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Abstract

Fieldwork, including work done at sea, is a key component of many geoscientists’ careers. Recent studies have highlighted
the pervasive sexual harassment faced by women during fieldwork. However, transgender and gender diverse scientists face
unique obstacles, which have not yet been studied. We partially fill this gap by sharing our experiences as transgender and
gender diverse people. We have experienced sexual harassment, misconduct, privacy issues, and legal and medical struggles as we
conduct seagoing work. We provide recommendations to make seagoing work safer to our communities. These recommendations

are a starting point to make seagoing work more inclusive for all.
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Key Points:

e Prior research on fieldwork experiences often ignores the existence of transgender and
gender diverse people

e Transgender and gender diverse people face harassment, gendered berthing, and other
legal and physical barriers while working at sea

e [mprovements to increase equity can be made at the individual, chief scientist and officer,

and institutional levels
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Abstract

Fieldwork, including work done at sea, is a key component of many geoscientists’ careers.
Recent studies have highlighted the pervasive sexual harassment faced by women during
fieldwork. However, transgender and gender diverse scientists face unique obstacles, which have
not yet been studied. We partially fill this gap by sharing our experiences as transgender and
gender diverse people. We have experienced sexual harassment, misconduct, privacy issues, and
legal and medical struggles as we conduct seagoing work. We provide recommendations to make
seagoing work safer to our communities. These recommendations are a starting point to make
seagoing work more inclusive for all.

Plain Language Summary

Transgender and gender diverse people have unique lived experiences. Work done in the field
and at sea are integral components of many geoscientists’ careers. Understanding the barriers
that transgender and gender diverse people face during fieldwork is one facet of making the
geoscience community more diverse, equitable, and welcoming. This commentary shares some
of the lived experiences of the authors and provides recommendations for making seagoing work
more welcoming to transgender and gender diverse people.

1 Introduction

Transgender and gender diverse (TGD) people, defined here as an umbrella term to
include people whose gender and/or perceived gender differs from their gender assigned at birth,
have existed within geosciences historically and through the present day. Data on TGD people in
geosciences are limited; however, studies on STEM undergraduates found that TGD students
have 7-10% lower retention rates than cisgender students and that factors that predict increased
retention of cisgender students in STEM fail to retain TGD students (Hughes, 2018; Maloy et al.,
2022). One integral component of geoscience coursework and careers is fieldwork, including
work done at sea. Fieldwork can create opportunities for students and early career researchers to
further their careers through training, mentoring, and expanded research opportunities.
Unfortunately, prolific sexual harassment, defined here as a broad range of verbal and nonverbal
behaviors that convey insulting, hostile, and degrading attitudes about a person’s gender
(Fitzgerald et al., 1995), as well as sexual coercion and unwanted sexual attention (Committee on
the Impacts of Sexual Harassment in Academia, 2018) occurs during fieldwork.

Gender shapes the prevalence and power dynamics of harassment during fieldwork.
Recent work has largely focused on the experiences of women during fieldwork, finding that
64% of scientists have experienced sexual harassment in the field, and women are 30% more
likely to experience harassment and 20% more likely to experience assault than men (Clancy et
al., 2014). In the marine sciences, 36% of women have experienced sexual harassment during
fieldwork (Sexual Harassment in Marine Science Report_ Women in Ocean Science March
2021-2.Pdf, n.d.) and frequent sexual harassment is reported by women working as fishery
observers (Thomson, 2021). However, recent studies do not consider the experiences of TGD
people during fieldwork (Clancy et al., 2014; Nelson et al., 2017; Sexual Harassment in Marine
Science Report_ Women in Ocean Science March 2021-2.Pdf, n.d.). This omission of TGD
people is likely due to a lack of data (many demographics questions do not ask about gender
modality or omit any entries that are not male or female; Burnett et al., 2022; Ashley, 2019;
Langin, 2020, Kozlov, 2023; Langin, 2023; Legg et al., 2022) as well as a lack of awareness that
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TGD people face unique challenges during fieldwork. Here we aim to partially address this gap
using our collective experiences as TGD people during seagoing fieldwork.

