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Start-up packages were once predominantly associated with research-intensive institutions. However, they are now
increasingly important for teaching-focused and primarily undergraduate institutions due to rising expectations

for research involvement. Effective negotiation for tenure-track start-up packages is essential for aligning the can-
didates’and institutions’interests and goals. Candidates must understand the various components of an offer, such
as start-up funds, teaching loads, research expectations, and tenure requirements, to negotiate terms that align

with their needs and goals. However, navigating these negotiations can be daunting, particularly for individuals

from historically underserved and excluded groups (HUE) in STEM fields who may lack access to supportive networks.
In this article, we aim to provide a detailed guide on how to negotiate an effective tenure-track start-up package. We
emphasize that this process can be beneficial for both the candidate and the institution, as it helps ensure that their
values and goals are aligned, ultimately increasing the chances of success for both parties. This article builds upon our
earlier publications and provides comprehensive guidance for negotiating strategies.
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Background

It is commonly recommended that candidates seek-
ing faculty positions should have a precise understand-
ing of the terms of the offer from an institution prior to
accepting the appointment. However, this objective can
be challenging to achieve as candidates may not possess
the requisite knowledge to negotiate a job offer’s various
elements and parameters [1, 2]. It is imperative for candi-
dates to be aware of the different components of an offer,
including start-up funds, teaching loads, research expec-
tations, and tenure requirements. Acquiring this knowl-
edge will empower the candidate to negotiate effectively
and obtain the start-up package that affords them the
resources, support, and autonomy necessary to thrive
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in their new role and be well on their way to securing
tenure.

One key element of a faculty job offer is the start-up
package. The startup package is a collection of resources
an institution provides an incoming faculty member to
start their research program. Start-up packages have tra-
ditionally been considered essential by research-intensive
institutions, given the focus on research among faculty.
However, these resources are also becoming increasingly
important for teaching-focused institutions and primar-
ily undergraduate institutions (PUIs). In today’s academic
environment, faculty members at PUIs are increasingly
expected to engage in research activities that involve
undergraduate students.

Institutions are best served by prioritizing the suc-
cess of their incoming faculty members. Therefore, they
should make every effort to provide clear and concise
information about the terms of an offer to ensure that
candidates are positioned to succeed in their new aca-
demic community. Unfortunately, candidates are often
left to navigate the terms and conditions of an offer inde-
pendently, which can be challenging and overwhelming.

Candidates with a supportive mentoring network are
more likely to receive the guidance they need to navigate
and negotiate a competitive startup package successfully.
Research suggests that people who belong to groups that
have been historically underserved and excluded (HUE)
in STEM fields have less access to such supportive net-
works compared to their well-represented peers [1, 2].
This mentoring gap disproportionately affects the abil-
ity of historically minoritized individuals in STEM to
negotiate a robust start-up package that will allow them
a strong start in academia, potentially further contribut-
ing to disparities in tenure success. In addition to men-
toring gaps, there is implicit bias that candidates face in
academia and during the hiring process, especially HUEs
[3-5]. Content that openly discusses the unwritten rules
of the academy and the degree to which an institution’s
investment (i.e., details of start-up package) impacts a
candidate’s chances for success can help close these men-
toring gaps.

Here we aim to build upon our previous publications,
which briefly mentioned job negotiation and start-up
packages as components of securing a faculty position
[6-8] titled "Accomplishing Career Transitions (ACT)
2019: Professional Development for Postdocs and Ten-
ure-track Junior Faculty in the Biomedical Sciences",
which was published by the American Society for Cell
Biology (ASCB) in 2021 [8]. Although the NIH/NIGMS
Innovative Programs to Enhance Research Training
funded ACT program, a professional development pro-
gram established and managed by the ASCB, aims to
provide support to HUE postdocs and tenure-track
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junior faculty in STEM fields, the principles discussed
in this article are broadly applicable to all and are geared
towards individuals who have landed their first faculty
position and those who have decided to move institu-
tions into new faculty appointments. We aim to promote
open discussions about effective negotiation strategies
for tenure-track start-up packages. By doing so, we hope
to emphasize this negotiation as an opportunity for both
the faculty candidate and the institution to ensure that
their values and goals align with one another.

Overview of how to negotiate a job offer: the offer
negotiation process

While the exact negotiation process often varies depend-
ing on the institution, it will likely involve a combination
of verbal (in-person, phone, or videoconference) and
written communications, both informal (e-mail) and for-
mal (revisions to the offer letter).

Generally, the offer letter will not arrive unannounced
but rather follow official communications clearly indi-
cating that the institution wishes to make an offer. These
communications between the candidate and the institu-
tion representative who has been charged with negotiat-
ing on the institution’s behalf in an official capacity. The
institution representative can be a department chair,
dean, or provost, depending on the size of the academic
institution. It is important to note that informal expres-
sions of optimism by a department member or the search
committee chair regarding an individual’s fit for the
department and institution do not guarantee a job offer.

