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B y the time you receive your Ph.D. in 
clinical psychology, you have already 
cleared a number of impressive hur

dles. The exciting (and intimidating) fact is 
that, in many respects, all of those hurdles 
were cleared in the interest of overcoming 
chis next one: the job market. While there 
are many job opportunities for individuals 
with a Ph.D. in clinical psychology, the cur
rene arride provides advice chat is most rele
vant co chose who are (or expect to be) 
applying for a posicion in academia at the 
level of assistant professor. 

We were excited co have the opportunity 
in 1he Behavior TherapiJt co share resources 
for applying ro academic jobs in psychology, 
and co provide practical informacion and 
advice based on our own recent experiences. 
We note chat chis article is not intended co 
be a comprehensive lise of advice, or an al
ways-applicable reference for applying co 
academic positions. Rather, what foUows is 
a reflection of our shared knowledge from 
our recent experiences on the academic job 
market, discussions with coUeagues-rep
resenting a number of institutions includ
ing Binghamcon University, Brown 
University, Rutgers University, the 
University of Texas at Austin, and the 
University of Virginia-and our involve
ment on academic search committees. In 
the interest of providing a context for our 
experience, cwo of us (TIW and EMO ap
plied broadly co a range of settings, and cwo 
of us (CAS and ESS) applied narrowly to 

small liberal arcs/reaching-focused coUeges. 

Types of Academic Jobs 

high expectations for faculty scholarship or 
RFI settings in which reaching performance 
is a strong component of the tenure review. 
Thus, we use this distinction only as a gen
eral guideline as it pertains ro differences in 
the application/interview process. 

In general, che expeccarions for faculty 
vary as a funccion of type of setting. Both 
research and reaching are important ele
ments in the tenure requirements at RFis, 
bur reaching often rakes a secondary focus. 
Teaching requirements typically range from 
a l : 1 load (i.e., I course in the fall semester 
and I in the spring) co a 2:2. Of note, reach
ing at an RFI often includes clinical supervi
sion, and these institutions will likely be 
interested in what you can offer in this area 
(e.g., experience with specific therapeutic 
interventions or clinical populations). TFC 
tenure requirements focus more heavily on 
quality of teaching (with loads typically 
ranging from 2:2 co 4 :4), though they often 
expect professors co maintain an accive re
search program. 

When deciding co wh1ch type of acade
mic job you might apply, you should con
sider your fie with each of these types of 
positions based on your background and 
relative interest in research and teaching. 
Indeed, the few empirical studies ro mvesci
gare factors leading co successfuUy attaining 
an academic job found chat search commie
tees place highest emphasis on the fir be
tween che candidate's research and teaching 
expenences and the needs of the depart
ment (Landrum & Ournp, 2004; Sheehan, 
McDevitt, & Ross, 1998). Specifically, RFis 
place more emphasis on research fie and 
productivity and less emphas1s on ceachmg 
expenence than TFCs (Nalbone, 2011 ). 

Prepare Early for an Academic Job 

As early in your career as possible, you 
should Start to obtain the experiences chat 
will make you most competitive for an aca
demic job. Thus, independent reaching 
would be particularly helpful for TFC jobs, 
whereas the number and quality of publica
tions from independent research are critical 
for RFJ jobs. However, an exclusive focus on 
one domain will be to your disadvantage, as 
TFCs often expect applicants co maintain 
an accive research program and RFJs wane 
applicants ro demonstrate some facility 
with teaching. Puc simply: publish and gain 
inrltperuitnl teaching experience 1hrrJIIgho11t )OIIr 
graduate training. If independent reaching 
opportunities are not offered within your 
graduate training program it will be impor
tant co seek out ocher prospects for reach
ing, such as guest lecturing for classes in 
your department or adjuncc/lecrurer posi
tions at ocher institutions. Additionally, be 
aware chat you will likely have opportuni
ties co acquire adjunct or lecturer positions 
during a postdoctoral feUowship. lc has 
been our experience chat you do not need 
many independently caught courses co be 
successful on the market (our applications 
ranged from I co 3 courses), and at Rfls in 
particular, teaching an independent course 
may not be critical. 

If your department is hiring new faculty 
while you are in graduate school, make sure 
co attend the job calks of the applicants, stu
dent-applicant luncheons, teaching demos, 
ere. Take note of the applicants and calks 
chat were particularly compelling and what 
made them so. Also, ask your mentor or 
ocher faculty in the department if they are 
willing co discuss the qualities the depart
ment is loolong form an applicant and what 
has helped or hurt applicants' success. 

