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Abstract

Progressing from postdoctoral training to a STEM faculty appointment at a Research Intensive Institution (RII) is a
daunting transition, and may be especially challenging to those who have followed a less-than-conventional path
or whose peers have lost interest in academic careers. This article describes how to prepare for and progress
through the application process for institutions in the USA, which takes approximately 1 year, including what to
expect at each step and recommendations for a successful transition. The odds of success for any individual
application are low, making good preparation and careful planning the more important, as does managing
expectations to avoid becoming discouraged early in the process. The rewards of landing the faculty appointment
at an institution that matches your professional and personal needs and for which you are best suited more than
exceeds the effort required to attain it.
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Background
The postdoctoral years are generally characterized as a
mixture of joy and fear, with stretches of inspired prod-
uctivity that soars confidence to new heights, to dry
spells that shake one’s confidence, especially as the clock
ticks towards the end of the post-doctoral funding
period. Contemplating the enormity of the challenge
may elicit periods of self-doubt, and these are likely to
more common among individuals that have “made it”
thus far via less-than-conventional path or whose many
peers lost interest in academic research careers, namely
underrepresented minorities URM [1, 2]. Through your
graduate and post-doctoral years you have listened, with
horror, to stories of the competitiveness of the market

for a faculty position at research intensive institutions
(RIIs) and the oversupply of PhDs vying for faculty posi-
tions [3]. By now you are familiar with the accounts of
hundreds of applications for one position, of individuals
with enough rejection letters to wallpaper their offices
and relegated to seemingly endless cycles of precarious
post-doctoral and adjunct positions [4]. You read with
dismay how the Covid-19 pandemic has exacerbated an
already challenging situation as college after college,
driven largely by reduced student demand, slash their
budgets, reduce or freeze their faculty hires, issue broad
furloughs, terminate tenured faculty or close altogether
[5–7]. Yet, you also read about the increasing trend in
faculty positions [8], the dire need for innovation to ad-
dress earth’s and humanity’s pressing challenges [9–11],
the depleted scientific workforce and the increasing de-
mands for STEM professionals [3], how philanthropies
and private donors are stepping up their support for
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science [12, 13], how federal funding levels for research
remains on a robust ascending slope [14–16], and how
universities are building up their STEM enterprises [17].
You remain hopeful and upbeat knowing that with chal-
lenge comes opportunity and that in the roller coaster
that is the economy every downturn is followed – even-
tually - by an upturn. The opportunity to fulfill your as-
piration of a faculty position that contributes to
knowledge creation and scientific advancement is await-
ing you. You embrace the challenge of the competitive
market knowing that landing your dream faculty pos-
ition opens the door to a fulfilling and rewarding career.
Here, we provide a short guide to assist you in this im-

portant quest. We describe how to go about choosing,
applying, interviewing, negotiating, transitioning, and
getting started in your faculty position at a RII in the
United States. The advice presented here emerges from
a combination of the authors’ experiences at various
types of RIIs, the work of the American Society for Cell
Biology (ASCB) Innovative Programs to Enhance Re-
search Training [18] and material from a 3 day Accom-
plishing Career Transitions workshop. Other articles in
this series complement and expand on some of the
topics covered here. We hope this article (and others in
this series) inform your career transition plan and that it
serves to highlight the importance of identifying reliable
mentors and career confidants, establishing a robust
professional network, and maximizing the career enhan-
cing opportunities offered through your professional or-
ganizations and other public, private and government
entities.
For those seeking appointments in non-U.S. institu-

tions, the general approach will be similar to that de-
scribed here, but the specifics vary greatly among
countries and institutions in a single country. The re-
cruitment cycle in most foreign institutions starts
with advertisements placed a bit later in the year than
in the US.

Know the options
One of the first decisions you face as a post-doc is
the type of academic institution to which to apply.
These fall largely into two categories based on their
emphasis on teaching or research: primarily under-
graduate institutions (PUIs) and RIIs. Advice for PUI
positions is offered in the accompanying article by
King-Smith et al. [19]. PUIs and RIIs are not polar
opposites as research is expected at most PUIs and
teaching is expected at most RIIs. Your decision rests
on which of these two major areas you can be most
impactful as a scientist, and which gives you the
greatest satisfaction.
Intuition and common wisdom dictate that to land a

position at a RII your post-doctoral years must be fully

devoted to research, authoring publications, building
collaborations, and obtaining grant funding. While these
are certainly at the forefront, is that all that is needed?
The answer is largely No as there are other aspects to
the job. How to balance your preparation and gain the
experience that will make you competitive depends
largely on the type of university to which you apply.
A good start is to examine the Carnegie Classifica-