During the communications that precede the arrival of
the offer letter, the institution’s representative will want
to ascertain the elements needed to make the candidate
a competitive offer in writing. During these conversa-
tions, it is important that the candidate share what are
the parameters they would ideally want included in the
offer letter. It is unlikely that the institution will be able
to include all items in the candidate’s wish list. The candi-
date should therefore consider selecting one to three top-
priority items to negotiate and expect that some, but not
all, of the requests will be granted. This is where negotia-
tion ensues. For this reason, it is normal and acceptable
to request revisions to an offer letter before signing—it is
not unusual for an offer to go through two or three drafts
before it is accepted. This will ensure that the offer letter
reflects the needs of the candidate and what they need to
be set up for success in their faculty position. Candidates
should be professional and always negotiate respect-
fully, truthfully, and in good faith. Candidates should be
prepared to provide clear, solid scientific or professional
justification for what they request, including the reason-
ing behind counteroffers. Candidates should also prepare
to ask insightful questions that can help inform their



Caromile and Segarra BMC Proceedings (2024) 18:29

decision-making. This is where preparing for negotiating
becomes most important.

If the candidate has competing offers at hand, they
can request their interlocutor (chair, dean, or provost—
authorized institutional representative) to match the
offers if they are better in terms of salary, start-up money;,
or other benefits of interest. In these cases, the candidate
should be prepared to provide copies of competing offers
as requested.

Throughout the process, a number of resources exist for
getting advice on job negotiations, such as Future/New
PI Slack channels (https://futurepislack.wordpress.com/;
https://newpislack.wordpress.com/), university career ser-
vices (some of which have open access content online),
colleagues in the candidate’s same fellowship or profes-
sional development program, and scientific societies.
Publications such as books [12] and articles containing
case studies or advice (https://medium.com/@jasoncorso/
how-to-negotiate-your-first-faculty-job-offer-852beed1dd
73; https://bmatb.medium.com/negotiating-faculty-jobs-
7b3b0d88aec3; https://www.niehlab.com/getting-a-facul
ty-job; https://hbr.org/2014/04/15-rules-for-negotiating-
a-job-offer) will likely be useful as well.

Prepare for the process: doing the homework

It is helpful for the candidate to have an idea of whether
the items on their wish list are within reach at the insti-
tution of interest. For example, if the amount of start-up
funds they would like is 4 or 5 times what is usually given
to incoming faculty, it would be unrealistic to expect the
institution to automatically grant the requested funds
without trying to negotiate a lower amount. In this way, it
will be important for the candidate to do their homework
or research the expected or reasonable values for the fac-
ulty position and institution being considered.

There are additional benefits to the candidate prepar-
ing the needed inventory of laboratory equipment well
before the interview. For example, having this list would
enable them to appraise the department’s resources—for
instance, during a tour—and preliminarily assess what
needs may need to be addressed during the negotiation.

While some institutions include the salary range in the
faculty job announcement, this is not common practice.
There are several resources available online that you can
use to estimate these values. For example, data reports
from the Faculty Compensation Survey administered
by the American Association of University Professors
(AAUP) are available on the AAUP website (https://www.
aaup.org/our-work/research/FCS). Moreover, if you are
interested in faculty salary information from public insti-
tutions, those are readily available open access on many
sites online. Faculty candidates are rarely asked to name
a desired salary as part of their wish list, so preparing
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to name a number is likely not necessary. As part of the
negotiations, candidates can request an increase in salary
from the initial draft offer if they have clear professional
and/or personal justification. At the same time, institu-
tions may have constraints that prevent them from offer-
ing higher salaries (e.g., internal pay equity rules; salary
bands created by statute, in the case of public schools).
Sometimes, candidates can negotiate a one-time signing
bonus (4-5 figures) in lieu of a higher salary. A higher
base salary is more desirable than a one-time bonus, but
institutions may be more able to provide the latter than
the former.

Another consideration is that compensation and ben-
efits can come in many forms. These, too, can be negoti-
ated. For example, other forms of compensation include
tuition reimbursement, daycare, and professional devel-
opment funds. Be flexible when considering these ele-
ments as part of what you are negotiating. Part of doing
your homework is to think about to what extent you are
willing to include this as part of the negotiation process.

Depending on the institution, especially those focus-
ing on teaching, overload pay for accepting additional
teaching responsibilities during a term might be avail-
able. Candidates should consider this type of oppor-
tunity carefully, as taking on too many responsibilities
can be overwhelming, especially for a brand-new fac-
ulty member. It is essential to ensure that the quality of
instruction and the commitment to primary employment
obligations are not compromised when accepting addi-
tional responsibilities.

Finally, it is important for the candidate to carefully
read the faculty handbook and the appropriate guide-
lines (departmental, school, or disciplinary) related to
tenure and promotion. If you have a joint appointment,
you must understand how you will be evaluated and if
the same guidelines apply to each department. A clear
understanding of these guidelines will help you ask for
everything you need to succeed.

There is no one-size-fits-all start-up package

While every start-up package aims to provide a tenure-
track faculty member with the necessary resources to
succeed in their research program, there is no one-
size-fits-all approach to creating such a package. The
resources offered must align with the individual’s vision
for their research program. These resources should not
only help them publish their first few scientific papers
but also generate data that fosters new ideas and serves
as preliminary data to obtain external funds to sustain
research beyond the end of the start-up resources. This
highlights the importance of a candidate’s well-defined
vision and goals for their future research program. The
better defined their vision and goals, the better position
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they will be in to advocate for the resources they need to
meet these goals. Therefore, it is important for candidates
to start creating their vision as early as possible.