Resources in the Academic Job Hunt 

There are cwo types of resources you 
may find helpful: resources for finding acad
emic job posungs and resources for tips and 
advice on applications, job talks, and the 
like. The cwo best resources for academ1c 
job postmgs in psychology are the employ
ment ads on the webs1tes for the American 
Psycholog1cal Assoctat•on (APA, hrrp:// 
JObs.psyccareers.com/jobs) and Associauon 
for Psychological Science (APS; hccp:// 
www.psychologicalscience.org/index.php/e 
mployment). A psychology jobs wiki 
(http://psychjobsearch.w•kidoc.com) also 

Though somewhat oversimplified, rhe 
primary settings for academic jobs are re
search-focused institutions (Rfl) w1rh grad
uate programs in clinical psychology, 
reaching-focused colleges (TFQ, and acad
emic medical centers (AMQ.I We ac
knowledge char rhe disrincnon between 
RFI and TFC positions blurs m some m
srances, such as in TFC settings that hold 

1 We have llmtced expenence applying co AMC faculty po 1t1ons and thus refram from ofTenng spe-: 
ctfic advtce for chese ,ob applications. Though much of the broad advtce below wtll be applJCable 
co AMC Jobs, there are umque aspects co these posttions that are not addres~ here. 
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provides regularly updated information 

about job listings. This wiki can be particu
larly useful (albeit stressful) because ic is up
dated by users when chey have been offered 
interviews. You may also find poscings 

through che Association for Behavioral and 
Cognitive Therapies or Sociecy for a Science 
of Clinical Psychology Jist-serves. 

Regarding the application process, there 
is compelling information in a broad acade

mic wiki: http://academicjobs.wikia.com/ 
wiki/Academic_jobs_ Wiki. Of note, this 
wiki includes a lise of institutions where 

people have had memorable applicacion/in
cerview experiences (see "Universities co 

Fear" and "Universities co Love"). In addi
tion, cheprofessorisin.com, a recently estab
lished blog, and www.faculcydiversicy.org, 

an onJine mencoring community, both pro
vide valuable informacion devoted co the 

academic job search, preparation of applica
tion materials, and che interview process. 
Finally, there are existing articles and chap

ters chat focus on applying co academic jobs 
in psychology (e.g., Darley & Zanna, 2003; 

Huang-PoUock & Mikami, 2007; Snyder, 
2003). 

The Application Process 

The annual cycle of poscings for acade
mic job positions cypically begins in lace 
August or early September. Most jobs will 
be posted by the end of Occober, but the 

process may continue through J anuary or 
February. The jobs posted in August/ 
September typically have deadlines in early 
co mid-November, though some may be as 
early as che end of September or beginning of 
October. Though clich~. we feel compeUed 
co poinc ouc chat you are likely co underesti
mate how time-consuming the application 
p rocess is. H aving weU-organized and tar
geted materials for each posicion, preparing 
for interviews, and interviewing are all in
credibly time-intensive. We escimace chat 
applications require 10 co 20 hours/week 
over che course of several weeks, although 
this varies considerably depending on the 
number of applications you are submitting. 
Ic is impottant co recognize chat your pro
duccivicy in ocher domains will be compro
mised in the monchs during which you are 
applying for jobs. However, co reduce the 
cime burden, you can start preparing most 
of these materials in advance to jobs being 
posted (e.g., update your CV, develop re
search and teaching philosophy state

ments). 
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Deciding Where to Apply 

As we noted above, fit between your in
terests and the needs of the department is 
an important factor contributing co the suc
cess of your application. However, it is in 
your best interest to apply broadly rather 
than coo narrowly given chat you may never 
be sure exaccly what che search committee 
is looking for. For example, one of us re
ceived an interview for a posicion chat was 
advertised as "child-focused," despite the 
absence of a child-focused program of re
search. The department chair Iacer men
tioned that che overall qualicy of che 
applicant's research was substantially more 
imporcanc co the search committee chan 
having a child-focused research program. 
That said, some ocher searches will be much 
less Likely to consider applicants who do noc 
possess the qualities listed in the job post
ing. Thus, you will need co weigh the op
portunity cost associated with preparing 
and sending a given application (i.e., time 
spent working on chat application rather 
chan ocher applications or ocher things im
portant co you) against the likelihood and 
value of obtaining an interview or offer for 
chat particular job. 

Ocher important factors co consider 
when applying to academic jobs include 
whether you will be able to pursue your re
search agenda in chat setting, feasibility of 
securing external funding ac that institu
tion, and how well your academic record 
aligns with an assistant professorship at chat 
institution. To chis end, it can be beneficial 
co evaluate che CVs of junior faculty at chat 
institution or similar inscirucions, which are 
typically posted on the department's web
sire (e.g., H ow many publications are typi
cal? Do faculty have external funding and 
how much? Have most of the faculty com
pieced poscdoccoral training?). For institu
tions chat value research produccivity, it will 
be important chat your record demonstrates 
che ability to lead independent research, 
which is typically reflected by multiple first
author publications and/or procurement of 
grants. Additionally, teaching institutions 
will wane co see independencly taught 
courses with strong student evaluations. In 
shore, your fit with the institution, and your 
abilicy to articulate this in your cover letter, 
wiU be most important in determining 
whether you are ultimately successful in 
your application (Landrum & Clump, 
2004; Sheehan et al., 1998). 

Applying to "Open" Searches 

Some job poscings wiU advertise that it is 
for an "open" position rather than for a pro-

fessor ac a specific level (assistant, associate, 
or full). Many assistant-level applicants 
wonder whether they should apply for these 
open positions. The consensus advice from 
coUeagues on search commiccees for these 
open positions is co apply if che job is very 
desirable to you and/or if your background 
makes you a particularly good fit for the po
sicion, but be aware that you may be at a 
disadvantage compared co the ocher appli
cants with more established research pro

grams. 