tion of Institutions of Higher Education [20]. RIIs are
found in Basic Classification. Based largely on the
number of doctorates conferred and total research ex-
penditures, Carnegie assigns a research activity index
of R1 (very high research activity/highest research ac-
tivity) and R2 (high research activity/higher research
activity). There are approximately equal numbers (~
130) of R1 and R2 institutions. A third category, Doc-
toral/Professional Universities, is assigned to institu-
tions with less than $5 million in research
expenditures or conferred fewer than 20 research and
scholarship doctorates.
While each institution is unique, there are broad

underlying similarities. Institutional reputation and geo-
graphical location figure prominently in the choice of
where to apply but there are numerous other factors that
are equally important. Your key tenet in a job search is
what institution offers you the best opportunity for your
professional development and achievement of career as-
pirations, and accomplishing the teaching and scholar-
ship goals you have set for yourself. There are numerous
factors that should weigh in your decision making.
Generally:

� Broad spectrum of research-intensive institutions -
� Small private to large land-grant public
� Institutions that only offer graduate programs in

specific disciplines, are STEM-focused, and those
that offer graduate programs in many STEM and
non-STEM disciplines

� Medical (health science/medical complex) and other
professional schools on the same campus, for
research that overlaps with disciplines in
professional degree programs (e.g., Education,
Health Professions).

� Private institutions tend to offer higher salaries;
public institution faculty tend to be represented
by unions or faculty organizations and this
potentially provides more protection to your
employment. Some public institutions with
medical or other professional schools may have a
combination of both represented and non-
represented faculty ranks. Check the details of
each school in terms of labor relations, since
there is a lot of individual variation.
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A note of R1 vs R2. You are likely to find a strong re-
search culture and state-of-the-art infrastructure at R2
that due to their size do not meet the criteria for R1.
These institutions present ideal homes for those who
prioritize familiarity with their surroundings, a more in-
timate institutional culture and environment, and a
sense of community belonging.

Know the expectations
Faculty positions at a RII can go by different names
based on the main job responsibility. These generally
but not always are referred to as tenure track, research
track, and education track. Knowing the options avail-
able at the institution is important as they differ in terms
of workload expectations, pay, length of contract and job
security, and access to students. A key difference be-
tween research track and tenure track, at most institu-
tions, is that the former carries an expectation of
providing part (or all) of the salary from grants and con-
tracts and carries no long-term job security. But, re-
search track positions afford the opportunity to dedicate
100% effort to research and salaries tend to be higher, as
long as you are successful in obtaining funding.
For tenure track positions, the academic unit in which

the department or program is housed also influences the
nature of the position responsibilities. Most notably are
the differences between departments in medical colleges
and undergraduate colleges given the emphasis on
undergraduate education of the latter. Teaching loads in
medical college departments tend to be less in quantity
and in more specialized subject matters than teaching
loads in undergraduate colleges. It is not uncommon for
a faculty member in an undergraduate department to
teach across a range of levels – from introductory
courses for non-majors to specialized courses for gradu-
ate students – and in different sub-specialties. The latter
is especially true if the department is housed in a college
of arts & sciences, where it might be the single depart-
ment representing the biological sciences, in contrast to
a department housed in a college of science, where there
might be separate departments in related and over-
lapping disciplines (e.g., biochemistry, cellular and devel-
opmental biology).
It is important to know the specific expectations for

the position you are applying for. In most comprehen-
sive universities, faculty are expected to teach regularly.
One entire course per semester, or the equivalent, in
addition to graduate seminar courses is a common prac-
tice. Such schools generally pay 100% of salary for 9
months (the academic year), with the expectation that
you will seek grants or other sources to cover the 3
months of summer salary. You can choose to pay your-
self less than the three full months and use funds to sup-
port students or postdocs. Also, at such schools much of

the scientific workforce is made up of graduate students,
which may be especially attractive if you enjoy mentor-
ing at this level. Tenure at these institutions generally
guarantees 9 months of salary, even if the faculty mem-
ber is not grant supported.
In contrast, at most medical schools teaching may only

consist of a few lectures per semester, plus graduate
seminars. This leaves a larger fraction of faculty time
free for research. On the other hand, there is a great
variance in the salary provided among institutions and
even among faculty at each one. Some faculty lines may
pay all or most of the salary (especially at public institu-
tions), while others may only do this for the initial
period of employment, after which faculty and expected
to pay all or most of their salary from grants. While ten-
ure guarantees employment, it does not guarantee full
salary and only that portion not expected to be covered
by grants. In both medical schools and research insti-
tutes, most research is done by postdoctoral fellows ra-
ther than graduate students.
The institution’s sabbatical policy is a good thing to