Start preparing early: inventorying and listing

the resources needed

Concurrent with creating a vision for your research pro-
gram, you should be building a detailed list of what you
will need to achieve it—from instruments and consuma-
bles to space and collaborators. It is recommended to
start building this list early. This list should be specific
and include suppliers and catalog numbers if there are
strong preferences, especially when related to major or
specialized equipment (e.g., microscopes, mass specs),
allowing for time savings in the future and facilitat-
ing access to all that is needed. If your list also includes
estimated prices, the total of these needs can be added
to generate an estimated dollar amount to get your lab
up and running. Please keep in mind that once an offer
is made, the institution will likely ask for a list of instru-
mentation and materials that are needed. Table 1 lists
items and areas that can be negotiated as part of a start-
up package for the reader to consider. Additional consid-
erations can be found in relevant articles published in the
previous BMC ASCB ACT Proceedings issue [6, 7, 9, 10].

If there are non-negotiables, respect them and use them

as a way to better understand the institution

The individual negotiating on behalf of the institution
might mention area(s) that are non-negotiable areas. In
these cases, they will offer a rationale for these being non-
negotiables. The candidate might have non-negotiables
as well. If the institution discloses non-negotiables, this
might be a good time for the candidate to disclose theirs.
If the institution does not offer a rationale for the non-
negotiables, it is acceptable to ask follow-up questions
to reach a better understanding of what the institution’s
limitations are. If you have non-negotiables, you might
expect the institution representative to ask follow-up
questions to understand your situation or needs better.

Getting it in writing

When considering a job offer, verifying its legitimacy is
a critical step that necessitates careful consideration. The
only credible evidence of a job offer is an official, signed,
written document that unambiguously defines the terms
of the appointment, such as those summarized in Table 1.
By taking these measures, an individual can ensure that
they clearly understand the terms and conditions of their
employment. Everything must be negotiated to the can-
didate’s satisfaction and be included in the offer letter
before signing. Once the offer letter has been signed, the
candidate’s leverage evaporates.
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Body language and tone

While negotiation conversations can occur on the phone,
it is becoming more common to have them through video
conferencing. In these situations, experienced nego-
tiators can interpret body language and utilize this as a
source of information during negotiations. While body
language can vary depending on an individual’s identity
and culture, once you understand someone’s baseline
behaviors, it is possible to gauge how your requests and
ideas are being received [11]. If the conversation is over
the phone, similar information may be obtained by pay-
ing close attention to someone’s tone—word choices, vol-
ume, and speed. The candidate should pay attention to
the way the negotiation is handled by the institution and
its representative. For example, was the process handled
with respect and intentionality? This is information that
can be used by the candidate to inform their decision of
whether to accept the offer or not.

Making a decision

Accepting an offer

Job offers from academic institutions are increasingly
being presented as legally binding contracts. These con-
tracts contain detailed information about the job, includ-
ing language related to promotions, background checks,
appointments, and employment eligibility. There are
many examples available online. If an individual accepts
such an offer, they must consider the reasons behind the
decision, weigh the options carefully, and ensure that the
decision aligns with their career goals. Before signing and
submitting the document to the employing institution,
the candidate needs to review and confirm all the terms
and conditions offered in the contract. If there are details
from the negotiations that were overlooked, the can-
didate can ask to continue the conversation and ask for
changes or revisions to the letter. If the applicant would
like to accept an offer, it is recommended that this is done
by phone and then followed up with the signed contract
to confirm their decision. It is vital to note that once the
contract is signed, the candidate is ethically obligated to
fulfill their commitment under the agreed-upon terms.
Additional resources can be found in books that focus on
academic job search [12] and those that discuss specific
considerations for scientists [13].

Declining an offer

Declining a job offer is a task that requires a level of
finesse and is an essential skill to learn. It is critical to
maintain good relationships and avoid burning bridges.
Various reasons may warrant the rejection of an offer.
These include the position being unsuitable or not a
good fit, an inadequate compensation package, life
changes, a red flag being raised during the negotiation,



Page 5 of 11

(2024) 18:29

Caromile and Segarra BMC Proceedings

|9AR1Y AJ1BJOYDS JO (PRIYJaA0 BUIpN|DUI) JE1S Se ydNns [puuosiad
241y 01 Pasn g Aewl ASUOWUI SIY3 ‘SUOIINLISUI SAISUSIUI-YDIe3Sal 1y

$354N0D [B1UYI3] pUe ‘|9ARI Allejoyds ‘diysiag
-WaW A13120s apn|pul Ajjensn Ing AieA ued SalIANDe Jd PaMO|Y

PRJ3A0D 3 ||IM AJejes Jauwins moy Aj2ads osje

pInoys 3 ‘pouad dn-1eis ay3 Jaye siuelb woly J9A0d1 01
pa12adxa ale A3y Alejes s Jaquiaul A1ndey Y1 Jo abr1UadIad 1eyM
21e|ndns pjNOYs 19113] 1240 U. ‘SUOIINISUI SAISUSIUI-YDIe3$3) 104
1usuhulodde

AYNde YIuoW-7 | 10 -0 | -6 e Jay1aym uo buipuadap AieA |jipn

4152191Ul JO UONNISUI Y3 1

151X S92IN0S3J JUSWRdURAPE pUR Buliolusw A1jndey) J9Y10 1eYAA
311y M3U 31 JO JUSWISOURADE 434D 33 Ul 9|0l JI9Y1 SI 1BYAA
(uasoyd

SI9CWISW 9911 U0 BULIOIUSW JO SI0IUSW A} |NDk) 9531 1e MOH
YdJeasal Joj pa1dalold awin sy Jo abejusdiad