Many, though not all, TGD people choose to transition. Transition is a broad term that
encompasses legal, medical, and social transition (Ashley & Skolnik, 2022). Legal transition
includes changing legal documents to match a person’s name and gender. Medical transition
often includes gender-affirming hormone treatments and surgeries to alleviate dysphoria. Social
transition broadly includes alterations to gender expression that help a person be perceived as
their desired gender. These legal, medical, and social aspects of transition can create unique
challenges for TGD people, often limiting or even preventing their participation in fieldwork.
These factors should be considered when designing fieldwork safety protocols.

Positive field work experiences are more common when field sites are operated in an
egalitarian manner, providing intentionally safe living and working conditions, creating avenues
for conversation and reporting misconduct, and including diverse participants
(Nelson et al., 2017). Thus, recommendations for preventing harassment during fieldwork
include having a code of conduct and ensuring accountability for misconduct (Nelson et al.,
2017). The Women in Ocean Science organization recommends creating and communicating
sexual harassment policies and procedures, creating a trained and trusted sexual harassment
officer, and addressing power differentials in senior staff (Sexual Harassment in Marine Science
Report Women in Ocean Science March 2021-2.Pdf, n.d.). While these are useful
recommendations, TGD people face specific barriers that have not been detailed by previous
studies. Drawing from our experiences with fieldwork, here we describe the barriers we have
encountered while at sea and offer our recommendations on how to eliminate these
discriminatory practices towards TGD people.

2 Author positionality statement

This paper draws directly from the experiences of the authors. We include an author
positionality statement to illustrate the shared identities within the authorial team and to highlight
that our experiences are not and cannot be representative of all TGD people at sea. We collected
demographic information for the authors using an anonymous survey. All authors fall under the
TGD umbrella, with nine authors who are transgender, ten who are nonbinary, two who are
transfeminine, five who are transmasculine, four who are gender nonconforming, and one who is
agender. Most authors are early career, including one undergraduate student, five graduate
students, and three postdocs. Two authors are in other positions within academia and two have
careers outside of academia, such as seagoing technician. Eleven authors specified that they are
white, and one author each specified that they are Asian American and Black-Afro Indigenous.
Two authors specified that they are Hispanic or Latine. Eleven authors are queer, three are
bisexual, three are pansexual, one is lesbian, and one is androsexual. Three authors specified that
they are disabled. Some authors hold multiple identities, such that totals do not always equal the
number of authors.

3 Common challenges of TGD people at sea

TGD people have participated in the geosciences and seagoing work throughout history.
For example, Elke Mackenzie, a prominent and meticulous lichenologist, did not publicly
disclose that she was a woman until she was 58 (Imbler, 2020). Using modern terminology, most
of Mackenzie’s lichenology career occurred while she was “closeted”, meaning that she did not
transition and her TGD status was not publicly disclosed. TGD people such as Eugene Falleni,
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Jack Bee Garland, John Weed, and George Wilson worked in historically men-only marine
industries and the navy by “assimilating” into cisgender society (see definitions in Table S1).
Additional TGD people likely participated in the geosciences and in seagoing work, but were not
out and therefore we do not know their names or histories. In recent decades, an increasing
number of TGD people are out, able to transition, and may not aim to assimilate into cisgender
society. In this section, we describe common experiences and challenges that the authors have
experienced before, during, and after research cruises.

3.1 Cruise preparation

Preparation for a research cruise typically involves paperwork containing personal
information for domestic or foreign governments as well as internal cruise planning officials
(e.g., for chief scientists, funding agencies). Many TGD people opt to change their name and
gender marker on official documents, which takes months of processing through state and federal
agencies and may interfere with cruise travel. The process of changing gender markers on
official documents varies by state and country and may require surgeries. Some TGD people do
not want these surgeries and thus are unable to update official documentation. These
considerations require TGD people to undertake additional planning around cruise dates and
academic programs. Additionally, certain gender markers (e.g., ‘X’ marker is allowed on U.S.
passports) are not accepted in all countries, and passports with these markers may make travel
more difficult (Quinan, 2022). Some authors chose to not change their passport markers to ‘X’ to
avoid potential travel issues. Some authors with ‘X’ markers had experienced difficulty
obtaining visas for cruise related travel. Multiple authors reported cruise travel as a reason to
alter the timeline of their official document changes.

