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Queer and transgender scientists face 
documented systemic challenges across 
the sciences, and therefore have a higher 
attrition rate than their peers. Recent calls 
for change within science have emphasized 
the importance of addressing barriers to the 
success and retention of queer and trans 
scientists to create a more inclusive, equitable, 
and just scientific establishment. Crucially, 
we note these calls come primarily from early 
career researchers; relatively few queer and 
trans scientists have passed through the 
gauntlet of the faculty job search to become 
faculty ourselves, which is typically key to 
long-term persistence in academia. Our lack of 
representation creates a self-reinforcing cycle 
in which queer and trans trainees do not see 
our needs considered in established processes 
and power structures. Moreover, this status 
quo has historically been and continues to be 
harmful, disproportionately impacting those of 
us who have multiple intersecting marginalized 
identities. Here, we provide concrete guidance 
to search committees to support queer and 
trans candidates throughout the faculty 
selection process based on our personal 
experiences as early career scientists who 
have been on the job market. 
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Introduction

Introduction
The attrition of queer and transgender (trans) trainees from Science, Technology, 
Engineering, Mathematics, and Medicine (STEMM) fields is well-documented across 
career stages [1–3]. Queer and trans individuals in STEMM are more prone to harassment, 
burnout, and social exclusion. We are more likely to experience unsupportive working 
environments, absence of role models, and biased stereotypes [1,4–11]. All of this occurs 
against a global political and legal backdrop where anti-queer and anti-trans legislation 
is being passed at a record rate [12–14]. Early career scientists have urgently called for 
the establishment of professional support and advocacy networks for queer and trans 
researchers as well as the implementation of institutional policies to support and protect us 
[15–18]. The number of tenure-track trans faculty in STEMM is exceedingly small, although 
this number is difficult to quantify due to a lack of assessments, sometimes stemming from 
a reluctance to collect such data by governments [19,20]. Data collection efforts are further 
complicated by pressure on individuals to conceal their queer or trans identity (i.e., to be 
“closeted”) to reduce workplace harassment or discrimination [20–22]. At the same time, 
due to a documented increase in openly queer and trans adults in some countries ([22]; 
often where white supremacist culture has erased the visibility of previously openly queer 
and trans communities), departments may naturally see a rising number of openly queer and 
trans applicants. This influx creates an opportunity for institutions to improve queer and 
trans inclusion in STEMM through more equitable and thoughtful hiring practices. 

Due to historic exclusion, there are few queer and trans faculty who can be consulted 
about strategies to counteract their own exclusion within many departments, potentially 
leading to a self-reinforcing cycle of further exclusion [23]. As an international working 
group of queer and trans scientists [15,16], we are hoping to break that cycle by sharing 
specific actions to support queer and trans candidates throughout the faculty recruitment 
and selection process (S1 Text). We provide guidance for running faculty searches in 
areas of particular concern to queer and trans applicants, rather than a comprehensive 
set of best practices for running faculty searches in general [24,25], keeping in mind that 
faculty hiring processes vary widely across regions. Our guidance may help institutions 
successfully recruit queer and trans candidates, but continued, proactive support is needed 
to guarantee the success of queer and trans scientists at all levels, especially in the face of 
mounting anti-trans and anti-queer movements [18,26]. We emphasize that in the face of 
such developments it is imperative that departments think critically about what measures 
are needed to ensure not only that early career scientists achieve professional milestones, 
but also that the safety and wellbeing of queer and trans faculty, staff, and students are 
guaranteed in the context of their local environment [27–29]. 

Language & Scope
How people refer to themselves varies across cultural contexts; always respect the words a 
person uses to describe themselves. The words we choose to use in this paper may not be 
used or accepted by all individuals we wish to support. In general, we use “queer” as a broad 
term to encompass the range of sexualities and genders falling outside cisgender and/
or heterosexual norms (i.e. cisheteronormative values). We include asexual and aromantic 
individuals, who do not seek sexual and/or romantic partnerships, and agender individuals, 
who do not have a gender, under our broad umbrella. 
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Language & Scope

Our usage of queer in place of an acronym (LGBTQ+, LGBTQ2S+, 2SLGBTQI+) avoids an 
implicit ordering of identities, a relegation of some identities to “+”, and the implication 
that Two Spirit identities are the only indigenous contributions to identities extending 
beyond a binary conception of gender. Nevertheless, queer itself, as now-reclaimed but 
once stigmatizing term taken from English, a language that has global currency due to 
a specific colonial history, also comes with a suite of limitations. We recognize not all 
community members accept this (or any) language to describe themselves [30,31]. We 
specifically highlight transgender, gender nonconforming, nonbinary identities, as well as 
Two Spirit, Muxe, Hijra, Thirunar (Thirunangai/Thirunambi), Nupa Manba/Nupi Manbi, 
Kinnar, Jogappa, Shivashakti, Khwaja Sara and many other gender identities that extend 
beyond white conceptions of gender and transness, as being further marginalized even 
within this marginalized group. However, our recommendations can make the hiring process 
more equitable for all candidates, especially those with multiple marginalized identities (e.g., 
disability, first-generation student status, socioeconomic status, and/or marginalized race or 
ethnicity) who face even greater challenges [32,33]. 

Our perspectives are centered around the biological sciences. However, our guidance may 
be generally applicable to searches in STEMM fields more broadly. While we focus on the 
hiring process in colleges and universities, these recommendations are useful for hiring 
STEMM professionals in many research positions (e.g., at museums, aquariums, non-profit 
organizations, and in government).  

Setting the tone for 
the search

Before a job is posted, there are a number of actions a committee should take to ensure 
an inclusive and equitable search process. First and foremost, care should be taken in 
determining the composition of the committee, which should reflect the diversity of 
candidates an institution hopes to recruit. Unfortunately, longstanding biases in faculty 
hiring [34,35] mean that search committees, primarily composed of tenured faculty, usually 
have disproportionately fewer scholars of color, queer and trans scholars, women, disabled 
scholars, and especially fewer scholars holding multiple marginalized identities. Specifically, 
the number of openly trans faculty in STEMM is small enough that many committee 
members are likely to have never knowingly interacted with a trans person as a colleague. 
Search committee inexperience can manifest in an uncomfortable environment for queer 
and trans candidates. Even well-meaning committee members can become hesitant and 
stilted due to fear of making a misstep, leading to an exhausting and uncomfortable 
experience for trans candidates especially.  

Diversity, equity, inclusion, and justice (DEIJ) training, beyond the basic compliance training 
required by many institutions, is therefore critical to build familiarity with these topics. A 
single training on DEIJ for the search committee is unlikely to solve systemic issues, but 
it can set behavioral expectations for committee members during the search process and 
facilitate dialogue amongst them in the event of a misstep. 