S4153ds e aAeY 1sNW ASY1 Jo)SUeI] 01 S1URID SWOS 104 "SaIAIDR
uelb ||y|ny 01 Wil Bulydeal 1IN0 AN IO SIsE[aI 95IN0D 21e110HAU
U91JO UBD A3Y3 ‘51503 12241pUl Pa1BIDOSSE JIoyl pue buipuny ul
S19JSUeJ] D1EPIPULD SY UBYM ‘UoIN1ISUl dY1 uo Buipuadag

A} n2ey 1oy saulepInb [pruswedaq 10

UOIIN1ISUI 31 4O} joogpuey Ande4 8yl UO punoy aq Aoy |jIm
UOIIBLULOMUI SIU1 JO SUIOS "$9111]1GISUOdSa) 93IAISS [PULIO) pUE
[BULIOJUI JO 2Jeys 31euoilodoldsip e wiopad uayo sdnoib diu
-U19 pue [e2e) pazi[eulbiew JO SI9QUUSUL PUB USWOM 3SNed3q
Ajje1>adsa ‘Bunum ul 9AeY 01 |NJISN |13 a1e A} Ndey Jolun( o} suoly
-e109dx@ [eJ9usb INQ 42O U Ul |1e19P Ul INO P3||9ds 3¢ 01 SanNp
9DIAIDS J0J D18 S 3| (DAL YDIYM pUR ‘9D1AIDS YN moy Ueak 1ad
S955e|D 91eNpRIDISPUN pUR 31enpelb Auew moy “6:9) JIAISS pue
Buiyoeal 10§ SUOILIDAAXD [RI2USD BU1 SUIIINO PINOYS IS0 YL

POMBUSI SI 1l U310 MOY| JO USyMm pue
1uawiuiodde emul aya st buoj moy Ajioads pinoys Jayo ay |
9AI9231 NOA AJe[eS 95BQ YdNUI MOY 12948 ||IM SWID1 953Y| |

punoib
9Y1 JJO pue panels s199(01d Yd1easal 196 01 papasu spund

SasUadXe 1uaWdOoDASP |euoIssaj0id JO A1D1IBA SPIM B 10} ASUOW
dn-1ie3s A1euo112125Ip J1I9Y1 9sn Ued A1nJey Jolun( 'sased asayl Uj

‘Aouow dn-1els wouy Aj91eledas 1IN0 UY0IQ Aj[eNsn 10U dJe spuny

HCQEQo_w>wU _mco_mm&QQ \mco_ujuzmc_ SAISUSIU| YdJeasay 1Y
005°2$-005$ Jo 9bues ayx ul g ued pue

u_u:qum\COEDHEmE 2Je spund’s Alloe (d 10} Jeak yoes spunyj
A1N2e} J240 SDWINSUWOS UBD SUOINMISU| d1enpelbiapun Ajueuwd

J9113] J9H0 Sy Ul pa1sl| 99 PINOYs 1 1eak Jod Jaguuisw
A1 noey ay1 Aed 01 s9316€ UOIINIIASUL U 1Byl JUNOWER 941 S SIY |

3]ge|IRAR S92IN0S3I JUSWSDURAPE
[RUORIPPE 2ARY ABUU SUOIINIIISU| 'SSIDNS S 2414 M3U Y3 30ed ]

UBD S[ENPIAIPUI 9594 "991IWWOD BULIOIUSW JO JojuaW AN
-8} B Y1IM S211Y 32BJ3-2INUSY MU S3PIAOID UO[INIASUL U 'UYO

uoIININSUI 9Y1 UO Bulpusdap AleA ||Im paidadxe Jo

/pue palinbal 921A19s pue ‘Bulydes) ‘Yo1easal Jo Junowe ay |
9DIAISS PUB ‘BUIYDLI) 'YdIeasal —sa1IANDR JO sadA)

2102 22143 Ul 96ebUD 01 pa1dadxa aie A} Ndey ydeil-2INuUa) 1SON

syusuiulodde Yuow-z | 10 -0 | -6 99 ued Asy}
‘3|dwiexa 104 "SWi31 JUI3IP dARY Ued sjuswiulodde Ayndeq

Juawdinba pue sjeusiew yoiessay

spun4 (gd) JuawdopAaa( [UOISSJOId

Ked 10 Klejes aseq
AINOW

S92IN0SaY JUsW=dURAPY

2DIA

-135 pue ‘buiyoes) ‘yoiessal isaljiqisuodsal 210 jo uoniodoid

pOLIad 82IAISS JO 1DeIU0D)
INJWLNIOddY

suolleIapISuU0)

uondudsaqg

Hulennobau Japisuod ued NoA 1eyy abexded dniiels pue Jayo qol A3ndey yde.1-ainudl e JO SIUSWS(g L djgeL



