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Abstract: Though Brazilian academia claims equality, the sector has largely been referred to as
non-meritocratic, and academic hiring is still inward-oriented. The Lattes platform, a public curricular
information system, reflects elements of this protectionism. This article assesses two ‘obsessions’
in Brazilian academia: the ‘mandatory’ Lattes CV, and the assessment criteria and procedures in
public tenders for faculty positions. The current situation is introduced to the reader, and the
shortcomings of these methods and their effect on academia in Brazil are analyzed. The following
improvements are proposed: (1) evaluations in public tenders based on a candidate’s CV, interview,
and a sample lecture, (2) removing the Lattes CV as a mandatory format, and (3) using platforms such
as Microsoft Academic, Google Scholar, ORCID or ResearcherID for curricular information. With
these recommendations, Brazil can move towards a more open and international-oriented academic
hiring system.

Keywords: Brazilian academia; interviewing for faculty positions; Lattes CV; meritocracy

1. Introduction

Meritocracy is a system in which individuals make progress and gain the fruits of their own
efforts. It uses pre-established criteria to assess people according to their performance, regardless of
their seniority and networks. According to Barbosa [1] and Pinheiro [2], Brazil is a flawed meritocracy,
since it does not promote a fair assignment of its citizens’ own labor efforts, and endangers the
entrepreneurial spirit by imposing bureaucracy and inefficient rules. Back in 1996, Barbosa [1] stated
that public tenders employ unsuitable assessors and assessment methods, and/or allow biased results
due to personal relationships. A 2016 Brazilian self-descriptive work of fiction titled “3%”, mocked
the current situation and showed a dystopia where merit can only be measured if one formulates a
particular range of tests, and then administers them to every member of society in the same way [3].
The complex public tenders today have been developed since their origin in the Federal Constitution
of 1988 [4]. Academic hiring at public universities is subjected to the same procedures as all public
tenders. Since academia is a place for innovation and knowledge production, one of its tasks should be
the quest for paradigm changes [5].

The Brazilian National Council for Scientific and Technological Development (CNPq) launched,
in 1997, a curricular information system denominated Lattes (CNPq 2018a), in honor of Cesare Lattes,
a world-renowned Brazilian physicist [6]. CNPq’s aim was to integrate all curricula of people associated
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with the Brazilian scientific community into a single database, through the so-called ‘Lattes Curriculum’
(also named Lattes CV in this manuscript) [6].

This article aims to describe, analyze, and propose alternatives for two ‘obsessions’ that obstruct
progress of academia in Brazil: the way candidates are assessed in public tenders for faculty positions at
public universities and the mandatory Lattes CV. This work is a good fit with the Challenging Academia
special issue, as it deals with a controversial topic in academia in Brazil, criticizes the status quo, and
attempts to debate this topic in Brazil have not been welcome. Earlier attempts to publish our views in
Brazilian journals have not been successful, even though we have always presented this work in the
form of an opinion article and with the intention of improving current practice in Brazil, as we strongly
believe such an improvement will benefit Brazilian students, faculty members, and society.

The current state of practice for hiring faculty at public universities in Brazil is non-meritocratic for
the following reasons: (1) the written exams that form part of the evaluation procedure are standardized
tests for which privileged candidates can purchase forms of training [4]; (2) regardless of the extensive
and complex procedures for hiring faculty, panel members from inside the faculty can manipulate the
outcome [7], and (3) peculiarities of the Brazilian system, such as the use of Lattes CV and the fact that
all exams are in Portuguese, make it difficult for foreigners to apply to positions in Brazil [8]. In the
authors’ opinion, the structure of the public tenders and the use of the Lattes CV platform are seriously
jeopardizing Brazil’s development and pluralism in science and higher education—two major pillars
of society.