know about each appointment. Most comprehensive
universities grant faculty one semester or a full year of
sabbatical every 7 years. This usually requires an applica-
tion that includes a research plan (e.g., a stay at someone
else’s lab to learn a new technique) and must be ap-
proved by the department chair, dean or provost. The
amount of sabbatical salary that is paid by the institution
can range from zero to 100%; 50% is typical with the ex-
pectation that grants or other sources make up the rest.
Some institutions allow one to shift all teaching for the
year into one semester to extend a one semester sabbat-
ical into two semesters.
Some positions offer the possibility of joint or second-

ary appointments, be it in a separate department or in a
broader, interdisciplinary program. While these may en-
tail an additional responsibility, they also open new op-
portunities (e.g., access to students from another
program, departmental or shared facilities, and clinical
research resources, among others).
Lastly, there are differences in workload expectations

for the different tracks and even within the same track.
For example, a tenure track position at one institution
may have an expectation that a relatively high percent-
age of the effort (> 40%) be dedicated to research while
at another institution, or even another department
within the same institution, the expectation may be
twice or half as much. These percentages may be negoti-
able within a certain range; we will discuss this in the
next section.
One additional type of RII is the free-standing research

institute, which is often very prestigious. Such institutions
vary widely in how much of the salary is guaranteed with
appointment and tenure, but at most it is expected that
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most or all of the salary comes from grants, and tenure
may not have much meaning without such funding.

Strategy and steps towards a career at research intensive
institution
Address the gaps
You have been proudly and meticulously building up
your curriculum vitae since your early college days. You
have documented every activity, award, course and other
information that portrays your training and talents and
paints the arc of your course of life. As discussed earlier,
faculty positions at RIIs come with many expectations in
research, teaching (sometimes includes advising), a var-
iety of service activities, and leadership. Now is the time
to examine your CV through a different lens – what are
the gaps in each of the three big categories of teaching,
research, and service and how can you address them?
We will examine these separately, but first a word of
caution. Your approach to filling the gaps should not be
one out of desperation or vanity, but rather carefully
planned and strategic. Engage your mentors as much as
possible.
Even at a RII there are expectations for excellent (and,

in many cases, substantial) teaching. Graduate teaching
assistant experience is now a baseline to build from dur-
ing your post-doctoral years. Having taught as a gradu-
ate student will not separate you from the pack.
Consider volunteering guest lectures in your program
(e.g, filling in for a faculty member when they are travel-
ing). Local schools and community colleges are places to
look for paid or volunteer opportunities. Many job appli-
cants list their experience supervising undergraduate or
graduate students in their PI’s lab. Here you have an op-
portunity to communicate the effectiveness of that men-
toring experience by describing what the student was
able to accomplish during the supervised training period,
or what the student went on to accomplish (e.g, presen-
tation at a national conference, admission to a graduate
program, co-author on your publication). Other ways to
demonstrate your instructional chops include tutoring,
creating short video tutorials of a technique you have
perfected, or of a complex concept you can explain con-
fidently. Talks at local and regional meetings and na-
tional conferences also contribute and help to get you
known by potential mentors or colleagues at other
institutions.
Various institutions offer boot-camp type programs

for individuals contemplating academic careers. One
variation of this is Preparing Future Faculty [21]. Find
out if your current institution participates in this move-
ment and how you can benefit from participating.
Through this program you can gain experience at a part-
ner institution different from yours, e.g., a community
college or liberal arts college.

One of the unintended, and in the eyes of many posi-
tive consequences of the Covid-19 pandemic is that it
accelerated the mastery of online and remote instruction
and accelerated changes in higher education that were
long overdue [22]. Many institutions invested substantial
capital in training their instructors and upgrading their
hardware and software in an effort to make online in-
struction feel like the real classroom experience. The
need to balance the interest of students whether to at-
tend classes remotely from home or in person on cam-
pus and the health realities of the location led to a
variety of new teaching modalities that combine remote
and in-person instruction. These add to the already var-
ied menu of teaching and learning practices that are in-
clusive of all students and enhance the educational
experience [23]. In a post Covid-19 world, experience in
remote instruction is a quality many programs will ex-
pect of their faculty.
Tap into the resources of your institution’s Center for