Page 6 of 11

(2024) 18:29

Caromile and Segarra BMC Proceedings

way1 bupogybisu saoujo

9ABY 0} snoabejueApe 3q 1ybiw yuswedap sy U s19ad 10 si0)
-eJ0Qe||0D [elIUSlCd JO UoNEdo| sndwed 3yl bulspisuo) 3|gen
-0bau s11ey) 10adse ue aq 1ybiw (s)adeds ge| ayi 01 10adsal Yim
(5)92L40 943 JO UONILDO| 3Y ] "9ARY 0} SPISU S1ePIPURD 343

ge| e Jo big Moy Jo eapl ue aaey 01 djay ||Im 11 ‘obels Siy1 1y

Juswdinba ge| apn|oul os|e ybiw 2191 paIols

sn|dins 8y papaau Se SIL) 01 SS3DI. J0J XSe UeD NOA "PaJ01s 8]
1YBIW $32IN0S3J pue INYUINS SN|AINS 4aYM 3SNOYIeM e 0}
SS922E 9ABY US1JO SUOIINIISUL ‘P3MIWI| 4B SPUNJ §| ‘PIPI3U
2IN}luINg 9140 3seydind 01 NOA Joj spuny ag ybIw 312yl pue
2IN3IUIN DO LYIIM SUIOD P|NOYS 30O 3y ‘papn|dul Jo 3|ge
-|leAe 9q 0 A|2¥1|UN 34 S12YD4eaS) JUSPNIS dlenpelbiapun 1oy
s92eds 92440 ‘|Nd P 1P §| "SISGUISU GB| JISY] SB ||9M SE JaqUdaw
A}noey Y3 4oy 2edS 3DLJO O} SS9 SPN|DUI PINOYS Ja0 Y|

9oeds 200
uonisod b bundadip

123D SUI22U02 220dS 21021pnfpb 01 UD|d PINOYS 3UO OU 05 ‘PaUbIS S| J3JJ0 Y1 SO LUOOS SD $21010dDA 3bDIaAS] JiaY | 130 up bulubis 340439 paau Aayl a30ds ay3 Joj Ajwuy 1nq Ajaajod aipiobau pinoys saippipub)

$5922NS 2INSUS 01 PIPI3U S|
SuswaJinbal uonowoid pue a1Nua) BuIaW 01 129dSaI YlM S|
91BPIPURD Y1 2I9YM JO JUSUISSISSE D1ISI[eal B pue uoiow

-04d pue 2INU) IO} SAUIRPIND [BUOIIN1ASUI SY1 JO SBPajMOUY

110449 JO JUNOWIE 3|qRIDPISUOD B SaiINbas 18yl NOA Yiim

Aauouwl 1ueib buiburig a1e NoA Jl 9seaja e 1oj bupise Japisuo) “bul
-U2ea} S| UoINIISUI 93 JO SND0J Y1 1Yl USAID ‘U0 A|Jea asea)al
Bulyoea] e 10y 3Se 01 152493UI 1597 JNOA Ul 9 10U 1YDIuW 1l ‘|Nd B 18 |

UOIINASUI 243 18 1k 151y
J1I943 BULINP saiNp 921A19s Woly 1dwiaxa Ajjensn a1e A}ndey maN

suonenobau ayi Jo 1ed se

uolsin0Id U913e| B3 J0J S UBD SS1epIpURD) Jaquiaw A1jndey oyl Aq
A]21Ua paule1al 1o |00Yds ay1 Ag ,paxel, 1o pawlie|dal s|

Aduow dn-1ie1s pasnun Jayiaym Aydads pjnoys Jayo ay |
9|genobau s awil siy| s1eak G 01 4|jews aq 1ybiuw spuny
dn-1ie1s 219y SUOINIISUL J9|[eWS 18 Jeak | woi) abuel ued |

2Inua) Joj dn awod Aoy}

Y2IYM YIM 2UljaUl} 94l 2Ulwia1ap 03 uonisod ayi ul aq 1ybiw
SI3qWIRW A1|N2BY ‘2INUR) INOYIIM JSLIOUE 0} UOIINUISUI SUO WO
SI9JSUBJ) J9QUIDW AJNJBJ B USYM ‘S9OURISWINDIID Ul Japun

11e3s BUOIIS B YDJeasal 1oy} 9AID 0} dUf) 210w dARY O}
Buiyoeal Jo 10 awll ANg 1O 9589ja4 3SINOD B 31e110HaU ued Ayn
-Dej ‘peo| Buiydeal 9|qeIspISU0d B S| 2J941 2I3YM SUOINIISUL 1Y

Buisiape diusp
-BJR PUB YIOM 931HWWOD Se YdNS $a1H|IGISUodsal 9119 WO
SI9QUIBW AYNdey S1dWaXa UOINUISUL 34l YdIym Buunp sl ay |

$324n0sa1 dn-1Je1s asn 01 UoKNISUl oyl \AQ uanIb SWll]

3S1L43dX3 JI4ILNIIDS ANV LNIWdIND3 ‘IDVdS

MIIAB] 2INUY 01 dWII|

9seajas buiydes|

95e9|al 9DIAISS

$92In0sal dn-1Je1s puads 03 awi|
JNIL

suoIRIBPISUOD)

uondudsaqg

(panunuod) L ajqey



Page 7 of 11

(2024) 18:29

Caromile and Segarra BMC Proceedings

suodsal pue Alejes 91e[10baU 01 9bpaMmouy 1eyl
95N pue ‘sjeob suonNINSUl 9yl uo 1oedwi [enusiod sy Jo bul
-puURISIOPUN JI9Y} 91EDIUNWWIOD 0} 3|ge 3] P|NoYs A3y | Juaw
-1Jedap 9y UIYIM 92JN0S34 1eY1 JOJ PUBLISP IO SN[eA 841 UDIeasal
p|NOYs a1epipued 8y} ‘sanbes)|0d 419yl AQ 92IN0Sal B Se PIMBIA