2. Current State of Academic Hiring Procedures at Public Universities in Brazil

2.1. Public Tenders for Academic Positions

The original reason for organizing public tenders for faculty positions in Brazil [7] was to ensure
that the process is free of favor, nepotism, and political patronage. A candidate who has been hired in
the Brazilian public academic system also has major job security. A study [5] that investigated the
public tender assessment criteria for faculty positions in 59 Brazilian federal universities concluded that
most employ a written exam, a sample lecture, and CV evaluation. Some include an extra assessment
called ‘Memorial’, typically for full professor positions, where a research project is orally presented.
Sample lectures are always optional and are an administrative decision. The written exams cover 1–3
out of 10–20 topics publicly announced prior to the exam [5]. This evaluation is a standardized test, for
which the candidate can study to obtain a good grade. The shortcomings of using a standardized test
are described in Section 3.1.

Table 1. Weight distribution for distinct public tender assessment criteria found in the literature.

Reference Written
Exam (WE)

Oral Exam
(OE)

Sample
Class (SC) CV Memorial (M)

I [5] 0.3 - 0.4 0.1 0.2

II [5] 0.4 - 0.2 0.2 0.2

III [5] 0.3 - 0.3 0.2 0.2

IV [5] 0.5 - 0.3 0.2 -

V [5] 0.3 - 0.3 0.4 -

VI [9] 0.2 - 0.4 only PhD degree required 0.4

VII [10] 0.4 - 0.3 0.1 0.2

VIII [11] 0.4 0.4 0.2 0.1 -

IX [7] 0.2 0.3 0.2 0.3 -

Final Score (FS) for each candidate in a public tender

FS = WWE SWE + WOE SOE + WSC SSC + WCV SCV + WM SM
Wi = score weight for assessment type i; Si = score obtained in assessment type i
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Table 1 shows the different weights that are used to determine the Final Score according to different
references. The final score of each candidate is the weighted sum of the partial scores in each type of
assessment (typically on a 0–10 scale), see the equation at the bottom of Table 1. For example, the first
way (I) a candidate can be ranked, is by counting the written exam as 30% of the overall score, the
sample lecture as 40%, the candidate’s CV as 10%, and the “Memorial” (research proposal) as 20%.
In most cases, the exams and CV are the most- and least-weighted, respectively. In most academic
public tenders there is a qualifying phase, i.e., candidates are first classified, typically based on the
written and/or oral exams (sometimes the sample lecture also—e.g., [11]), and only those who score
higher than a predetermined minimum proceed to the final stage of the selection process.

2.2. Use of the Lattes CV Platform

‘Lattes is like an idol, thus requiring to be fed every day’ [12] perfectly and partially reflects the
prevalent environment in Brazilian public universities. ‘Perfectly’ because Lattes CV has become
almost an obsession for important sectors within academia (including private institutions)—e.g., it’s a
key element in selection processes for research funding or academic positions, and most public tenders
for faculty positions recommend or require its use. ‘Partially’ because there is a reasonable number of
full-time professors who have a stable career and do not show any interest in updating their profile.
Dias et al. [13] published a histogram of the number of Lattes CVs, among 4,156,635 (one per person)
published by 5 April 2015, last updated on each date in 1997–2015. Roughly 60% and 40% of the
curricula were not updated during the last 1.25 and 2.25 years, respectively, which reveals that either
the scientific productivity of those professionals is low, and/or Lattes CV is not effective enough to be
the first choice for those users.

3. Analysis of Current Procedures

3.1. Brazilian Public Tenders for Faculty Positions

According to Fontainha [14], individual success or failure in public tenders depends on the
applicant’s capacity to adapt to the type of assessment employed. For the hiring procedures in
Brazil, the success of a candidate depends on how well he/she/they performs on (written and oral)
standardized tests. Fontainha et al. [15] showed that public tenders are used to select people who are
neither the most experienced nor the most qualified. Indeed, this reality is not surprising when one
realizes the dimension of the editorial and digital markets involved in the preparation of public tender
candidates, as described next. Besides, Downie [8] noted that the fact that the exams are in Portuguese
is also a major barrier to hiring international faculty.