1
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Setting the tone for the search

We recommend that at least one committee member receive extensive DEIJ training, but 
the training recipient not only be the most junior member. Where possible, having two such 
members reduces pressure on any one individual. Importantly, queer and trans-specific 
inclusivity training should be incorporated into a comprehensive and intersectional set of 
trainings that address many potential sources of bias (e.g., racism, sexism, and ableism; both 
explicit and unconscious) that may be mutually-reinforcing to the detriment of candidates 
who possess multiple marginalized identities [36]. If such expertise is not available in the 
department, we propose including compensated members from the institution’s DEIJ 
office or university-level DEIJ taskforce, if one exists, or a professional DEIJ consultancy 
(preferably, one familiar with the local landscape). Unfortunately, in some regions it may be 
difficult to locate such expertise, but established organizations like the Safe Zone Project 
offer free resources to conduct such training [37]. Regardless, it is helpful to appoint one 
committee member as a “Diversity Advocate” who will be responsible for holding the rest of 
the committee accountable for running an inclusive and equitable search. Given the small 
number of marginalized faculty at many institutions, seeking diversity on search committees 
often means that the same faculty are repeatedly asked to perform extra service. We 
caution institutions against overloading their already marginalized faculty in this way and 
instead suggest they commit resources to engaging outside support as needed. Some 
authors noted that graduate student representatives on search committees can provide 
valuable perspective in these areas, considering that graduate student populations tend to 
both be more diverse than faculty populations and also more up-to-date on conversations 
surrounding equity and inclusion. While these trends may be true, we caution committees 
against relying heavily on uncompensated graduate student service and also remind 
departments that all search committee members at all career stages should undergo 
rigorous DEIJ training.

Once a committee is formed, members should draft a set of agreed-upon goals and values 
for the search, specifically with respect to how the committee envisions incorporating 
DEIJ principles into the search process. Alternatively, such goals may be developed at the 
department level to be applied to all searches. These goals and values should be shared 
more widely with the department for feedback, as well as applied consistently throughout 
the search process, to ensure fairness and accountability. Sharing these values with 
candidates may also proactively create an environment of trust. However, to maintain that 
trust it is essential to perform ongoing evaluation to determine if these goals are being met 
during the search process and to have internal mechanisms for committee members to raise 
concerns. Consider seeking the assistance of a DEIJ professional in drafting these goals 
and ensuring their implementation/evaluation (e.g., through the use of periodic evaluation 
with a rubric by evaluators external to the department). We also recommend critically 
evaluating who is and is not served by your stated goals and values. Authors from multiple 
countries recalled policies hyper-focused on the inclusion of cis women that often excluded 
trans people who also face gender-related discrimination (e.g., by failing to welcome trans 
women, actively excluding trans men, and forgetting entirely about people who fall outside 
this binary).
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collecting responses

2

Small differences between job announcements can dramatically change who decides to 
apply. For instance, using non-gendered pronouns such as “they” or “the applicant” instead 
of “he/she” may signal to non-binary applicants that their gender identity will be seen and 
respected  [38,39]. These language choices give applicants early clues about departmental 
culture and can directly impact who decides to apply to a call. When legally obligated 
to specify that men and women are both encouraged to apply, make sure to include 
language clarifying that individuals with genders falling outside that binary structure are 
also welcome. As always, advertising broadly can lead to a greater diversity of candidates 
applying and posting the job advertisement in queer and trans in STEMM affinity groups 
may encourage more queer and trans candidates to apply.

The job description and desired qualifications can also affect whether queer and trans 
candidates apply. How are desired candidates described? For example, does an institution 
only look for “exceptional researchers’’, or are contributions to teaching, mentorship, and 
campus culture valued? While the balance of research, teaching, and service is typically 
fixed based on the nature of the institution, committees often have latitude in indicating 
that they value a commitment to good mentorship, collegiality, and inclusion and they 
often can choose the specific adjectives used in a posting. Keep in mind that high-
quality candidates from marginalized backgrounds may be less likely to apply words like 
“exceptional”, “brightest”, or “best” to themselves despite their skill level and, consequently, 
these words may lead some individuals to be less likely to apply for opportunities [40]. 
Consider whether listed qualifications are required or simply desirable, and consider writing 
a statement encouraging applicants to apply even if they do not meet every single criterion.

Checklist: Preparing for the search

Consider diversity in the search committee and provide relevant training 
Decide on goals and values for the search at the beginning of the process
Be attentive to inclusive language in job postings 
Ensure that queer trans friendly infrastructure, including bathrooms and 
accommodations, are already in place
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Posting the position & collecting responses

Job announcements can also be crafted to indicate that the department values diversity 
and seeks to build an inclusive and equitable environment. Consider expanding such 
language beyond a boilerplate institutional paragraph. For example, if writing a statement 
encouraging scholars with marginalized identities to apply, consider including language 
like “We encourage scientists of marginalized genders and sexualities to apply…”.  In some 
countries, DEIJ statements are now a standard element of the application package and 
can signal institution-wide efforts to promote inclusivity. In places where such statements 
are illegal, committees at the very least can ask candidates for statements about their 
approaches to mentorship and the creation of a welcoming and accessible classroom, 
laboratory environment, and departmental and institutional culture.

Inclusive language should also be used in the application forms themselves. First and 
foremost, application forms must accurately capture how applicants would like to be 
referred to. There should be an option for candidates to specify their pronouns, and this 
should be write-in rather than multiple choice. Candidates may have multiple sets of 
pronouns that can be used interchangeably, such as “they/them/theirs or she/her/hers”, 
may use neopronouns that the committee is unfamiliar with, or may not use pronouns at 
all. Some candidates may vary their pronoun usage over time. If you are confused as to how 
to correctly use a particular set of pronouns and a web search or trip to your institution’s 
queer resource center (if it exists) does not resolve your questions, send the candidate a 
polite email asking for clarification (see S2 Text). The term “preferred pronouns” should be 
avoided, as it implies that identity is merely a preference. Use the correct pronouns to refer 
to candidates even when they are not present in a conversation. This practice sets the tone 
for their reception at the university. Failure to create an inclusive environment can damage 
the workplace environment irreparably for the candidate. 

Many barriers exist for queer and trans people to legally change their names and genders, 
and an applicant’s name and gender may not match their legal identification documents, 
transcripts, or even publication record, which may also not match each other [41]. If a legal 
name must be collected as part of the application process, please also include a space for 
“Name” (the word “preferred” is unnecessary) and then clarify if the applicant has a different 
legal name. If a legal name is not required, then indicate that clearly on the form so that 
candidates are aware of what is being asked. In cases where the name and legal name 
do not align, always use the applicant’s name for all correspondence and do not share a 
differing legal name with any individual unless it is absolutely essential (e.g., for immigration 
documents or a legal contract). If other documents (e.g., transcripts) have another name 
listed, wherever possible the chair should discreetly redact this information on the 
document before distributing it to the committee. Similarly, ensure the candidate is able 
to choose the title appropriate for them as a fill-in-the-blank text box, otherwise default 
to “Dr. X” where appropriate. In highly bureaucratic university systems, achieving these 
changes may require a great deal of proactive advocacy by the committee on behalf of their 
candidates, but they are well worth the effort.
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Posting the position & collecting responses

In many countries, it is standard to collect at least some demographic data on candidates. 
If demographic data is to be collected, great care must be taken to do so in a way that is 
gender-inclusive and that maintains the candidate’s privacy [42,43]. In places where it 
is standard to put photos on curriculum vitae (CVs), this practice should be specifically 
discouraged to preemptively avoid a source of bias. 