Application Materials 

The materials requested as pare of your 
application are meant co provide a reflection 
of your academic record, and specifically to 
provide informacion to the commiccee re
garding your potencial match with the de
partment's needs (e.g., ability to 
successfully teach needed coursework and 
conduce publishable/fundable research in 
this setting). To this end, the typical appli
cation materials include a cover leccer, CV, 
research scacemenc, teaching statement, 
reprincs/preprincs, and three letters of rec
ommendation. Across seccings, your CV, 
cover leccer, and recommendations are 
likely co be weighted heavily. The relative 
imporcance of the research statement, 
teaching statement, and reprints are likely 
co vary depending on che seccing. Further, 
TFC poscings will also often request a 
teaching portfolio. Most postings will re
quest all of these materials, but some may 
not require one or more of these. 1-&u should 
send txactly the matnials that ha11t b«n re
quested. Our specific advice for each of the 
materials foUows. 

CQtler Letter 

Your cover letter should be 1 co 2 pages in 
length. Letters that exceed 2 pages run the 
risk chat sea.rch committee members will 
lose inceresc. Do not underestimate che im
portance of chis component of your applica
tion. The cover letter is your chance co 
introduce yourself co che search committee 
and is likely che first piece of your applica
tion chat committee members and ocher 
faculty will read. The two main goals of the 
eovtr /mer art (a) to promott yourst/f and (b) to 
tmphasiu your fit with the job. 

Many psychology job applicants indicate 
chat they find self-promotion difficult. We 
recommend being achievement-focused in 
your cover letter co effecrively self-promote 
wichouc sounding arrogant. For example, 
"In recognition of my independent re
search, I was awarded the X Award for 
Research ExceUence and the results have 



been published in well-regarded journals 
such as j ournal Y and Journal Z," is an 
achievement-focused, fact-based statement 
that highlights the accomplishments of the 
applicant. 

The cover letter is also your opponuniry 
co make explicit char you have researched 
the institution, the department, and the po
sicion. Be dear why you are interested in 
chis position (e.g., if you were a student at a 
similar TFC, considering pointing chat out 
here), and briefly describe what your plans 
(e.g., research program) would be for the 
appointment. Attention to detail is impor
tant; your cover letter should be composed 
on letterhead and formatted in a formal 
business/academic letter sryle with appro
priate margins, font, and font size. 

Research Statement 

The research statement is typically 2 to 3 
pages and should outline your research pro
gram with an emphasis on how your re
search firs together to provide a coherent 
body of work. You can mention publica
tions that resulted from your research pro
gram, as well as any research awards or 
grants you have received. You will also want 
to provide information about the direction 
you plan to take your research program in 
the future. 

When applying co institutions that em
phasize teaching or that have limited re
sources (either because of department size, 
location, or some other limiting factor), it 
will be important to identify in your re
search statement how your program of re
search will be successful within the given 
institution. For example, if a number of 
your publications include functional mag
netic resonance imaging (fMRI) and che set
ting does not provide access to fMRI 
facilities, your proposed workaround for 
chis issue should be clear. In addition, when 
applying co TFCs, be sure co note how your 
research program will (a) provide training 
opportunities for undergraduate srudenrs, 
(b) be successful in a setting without gradu
ate students, and (c) succeed with poten
tially limited access co clinical populations. 

Teaching Statement 

A rypical teaching statement is 1 to 2 
pages. This statement should emphasize 
how what you have done has contributed to 
your philosophy of reaching. Assume that 
everyone who is applying to this pos1tion (a) 
loves teaching, (b) thinks reaching is impor
tant, and (c) uses multimedia co illustrate 
difficult concepts. Thu statement should 
convey enthusiasm for reaching, mention 
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the classes you have taught, and list the 
classes you would be excited to teach (in
cluding those listed in the job posting, if 
qualified to teach them). Set your statement 
apart by conveying enthusiasm with con
crete examples of creative reaching strate
gies rather than flowery language. Of note, 
the previously mentioned blog has a focused 
entry on this topic (theprofessorisin.com; 
see Kelsky, 2011). 

Teaching Prwtfolio 

The reaching portfolio is intended to 
provide a summary of the data you have col
lected demonstrating your reaching compe
tency. Unless more specific information 
about the required components is included, 
the portfolio is comprised of a reaching 
statement (see above), a sample syllabus, 
course demographic informacion (i.e., what 
you have caught, where, when, enroUrnent 
numbers, ecc.), and a summary of student 
evaluations. Ideally, you should provide a 
sample syllabus for a course you have 
caught chat is also one of the courses the in
stitution has identified in the job posting. 
However, providing a syllabus for a course 
chat is nor listed in the job posting is likely 
preferable co creating a "fake" syllabus. In 
cerms of summarizing reaching data (some
rimes referred co as "Evidence of Teaching 
Excellence"), provide summary ratings in 
either cables or figures, and select key quali
tative statements students have provided 
about your course(s). Where possible, pro
vide department or college means for com
parison. You should prioritize student 
feedback from classes in which you were rhe 
instructor of record; however, if necessary, it 
is acceptable to include data from classes in 
which you were the instructor for a lab sec
cion to a larger course or a teaching assis
tant. 