Teaching to gain familiarity with instructional technol-
ogy and pedagogy. Attend workshops, discussions or on-
line tutorials. Many of these are recorded and you can
“attend” at your leisure. Follow instructional groups in
LinkedIn or Facebook and become conversant in the lat-
est instructional trends.
Research has been at the center of your career devel-

opment since your early days in graduate school. Now
that you are in the later stages of post-doctoral training
and eyeing an independent research career, what steps
must you take in blazing your own path? Two key ques-
tions are what would be the research project that will
define your early independent career and what resources
are needed to achieve it. The first question entails a con-
versation with your post-doctoral advisor, as well as the
opinion of trusted colleagues, collaborators, and men-
tors. The same individuals can be useful sources of in-
formation for the second question that additionally
engages your future supervisor (i.e., department chair,
program director or dean) during your appointment
negotiation.
With your post-doctoral advisor, decide projects and

research questions that will be finalized by your depart-
ure date, those on which you will continue to collaborate
and those that you will independently pursue. It is im-
portant to have these clearly identified as you begin the
job search and reflected in the statement of research in-
terests submitted as part of the application. There
should be a clear path to an independent career while
gradually (or completely) shedding off the role of your
post-doc advisor. The research statement is the vehicle
to lay down research problems you have identified and
the approach you have designed to solve them. Launch-
ing your independent career seamlessly and quickly will
play to your advantage in multiple ways. This is more
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easily achieved with projects that rely on your acquired
skills, expertise, and collaborations. Projects that require
a new skill set and training should be secondary on your
list.
The third proverbial leg of the professoriate profession

is service. Here you have an opportunity to showcase the
causes that you deeply care and are passionate about and
how they relate to your professional development and car-
eer aspirations. As a faculty member, the service that
“counts” toward promotion and tenure is related to the in-
stitution and to the profession, e.g., membership in a com-
mittee of your professional society, organizing a science
fair at your local elementary school. Service towards issues
at the forefront of the national dialogue demonstrates
your engagement as a committed citizen scientist. Topics
that are particularly prescient as of this writing include,
but are not limited to, the future of higher education in
light of the pandemic, the downturn of the economy and
changing demographics of college bound generation; race
relations, equity and social justice; trust in science; com-
munity health (access to affordable health care) and envir-
onmental health (sustainability and climate change);
globalization. Other types of service that are not directly
related to education and your professional research field,
while less important, can help demonstrate the values and
principles that guide you as an individual and present an
additional dimension your will bring to the institution.
However, avoid having too much “busy work” service that
does not strengthen your overall merit on paper.

The warm-up
While opportunities in academic science are plentiful
the market is nevertheless highly competitive. Making
the decision to accept employment at an academic insti-
tution is not only a critical career decision but poten-
tially a lifetime decision. Faculty retention rates have
been consistently high and the median duration of initial
appointment of STEM academic faculty is between 10
and 11 years [24].
Among those that change institutions, faculty that

start at a research institution are more likely to move to
another research institution [25]. Thus, you want to sur-
vey the landscape of opportunities as thoroughly as pos-
sible and be well prepared to land the career of your
dreams at a location or type of institution you would
happily call home.
Many institutions seek to fill new faculty positions to

coincide with their academic year. For schools that oper-
ate on a two-semester academic year, the usual start date
is shortly before the beginning of the Fall semester in
August or September. Position advertisements tend to
peak in late summer/early fall, with interviews and selec-
tion late fall-early spring with most decisions before end
of academic year but sometimes into the summer.

Medical schools tend to recruit throughout the year.
Look at a few advertisements and get a sense of their
timelines. Regardless, plan for the process to consume a
good part of 1 year. Beginning a “soft search” at least 2
years in advance of your anticipated move would serve
this purpose.
A soft search consists of collecting information on the

various types of institutions, faculty positions, and aca-
demic and research programs and how these intersect in
defining the position. It also consists of information on
the geographical location and local cultural, civic and
economic forces that shape the locale. Good sources for
this information are social media, print media, and your
networks. Expand your social network to get a broad
perspective on how individuals portray their institutions
and how the institutional current situation and priorities
are portrayed in their postings. Find out if your current
institution has a license with the Chronicle of Higher
Education, Inside Higher Education, or other such media
sources and get into the habit of scanning them fre-
quently. This will give insight into institutions that are
thriving and on the upswing, and those in rebuilding pe-
riods. Ask scientists you meet what is it like at their in-
stitutions. When attending conferences or traveling to a
new place, make an effort visit local institutions.
A mentioned in the previous section, some institutions

have programs to prepare future faculty. These programs
offer opportunities to visit the school for a mock inter-
view and to partake in professional development. Some
programs are open only to current graduate students
and postdocs at the institution, but others welcome ap-
plications from outsiders. Participation in a program will
provide opportunities to meet with faculty in a depart-
ment or discipline of interest, view laboratories and re-
search facilities, and explore faculty development
programs. They also provide insight into the type of, and
commitment to faculty professional development activ-
ities of the host institution. These programs are, in some
cases, soft recruitment strategies by the host institution,
whether publicly advertised as such or not.
Many institutions have revised their faculty search