TGD people may encounter scenarios where their reported name and/or gender marker on
official paperwork does not match their lived name and/or gender, which can pose logistical and
personal challenges. For example, a TGD person may identify as nonbinary, have a passport
which says ‘M’, and pass as a woman. Gender markers on official documentation paperwork are
typically used for internal berthing plans since berths are often separated into binary men or
women cabins. Therefore, this TGD person may need to contact the cruise planner and
involuntarily disclose that they are transgender and should be berthed with women. This leads to
uncomfortable situations, particularly for those who are not publicly out or who are not
perceived as their true gender. Allotted gendered berthing enforces barriers that restrict or
exclude TGD people from going to sea (Krum et al., 2013).

Aside from logistical preparation, there are personal considerations to be mindful of
while preparing for sea. TGD people who are undergoing hormone replacement therapy
(hormone replacement therapy or HRT; e.g., testosterone, estrogen, progesterone) often need
special permission from doctors or prescribers to order several months of medication for
fieldwork away from land. This is not always an option for TGD people, as some laws place
restrictions on health insurance providers such that the cost of HRT may not be covered for
extended time periods. Altogether, pre-cruise planning for TGD people can take significantly
more time and energy relative to cisgender colleagues.

3.2 Life at Sea

At sea, the safety of all passengers is the ultimate concern, and safety includes prevention
of both physical and emotional harm. Unfortunately, the authors’ experiences as TGD people at
sea includes forms of harm from scientists as well as crew members. Misgendering, both
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intentional and accidental, is a frequent occurrence and has documented negative effects on
mental health and wellbeing (Matsuno et al., 2022; McLemore, 2018). Intentional misgendering
is a form of sexual harassment (Sexual Orientation and Gender Identity (SOGI) Discrimination |
U.S. Equal Employment Opportunity Commission, n.d.).

When boarding a research vessel, TGD people must decide whether to disclose their
TGD status to other passengers. One occurrence that is helpful for TGD people is the
normalization of sharing pronouns, especially from chief scientists and ship officers (I. R.
Johnson et al., 2021). However, we do not recommend mandatory pronoun sharing (e.g.
requiring pronouns as a part of cruise planning), as this can force TGD people to either out or
misgender themselves (Frary, 2022).

Physical harm can also occur as a result of being TGD at sea. For some TGD people, this
may involve chest binding (flattening chest tissue) or tucking (concealing external genitalia) for
prolonged periods of time, which can result in nausea, physical pain, and injury (Poteat et al.,
2018). Problems from these practices are exacerbated by not allowing TGD people to choose
their cabinmates, as TGD people may need to bind or tuck even in their cabins. Additionally,
some authors reported feeling uncomfortable or unable to use the bathroom that aligns with their
gender identity, instead opting to use the bathroom less frequently. On vessels without a
bathroom, TGD people may forgo relieving themselves at all due to privacy concerns, with
potential health risks such as dehydration and urinary tract infection. Having a well-
communicated plan for bathroom usage ahead of departure can alleviate these privacy concerns.

Several authors stated that they had not reported harassment because the person they
were meant to report concerns to (e.g. Chief Scientist) was the perpetrator or was known to be
unaccepting of TGD people. To alleviate this, there should be reporting systems in place, clear
reporting policies, a leadership-enforced safe-space policy, and someone to report harassment to
who is not in a position of power (i.e., neither the ship’s captain nor chief scientist).

3.3 Post-cruise

After returning to land, there are often celebrations with scientists and crew that involve
alcohol. While this can be a time to unwind and celebrate a successful research expedition, it is
also a time when multiple authors reported being subject to inappropriate comments, questions,
and jokes regarding their gender identities and expressions. In some cases, what was an
otherwise positive at sea experience became a negative one, as the TGD person realized their
shipmates had held harmful prejudices all along. These comments and jokes can constitute
sexual harassment.

The stressors and harm of going to sea as a TGD person, as described above, have led
some authors to change their career plans to avoid future seagoing work. Others report being
passed over and overlooked due to their gender identity, therefore missing important career
opportunities. Even if TGD individuals stay in the seagoing oceanographic discipline, the stress
and discomfort of the above experiences can negatively affect their work and health (Cech &
Waidzunas, 2021).