Curriculum Vitae 

At the point in your career when you are 
applying for an academic job, you should al
ready have the content and general format 
of your CV prepared. Therefore, our pri
mary advice is co focus on improving che 
professional appearance of your CV and 
eliminating material char specifically points 
co your "Junior" scarus, such as bemg a stu
dent member of profess1onal organizations. 

Rqwints/Prqwints 

Most postings will ask for 3 or 4 
repnnts/prepnnrs of your scholarly work. 
The gwdelmes about what to send are rela
tively incwtive: arc1cles on which you are 

che lead/sole author will be the most com
pelling evidence of your ability co generate 
independent research. You will also wane co 
prioritize articles from peer-reviewed jour
nals with higher impact factors over jour
nals with lower impact factors or those that 
are not peer reviewed. Finally, if possible, 
send the official journal preptinc/reprint 
PDF file rather than a cexc document as the 
former appears more "authentic" than the 
latter. 

Letters ofRerommetuiatiotl 

Most poscings will request three letters 
of recommendation. Letters of recommen
dation have been rated as the most impor
tant factor when evaluating a job 
applicant's materials (Sheehan ec al., 1998). 
As with che Jeerers of recommendation you 
requested for graduate school and intern
ship, you should choose Jeerer writers who 
know you well and will write unfailingly pos
itive letters for you. You should provide letter 
writers with a draft of your cover Jeerer 
and/or ocher materials and identify co your 
writers the strengths you would like em
phasized in your Jeerer. You should choose 
writers who can address the strengths that 
are most relevant for the posicion co which 
you are applying. For example, if you are 
applying co an R.FI , your writers should ad
dress your potential as an independent re
searcher. 

Research indicates char lack of a letter 
from your primary advisor may be a cause 
for concern for search committees 
(Landrum & Clump, 2004). If you do not 
feel comfortable requesting a leccer from 
your primary advisor, you should consider 
how co address this issue. One potencial ap
proach is co ask your Jeerer writers co iden
tify the extenuating circumstances chat 
have led co you being unable to request a 
letter from your advisor and co include in
formacion in the letter to allay any concerns 
about your academic dedication or interper
sonal skills. It is probably best nor co ad
dress chis issue in your cover Jeerer. 

Tt!kphone lntenieu'1 

Many insmurions conduce preliminary 
phone interviews before deciding whom co 
invne for on-campus tnterv1ews. These 
phone interviews can take place anywhere 
from 2 weeks co a month or more after the 
submiss1on deadline. Some committees 
conduce telephone incerv1ews only w1th rhe 
3 co 5 applicants whom they are plannrng 
on inviting co interview on campus, 
whereas others may conduce telephone m
rerviews with 8 co 12 applicants in order to 



narrow down promising candidates to the 3 
to 5 who will be invited for on-campus in
terviews. 

Committees use telephone interviews to 
assess the applicants' social skills, interest 
and enthusiasm for the position, and fit 
with the job posting and the department in 
terms of research and/or teaching. These in
terviews typically last 15 to 30 minutes. 
Some questions to expect in a telephone in
terview include: 

• What imerested you in applying to our 
program/department/university? 

• What courses would you be interested in 
teaching? 

• How would you implement your re
search at this college/university? 

RFis may ask specific questions about 
your research to better understand your re
search program. TFCs may ask you to de
scribe the structure of a course you would 
like to teach and the assignments you 
would include in such a course. 

On-Campus Interviews 

Search committees will invite 3 to 5 can
didates to interview on-campus. At this 
point--congratulations!- you are on the 
(very) short list of candidates, and the de
partment has decided to invest in you as a 
potential hire. In addition to our advice 
below, you may find helpful tips on the in
terview process in an article by Miller and 
colleagues (2007). Also, keep in mind that 
on-campus interviews are, in addition to an 
evaluation of you, opportunities for you to 
evaluate the department and faculty to de
termine if this is the right position for you. 

Interview with out-of-department faculty. If 
you are invited for an interview, you may be 
asked if there is anyone outside of the de
partment with whom you would like to 
meet during your on-campus interview. We 
have received some mixed advice on how to 
respond to this. Some argued chat you 
should always say yes to such a request as it 
shows enthusiasm and interest for the job. 
Others have stated that the decision to in
terview with someone outside the depart
ment is genuinely optional and will not 
negatively impact your chances if you de
cline. If you do decide to interview with 
someone outside the depattment, make 
sure that the meeting makes sense in the 
context of your teaching or research inter
ests. 

Prtparing for tht interview. In preparing 
for your interview, take time to learn about 
the department and the faculty. Make a spe
cial note of any faculty with whom you have 
mutual research and/or teaching interests or 

with whom you could collaborate. You may 
not be expecred to know everyone's names 
and research interests in detail when you 
come to interview, but you will be expected 
to be familiar with the department and the 
faculty research programs. It will also pro
vide you with material to talk about on the 
interview. 

You will want tO be prepared to answer 
numerous questions about your research, 
teaching, and many other topics. A small 
sample of questions and statements you 
should be prepared to answer includes: 

• Tell me about your research. 
• Why are you interested in a job here? 
• What would you like to teach? 
• What are your thoughts about living 

here? 
• What are some future directions of your 

research? 
• How would you describe your mentor

ship/teaching style? 
• What questions do you have for me? 