While regional laws may require a binary gender question in some forms, institutions 
should consider adding (optional) questions collecting gender data more comprehensively 
when this is the case [42,44,45]. A number of best practices for collecting gender data in a 
way that is trans-inclusive are available and should be reviewed when putting together the 
application form (e.g., [42,43,46]). 

Sometimes legal requirements may necessitate collecting information on assigned gender 
that may not align with an individual’s actual gender, such as listed on a state identification 
card or birth certificate. In these cases, ensure candidates are aware of this data collection 
and take every possible measure to safeguard this information throughout the search. 

It is important to explicitly state how demographic data will be used (e.g., tracking overall 
DEIJ efforts across years) and whether the information is confidential or available to 
search committees, so that applicants can understand the implications of answering such 
questions. Being “out” is not a simple matter for queer and trans applicants. Individuals may 
share parts of themselves during a job search that are not widely known by everyone in 
their personal and professional circles, which could have severe repercussions if disclosed. 
With this in mind, while data privacy is crucial for all applicants, it may be especially 
important for those who are queer and trans. Therefore, the search committee should 
inform candidates about any public information that will be provided to the department 
or university, for example, their speaker’s biography and abstracts for talks. Wherever 
possible, the committee should request that candidates supply these descriptions 
themselves. It should always be possible to opt-out of sharing demographic information 
publicly. Similarly, even openly queer and trans candidates may not include information 
about their identity in their applications for a variety of reasons; all recommendations we 
make are best applied uniformly across candidates instead of assuming that candidates are 
straight or cisgender by default. Keep in mind committees are not automatically entitled to 
such information about identity, nor should assumptions be made about candidates or, for 
example, any partners they may or may not have.
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Evaluating 
applications

Well before applications are solicited, we recommend designing a comprehensive rubric 
for the ways that applications will be evaluated (see the materials provided by the 
University of Michigan’s Committee on Strategies and Tactics for Recruiting to Improve 
Diversity and Excellence (STRIDE) for an example: https://advance.umich.edu/stride/; [47]). 
Considerations include the scoring criteria and prioritization of supporting material. Ensure 
that the rubric scoring matches the search priorities and its advertised description, and 
apply this rubric consistently to candidates. In particular, consider how service is scored. 
Queer and trans trainees, as well as other trainees with marginalized identities, often 
contribute a great deal to service initiatives at their institutions and in their surrounding 
communities, particularly those focused on advancing diversity, equity, and inclusion 
[48,49]. These contributions tend to be undervalued, despite being one of the best 
indicators (in our view) of whether someone is likely to be a collaborative and community-
oriented colleague. Furthermore, such experience is directly relevant to the role of faculty, 
which becomes increasingly service-oriented as individuals advance in their careers. Where 
possible within institutional constraints, include these activities in faculty search scoring 
rubrics and weight them comparably to other areas like research and teaching.

Some institutions currently require a “Diversity Statement” or “DEIJ Statement” from 
applicants, but the expectations and evaluation criteria of these statements are often 
unclear [50]. We encourage committees to develop a consistent rubric for evaluating these 
statements across candidates and to be specific and transparent about their expectations 
in the job ad. Some institutions apply the DEIJ statement as a first-pass filter, after which 
a candidate’s teaching and research potential is considered, so that applicants with a less-
than-acceptable DEIJ statement are not even considered for the position. We support this 
specific use of DEIJ statements, as opposed to their frequent use as a nebulous tie-breaker. 
We also strongly recommend that committees value specific actions over statements of 
values; optimally a DEIJ statement should demonstrate that the candidate has already 
worked to improve conditions in the academy and/or some other segment of their 
community (e.g., via advocacy external to the university) and discuss specific actions the 
candidate will follow at the hiring institution (see standardized questions used by Rutgers 
University [51]). Nevertheless, keep in mind that this burden is also often disproportionately 
placed on queer and trans folks and may carry a heavier emotional and psychological weight 
given their personal connection with the issue. Additionally, much of this work is not readily 
visible as a line on a CV [52,53]. For example, queer and trans postdocs and senior graduate 
students may serve as important advocates and mentors for their peers and important 
advisors to senior faculty in non-formalized settings. Consider noting that such work is 
valued by the committee and should be discussed in the DEIJ statement in the job ad.

At least some of every search committee’s decision comes down to “fit”. “Fit” includes 
a number of intangible criteria that can make or break a candidate, from how well a 
candidate’s research complements existing departmental strengths to how collaborative 

3
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Checklist: Data collection and management

Collect names and pronouns accurately 
Collect comprehensive gender data, ideally fill-in-the-blank
Be aware of issues surrounding data privacy, and ask candidates to specify how 
their data (incl. name and pronouns) may be shared and with whom. 
Be transparent and specific about how data will be used and accessed during and 
after interviews

they seem as a colleague. We do not dispute that this is an important criterion, but we urge 
committees to take a structured and specific approach to assessing “fit,” using a detailed 
rubric that allows for consistency across candidates and helps prevent unconscious and 
conscious forms of bias. Assessing fit provides an unfortunate opportunity for unconscious 
bias to take hold and committees may benefit from attending additional training on this 
topic [54]. Several authors strongly suggested avoiding the term fit entirely in favor of more 
specific criteria. Keep in mind that trans people, in particular, are often culturally coded as 
“hostile” and may be less likely to be perceived as charismatic and sociable than their cis 
colleagues, regardless of behavior [7,55,56]. Additionally, stereotypes or assumptions about 
a candidate’s personality or personal life may lead some committees to inappropriately 
decide “they will never come here”, leading to fewer or retracted offers [21]. For example, 
despite common perceptions, some queer and trans candidates are specifically interested 
in moving to rural areas or areas without a large queer or trans community. While assessing 
a candidate’s interest is within the committee’s purview, trust your candidates and have an 
honest conversation with them before discounting their candidacy. 

When scoring candidates, keep in mind that many trans and cisgender candidates alike may 
have changed their names for a variety of reasons, and this may impact the calculation of 
metrics committees sometimes use as heuristics for impact (e.g., h-index). Changing names 
on prior publications can be difficult even after a legal name change [57,58], and multiple 
authors on this piece have faced a great deal of difficulty in changing their names even at 
journals with publicized name change policies. 