These common challenges experienced by TGD individuals at sea include forms of
sexual harassment as well as obstacles unique to TGD people, such as logistical challenges due
to legal and medical transition. Both kinds of challenges should be taken into account when
considering ways to make seagoing work more inclusive for all. We note that additional
challenges are likely experienced by TGD people with intersectional identities (e.g., race, folks
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with disabilities; Chiarella & Vurro, 2020; Nufez et al., 2020), and indeed, authors with these
intersectional identities reported more negative experiences.

4 Recommendations and Conclusions

We provide a list of recommendations that individuals and institutions may use to
improve the seagoing fieldwork experience for TGD people. These recommendations should be
considered as a specific case within the broader discussion of field safety in science and
promoting inclusivity in geosciences (e.g. Ackerman et al., 2023; Coon et al. 2023; Demery and
Pipkin 2021; Behl et al., 2021). The list is non-exhaustive and is intended to be used as a starting
point. It includes suggestions on what to do (“do”), pitfalls to avoid (“don’t”), and alternative
actions (“instead”), and, where relevant, resources for additional information (Table 1). The rows
are color- and number-coded to show who is most likely empowered to implement these
recommendations: all individuals, chief scientists and ship officers, and institutions that fund,
plan, or administer research cruises. Several of these recommendations can support not only
TGD people but many categories of people who have been historically excluded from seagoing
research, including women and racial minorities (Ali et al., 2021). We note that these
recommendations are general; soliciting and listening to the preferences of the local TGD
community is still necessary. For context, we also provide relevant definitions and suggested
language surrounding TGD identities and experiences in the Supplemental Information.

TGD people experience unique challenges at sea, such as struggles due to legal
documentation not matching our true genders, sexual harassment and other misconduct,
difficulty accessing medication, privacy concerns due to berthing and bathroom arrangements,
and retaliation for reporting misconduct. Some recommendations that everyone can take into
consideration are including pronouns when introducing themselves and privately correcting
others who misgender TGD people. These recommendations, and the others listed in Table 1, are
a step towards a more inclusive environment for all during fieldwork.
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INSTEAD

Refer to everyone the way they ask you
to refer to them (e.g. names, pronouns,
identities)

Require everyone to state their
pronouns, as this can force people to
either misgender themselves or out
themselves to others

Introduce yourself using the name you
prefer and your pronouns, to set the
precedentfor others

Handle misgendering indicents briefly,
directly, and on your own

Tell the misgendered person about the
incident or expect them to handle it
later

Where’'s Jason?

She went for lunch.
Theywent for lunch?
Right, yes, they did

Include respect for ransgender people
in safety / harassment training. Include
indigenous genders (e.g. two-spirit)

Avoid the topic as atleast 1% ofthe US
is trans /nonbinary and 0.1-2% are
intersex (InterACT 2021; Brown 2022;
Nonbinary Wiki Contributors 2022)

Assume questions around berths,
bathrooms, and pronouns will arise.
Prepare all authority figures aboard

Ask for berthing preferences from all
scientists onboard. Clearly communi-
cate berthing and bathroom plans
ahead of time.

Assume you can pair people by gender
based on their names, appearance, or
gender markers on legal identification

When planning, ask questions such as:
‘Our berthings have 2 bunks. What
individuals or genders would you prefer
to share with?’

Check how ports handle X gender
markers on identification. The UAE, for
instance, will not allow entry

[see Movement Advancement Project
2023, Quinan 2022]

Wait for the affected persons to ask
about the port’s requirements

Consider this issue in the cruise
plarning phase and communicate this
information to TGD persons

Provide anonymous methods of
feedback for cases of harassment,
misconduct, and discomfort

Require personnel to communicate
directly with captains, marine
technicians, or other authority figures

Offer an online portal or intermediary
service to anonymously report
incidences. Explain its use at safety
announcements, fraining, and berthing

Collect inclusive data on TGD people
that go to sea

Use inadequate sets of identifiers such
as ‘man or woman or other’ and

‘male /trans male or female / frans
female’