In response to the last question, you ab
solutely want to have many questions and 
statements prepared that will help you to 
learn more about the department and 
whether it will be a good fit for you. Some 
you might consider are: 

• What is it like to be an assistant professor 
in the department? 

• I would like to learn about tenure expec
tations/requirements. 

• What are service expectations for junior 
faculty? 

• Where is the department headed over 
the next 10 years? 

• What is the relationship between the de
partment and the college/university? 

• What is the student body like? 
• How does the department support grad

uate students? 
• How does the department decide which 

faculty can recruit graduate students? 
• What is it like to live here? Where do 

faculty live? What is the cost of living 
like here? What is it like in the summer? 
Which are the good school districrs? 

Some questions will be more appropriate 
in some circumstances chan ochers, and you 
should feel free to ask the same questions in 
each of your interviews to gauge the consis
tency of the responses. 

DetaiiJ of tht interview procw. The actual 
on-campus interview will typically take 
place over 1 or 2 days. The department 
should pay for or reimburse your trans
portation, lodging, and meals during your 
interview process. You will likely meet with 
most, or all, of the faculty in the depart-

ment and thus will have little downtime. 
The interview process can be mentally and 
physically exhausting due to the full sched
ule and the need for the candidate to be 
"on" during the process. Therefore, you 
should take advantage of any breaks you do 
have to use the restroom, eat, drink water, 
etc. 

Expect to eat your meals with faculty 
members or students. These meals are ab
solutely a part of the interview process and 
give the faculty a chance to see and talk 
with you in a less formal context. You may 
be offered alcohol at dinner and many people 
wonder if it is appropriate to have a drink in 
this situation. The consensus advice on this 
issue is that it is fine to have one drink with 
the meal buc feel free to decline. In addition 
to meeting with faculty, you will meet with 
graduate and/or undergraduate students. 
You should consider meetings with students 
a formal part of the interview process, as 
search committees often contain at least one 
student. In addition, feedback from stu
dents is taken seriously. If you are arrogant 
or dismissive of the students, expect this to 
reduce your chances of being hired. 

At your meals and more informal meet
ings, be prepared to converse about some
thing other than being a clinical psychologist 
at this institution. This kind of small talk 
comes more or less easily to different people. 
Assuming that you may be somewhat anx
ious, it is a good idea to think a bit ahead of 
time of topics that you are comfortable dis
cussing. In general, given the evaluative na
ture of these meetings, it is safest to avoid 
controversial topics. One strategy is to do 
some informal research on "safe" topics to 
bring up prior to the interview. For exam
ple, reading interesting news stories online 
or in the city's local newspaper may provide 
conversation options if discussion gets dry. 
Also, to make these meetings less inter
view-like, engage in conversation about 
your interviewers' interests rae her than sim
ply answering questions about yourself. 

You will likely meet with the dean or as
sociate dean (or both) of the college in 
which the department is housed. In most 
settings, the dean is the person officially hir
ing you, giving him or her "veto power" 
over the hiring decision (though this power is 
rarely used at most institutions). Be pre
pared ro discuss the general focus of your re
search program and its implications. This 
also is an opportunity to ask broader ques
tions about the standing of che psychology 
department wirhin the college and the 
dean's vision for the college over the next 5 to 
10 years. 



You will also have an exit interview with 
the department head/chair. The chair will 
review tenure expectations (if not already 
discussed) and may also discuss estimates 
for salary and startup funds. It is not appro
priate to negotiate at this point; you will ne
gotiate if you receive a formal offer. If you 
have nor already done so, you should ask co 
see the office and lab space that would be 
yours if you were offered the job. 

Your performance in interviews with fac
ulty, especially faculty on the search com
mittee, and in your job talk (see below) is 
typically the most important criteria in the 
fmal evaluation of candidates (Sheehan et 
al., 1998). Thus, your behavior during the 
interview and job talk is of considerable im
port. As such, Wf rtUJ1fl1flmd maintaining an 
mthiiJia.rtic but professional attitude throughout 
the interview prows. This communicates both 
a positive interpersonal demeanor and an 
interest in the program and the faculty. 
Remember, the search committee is choos
ing someone who will be a colleague in the 
department for several years. They want to 
choose someone who is both engaging and 
collegial. 

The job talk. The job calk is a 45- co 60-
minuce presentation on your program of re
search. You should ask for specific derails 
regarding the job calk when you are invited 
to interview. For example, ask how long the 
talk is expected to be and whether this in
dudes rime for questions. The goal of the 
job talk is nor co present your latest research 
findings, or an exhaustive list of all your 
studies. Rather, you want co demonstrate 
your program of work and cell a story about 
how your research projects fir together in a 
coherent way. It is important co know chat 
this segment of the interview is oftentimes 
simultaneously an evaluation of your re
search program alld your reaching abilities. 