Finally, we urge committees to avoid easy forms of gate-keeping widely employed in 
academia. First, recognize that career timelines can look different for your queer and 
trans candidates who may have faced significant discrimination and/or taken medical 
leave for a variety of reasons, including obtaining gender-affirming care. We specifically 
discourage job postings that specify a maximum number of years since PhD, as is common 
in some countries. We also discourage the application of rate-based metrics for items 
like publications (e.g., papers per year), and instead suggest committees view candidates 
holistically. In some countries, it is standard to have an application section where applicants 
may describe mitigating circumstances if they wish. Second, we caution committees against 
an overreliance on prestige, a practice that tends to discount candidates from marginalized 
backgrounds who may have not had access to the same signifiers of academic status that 
are often heavily gate-kept. A candidate’s pedigree (institution names, advisor identity) is 
far less informative than their actual research record. We recognize a holistic view can also 
introduce bias if only applied to certain candidates, so we caution committees to pay close 
attention to all candidates.
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At many institutions, it is typical to conduct a round of short phone or virtual interviews 
and collect letters of reference before inviting finalists for an on-campus interview. We 
recommend committees take care to ensure these key filtering steps are performed 
equitably. For screening interviews, applicants should be offered the option to have their 
camera off, wear a surgical mask, or interview by phone, without impacting the committee’s 
decision-making process. Visual data about the candidate is irrelevant at best and a source 
of potential bias at worst. As we discuss later, trans candidates in particular face a great deal 
of pressure around presentation and may also experience gender dysphoria triggers related 
to the use of a camera [59]. On the other hand, at least one author noted that in some 
cases cameras can be helpful for those experiencing voice-related dysphoria by allowing 
candidates more control over their presentation to the committee. Providing an option, and 
thus alleviating this stressor, can result in better interview performance. We recommend 
having a standard set of questions for each applicant and to only ask follow-up questions 
to gather a better understanding of the candidate’s original answer. In an effort to minimize 
interview stress and/or anxiety, it is recommended to make these questions accessible to 
the candidate at least one day before the interview. As you schedule the interview, ensure 
the candidates have the resources to bring their full selves to the interview. Consider 
resources that they might need during the screening interview, like child care, access 
to a hotel room (e.g., for candidates lacking a quiet home environment or a supportive 
workplace), etc., to be able to have an honest, open conversation, and cover those 
expenses. Ideally, have an administrative individual coordinate any needed accommodations 
beforehand. Such accommodations should be kept confidential from the committee to avoid 
bias.
We also encourage search committees to be thoughtful in how they incorporate information 
from recommendation letters into their evaluation of candidates, especially given strong 
evidence of gender bias in letters across fields [60–64]. For example, much has been written 
in academic advice blogs and editorials about when it is acceptable to exclude a graduate or 
postdoctoral mentor as a letter writer (e.g., [65]). Common wisdom suggests that leaving a 
mentor off the list can signal to committees that there is a problem with the applicant. We 
strongly caution committees against making these assumptions. In our experience, mentees 
exclude writers in cases where the mentor was dismissive and even abusive, which can be 
true even of well-liked and high-profile individuals. In some cases, we have seen applicants 
avoid requesting letters because of the emotional cost of dealing with casual queerphobia 
or transphobia from mentors, even though they would surely write positive letters. The 
expectation that a “missing” letter is a negative reflection on the mentee or that applicants 
should “give an explanation” for a missing letter from a key mentor specifically harms queer 
and trans mentees. Even more worrisome, this expectation enables retaliatory withholding 
of recommendation letters from mentees. Further, candidates may be concerned that 
committees will reach out to “get the whole story,” which we strongly discourage because it 
both violates the candidate’s privacy and creates an opportunity for retaliation.
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As a straightforward solution, applicants should be able to indicate a conflict of interest 
(COI) exists with individuals at the applicant’s institution, past workplaces, or the 
committee’s institution. COIs should not be discussed or evaluated. COIs can exist for any 
number of reasons, beyond those specific to queer or trans people. COIs allow applicants 
to avoid needing to explain a ‘missing’ letter, diminish candidates’ risk of being ‘outed’ as 
searching for a new career or position, and prevent issues when their advisor has conflicting 
interests with the candidate. We recommend that any disclosed COIs be kept confidential 
only to the search committee chair, and if a question emerges on a ‘missing reference’ in 
discussion of candidates, the chair can state that a COI was disclosed. Other letter writers, 
such as the candidate’s other mentors or close collaborators, can speak just as effectively 
about what it is like to work alongside a candidate.

Finally, sometimes letter writers may use wrong or inconsistent names or pronouns for an 
applicant. In these cases, the best policy is to politely ignore the mistakes. Applicants may 
not be fully out to letter writers, or letter writers may unfortunately not take the identity of 
applicants seriously. Sadly, many of us have been in the difficult position of choosing writers 
who would make good strategic choices from a professional perspective, but do not see us 
for who we really are. As a rule, we recommend that committees consider the self-disclosed 
information submitted by the applicants themselves over other sources of commentary 
about a candidate’s identity.

Example pronoun and name request email

Dear Dr. <INSERT>

The search committee is excited for your upcoming interview at <INSERT> for the 
<INSERT> position!

In preparation we are reaching out to all our candidates to ensure we address everyone 
correctly during the interviews. If you wouldn’t mind, could you please confirm the name 
and pronouns you would like to be used on communications with the department and 
broader university? To avoid any mistakes on our part, if you could also send a short audio 
recording of how you pronounce your name, as well as your pronouns used in a sentence, 
it would be much appreciated. These will be requested from all candidates and distributed 
to faculty, staff, and students in preparation for each visit.

We look forward to hosting you on campus and thank you for taking the time to consider 
our opening. Please do not hesitate to reach out with any questions or requests in advance 
of your visit.

Sincerely,
<INSERT>
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Campus visits 
It is common to invite finalists to campus to meet with faculty and give a research seminar 
and/or teaching demonstration. Because the candidates will meet with a broader set of 
faculty, students, and staff than the search committee during the interview, it is important 
to ensure the department at-large is prepared for such visits. Training on appropriate 
interview etiquette and on what kinds of questions are legal to ask candidates should 
be mandated for all faculty, students, and staff that will interact with the candidates or 
vote on their hiring. Ideally, this should occur well in advance of the announcement of 
a candidate’s visit in an effort to prevent department members associating a particular 
individual with mandatory training. Even in self-professed “welcoming” departments, 
faculty may need some guidance on how to behave professionally during interviews. For 
example, professional behavior dictates that if you make a mistake when using a candidate’s 
pronouns, simply correct yourself, offer a brief apology, do not let it happen again, and move 
on. Excessive apologizing creates a difficult situation in which candidates are pressured 
into the awkward place of needing to repeatedly reassure their cisgender colleagues that 
a microaggression “wasn’t a big deal”, whether or not it actually was. Some authors noted 
that in their experience, the less-formal nature of lunches and other meetings with students 
meant that candidates were sometimes asked inappropriate and even illegal questions 
(e.g., about marital status). The importance of maintaining professionality during interviews 
should be impressed upon all members of the department.