Collect demographics data on both
gender and transgender status
(Kronk et al 2022)

Include gender and /or pronouns asan
optional category for ship rosters

Require that gender and pronouns be
listed on the ship roster, as this can
force people to either misgender
themselves or out themselves

Allow people to self-describe in
optional, free-text boxes

Adopt inclusive ethics and codes of
conduct, disseminate best practices

Assume that everyone already knows
appropriate conduct and best practices

Sharerelevant codes of conduct and
best practices with scientists and crew

Publicly display Equity, Diversity, and
Inclusion (EDI) statements at institutes
and onboard

Assume that EDI persons know they
areincluded and accepted

Explicily acknowledge TGD people in
public EDI statements

Work with EDI experts to audit
procedures and educate staff

Ask TGD people to audit procedures
and educate as an unpaid service

Seek out TGD-led organizations that
can provide guidance and /or pay TGD
experts to consult

2
2
2

Consider additional single-bunk
berthings on new research vessels.

Assume that everyone has equal
privacy needs, or allocate single bunk
berths based solely on seniority

Ask about accommodations generally,
the same way you might ask about
dietary needs

Table 1. Recommendations. Number and color on the left indicate the target: 1 (yellow) for
everyone, 2 (white) for chief scientists and ship officers, and 3 (brown) for institutions.

Acknowledgments




233

234

235

236

237

238

239

240

241

242

243

244

245

246

247

248

249

250

251

252

253

254

255

manuscript submitted to AGU Advances

We would like to acknowledge Clair Kronk for providing names of historical TGD people who
assimilated and are relevant to our context. KM thanks the NC State University Libraries for
article processing charge support through the Carolina Consortium.

References

Ackerman, A., K. Yarincik, S. Murphy, 1. Cetini¢, A. Fundis, A. Miller, E. Shroyer, A. Busse, Q.
Covington, A. DeSilva, A. Haupt, L. Johnson, C. Lee, L. Lorenzoni, B. Murphy, J.
Ramarui, B. Rosenheim, and D. Steinberg. 2023. Know before you go: A community-
derived approach to planning for and preventing sexual harassment at oceanographic
field sites. Oceanography 36(1), https://doi.org/10.5670/oceanog.2023.112.

Ali, H. N., Sheffield, S. L., Bauer, J. E., Caballero-Gill, R. P., Gasparini, N. M., Libarkin, J.,
Gonzales, K. K., Willenbring, J., Amir-Lin, E., Cisneros, J., Desai, D., Erwin, M.,
Gallant, E., Gomez, K. J., Keisling, B. A., Mahon, R., Marin-Spiotta, E., Welcome, L., &
Schneider, B. (2021). An actionable anti-racism plan for geoscience organizations.
Nature Communications, 12(1), Article 1. https://doi.org/10.1038/s41467-021-23936-w

Ashley, F. (2019, April 8). Gender modality: Proposal for new terminology. Medium.
https://medium.com/@florence.ashley/gender-modality-proposal-for-new-terminology-
d78df51b299f

Ashley, F., & Skolnik, A. A. (2022). Social Transition. In Trans Bodies, Trans Selves (2nd ed.,
pp. 185-214). Oxford University Press.

Behl, Mona, Sharon Cooper, Corey Garza, Sarah E. Kolesar, Sonya Legg, Jonathan C. Lewis,
Lisa White, and Brandon Jones. "Changing the culture of coastal, ocean, and marine
sciences." Oceanography 34, no. 3 (2021): 53-60. https://www.jstor.org/stable/27051390

Brown, Anna. (2022) "About 5% of young adults in the U.S. say their gender is different from



256

257

258

259

260

261

262

263

264

265

266

267

268

269

270

271

272

273

274

275

276

277

278

manuscript submitted to AGU Advances

their sex assigned at birth." Pew Research Center.
Burnett, N. P., Hernandez, A. M., King, E. E., Tanner, R. L., & Wilsterman, K. (2022). A push
for inclusive data collection in STEM organizations. Science, 376(6588), 37-39.

https://doi.org/10.1126/science.abo1599

Cech, E. A., & Waidzunas, T. J. (2021). Systemic inequalities for LGBTQ professionals in
STEM. Science Advances, 7(3), eabe0933. https://doi.org/10.1126/sciadv.abe0933