Depending on the complexity of your 
research, you should present between one 
and three studies in chis calk. Assume chat 
your audience will consist of faculty in your 
area of expertise, faculty outside your area, 
graduate and/or undergraduate students, 
and possibly faculty from ocher depart
ments. As such, you will wane co present 
your talk in a manner chat is comprehensi
ble co a broad audience. That said, don't 
~dumb down" your calk. Rather, present 
more background or introduction to your 
research and reduce jargon chat is particular 
co your area or field of nudy. For example, at 
a TFC there may noc be another dirucal 
psychologist in the audience, and thus a 
more derailed overv1ew of the clinical pro
file/public health relevance of your research is 
warranted. Use good presentation skills; 
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limit text on your slides and consider the 
aesthetics of your presentation. Consider re
moving slides chat only present statistics 
and instead use figures or tables. You will 
also want co spend a substantial portion of 
your talk (the lase 5 co 10 minutes) dis
cussing future directions of your research; 
this lets the search comminee know that 
you have a vision for the future of your re
search program. In general, but especially 
at TFCs, it is useful co outline the role that 
students will play in your research program 
and how your research will fit into the (geo
graphical, academic) context of the depart
ment. 

You will want to practice your job calk 
several times. Keep in mind chat it may be 
particularly valuable co practice the talk in 
front of people who are not clinical psychol
ogists. Also, we suggest you "overpractice" 
the first 5 minutes of your calk. This is the 
rime when you will likely be the most ner
vous, and extensive practice with chis sec
cion will help you perform well despite any 
early anxiety. Make sure co keep co rhe rime 
limit on your calk and leave time for ques
tions. Resist the temptation co go over the 
rime limit, as staying within the designated 
time shows professionalism and courtesy for 
your audience. 

Many people are nervous about the 
question-and-answer period at the end of 
the calk, which ranges from 5 to 30 min
utes. Answer questions openly and honestly 
and avoid becoming defensive in response 
co any questions. Prepare for questions char 
seem likely based on your practice calks. As 
with che interviews, be enthusiastic and en
gaging in your calk. Consider this the 
unique opportunity co calk about work that 
you love with a bright and capdve audience! 

You should wear a suit on the day of your 
job calk. Many people wonder if they should 
wear a suit for the second day of interviews 
and, if so, if they should have a second suit. 
We recommend wearing a suit on the sec
ond day because it is better to dress coo for
mally chan coo casually in interview 
situations. If you do not have a second suit 
and do not wane to buy one, it is fine co sim
ply wear a different shirt/blouse (and neck
tie, for men) with the suit from the first day. 

Tuuhmg dmwnstratmr/gllesllttturr. Many 
TFCs will ask candidates to present a guest 
lecrure or reaching demonstration (often re
ferred co as a ~chalk calk"). These some
times occur as separately scheduled calks or 
occur as a guest lecture m a sranding class. 
Typ1cally you have the freedom co decide 
what co lecture on (though the ropic may be 
a specific request such as a classroom lecture 
informed by your research). We suggest you 

select a topic char is a teaching strength, as 
reaching outside of your expertise risks 
putting you at a disadvantage compared co 
ocher applicants who do reach on their spe
cialty area. Further, if it is appropriate co the 
topic and you have time, consider varying 
from lecture format (e.g., a brief group ex
ercise or multimedia component), bur use 
these judiciously. For example, one of us 
(CAS) has expertise in the anxiety disorders 
and cognitive behavioral therapy. Her class
room lecture, "How Learning Theory Has 
Informed Treatment of the Anxiety 
Disorders," included an activity in which 
students developed treatment hierarchies 
for case examples. Another of us (TTW) has 
a background in depression research and 
caught a classroom lecture on "How the 
Diagnosis of Depression Impacts 
Depression Research," which included an 
interactive group exercise where students 
attempted to determine if case examples 
met criteria for major depressive disorder. 

Cast conftrtnct promtalion. You may be 
asked ro give a ~case conference" co che clin
ical area only, which focuses on your treat
ment or assessment of a specific client. Case 
conferences are a much rarer component of 
the interview process; rhus, there are fewer 
guidelines and recommendations for pre
senting an effective case conference. If you 
are asked co give a case conference, we en
courage you co ask the search commirtee 
chair about anything specific the depart
ment would like co see included in this pre
sentation (e.g., a therapy vs. an assessment 
case). In general, the goal of these presenta
tions is not co demonstrate a particularly 
successful case, bur instead co highlight 
your intervention and/or assessment plan, 
specific therapeutic techniques, challenges 
confronted, and your theoreucal frame
work. This gives the department the oppor
tunity to gee co know your dmJcal style and 
co gauge what you m1ghc be able co offer 10 

terms of clinical training, supervision, and 
graduate course work. 

Afttr the intmiew. It is customary ro send 
an email of thanks co che search committee 
chair as soon as you rerum home from che 
interview. You might also consider sendmg 
emails co other faculty, espec1ally th())e w1ch 
whom you had dinner or lunch, and the ad
ministrator of the department u you inter
acted frequently With h1m or her. This is 
anorher opportunity co express your enthu
siasm about the pos1t10n, the department, 
and the msmucion. The waiting game chen 
begins. If you happened co be the final can
<Ldare on campus, you could receive an offer 
within a few days of your VISit. Hov.ever, it is 
common to nor rece1ve an offer until a few 
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weeks after your visit. During your inter
view, you can ask the chair what the time 
line is for a decision on the position co give 
you a sense for when you shouJd hear from 
the department. 