process to make it more equitable and accessible to
PEERs (People excluded due to ethnicity or race) from
the faculty job application process. However, one step in
most search processes is that search committee mem-
bers alert their networks, including former advisors and
trainees, of the hiring opportunity. Given the historical
under-representation of PEERs in advanced training and
faculty positions in the U.S., recruitment through this
method is likely to attract mostly non-PEER applicants.
Therefore, women and PEERs should leverage their own
networks to find faculty employment opportunities. Stay
in touch with former advisors and mentors, and make
sure they know that you are in the job market. Many
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scientific societies post opportunities on their websites,
which often include resources specifically targeting
women and PEERs. Networking is key to finding oppor-
tunities, which you might miss in a small advertisement
in a journal that you might not be in the habit of reading
thoroughly.
Another group that needs to take additional planning

measures is those applicants who are not U.S. citizens.
Most faculty openings are equally accessible to citizens
and green card holders; non-citizens without a green
card must consider whether the institution is willing to
sponsor new faculty for visas, and for potential green
card or citizenship applications. As discussed below,
grant funding is critical to success and promotion of
university faculty, and most federal grants require that
the Principal Investigators be citizens or green card
holders. For this reason, non-citizens have reduced op-
portunities, unless the employer is willing to sponsor the
green card or application process, or the applicant has
another process in place to bring about this status
change.

Building your narrative
Every career path is different and long gone are the days
when a circuitous path was viewed skeptically by search
committees. Your career trajectory likely has been influ-
enced by factors well outside your control but that you
have nevertheless corralled to your advantage and suc-
cess - the fact you are reading this is evidence you have
navigated them successfully! How your unique path is
preparing you for a faculty position at a RII is an import-
ant part of your narrative. Provide examples that demon-
strate your resilience, creativity and ingenuity and other
personal attributes that bode well for an academic car-
eer. Personal qualities are not easy to discern from a cv
and you may rightly wonder if the purpose of the refer-
ence letters is precisely to “humanize” the cv. Take
charge by creating your own narrative and sharing it
with the individuals who have agreed to serve as your
references. Having this information at hand would help
your reviewers, if they so choose to, emphasize the ele-
ments that you feel are important in communicating the
strong personal attributes you bring to the position.
Faculty search committees tend to over-emphasize

quantitative metrics such as journal impact factor and
engage in other practices that have been shown to be
biased against individuals whose education and career
trajectory has not benefitted from being in a well-funded
environment such as is typical of many R1 institutions
[26, 27]. In an effort to eradicate this unconscious bias
search committee practices are being revised [28]. These
include the adoption of a common evaluation rubric that
emphasizes a criterion-based approach that supports
equitable evaluation of candidates. The various

components of the application dossier – cover letter,
statement of teaching philosophy, and statement of com-
mitment to diversity – provide the opportunity to per-
sonify your cv, and showcasing your successes in their
proper context.

Diving in
There is no magic number for how many faculty posi-
tions one should apply for. Applying to too many can
leave you exhausted and frustrated, especially if “No” let-
ters – or, even worse, no response whatsoever to your
application – begin piling early on. Applying to too few
may deprive you of opportunities of weighting your op-
tions once the invitations begin to come in. Following
the steps outlined in the previous sections is one way in
which you can be strategic and selective. Focus on posi-
tions that you are truly passionate about, and let your
passion be reflected in your application. Make allow-
ances for a few “low-stakes” positions, maybe not your
clear number 1 choices should it come decision time,
but ones for which you feel your qualifications clearly
exceed the expectations and there is a reasonable chance
you are invited for interview. Going through the inter-
view experience is valuable and will help you better pre-
pare for the high stakes choices on your list. Consider
that institutions take different approaches to the inter-
view process so beware of becoming over-confident after
one “successful” interview as the process may be quite
different. Go to each interview with an open mind. We
have seen a successful “low stakes” interview lead to a vi-
able offer and a successful career. Don’t decide in ad-
vance which target institutions are your ideal; during the
application and interview process, your opinions may
change.
One common, and completely avoidable mistake made

by many job prospects is to generate a single set of ap-
plication material (cover letter, statement of research
interest, etc) for all job applications and only change the
recipient’s name. It’s inevitable, and glaringly obvious to
the experienced eyes of search committee members, that
such an approach leads to the presentation of material
that is only remotely relevant, or not at all, to the pos-
ition being applied for. For example, stating in the cover
letter “I have always wanted to live in a major city” will
not impress the RII in a rural setting. Neither will a
cover letter that only describes your research interests
impress a department where teaching is an expectation.
Each application should be personal and specific to the

