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that Influence Research Computing and Data Careers (Chaudhry, S., Pazouki, A., Schmitz, P., Hillery, E., & Kee,
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Respondents by gender
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Figure 1: Proportion of respondents by gender
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Figure 2: Proportion of respondents by race

Age of respondents

% respondents

0,
40.0% son
30.0% -

20.0%

10.0%

0.0%

20-24 25-34 35-44 45-54 55-64 65o0r
older

Figure 3: Distribution of respondents by age



Respondents by Facing
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Figure 4: Proportion of respondents by Facings (multiple choices allowed)

Respondent gender in each Facing

(Note that many respondents are in more than one facing)
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Figure 5: Gender distribution of respondents in each Facing



Combinations of Facings indicated by respondents

RF: Researcher-Facing, DF: Data-Facing, SWF: Software-Facing, SYF: System-Facing, SPF: Strategy and Policy-Facing

Facings Proportion marking
RF, DF, SWF, SYF, SPF (All) 18.30%
RF, SPF 7.70%
RF, DF, SWF, SYF 6.70%
RF, DF 6.20%
RF, DF, SWF, SPF 5.80%
RF, DF, SPF 5.80%
RF, DF, SWF 4.80%
RF, SWF 4.80%
DF 4.30%
SYF 4.30%
RF 3.40%
RF, SYF, SPF 3.40%
RF, SWF, SYF, SPF 3.40%
SPF 2.90%
RF, SWF, SYF 2.40%
SWF, SYF, SPF 1.90%
RF, SWF, SPF 1.40%
(None of these) 1.40%
RF, DF, SYF, SPF 1.40%
SWF 1.40%
RF, SYF 1.00%
SWF, SYF 1.00%
DF, SYF, SPF 1.00%
DF, SPF 1.00%
DF, SWF, SYF, SPF 1.00%
SYF, SPF 1.00%
DF, SWF, SYF 1.00%
DF, SYF 0.50%
SWF, SPF 0.50%
DF, SWF 0.50%

Table 1: Combinations of Facings indicated by respondents



Co-occurrence of Facings

For each Facing, what is the percentage of respondents in that Facing who are also in another Facing

Data- Software- System- Strategy and

Facing Facing Facing Policy-Facing
Researcher-Facing 49% 48% 37% 47%
Data-Facing 38% 30% 34%
Software-Facing 36% 32%
System-Facing 31%

Table 2: Co-occurrence of Facings indicated by respondents

Current type of employment

% of
respondents

94.2%
1.4%
1.9%
2.4%

Type of Position

Full-time with benefits

Part-time salaried

Part-time hourly

Some other situation (contract, self-employed, retired, etc.)

Table 3: Proportions of respondents by type of position

Types of institutions worked at

Type of institution

% Respondents

Academic Institution or University 93.7%
Non-academic Non-profit 22.0%
Federal National Laboratory 10.1%
Government 19.5%
Company or Corporation 53.5%
Self-employed 17.0%
Other 0.6%

Table 4: Types of institutions respondents have worked at
(respondents chose all that applied)




Years of RCD experience of respondents
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Figure 6: Years of experience overall in RCD and in academic RCD

Respondent Career Stages by gender
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Figure 7: Proportion of respondent genders for each Career Stage
(Career Stage was defined to group respondents into three roughly
equally-sized groups, based upon years of RCD experience:
Early Career is up to 7 years,

Mid-Career is 7 to 14 years,

Advanced Career is more than 14 years )



Time spent in a given
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Figure 8: Average duration of each RCD role
RCD roles/positions held by respondents
Respondents' # of RCD roles held
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Figure 9: Distribution of the number of RCD roles held by respondents
Disability status Citizenship/Residency status
Identify as having a disability % Respondents Citizen/Permanent Resident? | % Respondents

Yes 7.5% Yes 92.5%
No 86.8% No 4.4%
Prefer not to say 5.7% Prefer not to say 3.1%

Table 5: Respondents ident

ifying with a disability Table 6: Citizenship/Residency status



Education domain

Which of these best describes the field, content area, or domain of your formal education?

A
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Figure 10: Domain of education of respondents

Exposure to RCD roles

How did you first learn about or get introduced to RCD roles and careers? % Respondents
Through my field of study (e.g., my major or special emphasis) 23%
A particular person or mentor 18%
A particular project or opportunity (like internship or funding opportunity or 15%
graduate/undergrad career fair as an RA/GRA) °
Recruiter/job posting 14%
An institution or organization (“I really wanted to go work for this institution or 13%
organization, and they introduced me to RCD”). °
Other 10%
Attended an event/conference and was introduced to RCD 6%
Read or heard about RCD roles and career options through a journal article, 1%
blog post, social media etc. °

Table 7: How respondents were introduced to RCD roles and careers



Familiarity with RCD roles in first position
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Figure 11: How familiar were you with RCD roles and an RCD career path
when you got your first full time position in RCD?

Clarity on current career path and options
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Figure 12: How clear is your understanding of your current RCD career path
and/or your options for the future?

Satisfaction with current career path and options
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Figure 13: How satisfied are you with your current RCD career path
and/or your options for the future?



Ranking of factors in successfully pursuing RCD opportunities

For the question: How important were the following factors in your successfully pursuing RCD opportunities?