Chiarella, D., & Vurro, G. (2020). Fieldwork and disability: An overview for an inclusive
experience. Geological Magazine, 157(11), 1933—-1938.
https://doi.org/10.1017/S0016756820000928

Clancy, K. B. H., Nelson, R. G., Rutherford, J. N., & Hinde, K. (2014). Survey of Academic
Field Experiences (SAFE): Trainees Report Harassment and Assault. PLOS ONE, 9(7),
€102172. https://doi.org/10.1371/journal.pone.0102172

Committee on the Impacts of Sexual Harassment in Academia, Committee on Women in
Science, Engineering, and Medicine, Policy and Global Affairs, & National Academies
of Sciences, Engineering, and Medicine. (2018). Sexual Harassment of Women: Climate,
Culture, and Consequences in Academic Sciences, Engineering, and Medicine (P. A.
Johnson, S. E. Widnall, & F. F. Benya, Eds.; p. 24994). National Academies Press.

https://doi.org/10.17226/24994

Coon, Jaime Jo, Nathan Alexander, Emmett M. Smith, Madeleine Spellman, Isaac M.
Klimasmith, Lucas T. Allen-Custodio, Thea Clarkberg, Douglas Knutson, Kae Fountain,
and Michael Rivera (2023). "Best practices for LGBTQ+ inclusion during ecological
fieldwork: Considering safety, cis/heteronormativity, and structural barriers." British

Ecological Society. https://doi.org/10.1111/1365-2664.14339



manuscript submitted to AGU Advances

279 Demery, Amelia-Juliette Claire, and Monique Avery Pipkin. "Safe fieldwork strategies for at-
280 risk individuals, their supervisors and institutions." Nature Ecology & Evolution 5, no. 1

281 (2021): 5-9. https://doi.org/10.1038/s41559-020-01328-5

282 Fitzgerald, L. F., Gelfand, M. J., & Drasgow, F. (1995). Measuring Sexual Harassment:
283 Theoretical and Psychometric Advances. Basic and Applied Social Psychology, 17(4),

284 425-445. https://doi.org/10.1207/s15324834basp1704_2

285  Frary, S. G. (2022). Drawing on the Experiences of Trans Students to Inform Pronoun Disclosure
286 in Higher Education Settings. Retrieved January 20, 2023, from

287 https://www.communitypsychology.com/pronoun-disclosure/.

288  Gender-variant identities worldwide. (2022, November 2). Nonbinary Wiki.

289 https://nonbinary.wiki/w/index.php?title=Gender-

290 variant_identities worldwide&oldid=33887

291  Hughes, B. E. (2018). Coming out in STEM: Factors affecting retention of sexual minority
292 STEM students. Science Advances, 4(3), eaao6373.

293 https://doi.org/10.1126/sciadv.aa06373

294 Imbler, S. (2020, September 26). The Unsung Heroine of Lichenology. JSTOR Daily.

295 https://daily.jstor.org/the-unsung-heroine-of-lichenology/

296  InterACT. "What is Intersex?" <https://interactadvocates.org/faq/> Updated January 26, 2021.
297 Retrieved 01/18/2023.

298  Johnson, I. R., Pietri, E. S., Buck, D. M., & Daas, R. (2021). What’s in a pronoun: Exploring
299 gender pronouns as an organizational identity-safety cue among sexual and gender

300 minorities. Journal of Experimental Social Psychology, 97, 104194.

301 https://doi.org/10.1016/j.jesp.2021.104194




302

303

304

305

306

307

308

309

310

311

312

313

314

315

316

317

318

319

320

321

322

323

324

manuscript submitted to AGU Advances

Kozlov, M. (2023). Researchers blast US agency’s decision not to collect LGBT+
data. Nature, 613(7945), 624—624. https://doi.org/10.1038/d41586-023-00082-5

Kronk, C.A., Everhart, A.R., Ashley, F., Thompson, H.M., Schall, T.E., Goetz, T.G., Hiatt, L.,
Derrick, Z., Queen, R., Ram, A. and Guthman, E.M. (2022). Transgender data collection
in the electronic health record: current concepts and issues. Journal of the American
Medical Informatics Association, 29(2), pp.271-284.