Negotklting an Offer 

During negotiations, keep in mind chat 
you are not directly negotiating with the 
chair/head of the department (although it 
does feel chat way, as they are the person 
with whom you are speaking/emailing). In 
fact, the chair acts as the go-between for 
you and che dean of the college. Thus, do 
not feel self-conscious about being police yet 
firm in your ernails co your future colleague. 
The chair has a vested interest in negotiat
ing a contract that provides the resources 
that you need to be a productive and suc
cessful member of the department. 
However, the chair is also concerned with 
perceptions of fairness in che department 
and may not want an incoming hire to have 
a much higher salary or more extensive lab 
space than current professors. 

Negotiations are expected, so don't be 
averse to negotiate anything in the initial 
offer. Many people chink of negotiating 
starting salary, but almost anything is on 
the cable during negotiations. Here are 
some things to consider negotiating: 
startup funds, teaching course-load reduc
tions (especially in the first 1 co 2 years), 
money for conference travel, summer fund
ing for students, the official start dace of 
your position (consider when your current 
position ends and whether there will be a 
gap in salary, health benefits, etc.), lab 
space, furniture for your office, and clinical 
licensure fees. Negotiating for a higher 
starting salary can be very beneficial in the 
long run because your raises will likely be 
dependent on your starting salary. 
However, chis also makes institutions reluc
tant co increase starting salary much, so 
they will often look for ocher ways co im
prove the offer. In negotiations, it is often 
useful to provide comparative daca in order 
co leverage che best posicion for yoursel£ For 
example, salary numbers across institutions 
are publicly available via the American 
Association of University Professors 
(AAUP). Websices such as glassdoor.com 
and salary.com may also provide compara
bles for you co use in negotiations. Your goal 
throughout chis process should be co ensure 
that you will have the resources necessary co 
be successful in your scholarship, teaching, 
and service as you encer into the tenure 
crack. Do not lose sight of this! Finally, 
make sure that any negotiated items are in-

44 

eluded in the final written contract as this 
prevents any future misunderstandings 
about what was agreed upon during negoti
ations. 

After you have officially agreed on a con
tract with an institution, you shouJd call ore
mail the department chair at other 
institutions where you know you are being 
actively considered as a potential candidate. 
In our experience, chis has been a brief and 
collegial conversation. Keep in mind chat 
ocher institutions will be graceful co you for 
not using their rime and resources if you will 
not consider a potencial offer. 

Special Circumstances 

Applying and inttrtJiewing whik jmgnant. 
Applying for tenure-crack positions--a 
challenge under the best of circumstances 
--<:an become even more daunting when 
chis process intersects with personal life 
events. One issue chat has received little 
empirical attention, but which one of us 
(EMC) experienced firsthand, is applying 
while pregnant. 

First, it is critical to consider not only che 
extent co which pregnancy will impact your 
abiliry co undergo the rigorous application 
and interview process, but also whether it is 
the right time to move and begin a position 
with a new baby. Simply put: the stress of 
applying while pregnant must be factored 
into the potential costs and benefits of ap
plying versus deferring your application. 
Once you make the decision to apply, it is 
important to consider the time frame dur
ing which you feeJ comfortable co fly or 
drive co an interview. Of course, this may 
change both as you experience what it is like 
co interview while pregnant, and as you 
move coward the later stages of pregnancy 
and/or postdelivery. 

More than anything, effective commu
nication is critical when contending with a 
personal issue that affects the interview 
process. Following the maxim chat it is best 
to wait to introduce potencial bias, we ad
vise against disclosing information about 
the pregnancy in the initial application ma
terials or during the phone interview stage. 
Similar co any personal characteristic (e.g., 
one's marital status), it is not necessary to 
ever disclose this informacion, and search 
committee members cannot legally ask you 
about it unless you have already offered this 

informacion. Personally, once offered a cam
pus interview, I (EMC) chose to e-mail the 
chair of the commirtee because I was visibly 
pregnanc.2 It is also important co commu
nicate any special needs (greater bathroom 
breaks, extra snacks, etc.). That said, while 
search committees will likely be gracious 
and accommodating of your needs, do not 
expect to receive special treatment. 

Acatkmic partner. Having a partner who 
is also an academic (the so-called "two body 
problem") is very common and comes with 
unique challenges when applying for an 
academic pos1t1on (see Schiebinger, 
Henderson, & Gilmartin, 2008). In chis sec
cion we draw from personal experience 
(EMC), in addition co the input from vari
ous colleagues who have successfully navi
gated chis issue in acquiring academic jobs 
in psychology departments. 

Our advice is co chink about chis issue 
early when you are preparing to apply for 
academic jobs. Some questions char you and 
your partner might consider are: 

• Does it make sense for boch of you co 
apply co the same positions or at che 
same institution? Are you both at the 
same point in your career? 

• If you both cannot apply co the same in
stitution, are there ocher opportunities 
in the area for your partner? 

• Are you willing co take a job if your part
ner does nor gee a job in the area? 