position described in the advertisement. Ideally, you create
a boiler plate for each of the application documents de-
scribing your inalienable interests and qualities in a con-
text sufficiently flexible that allows personalization. The
responsibility of the search committee is not necessarily to
select the candidate with astronomical credentials and
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accomplishments, but rather to select a candidate that, in
their judgement, has the best chance to contribute to the
program and university’s goals while developing a success-
ful and satisfying career, and whom they see as a potential
future colleague.
Develop a thoughtful and methodical approach to the

application process. Start by reading the position adver-
tisement carefully and asking a close confidant to read it
as well. Is their understanding of the requirements and
expectations the same as yours? Do they see you thriving
in the position as well as you do? Next, study the institu-
tion, the department and its members. Can you discern
patterns – e.g., years to tenure, fate of graduate program
alumni, exemplary and steady leadership - that provide a
picture of what is it like to be a faculty member in that
department or program? As you begin the application
process, create a checklist that includes all the elements
of the application and key questions that you will need
to address. Throughout the application process, work
closely with your research advisor, peer and other men-
tors, and recommenders. They can offer valued critique
of your application material as well as of your incoming
job seminar, chalk talk or lecture. Early on, determine
who is able and willing to serve in this capacity.
Common elements of a job application include the

following:

(i) Cover letter
The cover letter should be brief and serve as a preview
of the detailed information presented in the main com-
ponents of your application, described below. Describe
your interest and qualifications for the position and,
more broadly, what attracts you about the institution
and your enthusiasm for being a member of their com-
munity. Briefly address the institution’s mission, vision,
strategic goals and values and how they influenced your
decision to apply. Self-serving statements, such as a de-
sire to be closer to your hometown, are not always
viewed favorably and should be avoided.

(ii) Research statement
This statement should include your past accomplish-
ments (briefly) and your future plans. Clearly indicate
the major focus of your proposed research program, in-
cluding significance of the work, specific aims and hy-
potheses, and potential funding sources. While this is
not the time to negotiate your start-up package, do men-
tion indispensable things you will need to succeed such
as specific equipment items and collaborators. As you
craft the statement, consider the interests and expertise
of your potential future colleagues, who should be en-
couraged to see you as a collaborator. Especially if stay-
ing in a field close to your current research, make clear

your plans to be independent, and not just a “postdoc at
a distance” from your present lab.

(iii) Teaching statement
This statement should be short and concise; one to two
pages unless otherwise instructed. Include teaching ex-
perience and training, building from and not simply re-
peating what is presented in your cv. Show that you have
thought about how to teach, and convey your teaching
philosophy and enthusiasm, commitment to student suc-
cess and academic excellence, and willingness to learn.
The latter is especially important if the advertisement
calls for teaching a particular subject matter or in a spe-
cific modality you do not have prior experience in. De-
scribing how you will address this potential shortcoming
will avoid speculation among search committee mem-
bers as to why you neglected to address a specific com-
ponent of the position description. Another strategy for
strengthening your teaching statement is to look at the
current department course offerings; if you can develop
a new course in your area of expertise that is not cur-
rently available, and you can describe how it would
strengthen the curriculum, that is a plus.

(iv) Diversity and inclusion statement
As for the teaching statement, this statement should in-
clude a brief description of your past efforts and future
activities in which you anticipate being involved. Indicate
your knowledge of, enthusiasm and commitment to di-
versity and inclusion but do not propose to single-
handedly fix all the problems or overstate your feats.
Examine the institutional efforts and priorities in this
critical area; be genuine in describing how you see your-
self advancing the values and goals of the institution you
are applying to. Do not let your race or ethnicity be the
singular factor by which your candidacy will be
evaluated.

Preparing for the interview process
Several months can go by before you are contacted for
an interview. In many respects, the interview process is
the most critical period of the job search and involves at
least two or three stages, both virtual and in-person,
over a period of months.

(i) Screening interview
An invitation for a screening interview indicates you are
now in the “long short list”, roughly the 10–20% of can-
didates at the top of the applicant pool. While the odds
of landing the coveted position has improved signifi-
cantly, this is not the time to let the guard down.
Screening interviews are almost always virtual, generally
brief (approximately 30 min), include only the search
committee members, and are well scripted. Committee
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members will take turns asking the same defined set of
questions they will ask all candidates. Carefully read the
invitation and prepare to answer the obvious questions,
such as why the position is attractive to you. You must
be able to describe your current research, future re-
search plans (including demonstrating your independ-
ence and plans to obtain research funding), describe
your experience and qualifications for future teaching,
and diversity/inclusion promotion. The opportunity to
sell your candidacy must be done within the context of
their questions. Once the committee members ask their
scripted questions, they will allow time for you to ask
questions. While you should have a few questions ready
that indicate your familiarity and interest in the position
(e.g., availability of shared resources, interest in meeting
specific faculty on a possible future visit), time may only
allow for one or two question. Thus, it is important you
not only identify the most critical question you need an-
swered, but that you also avoid long and rambling an-
swers to their questions as this will only take away time
from your Q&A period. Follow-up questions to their
questions is a good way to demonstrate your interest in
the position and to begin building connectedness with
the committee members. Questions about start-up, la-
boratory space, salary, and quality of life in the locale are
not appropriate at this stage.