Addressing candidates with the correct names and pronouns is a basic expectation during 
the on-site interview. Several authors report that many if not most faculty would greatly 
benefit from practicing in advance, especially those introducing candidates to others during 
the interview for the academic job position. Make this expectation clear to your faculty 
before the interview. Make sure a candidate’s pronouns, if known, are shared with faculty, 
staff, and students who will be meeting the candidate ahead of time. It can be extremely 
jarring to be misgendered or to have awkward pauses come up around pronouns, and this 
can have a significant negative impact on a candidate’s performance during a conversation 
or talk. Introductions should use academic titles (e.g., Dr.), especially before a talk, and 
titles should be used consistently (i.e., do not refer to a candidate by their first name after 
referring to a senior faculty member as “Dr. X”). If possible, allow candidates a chance to 
review introductions beforehand.

It is possible that your department has a number of “bad actors” who may behave with 
hostility towards candidates despite training and guidance. It is important to be honest with 
your candidates about such departmental dynamics, while also shielding them from these 
negative interactions during the interview, a time when they are already likely to be under a 
great deal of stress. Be prepared for specific stages of the interview where such individuals 
can do the most harm (e.g., chalk-talks in some US departments), and avoid putting them 
in one-on-one situations with the candidate. In particular, we recommend offering your 
faculty, staff, and students training in effective tools for bystander intervention to prepare 
them for these situations [66–68]. 

5
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For institutions that have group interviews, which are common in many European countries, 
bystander intervention for faculty, staff, and students is also important because candidates 
may face discriminatory behavior from other candidates present at the same interview. 
Cross-candidate interactions should be kept to a minimum, and one-on-one interactions 
avoided.

Accessibility of local infrastructure is also essential, as queer and trans individuals are more 
likely to also be disabled and/or chronically ill [69–71]. Interview days are long; ensure 
your candidates have regular bathroom and hydration breaks (see S1 Table for a sample 
schedule). Opportunities for breaks are especially important for candidates with a range of 
medical conditions. It is best practice to give all candidates and all department members 
meeting with candidates, regardless of perceived gender identity, a map of all gendered 
and gender-neutral or single-use bathrooms on campus and some indication of their 
accessibility. Whenever possible, schedule in-person meetings, breaks, or presentations in 
buildings where these options are all available, optimally on the same floor. Similarly, plan 
proactively with your candidates to ensure COVID-19 safety protocols during their visit that 
will guarantee their health and safety [54]. 

Sample faculty interview schedule

Time Meeting Location
8-8:45 AM Breakfast with Dr. A and Grad Student Search Committe Rep

8:45-9 AM Intro to staff, set-up in guest office, locate bathrooms Guest office

9-9:25 AM Faculty meeting - Dept. Chair Rm 1

9:25-9:55 AM Faculty meeting - DEIJ Commitee Representative Rm 2

9:55-10 AM Break Guest office

10-10:30 AM Campus, facilities, lab space tour Rm 3

10:30-11 AM Break and prep time Guest office

11-12 PM Seminar Seminar Rm 1

12-12:50 PM Lunch with students Seminar Rm 2

12:50-1 PM Break Guest office

1-1:25 PM Faculty meeting - Dr. B Rm 4

1:25-1:30 PM Break Guest office

1:30-1:55 PM Faculty meeting - Dr. C Rm 5

1:55-2 PM Break Guest office

2-2:25 PM Faculty meeting - Dr. D Rm 6 

2:25-2:30 PM Break Guest office

2:30-3 PM Faculty meeting - Dr. E Rm 7

3-3:15 PM Break/walk to Dean Guest office

3:15-3:45 PM Meeting - Dean Admin Rm A1

3:45-4:30 PM Meeting - HR/Benefits Admin Rm A2

4:30-5 PM Faculty meeting - Search Chair (wrap up) 

5-6 PM Return to hotel/break Hotel/guest office

6-onward Dinner with faculty 
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In particular, queer and trans folks are at increased risk of experiencing both severe 
COVID-19 and long COVID symptoms (i.e., symptoms lasting longer than four weeks after 
initial infection) [72,73]. Respect a candidate’s right to mask during the interview, offer the 
option to provide high-quality respirator masks, and consider moving meals outdoors or to 
other well-ventilated areas. Having this infrastructure in place will ensure the comfort of 
your candidates and allow them to present the best versions of themselves on the interview 
day.

Keep in mind that trans people, including non-binary people, should be allowed to use 
whichever restroom they are most comfortable in, and do not necessarily need to use 
gender-neutral restrooms exclusively. One of our authors recalls a specific incident where 
a faculty member insisted on putting a “temporary gender-neutral restroom” sign they 
had made on a women’s room door while a candidate who was a trans woman went in. 
While the faculty member felt they had been a good ally at that moment, the candidate 
felt humiliated and confused. If there are university or legislative policies that prevent trans 
people at your institution from using the bathroom that aligns with their gender identity, or 
if you have a lack of gender-neutral facilities on campus available for non-binary candidates, 
let your candidates know before they travel to campus so that they can plan proactively with 
you.

Figure 1: Ideal set up for a guest office. The office, which may serve as a quiet space and getting-ready room 
should include a trash can, hangers, windows, heating and/or air conditioning, a map of bathrooms (including 
all-gender ones and those with power doors), a sharps container, a mirror, tampons and pads, snacks, water 
and non-dairy options to accompany coffee and tea, a lockable door, a laptop computer (if needed), and a 
welcome packet that contains a printed version of the schedule.
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For travel, especially international travel, allow candidates the option to choose their own 
accommodations and itineraries while still having the institution coordinate payment. 
Candidates may have specific needs around access to services and safety that impact their 
choice of accommodations. Some forms of travel may be more accessible and/or welcoming 
than others, certain airlines or rail lines may be known for making better accommodations 
for travelers, and some locations may be unsafe to connect through. Have a contingency 
plan in place in case your candidates run into issues during travel, including an emergency 
number to call. For example, even with identification reflecting a name and gender 
change some trans candidates may encounter significant difficulties from airport security 
and customs. These risks are even more pronounced for candidates of color who may 
additionally be racially profiled in these contexts. 

Finally, consider offering candidates a guest office or other private space. All eyes are on a 
candidate during a job interview. Queer and trans people already face an incredible degree 
of scrutiny around expectations for professional dress [59] and gender presentation. This 
scrutiny manifests as “hypervisibility”, affecting transfeminine people in particular, where 
their actions and presentation are consistently surveilled even as our needs within society 
are rarely considered or met [74,75]. Giving candidates a private space, optimally with a 
mirror, a trash can, and a door that locks and sufficient time to get ready and “freshen up” 
before research talks, teaching demos, chalk-talks, etc. can significantly reduce pressure 
around presentation. Many candidates may want to change when they arrive at or leave 
campus as well. For example, depending on the surrounding area and the candidate’s own 
comfort level, they may choose intentionally less conspicuous clothing for travel and would 
appreciate having a designated space to change clothing. One author recalls an interview as 
a newly-out and nervous trans person where they ended their visit by changing their outfit 
inside of the department chairs’ office closet before running to the airport.