99 ued 1ey1 9514adxa 40 s||1ys wuawdinbs sey s1epipued e J|

Jaguwiaw A1jndej Mau 3yl 01 3|ge|ieAR SI 1eY1 Sey

uonNIISUl 3y 1eyl 1uswdinba ge| snidins aq 1ybiw 219y
91e1106au Jo/pue ue|d

NOA Se JunNoJde 01Ul el 01 UOIIBULIOMUI SIY3 3sanbal ued nok 1o
sabedgam J19y1 uo uawWdINba Jo 15| e 350d 1YBIU SUOIINIISU| *SISI
-U3I$ Se Ulel} A3Y) Se 35N 0} SJU3PNIS J0J 3|ge|leAe pUB paJeys |
1uawdinba apeih-yd1easal 3yl JO 150U ‘S|Nd 1. ‘sawil} Auepy

UOIIR|IIUSA pue

1amod ‘ajdwiexa 1oy ‘saioeded arepdoidde ayy yum panyino aq
p|noys 9oeds 9y JUNOe 01Ul USR] aJe Juswdinbs asnoy 01
9oeds Joj spaau pazijepads eyl INsUS PINOYS 31epIpued ay |

SOA[RSWDY)
Ked 01 padioy a1e A3y1 I dN-11e1s SJaquisUl A}ndey 3yl Uo ulelp
Jofewl e g ued sasuadxe asay] (sa4niea} bupdo|g-1ybi| 1o Buius
-dwep-uoneiqgiA |[eIsul 03 10 JUsWNIISU| 96Je| e 91ePOWUIOdIE O}
“£9) SUOSEaI DYNUSIDS JO) AIBSSIISU 3G 01 SUOIBAOUSI IO}
UOWWIODUN JOU S| 1] "spuny dn-1Je1s s Jaguiawl A}ndej ay1 Jo

1NO SWOD 10U [|IM PUB UONISUI 9Y) AQ SUIOQ 9] [|IM YDIeasal

S, Joqulau A1jnJe) 9y 91BPOUILIOIIR O] PIPISU SUOIIRAOURI
92eds ge| Aue JO 51503 auj1 ey 91€15 A[1D1|dXS [|IM 91O 9yl ‘A||eap|
90eds ge| S Jaguaw A}Nde} 9yl JO (SI9quInuU WOoOI

oy1oads ‘A|geiajeid ‘pue) 96e100) a1eNbs spnjdul PINOYS 4940 ay |
wiay1 oy

papiroid 10U ale sadeds 90Ljo pa1edIpap Ji Ajjernadss ‘ge| oyl Jesu
AJUNWWOD P|ING Pue S|eawl 183 01 3Je|d B 01 SS9D8 dARY SI19q
-Wwaw gej eyl ueniodul os|e s| 1| "UoIe|lIuSA pue Jamod se yons
‘saioeded a1endoidde ay1 yum panyino st adeds gej ayl ainsu3

UOIINQLIIUOD [IDID0S PUE 3DUI)
-|92X DIWSPEIE JO UOISSIW JISU1 SASIYDE A[S1ewi|n pue Jusw
-UOJIAUD Bululea| aAioddns e 423504 ‘Ayndey pue syuspnis doy

10BI1R ‘Ydieasal nj1dedul 1oNpuod ‘uoiednpa Alljenb spiroid o)

way1 buligeus Aq sjeob s1ayy yoeas saisiaaiun djay Abojou
-UDa1 pue ‘san|12e} ‘9s114adxa Anoey ‘Buipuny se yans $32IN0say

wiayl aziw
-Ixew 03 bulAil Jo Aligissod syl s10|dxs pue s92INosal 950Y1 JO
35N SY1 YHM 30D 1B SIUIRIISUOD JO SUOIRHWI| 3Y1 INO puy O}
Swi} 1ea16 e S| 9w} UOIIeII0DBaN "0} SS9I0B SARY [[IM SISGWISW
qe| JI9Y) pue Jagquusul A3 ndej a3 1eY3 S3131|1D8) 210D UD1eaSal JO
19qWIinuU e 3¢ Aoy |]IM 919431 'SUOIINIASUI SAISUSIUI-YDIPSS3 1y

paUWI| 210w s 9deds Ydieasal a1aym ‘|nd e Je uondo
ue Jo 553 3¢ 1ybiw Juswdinba pazijepads asnoy 01 SWooi 1o}
UOIeII0B3N "WOOI PloD JO ‘WO 2IN3ND ||9D ‘Wo01 3d0dS0NIW Y

9oeds 9140 pajedIpap e Pasu JouU 1YBIW SIaqUaW ge| 3y3 0S
‘IS9P Yim awod ybiw adeds ge| 9y ‘weal Yo1easal Jlay) pue
ANk} 2y Joj 3deds ge| e 01 SS90 3PN|PUI PINOYS 12440 3y |

924n0sal dy1dads e BuLayO

S911l|1De) 210D I0/pue uswdinbs poieys 01 Sse2dy

SpPaau ydJeasal 1o Juswdinba pazijedads 1noK 1oy adeds

2oeds ge

suoljelapiIsuod)

uondudsag

(

panunuod) | ajqel



Page 8 of 11

(2024) 18:29

Caromile and Segarra BMC Proceedings

a|gernbaul Ajuiessadau Jou

2le (Juswnedap 9|buls B UIYIM UAS) STUNOWR dN-11e1S Ul S9DUIRHIP 0S ‘AU0jOd
asnow ab.e| e Yum 15113Usb e ueyl ASuow dn-1iels S| SPaauU A|o1| 1SILISYD
21uebIO DIIBYIUAS i "PISU DYIIUSIDS AQ USALIP 9q pINOYS paieilobau Junowle ay |
1591911 JO UOIINIISUI 91 18 sdN-1Ie1s JO an|eA 1ew