(ii) Finalist (formal) interview
Historically the formal interview has been on-campus,
but at the time of this writing many institutions are con-
ducting strictly virtual interviews. Get the logistics in ad-
vance and know what you will need prepared (and how
long each should be): formal seminar, chalk talk, lecture
presentation, and the people you will meet. Make a list
of what you need to see, e.g., lab space, shared/core facil-
ities, and additional people to talk to. This should in-
clude junior faculty, whom you should ask about their
starting experiences, and graduate students, who gener-
ally speak with unvarnished and unapologetic candor.
You will play the role of interviewee and interviewer –
you should ask as many questions of them as they will
ask of you. Admittedly, the in-person interview can be
an exhausting experience that often involves one to 3
days of back-to-back meetings and talks with you as the
main attraction – a marathon version of speed dating.
You must be prepared for this test of your stamina and
maintain an even-keel level of enthusiasm and interest
in the work and opinions of everyone you meet. This
task will be less onerous for the well-prepared: those
that have gathered information, such as research and
teaching interests, years and position at the institution,
for everyone listed in the interview agenda. Be prepared
to be in command of the conversations, this will not
only mitigate anticipatory anxiety but also contribute to

a most productive experience. Remember, everyone who
meets you is an interviewer, so engage positively with
students, staff, and local drivers (who may be students
or junior faculty).
In addition to learning about the people, their work

and experience at the institution, the facilities and the
program, you should walk away from the interview with
a general understanding of the policies, processes and
procedures that will govern the conditions of your ap-
pointment. Ask for documentation of promotion and an-
nual evaluation guidelines, department strategic plan, or
academic and research goals. Unless someone volunteers
to provide the information (or, it is not easily available
through a web search), you should avoid requesting spe-
cific information about salary, benefits, and vacation
time. It is also not the time to inquire about a position
for your partner or spouse. Lastly, once you have de-
parted, demonstrate your appreciation and continued
interest by sending a brief thank you note (email is fine!)
to everyone you met. You will make an indelible mark in
the search committee members and department chair if
you share your interview impressions – how you now
see yourself contributing to the department’s research
and teaching mission. Regarding the latter, you can men-
tion specific assignments in which you would be inter-
ested, especially if they complement and expand their
current course offerings.

(iii) Offer and site visit
Once you are offered a position, you may request, or be
offered, a second visit (or first, if the finalist interview
was conducted virtually) to further explore your options,
scrutinize facilities, examine and plan your lab and office
space, and check out the campus and vicinity, among
others. Though you may have been made a verbal offer
and the visit is informal, this is once again not the time
to let the guard down. Treat the visit as if the prospect
is still in the balance. By now you may have shared a
start-up list with the department chair or direct super-
visor; it is imperative that you satisfy your major equip-
ment needs by the end of the visit. By now you should
have also started negotiations regarding salary and, if ap-
plicable, a position for your partner or spouse.
Find out what recent new hires have received in salary

and start-up while keeping in mind that their research
and equipment needs may vary vastly from yours. You
don’t have to get the same package as the last hire, but
don’t go into a new job without access to the essential
equipment you’ll need to succeed. Salary is influenced
by several factors, including type of institution (e.g., pri-
vate versus public) and the local cost of living. You’ll
need more in New York or San Francisco than in a small
town in the Mid-West. It is helpful to know the range of
and mean salaries for your discipline in the type of
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institution and region and this information is available
through several sources [29, 30]. If your offer is at a pub-
lic institution, individual salary information is readily
available. Finally, ask what assistance the employer can
provide in identifying housing, school, house of worship,
employment for your spouse or partner if outside aca-
demia, etc.
Start-up packages at an RII can easily exceed several

hundred thousand and well into the $1–3 million range.
This seems very generous, but may have to cover renova-
tions, core facility use charges, staff salaries and student
stipends, your summer salary (for 9 month appointments)
and the purchase and maintenance of equipment, in
addition to the cost of reagents and expendable supplies.
As you discuss start up packages, make sure you know
what will have to be included as part of the package, any
restrictions or conditions that may apply, and how long
you will have to expend the funds. A three-year period is
typical.
There are many other elements to the site visit and offer

negotiation. For additional guidance, we refer you to the
article by Goldstein and Avasthi in this volume [31].