Many public tender-oriented markets in Brazil have shown an increasing growth in recent years.
Araújo [4] points out the following books: ‘How to pass exams and public tenders’ [16] (more than
200,000 copies sold), ‘How to study for public tenders’ [17], and the ‘Manual for public tender attendees:
the path of common people’ [18]. On social media, there is an interactive online platform [19] to help
prepare for public tenders, which has more than 100,000 members. Searching for ‘concurso público
Brasil’ (‘public tender Brazil’) on YouTube (12 August 2018) returned 24 videos with more than 200,000
views and five videos with more than 1 million views. In terms of YouTube channels, a search on ‘como
passar em concurso público’ (how to be approved in a public tender), returned 17 channels with more
than 30,000 subscribers, 10 channels with more than 100,000 subscribers, four channels with more than
450,000 subscribers, and two channels with more than 700,000 subscribers.

As mentioned before, the hiring decisions are heavily influenced by the exam grades of the
candidate. Since the CV does not drive the hiring procedures (or only in a very limited amount of cases,
see Table 1), candidates with poor CVs (and perhaps poor scientific performance) have equal chances
to be hired as their counterparts who outperform them in terms of scientific productivity do. Studies
suggest that public tenders in Brazil assess candidate’s research skills in a very superficial way [5].
This lack of proven research qualities can be quite a hindrance, since a full-time professor’s teaching
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load is around 20 h/week (Ziker measured it to be, on average, 24.5 h/week [20]); i.e., roughly half of
a professor’s work time should be dedicated to research. Authors like Morin [21], Serres [22], and
Demo [23] have mentioned that it is good practice for any teacher to be able to identify current research
within their teaching. In other words, teaching without research results in courses with obsolete
content [5]. Recent research findings also show that research quality is positively correlated with
teaching quality [24]. It’s important to note here that it is research quality, not quantity that enhances
teaching quality.

While the goal of the public tenders for academic positions is to hire the best candidate in an
impersonal way [7], Araujo details in his ethnography how

“different interest groups act and react in order to maintain their spheres of influence inside this
peculiar, strict, law-enforced job-searching scenario.”

The ethnography contains details of various instances in which departmental politics and power
struggles have influenced the hiring panel, as well as the outcome of the hiring process. The colonial
heritage of Brazil and resulting political patronage have strongly influenced society. One could wonder,
then, why such elaborate procedures are followed when sometimes the preferred candidate is identified
by the internal members of the hiring panel from the beginning.

3.2. Lattes CV Features

Several types of ineffective features of Lattes CV (and its online platform) are described next. For
a more detailed analysis, showing screenshots of all elements mentioned in this analysis, please refer
to the preprint of this work [25].

We first address essential information that cannot be included in Lattes CV, or that is not
compulsory. The main missing element is contact information: email address, phone number, and/or
personal website(s). The only information sometimes provided is a postal address. Additionally,
one cannot select more than one scientific field of expertise, which does not serve researchers in
multidisciplinary or interdisciplinary topics. An English version of Lattes CV is not always available
(compare random profile [26] to [27]). Some journal papers are missing their Digital Object Identifier
(DOI), issue number or even title (see, for example, random profile [28] which is missing details for
references [29,30]).

Next, we describe superfluous features of a Lattes CV. Since a Lattes CV does not impose word
count limits on some sections and fields, some profiles become overly long, which makes it difficult for
recruiters to extract the most important information (see, for example, randomly selected profile [31]).
Additionally, the ‘Formal education/Degree’ section includes fields such as information from a random
profile [32]: (1) Major Area (e.g., ‘Linguistics, Letters and Arts’), (2) Area (e.g., ‘Letters’), (3) Sub-Area
(e.g., ‘Literaturas Estrangeiras Modernas’—without English translation), and (4) Specialty (e.g., ‘Literatura
em Língua Inglesa’—without English translation). These extra subdivisions clutter the profiles and the
same information can be found in the ‘keywords’. Lastly, some sections on the CV could be shortened
or excluded (e.g., [26]): expanded abstracts and abstracts published in conference proceedings (for most
purposes, only full conference papers or presentations are evaluated), participation in examination
boards, and academic advisory roles (information could be presented in a more concise form).

