech business environment
because they are better at collaboration, according to Smith-Doerr.
Instead, she said, women cited three factors. First is flexibility in
whom to work with. Second is better transparency: People work on many
teams, cooperating with other departments, and even other companies and
academics, so everyone has a better sense for who is talented. Finally,
biotech firms work in an environment of "collective rewards" - if the
product succeeds, then everyone wins - while academic institutions are
more focused on individuals.

Nonetheless, the people running biotech companies are almost all men.
Toby Stuart, a Harvard Business School professor, has assembled data on
all biotechs with venture funding since 2001 and found that only 5
percent had a female chief executive. And other research he has
conducted shows women still constitute fewer than 10 percent of
scientific advisory board members.

Sato, who is also a professor in Harvard's department of molecular and

cellular biology, said she still sometimes finds herself the only woman
sitting on a scientific advisory board. But that's changing, she said,

and she is sure there are more changes to come.

"I am a cup-is-half-full kind of person," Sato said.

Gareth Cook can be reached at cook@globe.com.
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Where Are the Women?

Not at the top of Big Pharma—it’s still a boy’s club in the executive suites.

Kristin Rand is associate
director of professional
education support for
Wyeth. She can be reached
at randk@wyeth.com

ESPITE EFFORTS TO increase diver-
Dsity, the stark reality is that today’s

leading pharmaceutical companies
are still run by men.

In 1999, a survey conducted by the
Healthcare Businesswomen’s Association
(HIBA) revealed that at 40 drug compa-
nies, fewer than 10 percent of senior
managers were women. Almost a decade
later, little has changed. A review of the
gender composition of executive manage-
ment of the top 10 companies (based on
Pharm Exec’s 2006 “Top 50” ranking)
shows that only 12 percent of seats at the
high table are occupied by women, while
three firms have none at all. (See “MIA:
Pharma’s Female Leaders,” at right).

Biopharma companies, by contrast,
were a bit more diverse: Their top 10 (as
ranked by Contract Pharma’s
July/August 2006 issues) had appointed
women to, on average, 22 percent of
executive positions. Millennium and
ImClone led the pack in terms of the per-
centage of women comprising the board
(57 and 43 percent, respectively).

Findings such as these reflect “more
rhetoric than reality” when it cormes to
advances for women in the workplace,
according to the nonprofit consultancy
Catalyst. Of course, pharma is not alone.
Each year, Catalyst tracks the number of
women who are corporate officers, top
earners, and other execs in the Fortune
500 list. From 2004 to 20035, the growth
rate was negligible. But in 2006, the num-
ber of women in the top ranks at the
world’s biggest companies actually
decreased. The report of the study con-
cluded, “At the current rate of change, it
could take women 47 years to reach par-
ity with men as corporate officers at For-
tune 500 companies.”

Percentage of women in executive management

That’s a sad state of affairs for women
inside the pharma industry. Certainly,
there are initiatives underway to lessen
the disparity, such as the HBA and
Women in Bio groups, which were
founded to support women executives
and entrepreneurs in pharma and
biotechnology.

But pharma heads must understand
that they have a responsibility to make
changes not only in their own company
but across the industry. To start, they
could look to the senior management of
industries such as finance, insurance, and
real estate, which have done better at mir-
roring their consumer base—in both
addressing existing markets and expand-
ing into new markets with different
demographics,

Not sold on the idea yet? It may sur-
prise some company executives that

diversifying is, in fact, in the industry’s
best interest: Believe it or not, more
women seems to mean better perform-
ance. Fortune 500 companies with the
highest proportion of female corporate
officers boasted, on average, a 34 percent
higher total return to shareholders than
those with the lowest proportion of
female execs, according to Catalyst.
What's more, the Center for Women’s
Business Research found that, over the
last two decades, majority-women-
owred firms have grown at two times the
rate of all businesses.

Companies with females in top posi-
tions will find it easier to recruit. Says
Chris Parry, CEO of the Center for High
Performance Development, an increase in
the number of executive women will help
companies recognize the unique value
women provide. @

MIA: Pharma’s Female Leaders

At most of the industry’s biggest companies, you have to look
hard to find women executives—and not because they're hiding.
Men occupy 88% of all executive leadership positions.
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