Navigating the transition
The period from accepting the offer to starting your new
faculty position can extend for several months. Some
schools may follow a somewhat scripted onboarding
plan that facilitates this transition. This plan may include
multiple individuals with assigned tasks – from the de-
partment administrator who sets up the start-up budget
and other employment forms, the department chair who
fosters development of personal and professional rela-
tionships with members of the department, university,
and community, to the associate dean or vice provost
who oversees the professional development framework.
More often, you will need to anticipate a strategy and
work with your contacts at the new institution as well as
with your professional network to effectuate an as seam-
less as possible transition. An early start to the process
of setting up your lab and becoming familiar with the
personnel and resources at your institution can go a long
way towards ensuring a productive and rewarding car-
eer. The following, while not intended to represent a
comprehensive list, are particularly important:

(i) Setting up the lab
If your research space will require renovations, work
with your university contact to begin them as soon as
possible. Depending on the extent and type of renova-
tions there may be multiple campus units and individ-
uals involved (e.g., architectural design, physical plant,
risk management) in addition to outside contractors in
the case of specialized equipment or needs. Ask your
chair or department administrator to identify a point

person for the project and communicate with them as
often as needed, at least once a week. You will need en-
gineering controls and certification for the space as well
as for your personnel if your work involves biohazards
and chemical hazards. You should ask to be provided
with the guidelines and regulations pertaining to your
type of research.
Your chair and department administrator, as well as

your new colleagues, can provide essential advice on se-
curing laboratory equipment and supplies. Many univer-
sities require at least two quotes from different suppliers
for the purchase of equipment above a certain price range.
Ask for information about the purchasing method at the
institution as well as vendors with whom they may have
contracts. If your lab space is undergoing renovation or
otherwise inaccessible, work with the department admin-
istrator to identify a safe space to store the equipment and
supplies, and ask to be notified every time a shipment ar-
rives. The article by Goldstein and Avasthi offers add-
itional advice on purchasing and excellent advice on
recruiting and onboarding lab personnel [31].

(ii) Workload and professional development
As discussed earlier, your responsibilities as a faculty
member will fall mostly into three categories – research,
teaching and advising, and service. The percentage of
the workload effort that is assigned to each of these cat-
egories varies from institution to institution, and from
year to year, and there is often room for negotiation. At
most RIIs, it is not uncommon for teaching and service
to be light the first year but expect these efforts to in-
crease. Your focus will be on getting the lab off the
ground and securing funding. If there will be a long
lead-time until your new lab and equipment are ready,
you might ask that this light load be delayed until your
second year. Develop a plan that allocates time propor-
tionally to your workload percentages, e.g., if service ac-
counts for 5% of your workload plan to dedicate
approximately 2 h per week. In addition, find out if your
institution offers some version of a junior leave – a se-
mester with reduced or no teaching prior to the tenure
review to provide focused time for research, publications
or grant proposal submission. Having this information
early on will better serve you in laying out a multi-year
strategy.

Conclusion
The transition to a faculty position is an ideal time to re-
fresh your mentoring network and cultivate sponsors
and collaborators. Announcing that you have secured a
faculty position is certainly newsworthy and is a vehicle
for creating new contacts on social networks. Ask the
department chair and new colleagues at your new insti-
tution to introduce you to the contact person in key
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offices such as sponsored programs and faculty profes-
sional development units. Most likely, you will meet
many of these individuals and the services they provide
at a new faculty orientation at the beginning of your em-
ployment. Avail yourself of resources that foster your
professional and personal growth and work with your
designated mentor (or, ideally, a personal board of advi-
sors [32]) in planning your immediate and long-term
goals.
New faculty who are PEERs or women, may find them-

selves being “solo” or one of the few faculty in the depart-
ment from their demographic. This may tempt the chair
to over-burden such faculty with service on multiple com-
mittees addressing diversity or inclusion, or to appoint
them to many committees to “diversify” those groups.
While service is required, as a junior faculty you will need
time to write grants, prepare for teaching, and do research.
If you are considering a department where you will be the
first from your group, make sure that the chair under-
stands that you will need protection from being assigned
too much committee work and that your mentoring needs
will differ from those of non-PEER and male colleagues.
A final bit of advice: Don’t get discouraged by rejection

letters or lack of response. These do not necessarily indi-
cate any lack of merit. Each department is likely hiring
only one new faculty at any time, and individual percep-
tions of how each candidate fits into the specific niche
to be filled generally outweigh any consideration of ab-
solute merit! Keep going until you find the position for
which you are right, and which is right for you.
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