Advice chat was consistent across col
leagues was chat it is nor a good idea co dis
cuss your partner during initial application 
materials or during the phone interview 
stage. Additionally, if you both are psychol
ogists, it is likely beneficial if both the appli
cant and partner apply for the same posicion 
even if the department is advertising for 
only one hire. During negotiations this will 
allow the applicant to make a case that the 
partner was genuinely interested in che job, 
department, etc. 

There were mixed opinions on whether 
an applicant shouJd bring up the academic 
partner issue before negotiations. Some ar
gued that this couJd put an applicant ac a 
competitive disadvantage if it is revealed 
before negotiations. Ochers felt chat ic was 
beccer co raise the issue ahead of rime, par
ticuJarly if the department seemed like chey 
might be receptive to it (e.g., if you happen 
co interview with facuJry who are part of a 

2Given chat my window co interview was very constrained, I also sene carefully worded e-mails 
to several institutions foUowing a phone interview but prior co being offered a campus incervtew. 
In the e-mail, I explained that while I was very enthusiastic about the instirution, I could not 
interview aher X dace. This gave the schools the information they needed if they were interested 
in inviting me for a campus interview. 



dual academic couple). Finally, some cau
tioned rhac iris difficult nor co discuss one's 
panner during the many hours spent inter
viewing, which can lead (even inadver
renrly) co a discussion about your partner's 
jOb. If you do decide co raise the issue, we 
sugsesc char you have a plan co help assuage 
possible concerns (e.g., "Part of why I'm so 
excited about chis position is because che 
geographical area has so many potencial 
universities/opportunities/etc. for my part
ner"). 

We recommend preparing a firm scace
menc for negotiations regarding your part
ner-for example, "I am very excited about 
chis offer; bur, in order for me co be able co 
accept chis job, I need co have plans for my 
partner." Something co keep in mind is 
char, once an offer has been extended, ic 
cannot be recracced because of che requests 
you make in negotiations. Therefore, don't 
be afraid co be police bur ftrm in negotiating 
for your partner. Also, don't make che mis
take of only negotiating a posicion for your 
partner and losing sight of che face char you 
are negotiating for your posicion as weU. 

There is substantial variability in institu
tions' willingness and ability co negotiate 
on this issue. The general consensus is char, 
if a department really wanes you, chey will 
try co make some kind of accommodation 
for your partner, though it may nor be a 
fuJJy satisfying posicion. For example, a de
partment may be able co offer a visiting pro
fessor posicion char is nor guaranteed co 
turn imo a tenure-crack appointment. 

Final Thoughts 

The process of applying for academic 
jobs can be long and stressful, bur it is also 
an exciting phase in redefining yourself as 
an independent professional. HopefuJJy, 
chis article will be helpful for chose of you 
preparing to enter the academic job marker 
and for chose of you planning on doing so in 
the future. We acknowledge char this is by 
no means an exhaustive list of helpful advice 
for the academic job applicatton process, 
bur we have covered a number of issues and 
included a substantial amount of advice 
char we either (a) received before we went 
on the job marker and found helpful or (b) 
wished we had received before scarrmg the 
process. We also think that the advtce con
rained herein is helpful and nor tarrogenic, 
bur you should discuss our suggestions wtch 
your advisor and/or colleagues to decermme 
their relevance co your particular stcuatton. 
Good luck! 
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Appendix 

Potentially useful resources mentioned in 
this article. 

Fituling Auukmicjob Posting~ 

American Psychological Association: 
http:/(jobs.psyccareers.com/jobs 

Association for Psychological 
Science: 
http://www. psychologicalscience.org/ 
index.php/employmenr 

The Chronicle of Higher Education: 
hrcp:/ /chronicle.com/seccion/Jobs/61/ 

Inside Higher Ed: 
http:/ /careers.insidehigheted.com 

Psychology Job Wiki: 
http://psychjobsearch. wikidoc .com 

Applyittg to katkmic jobs 
Darley,). M., & Zanna, M. P. (2003). 
The hiring process in academia. In). 
Darley, M. Zanna, & H. Roediger, 
(Eds.), Tht rompkar acadmtu: A camr 
gt~tdt(2nd ed.). Washington, DC: 
American Psychological Association. 

Huang-PoUock, C. L., & Mikami, A. Y. 
(2007). The academic job search: 1ime 
line, rips, and tactics. tht BthiiVior 
Therapi.rt, 30(5), 104-108. 

MiUer, D. N., Blom-Hoffinan,J., 
Chafouleas, S.M., Riley-Tillman, T. C., 
& Volpe, R.). (2007). Navigating a suc
cessful academic career in psychology: 
1ips and recommendations for graduate 
students. Gradllalt StMJmt joltnlal of 
PI)chology, 9, 49-55. 

Snyder, C. R. (2003). Preparing for a 
position in clinical psychology: Pan 2, 
The application, interview, and negotia
tion stages for obtaining a posicion in 
clinical psychology. Tht Qi,ital 
Psycho/ogut, 56( 1), 19-25. 

http://academicjobs. wikia.com/wiki/ 
AcademiC Jobs_ Wiki 

www.cheprofessonsin.com 

www.facultydiversiry.org 

.Auuktnic Stdttrin 
(for N~tU.tiM ~) 

AAUP faculty compensation survey: 
http://www.aaup.org/ AAUP/comm/ 
repfll 

www.glassdoor.com 

www.salary.com 
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