Technical skills

Experience & understanding of
academic research projects

Interpersonal, communication,
& related skills

Projects you worked on

Degree (e.g., masters or PhD)

Domain of Degree

Places you worked before

Leadership/mgmnt skills

Yrs of overall experience

Referral from someone

Yrs of RCD experience

Experience working w/ group as student

Other

Technical certifications

Gender ldentity

Racial/Ethnic identity B Researcher Facing
I Data Facing
Software Facing
Age I System Facing
Il Strategy & Policy Facing
0.0 0.2 0.4 0.6 0.8 1.0

Normalized Importance of Factor

Figure 14: Ranking of factors in successfully pursuing RCD opportunities, by Facing



Technical skills
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academic research projects
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& related skills
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Degree (e.g., masters or PhD)
Domain of Degree
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Leadership/mgmnt skills

Yrs of overall experience
Referral from someone

Yrs of RCD experience
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Other
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Figure 15: Ranking of factors in successfully pursuing RCD opportunities, by gender



Technical skills
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academic research projects
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& related skills
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Domain of Degree
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Figure 16: Ranking of factors in successfully pursuing RCD opportunities, by career stage
(see Figure 7 for career stage definition)



Ranking of factors when hiring for RCD roles

For the question: How important is each of the following when hiring someone into an RCD role?

Technical skills

Interpersonal, communication, & related skills

Experience & understanding of
academic research projects

Projects you worked on

Yrs of RCD experience
Domain of Degree

Degree (e.g., masters or PhD)
Referral from someone

Yrs of overall experience

Leadership/mgmnt skills

Places you worked before
Experience working w/ group as student

Technical certifications

Al

I Women (37.8%)
Other [ Men (55.4%)
0.0 0.2 0.4 0.6 0.8 1.0

Normalized Importance of Factor

Figure 17: Ranking of factors for hiring into RCD roles, by the gender of the hiring manager



Ranking of factors in what advancement means

For the question: What does advancement in your current RCD role mean to you?

Being recognized for expertise and impact

Increasing salary and/or benefits

Greater influence on Org. strategy

Becoming a senior contributor

Developing deep domain knowledge

Being able to acquire new RCD skills

More project funding/budget

Having a bigger team

Progressing up a series of titles

Rising to management

All

Researcher Facing

Data Facing

Software Facing

System Facing

Strategy & Policy Facing

Other

0.0 0.2 0.4 0.6 0.8 1.0
Normalized Importance of Factor

Figure 18: Ranking of factors in what advancement means, by Facing
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Figure 19: Ranking of factors in what advancement means, by gender



Being recognized for expertise and impact

Increasing salary and/or benefits

Greater influence on Org. strategy

Becoming a senior contributor

Developing deep domain knowledge

Being able to acquire new RCD skills

More project funding/budget

Having a bigger team

Progressing up a series of titles

Rising to management
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Figure 20: Ranking of factors in what advancement means, by career stage
(see Figure 7 for career stage definition)



Ranking of factors in making a job transition

For the question: How important were the following factors in motivating you to make a previous job transition, or
that would motivate you to consider a future job transition, to or within the RCD field (i.e., to a new RCD role).

Opportunity for a more meaningful contribution

Opportunity for professional skills development

Opportunity to join an org. that embraces
innovation, cutting-edge tools & tech. services

More flexible hours / better work-life balance
Higher salary

Opportunity to have more influence.

Opportunity for promotion/advancement
Opportunity to join a team with a better cultural fit
Motivated to leave a non-conducive environment
Ability to work remotely

Opportunity for greater community engagement
Better fringe benefits

Lack of motivation/excitement in previous role

Opportunity in desired org. affiliation

New Org's track record of fundraising,
or having strong, stable funding

Diversity & prevalence of opportunities at institution
Opportunity to gain experience in other domains
Being inspired or convinced by someone

A reorganization

. . - Il Researcher Facing
Loss of funding for previous/current position = Data Facing
Opportunity to relocate Software Facing
I System Facing
Other Emm Strategy & Policy Facing
Not important  Slightly Neutral Slightly Extremely
at all unimportant important important

Figure 21: Ranking of factors in making a job transition, by Facing
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Figure 22: Ranking of factors in making a job transition, by gender



Opportunity for a more meaningful contribution

Opportunity for professional skills development
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innovation, cutting-edge tools & tech. services
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Higher salary

Opportunity to have more influence.

Opportunity for promotion/advancement
Opportunity to join a team with a better cultural fit
Motivated to leave a non-conducive environment
Ability to work remotely

Opportunity for greater community engagement
Better fringe benefits

Lack of motivation/excitement in previous role

Opportunity in desired org. affiliation

New Org's track record of fundraising,
or having strong, stable funding

Diversity & prevalence of opportunities at institution
Opportunity to gain experience in other domains
Being inspired or convinced by someone

A reorganization

Loss of funding for previous/current position
Opportunity to relocate

Other

Not important
at all

B Early Career
I Mid-Career

[ Advanced Career

unimportant

Slightly

important

Figure 23: Ranking of factors in making a job transition, by career stage

(see Figure 7 for career stage definition)
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Ranking of factors in leaving RCD roles/careers

For the question: How important was each of these factors in motivating you to leave an RCD role/career for
something in a domain outside RCD (or that would make you seriously consider leaving your RCD role/career):

Layoffs/loss of funding for position

Poor/inadequate compensation in RCD role

Family circumstances

Disagreement with management style

Lack of career advancement opportunities in RCD

Unable to impact/influence organization

Misalignment of the role and skills

Lack of team/organization roadmap

Constant changes of priorities

Re-organization/re-structuring

Retirement (voluntary)

Excited about working in industry

Other

Researcher Facing
Data Facing
Software Facing
System Facing

Strategy & Policy Facing

Not important  Slightly
at all unimportant

Neutral

Slightly
important

Figure 24: Ranking of factors in leaving RCD roles/careers, by Facing

Extremely
important
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Figure 25: Ranking of factors in leaving RCD roles/careers, by gender
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Figure 26: Ranking of factors in leaving RCD roles/careers, by career stage

(see Figure 7 for career stage definition)
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