Checklist: Campus visits

Ensure candidates have easy access to appropriate bathrooms
Ensure queer and trans friendly accommodations and travel options, and allow 
candidates to choose their preferred options
Provide a place to change and prepare 
Get name and pronouns right, especially for introductions 
Train all faculty on queer and trans inclusive behavior
Offer contacts on-campus and a comprehensive info packet
Prepare HR and know your benefits 
Reconsider “fit”; Always use standardized rubrics to assess how well a candidate is 
suited for a particular role
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Interviews almost always include time for candidates to ask questions to the committee. 
Be prepared to answer challenging questions about the local area and campus and 
departmental culture openly and honestly. For queer and trans applicants, getting a sense 
of the environment is critical not only to our professional success but also for our own 
safety and wellbeing, as well as that of our friends and family. Recognize that trans people 
have historically been left out of many queer liberation movements, such that it is not safe 
to assume that a region has trans-friendly policies even when it has a history of supporting 
queer-friendly ones (e.g., early legalization of gay marriage) [76,77]. Responses such as 
“[Insert location] is great! You won’t have any problems” are not satisfactory and can be a 
red flag to applicants that the committee is not knowledgeable or able to advise them about 
the local climate. Even countries with many legal protections in place have hostile regions to 
queer and trans individuals. 

More worrying is the fact that, due to rising anti-trans movements, many regions now have 
laws in place that allow discrimination against queer and trans individuals, or even go so far 
as to actively criminalize our existence [18,26]. We challenge our readers to think critically 
about what supporting your queer and trans colleagues would look like where you live and 
work. This means being transparent about any existing or anticipated problems at your 
institution when speaking with candidates so that they can make an informed decision 
about their futures. It also means identifying or creating measures to protect your queer and 
trans colleagues from harassment both internal and external to the university and to ensure 
they are able to advocate for themselves and their communities.

Many of these concerns can be addressed by providing all applicants with an info packet 
including benefits information and contact information for individuals who can answer 
further questions about benefits (especially in countries lacking universal healthcare), 
information about the local legal landscape (including any bans on gender affirming care), 
university DEIJ policies and resources, information about faculty mentoring programs, and 
contacts for affinity and employee resource groups on campus (e.g., as provided by the 
University of Nevada Reno QLAB [78]). This packet should also include information on how 
to report instances of discrimination and clearly indicate which reporting mechanisms are 
anonymous. Such information will be useful even for candidates who may not be queer or 
trans (e.g., candidates with a queer or trans family member such as a partner or dependent) 
and would optimally be provided to all candidates before they come to campus to interview.

While search committees may not be able to address all of a candidate’s questions 
themselves, there may be queer and trans faculty or staff on campus who are not involved 
in the search but can speak to candidates about the institution and surrounding area. It 
can be very helpful to offer to share contact info with the candidate’s and faculty or staff 
members’ prior approval. 

Be prepared to answer 
difficult questions

6
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Additionally, many institutions have queer and trans faculty and staff groups that can 
serve as resources about campus and community climate for queer and trans people. More 
broadly, meeting with a member of an institutional DEIJ committee or office could build 
context for ongoing efforts across campus. Optimally, make these contacts available to 
all candidates regardless of perceived identity. Where possible, contacts with a range of 
intersecting identities can provide a holistic view of campus culture (e.g., a Person of Color 
who is trans may have a different perspective than a white person who is trans about 
campus climate, and this may vary based on the cultural context of the institution). More 
than one of the authors took a job in what many might consider a hostile area because of 
one of these discussions, and another of us turned down a job in a region widely viewed as 
welcoming to queer and trans individuals because of a similar conversation.

When discussing benefits, the committee should make every effort to provide information 
that is easily accessible to the candidate (i.e., not on an internal website) and clearly worded. 
One example might be to provide a benefits summary fact sheet during negotiations. 
“Good” health benefits often means something very different to your trans and queer 
applicants. Many state healthcare systems and/or insurance plans (in countries without 
state systems) offer only incomplete coverage of gender affirming care or limited patient 
choice in terms of covered care and providers, and this varies widely by country. When 
faculty can, they should always advocate for a high standard of gender affirming care 
through the health plans accessible to those working at the university (e.g., through 
collective bargaining efforts). Further, many governments discriminate or prohibit 
reproductive services such as in vitro fertilization, prenatal testing, abortion, medical 
protocols for intersex individuals, surrogacy, or adoption for trans and queer people. Even 
the mechanism for accessing care (e.g., what kinds of referrals are required) may vary widely 
between health systems. Offer all applicants time to speak with someone knowledgeable 
about the local healthcare landscape, especially if that candidate is coming from a different 
healthcare system, and make sure that person knows specifically what gender affirming 
care is covered and can answer questions. This may happen during the on-site interview 
or during negotiations. Given the cost of healthcare, this may be an important point of 
discussion during negotiations for queer and trans candidates and for candidates with a 
queer or trans family member, so committees should be prepared to offer compensatory 
benefits or pay if health insurance coverage is insufficient. Keep in mind this may also be 
true of many candidates for a variety of reasons unrelated to gender affirming care.

Finally, do not hesitate to ask for more time. If an applicant asks a question that the 
committee cannot answer, rather than giving a poorly considered answer, tell them you 
will look into it and get back to them. Then, make sure to follow up promptly over email 
or in another meeting. We appreciate our concerns being taken seriously and want to see 
that there will be an effort at a departmental and institutional level to address them; an 
intentional answer is a great way to show that. We encourage institutions to be proactive 
in learning about themselves through regular assessment. This can be accomplished in part 
internally (e.g., by using tools like the European Union’s Diversity Self-Assessment tool [79]), 
but optimally by engaging outside evaluators with DEIJ expertise and/or queer and trans 
advocacy groups that can provide deeper, individualized feedback.
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Expectations around offer packages vary widely across countries and institutions depending 
on, for example, whether healthcare is nationalized or employer-provided, whether salary 
scales are negotiable or fixed by the government or collective bargaining agreements, 
whether startup research funds are provided, and whether a variety of other benefits like  
housing assistance are offered by the university. We offer advice on assembling an inclusive 
offer package below based on negotiated packages we have seen in the past, recognizing 
not every item will always be achievable depending on local resources, especially in 
countries with under-funded university systems. 

Keep in mind when making an offer of employment that queer and trans people are much 
more likely to face financial precarity than the general population [80,81] and may be cut 
off from familial sources of support. We also face severe pay disparities, which are most 
pronounced for trans individuals; for example, trans women in the USA make an average 
of 60 cents on the dollar of the average worker, trans men make 70 cents on the dollar, 
and non-binary, genderqueer, genderfluid and two-spirit workers also make 70 cents on 
the dollar [80,82]. These gaps are further exacerbated by racial inequality, such that queer 
and trans People of Color make less than their white peers. Thus, salary offers should be 
based on the job in question, not previous income. Healthcare requirements and often 
incomplete insurance coverage elevate the costs of living for queer and trans people, such 
that job packages may need to reflect these costs to be appropriate. Providing resources 
like subsidized childcare, eldercare, or faculty housing may go a long way towards alleviating 
some of this financial strain, and making it clear in the initial offer which of these are 
available, if any, is critical. Family resources like childcare and eldercare should be made 
accessible to an individual’s chosen family, which may include non-biological or married 
family members.