-Ixoidde ay3 aujuIR19p 01 21eDIISAAUL 01 ARY ||IM S1ePIPUED 3y} ‘Ssad0id uoly
-enobHau oY1 10) asedaid 01 J9pIo uj uonn1sul Iad AJen |jim Junouwle sbelane sy |

pleme ay1 Jo aseyd 00y ay1 buneainde 1oy uonipuodaid e s|

SIYJ "YD4easal 10y pa10310id 9q ||IM SWIL S I9quIDUL A} NJe) 3Y1 JO 046/ 1Yl Ja119)
1940 9Y1 Ul 1uswa1els e salinbal diysmoy|a) 00d/663 HIN Ul ‘9|dwexa o4 191
-13| JaJo Ue Ul passalppe aq pInoys 18yl siuswalinbai ey sdiysmol|a) swos
S2I1IAIIDE JUeIb ||Y[ny 01 SWil Bulydeal 1NO

ANQ 10 S3se3|2J 95IN0D 318130D3U U1 Ued AU ‘S1S0D 10341pUl PIIRIDOSSe

1191 pue Buipuny Ul SI9jSuell 1BPIPUED Yl USYM ‘UoIINIISUl 9yl uo bulpuadag

sypne uoljesusadwod Aynoej}

S,UOIINIASUI 9Y1 INOGE YSe Ued a1epipued ay3 ‘ssadoid uonenobau syl buung
abuel 9|grIINbS U 01 pasiel

2Je uonisod JIayy 1oy 3lewyouaq Alejes syl Mojaq 29 03 punoj A3noe4 ‘A1inba
2INSUD 0] SIeaA M) AISAS Salle[es A1ndey JIpNe O SUOIINIISUI JOj UOWILIOD S| 1|

aul|uo e1ep Alejes a|gejieAe ADijgnd Jo sanbes)

-|02 3|geabpamouy| 1| s92Inosas buisn Aiejes abeiane ayi a1ewixoidde 3snw
91epipued ay] dynads-uonniisul pue -auldidsip st uoinsanb siyl 01 Jamsue ay |
KJejes AJy1uow 194 ||Im ydIym

'SYIUOWI 7| 4001 ‘6 SB NS ‘SUiISY JUSISIP 9ARY UBD sjusuliulodde Aynoe4

JUSLIUOIIAUD UB UdNns BuiIeald 03 21nqIU0D UeD 1Y dYRUSIDS Jaguiaw
A1ndej e se uolssa1b0.d J23.1ed Oy [eIDNID S| JUSWUOIIAUS dAII0ddNs e buiney

y24eas ol J13y1 INOge 1IN0 puly 0 2I9M JosIAIdNS

JUS1IND 13U} JI S92UaNb3sU0) [eluSI0d dY3 JOPISUOD PINOYS S1epipued ay|
JosiAIadNs 19311 J1I9Y) Ueyl Jaylo

S92INOS WIOJJ SIS 9IUDID21 PUB YDRGPID) 34935 PUe A|[BIIUSPYUOD 1 1oNP
-u0d 01 43Ja1d Aew A3y3 1921sIp Yoieas qof J1ay1 daay 01 spaau a1epipued ayi §|

35I| 41243 102442d puB 3Uyl 01 ALY ||IM
A3U1 Wi 210W 3y} 'SP 11243 IN0Ge BUUIYI S1IRIS 1ePIPURD S JaI4ed ay |

o4
21e13063U pjNoys auo 3ey3 sabeded dn-11els 10j Junowe abeiaAe 3yl S 1Y

issan0id uonenobau ay1 buunp s321N0SaI ASOY3
9brIaA3| 159 | PINOYS MOY ‘UoIISOd Mau Aw 01 aW yum (s)1uelb e buuq | 4|

isieak any A1ans usddey Ajuo 1ybiw

suopowoid aouls Ajjepadss ‘Aem Ajuo ayi uopowold e s| jasealdul Aiejes e
Humab 10j suondo ayy aie 1eym ‘||am pazenobau 1usem Aiejes [eiiul syl 4|
Juawiedap dyidads e uj Alejes [eniul ayy

95e2J0U] 0} UOJIRIIOBAU J0) WO $21941 UBSW S|y} pjnoD) “uoiisod awes ay} 1o}
S31IB|RS JUDIDYIP JDHO AUSIDAIUN WS SY1 UIYIM SiusWLIedap Juaiayid

(buly 1e Aiejes 1aybiy e a1e110H3u
A|[ensn noA ued yonul moy ‘Ausisaiun (1eaud sa) d1jgnd e 4oy yiom noA J|

JauaulIedap 9yl YIM iy poob, JO .| e S| 2193 1 Joxealq [eap e U S|

124295 ssad0ud ydieas qol Aw daay | pjnoys

jabexped dn-1ieis Jiayy Ul
9pN|DUl 03 PaaU A3Y3 1eYM INOGE BUlyUIY] 1Ie1S 91ePIPUEBD 94l PINOYS USYAN

unowe dn-ueis

sjueID)