https://doi.org/10.1093/jamia/ocab136

Krum, T. E., Davis, K. S., & Galupo, M. P. (2013). Gender-Inclusive Housing Preferences: A
Survey of College-Aged Transgender Students. Journal of LGBT Youth, 10(1-2), 64—82.
https://doi.org/10.1080/19361653.2012.718523

Langin, K. (2020). LGBTQ researchers say they want to be counted. Science, 370(6523), 1391—

1391. https://doi.org/10.1126/science.370.6523.1391

Legg, Sonya, Caixia Wang, Ellen Kappel, and LuAnne Thompson. "Gender equity in
oceanography." Annual Review of Marine Science 15 (2022).
https://doi.org/10.1146/annurev-marine-032322-100357

Langin, K. (2023). NSF still won’t track sexual orientation among scientific workforce,
prompting frustration. Science, 379(6629), 225. https://doi.org/10.1126/science.adg6809

Maloy, J., Kwapisz, M. B., & Hughes, B. E. (2022). Factors Influencing Retention of
Transgender and Gender Nonconforming Students in Undergraduate STEM Majors.
CBE—Life Sciences Education, 21(1), arl13. https://doi.org/10.1187/cbe.21-05-0136

Matsuno, E., Bricker, N. L., Savarese, E., Mohr Jr., R., & Balsam, K. F. (2022). “The default is
just going to be getting misgendered”: Minority stress experiences among nonbinary

adults. Psychology of Sexual Orientation and Gender Diversity.



325

326

327

328

329

330

331

332

333

334

335

336

337

338

339

340

341

342

343

344

345

346

347

manuscript submitted to AGU Advances

https://doi.org/10.1037/sgd0000607
McLemore, K. A. (2018). A minority stress perspective on transgender individuals’ experiences

with misgendering. Stigma and Health, 3, 53—64. https://doi.org/10.1037/sah0000070

Movement Advancement Project. "Equality Maps: Identity Document Laws and Policies."
https://www.lgbtmap.org/equality-maps/identity document laws. Updated 01/05/2023.
Retrieved 01/18/2023.

Nelson, R. G., Rutherford, J. N., Hinde, K., & Clancy, K. B. H. (2017). Signaling Safety:
Characterizing Fieldwork Experiences and Their Implications for Career Trajectories.
American Anthropologist, 119(4), 710-722. https://doi.org/10.1111/aman.12929

Nudez, A.-M., Rivera, J., & Hallmark, T. (2020). Applying an intersectionality lens to expand
equity in the geosciences. Journal of Geoscience Education, 68(2), 97-114.
https://doi.org/10.1080/10899995.2019.1675131

Poteat, T., Malik, M., & Cooney, E. (2018). Understanding the health effects of binding and
tucking for gender affirmation. Journal of Clinical and Translational Science, 2(S1), 76—
76. https://doi.org/10.1017/cts.2018.268

Quinan, C. L. (2022, August 15). Rise of X: Governments Eye New Approaches for Trans and
Nonbinary Travelers. Migrationpolicy.Org. https://www.migrationpolicy.org/article/x-
marker-trans-nonbinary-travelers

Sexual Harassment in Marine Science Report Women in Ocean Science March 2021-2.pdyf.
(n.d.). Google Docs. Retrieved January 6, 2023, from
https://drive.google.com/file/d/1LKY gsbmkmUn-f-ZZ4eMUFeNLJA6vwr4Y/view

Sexual Orientation and Gender Identity (SOGI) Discrimination | U.S. Equal Employment

Opportunity Commission. (n.d.). Www.eeoc.gov. https://www.eeoc.gov/sexual-



348

349

350

351

352

manuscript submitted to AGU Advances

orientation-and-gender-identity-sogi-discrimination
Thomson, J. (2021, February 9). “Trapped”: Women Working as Fishery Observers Allege Sex
Harassment, Assault at Sea. Vice. https://www.vice.com/en/article/jgqnag/trapped-

women-working-as-fishery-observers-allege-sex-harassment-assault-at-sea