At some institutions, salary and startup packages are determined through an extended 
negotiation process. The quality of a candidate’s offer should not depend on their skill 
as a negotiator [83–85]. We urge departments and administrators to actively describe 
negotiation as a process and emphasize that the purpose of negotiation is to find a mutually 
beneficial outcome. It is essential that departments provide transparency on what can and 
cannot be negotiated for candidates. Consider linking candidates to early career faculty 
internally who are willing to discuss what their offer packages included. Applicants may 
not know what is reasonable to ask for, so be active and try to identify opportunities for 
compromise to meet the candidate’s needs. This is particularly true for applicants without 
close peers applying for academic jobs. Queer and trans applicants may not feel that they 
have permission to ask for these things, and may more easily be perceived as asking for too 
much, especially relative to other candidates [86]. It is critical to be transparent about the 
average faculty salary in the department, and at the minimum let candidates know where to 
find information on pay bands for position ranks at the institution. 

6
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Standardized packages can help, but we caution against using equity as an excuse for 
underpaying faculty: paying incoming faculty less does not solve the problem of paying 
senior faculty too little (i.e., salary compression). Wherever possible, post salary ranges on 
job ads to help candidates understand what can be reasonably expected.

In some countries, it is common to accommodate “spousal” hires for married and sometimes 
unmarried couples [86]. If such arrangements are possible, ensure these accommodations 
are equitable regardless of a couple’s genders or marital status, and consider how you 
might accommodate other family arrangements that fall outside of a traditional two-person 
relationship or nuclear family. If spousal accommodations are offered, set a policy of finding 
placements for non-academic partners regardless of marital status. Many queer and trans 
people may face workplace discrimination, and partner employment at your institution may 
help minimize this risk [87]. Also consider whether benefits associated with the position 
(e.g., healthcare in countries without universal access) can be extended to non-traditional 
families (e.g., multiple partners, other kinds of dependents than children).

Finally, consider the requirements for tenure at your institution [88]. It is well documented 
that minoritized faculty perform more service as they are continually asked to assist on DEIJ 
committees, provide mentoring and support well beyond required office hours for students 
from similar demographics, and are otherwise asked to be present at service activities to 
represent their demographic [5]. In the context of widespread anti-queer and anti-trans 
discrimination, it often falls to us to keep queer and trans students alive and safe as the 
only individuals in positions of power who understand or are trusted with knowledge of 
dangerous and stressful situations as they arise. This unaccounted service requirement 
immensely benefits the university community and must be acknowledged in a candidate’s 
offer letter and effort responsibilities should be clearly outlined to ensure these activities 
are visible and contribute to their retention and tenure. Some institutions have recently 
formalized such arrangements as “mentor professorships” with reduced teaching loads in 
exchange for increased service expectations.

Checklist: Making an offer

Be aware of pay and resource disparity 
Offer quality should not depend on negotiation skill
Offer support for all family arrangements
Account for service in percent effort
Factor the experiences of precarity and transition costs and leave in considerations 
of initial offer and tenure expectations



Running a queer- and trans-inclusive faculty hiring process

22

Varying needs and solutions across international contexts

Varying needs and 
solutions across 
international contexts

While the guidance discussed above is written to be generalizable across many different 
contexts, our colleagues and co-authors from around the globe face myriad country-specific 
challenges. We note that ongoing debates about the structure of academia, at least in 
major scientific publications, often focus disproportionately on the challenges faced by 
academics in Europe and North America (with some key exceptions), without recognizing 
how the needs of researchers vary across national and cultural contexts. For example, due 
to limited funding and the nature of how funding is dispersed in many countries, early-
career scholars may fight hard to get their research groups on track with a smaller pool of 
resources. At the same time, these researchers are often overwhelmed with heavy lecturing 
and administrative workloads. As a result, the science of researchers from what is often 
referred to as the “Global South” is still underrepresented worldwide [89,90]. Even in places 
with a robust history of research engaging with queer and trans individuals, such as Puerto 
Rico, [91], resource limitation can act as a major barrier to success [92]. At the same time, 
documented biases in publishing against scientists from countries where a majority of the 
population is not white create an environment where their contributions are systematically 
devalued by existing networks of scientific power and recognition [90,93–95]. Thus, 
legacies of colonialism pose a major barrier to building a more inclusive and equitable 
scientific practice, both by first-order effects that limit the flow of resources to deserving 
scientists, and through the second-order effects a resource-limited environment creates 
wherein the institutional and administrative capacity to implement many of the suggestions 
we provide here may be limited due to an overwhelming workload. 

We provide three examples of countries facing specific challenges, along with their 
successes and opportunities, below. 

7

Brazil
In Brazil, the selection process for a tenure-track academic position in a higher-education 
institution differs strikingly from the systems in the US and Europe. In a short timeframe 
applicants are subjected to several rounds of exams on scientific knowledge, teaching, and 
their research record and are subsequently ranked and eliminated. In most cases, there are 
no DEIJ policies in place and advertisements for positions follow a predefined governmental 
format, with no regard to inclusivity, gender-neutral language, and usage of pronouns. In 
particular, DEIJ commissions and committees are still scarce in most Brazilian universities, 
and the few that exist rarely consider issues facing queer and trans scientists [96,97]. 

Universities and research centers should institutionalize general DEIJ policies and 
committees, which would facilitate adoption of the strategies to run inclusive and equitable 
selection processes for queer and trans applicants. 
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As a start, DEIJ statements should be incorporated into the application package and ranking 
process. Nevertheless, a lack of resources for proper DEIJ training of faculty members and a 
lack of institutional motivation make these issues more challenging in Brazil, which still has 
high rates of queerphobic and transphobic violence [98,99]. That being said, Brazil has seen 
successes in promoting racial and ethnic diversity in academia through the use of a quota 
system [97], an example that could be applied more broadly to other countries that have 
struggled in this context, and perhaps to other marginalized identities (e.g., queer and trans 
identities).