Aed 10 Alejes aseg
SINVHD ® AANOW

sajgenobau buiuyag

saduasajald yoieas qof buiuyag

spaau buluyag
NOILYHVd3dd

SUOI}eIIPISUOD)

uonsand

BUIRWI-UOISIDP 41243 LLIOJU| O} S1EPIPURD 10} SUOJIRIDPISUOD
dpIA0Id M ‘BI3H "SEOURISLINDIID S [BNPIAIPUL U3 03 Dy1dads S| 1amsue 1ybl sy ‘suolisanb asayy jo Auews Jo4 "uonenobau abeyded dniieis uo suonssnb payse Ajusnbai{ g ajqer



Page 9 of 11

(2024) 18:29

Caromile and Segarra BMC Proceedings

Jaguaw A3Nde) 9Y3 JO SPasu dY1 S1BIAS||B PUR 1SISSE O} AeMm e puy ||Im A3yl
'SS9D2NS JI9Y1 Ul PRISSAUI S| 1PY1 JUSWUOIIAUS SAIIoddNs e paulof sey Jagquisw
Ay ndey ay1 §| -9deds yons Joj paau oy Ayasnl 01 patedaid oG pjnoys Jaguisw
A)noey 8y “adeds [euonippe BuluR1GO Ul 9DURISISSE J0) JUSW1Iedap a1 JO
JIeYd Y1 ¥{Se PUE PUBLIWIOD JO UIBYD 34} MO||O} O} 3|GeSIAPE A|[ensn si 3|

$5930N5 J0j dN WY1 195 PUB WIAY1 3INIdJ O SJUBM UOIINY

-135Ul 343 18yl Buimous| ‘Aljuspyuod pue A|snoiobia a1enobau pinoys sazepipued)
*91EPIPURD 31 1Y O} SJUBM A|[BaJ JUSWIIRASP SY) ‘9peUl U] SBY IS0 UE J|
{S9NI]IGe JI9Y3 1SN 1SNW 31epipued ay |

JaqUIBaW A3Ndey e Ul 10) BUOO] S| UOIINIASUL 9Y1 1BYM JOU oM Aay3 I ssad0ud
uonediidde ay3 Ul Jej SIy1 3G 10U PINOM 31ePIPUED 31 1BY] JIGUUISWSI 0 A3 S1 1
92U9PYUOD yum aseyd uonenobau sy Jo3us 01 papasu sl uoneledald

1uasaid aq pjnoys bunepobau yum pableyd sey
UORNISUL 3U3 1eY) [BNPIAIPUL SU1 PUE 21BPIPUBD DY) “ISed] AI9A 3} 1Y

;adeds a1ow Humab Joj suondo ayi ale Jeym ‘ybnous
94 10U 01 INO PaUIN JO ||9M Paleiobau Lusem uoedo|e aeds [eriul ay3 §|

4o150dwir ue )|
Buljoa) INOYLUM 31e11063U 01 9DUSPYUOD 31 91eIausb NOA Op MOH

isbuneaw uonenobau bulnp ussaid g piNOYSs OYAA

3OVdS

9ouapyuod buidojprsg

ssadoud ay3 Jo Led ag piNoYs oY
SJIWVNAQ NOLLYILODAN

suoleIapISuU0)

uonsan)

(Panunuod) z 9jqey



Caromile and Segarra BMC Proceedings (2024) 18:29

or the reception of a more desirable offer. Regardless,
the employment opportunity must be declined gracefully
to preserve one’s reputation. Therefore, it is crucial to
approach the task of declining a job offer with a measure
of professionalism, tact, and diplomacy. Before declin-
ing an offer, it is essential to consider the reasons behind
the decision, weigh the options carefully, and ensure
that the decision aligns with one’s career goals. A well-
crafted email expressing gratitude for the consideration
and interest in the position should be written. The email
should also convey a polite and respectful tone while
stating the reasons for declining the offer. Candidates do
not have to provide a detailed explanation of why they
are declining an offer if they prefer not to do so. It is suf-
ficient to express gratitude for the offer and simply state
that another offer or opportunity proved to be a better fit.
Ultimately, the process should preserve the relationship
between the parties involved and demonstrate a com-
mitment to ethical and professional conduct. Additional
resources can be found in books that focus on faculty job
searches for scientists [14].

Conclusions and final remarks

As candidates get ready to negotiate the terms of their fac-
ulty position, it is worth remembering that this is also the
perfect opportunity to get to know their potential future
employer. The consideration, intentionality, and interest
they display in setting the candidate up for success is likely
a strong indicator of how they will be treated once they
are a faculty member there. If they are unable to secure a
start-up package that meets their basic needs and expec-
tations, being prepared to walk away will ultimately open
the door to finding an institution that is a better match.
In Table 2, we include a list of Frequently asked questions
on startup package negotiation. Additional resources that
will likely be useful when negotiating a job offer include
articles written by other scientists [15-27]. There are
other resources that highlight the institutional perspective
of the job search, including the negotiation process [28].
When it comes to negotiating the terms of a faculty posi-
tion, there are various effective strategies that can lead to
a positive outcome. Negotiations can help set up the new
faculty member for success, including the attainment of
tenure and promotion. However, it is important to note
that the candidate themselves are ultimately responsible
for selecting the details of the negotiation process that
are best suited to their needs. The skills developed during
the negotiation process can be useful throughout a faculty
member’s career progression [29].
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