South Africa
South Africa is fortunate to have excellent legislation protecting the rights of individuals 
based on gender identity. These protections are not shared by some neighboring countries 
such as Namibia, which has recently repealed its only law protecting the labor rights of 
individuals with diverse sexual orientations ([100]; though its anti-sodomy laws were 
recently ruled unconstitutional). Like Brazil, quota systems have been used here to advance 
diversity initiatives with some success for racially marginalized groups and (primarily 
cisgender) women.  South Africa was the first country in the world to protect individuals’ 
sexual orientation as a human right as part of its Constitution in 1995, and has developed 
a series of laws for equality in the workplace based on sexual orientation and gender 
identity [101]. However, implementation of this policy in the workplace is often lacking, 
especially when applied to trans individuals [101,102]. Gender is interpreted as a strict 
binary, where women (cisgender or transgender) are a marginalized class and men (cisgender 
or transgender) are not, with little consideration of gender identities falling outside this 
binary (e.g., non-binary identities). This may, perversely, lead to reduced opportunities for 
some transgender applicants who may be viewed as less desirable if their intended path of 
transition is seen as “reducing” diversity in the workplace, such as by adding to the number 
of men at the institution and not women [101], though increasing the representation of 
transmasculine scholars will help institutional equity. For example, one of the authors of 
the present paper has received additional eligibility for funding opportunities based on this 
interpretation of equality, while another one has suffered reduced opportunities. 

Numerous hurdles faced by queer and trans students in South Africa severely limit the 
number of queer and trans individuals that make it to the faculty application stage (e.g., 
[103,104]) and  especially Black queer and trans people report feelings of otherness in 
academia [96]. This could be mitigated by the presence of other queer academics [105] and, 
similar to Brazil, the development of comprehensive DEIJ training and policies, especially 
pertaining to challenges faced by queer and trans individuals [106]. Although some South 
African universities have formulated such policies, they often lack enforcement [107], 
emphasizing the need for additional resources to be committed in this area.

India
In India, selection processes for academic jobs in government institutions are clearly 
defined by a system of reservations, or quotas, around caste categories to remedy historical 
exclusion and injustice. Despite these measures, elite government scientific institutions fall 
short of their caste quotas [109] while private institutions fare worse without being bound 
by reservation. Science institutions also fall short with regard to gender equality around 
which there is no quota system [110]. 
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In 2014, the Supreme Court NALSA judgment recognized transgender persons as a 
“socioeconomically backward community” deserving of reservation [110]. The government 
stalled any implementation of this reservation citing ambiguity on whether that wording 
amounted to inclusion in a mandatory “backward caste” quota, in which case  trans people 
would be eligible to compete with aspirants from designated backward caste communities 
for their reserved seats [111]. This would largely only help elite caste transgender persons 
receive some form of reservation and would change nothing for backward caste, dalit and 
adivasi transgender persons who face discrimination when they compete with cisgender 
aspirants within their quotas. Anti caste activists in the trans community proposed a 
system of “horizontal” reservations that accounts for intersectional marginalization based 
on gender, disability and caste, setting aside specific gendered fractions within each 
caste quota for persons from marginalized genders, with about 1-2% allocated for trans 
people [114]. Such a system provides a valuable example of how trans identities could be 
incorporated into existing quota systems in other countries as well using an intersectional 
approach.

The NALSA verdict also resulted in policy changes in the University Grants Commission that 
have allowed some trans scholars to advance trans friendly bathroom and accommodation 
measures in their academic institutions [115]. The government also created a “transgender” 
category on many intake forms and created a pipeline for changing documented name 
and gender identity on government IDs [116], enabling some trans individuals possessing 
identification with varying names and genders listed to apply for jobs and academic degrees. 

While the discourse of gender and science largely remains a cisgender upper caste 
“Women in STEM” discourse, social scientists from marginalized castes have pioneered 
an intersectional understanding of gender and caste that has led to the creation of a 
mandate for an Equal opportunity cell in every University [116], which addresses all form 
of discrimination under a single body where intersectionality is understood as the default 
rather than as an exception.
 
Eventually, what distinguishes the subcontinent of South Asia from many places in the 
“Global North” is the living history of trans visibility that dates back centuries before the 
advent of the modern nation state. The notion of transgender identity as an aspect of caste 
rather than gender emerged from a caste patriarchal lens of trans people who historically 
organized a way to live together as a community. This was seen as being more akin to a 
caste or tribe-based grouping, and was formalized and criminalized by Colonial British rulers 
under the Criminal Tribes Act of 1924 [112,113]. While trans people continue to battle this 
legacy and struggle in academia and other realms of employment due to the exclusive status 
historically claimed for such spaces by elite caste cisgender men, our presence as historically 
visible, and therefore seemingly natural, and even the validity of our marginalization on 
account of being transgender is largely culturally undisputed - a battle that still lies ahead of 
many trans activists in the Global North.
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Conclusions
It is not always obvious who among your candidates are queer or trans or who may have 
queer or trans loved ones. In fact, some faculty may come out as queer or trans later on in 
their careers and this decision may be influenced by their institutional environments. Our 
recommendations can and should be applied to all candidates, and will likely be beneficial to 
many outside the queer and trans community.

The recommendations we offer are not exhaustive: work with your candidates as partners 
in this process to meet their needs and help them show the best versions of themselves 
during the interview. These changes are simply a starting point to making a more inclusive 
academic enterprise – consider the suggestions listed here a baseline upon which to 
build. Many of the authors on this article have been in situations where our performance 
suffered in queerphobic and transphobic academic contexts. For individuals with multiple 
marginalized identities, this distress is further amplified. By creating an inclusive and 
equitable environment, you can see the best of each candidate, allowing the search 
committee to make the best-informed choice possible. At the same time, we emphasize the 
importance of transparency by the search committee in discussing the local environment 
honestly so that candidates can make well-informed choices about their own futures.

Although it is not the main focus of this article, efforts to hire equitably should be followed 
with systems for faculty retention. The equitable hiring practices discussed above are 
meaningless if not backed up by efforts to ensure a safe, inclusive, and equitable working 
environment in your institution. Consider how to continue supporting queer and trans 
candidates once they become faculty, especially in the professionally vulnerable years 
pre-tenure [28,29,33]. Even before the tenure clock starts, measures can also be taken 
to support queer and trans scientists at all career stages. While this paper focuses on the 
faculty recruitment process, we imagine our toolkit can be a guide for recruiting students, 
postdocs, and staff within academic institutions.

In closing, we note that this article is written against the backdrop of a legal and political 
climate that is increasingly hostile to queer, and particularly trans, individuals globally [117–
121], making our recommendations more urgent than ever. While our focus on the job 
search limits the scope of this article with regards to the rights and marginalization of queer 
and trans people, we want to highlight that the recruitment process is only one component 
of hiring a new colleague into faculty. Trans faculty may experience significant harassment 
in the local community, death threats, and online targeting. We encourage institutions to 
use their resources and power to protect their marginalized faculty members from political 
hostility, offering them a safe place to work. At the same time, for many institutions, it may 
be more difficult than ever to commit to these actions due to legal constraints [122]. We 
have no easy solutions to these challenges that a search committee alone can solve, but 
we encourage you to work directly and transparently with your candidates to creatively 
problem-solve. Nearly all the recommendations we make can be offered broadly to improve 
the experiences of all candidates, but will have an outsized effect on queer and trans 
individuals. 
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