The Lattes platform [33] contains a number of software issues that make creating and updating
a CV difficult. Selecting an institution requires a number of steps. Multiple entries of the same
institution exist, as users are allowed to create institutions. A link between institution and its country
is also missing.

Finally, the Lattes platform does not translate well into English. Even though the platform is
designed for researchers, many technical terms are not correctly translated into English. One striking
error is that abstract is translated as summary (see, for example, profile [26]). For a list of erroneous
translations for keywords in civil engineering, refer to the extended analysis in the preprint [25].
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One feature in the Lattes platform that can be very useful for recruiters (although only available in
the Portuguese version, as can be seen in [26]), is the indication per journal publication of the number
of citations from the Web of Science (WoS), Scopus, and Scielo databases.

4. Suggestions for Improvement

The authors of this manuscript consider the current assessment method of a candidate’s knowledge
in public tenders and the mandatory use of a Lattes CV as highly questionable. The examination
stage suggests that the candidates’ qualifications, experience and skills included in their CVs, all fully
proven by institutional certificates, letters of recommendation, and publication metrics, are insufficient.
Furthermore, many candidates graduated from the same institution where they are applying for a
position, somehow showing that their degree is not sufficient or valid in demonstrating that they are
qualified for the position.

As mentioned by Araujo [7], the impact of newly hired faculty on the university is as follows:
when the best candidate is hired, this person is expected to have the largest productivity. This, in turn,
will be reflected by the amount of funding that goes to research and graduate students. Araujo [7]
sums this up as:

“In the long run, students, and not faculty, are impacted, because the amount of public money allocated
for grants is related to the productivity of the faculty members. The best option would be to take
seriously into account the curriculum vitae of the candidates, and not his/her degree of empathy.”

To improve hiring procedures in Brazil, one can analyze best practice manuals from international
institutions, for example [34]. The authors’ proposal for a suitable selection process in any public
tender in academia consists of the following three elements: full CV, interview, and a 15 min sample
lecture on a given subject. Literature on recruiting processes in organizations has highlighted that
the interview is one of the most effective instruments used [35], and its application in academia is
recommended by Bohlander et al. [36]. Kramnick [37] suggests that using Skype interviews can be
preferable for two reasons: It does not require the candidate to spend money to travel to the interview
and it removes the need for small talk before the actual interview. The need for a travel budget and
the ability to feel comfortable in certain social settings may be more accessible to candidates from a
privileged background—using videoconferencing may mitigate this implicit hurdle.

A two-tier process, in which first a preselection of suitable candidates is made based on the
CV and a motivation letter, and then suitable candidates are invited for the interview and sample
lecture, is recommended. For the interview, it is recommended to start with a short presentation of the
candidate’s previous experience and major achievements, followed by a discussion on his/her teaching
and research goals.

The interview should be taken by a balanced and diverse (with gender and racial diversity where
possible) committee, which includes a student, a junior faculty member, a senior faculty member, and
an exterior committee member. Any proposed method of evaluation should be analyzed periodically
and updated in light of new research findings currently used tools [38].

For CV evaluation in the first assessment round, we propose a weighted formula. The weighted
formula should include elements such as scientific performance (e.g., based on citation indexes
proposed by Abambres and Arab [39]), and professional experience. The institution where the
candidate graduated from can be evaluated for this classification. The professional experience
evaluates the work experience of the candidate only. The teaching skills of the candidate will be
evaluated separately in the sample lecture. Other elements that can be evaluated and added to
the weighted formula, depending on the position, are: scholarships, prizes and other recognitions,
service appointments (e.g., technical committees), involvement with professional organizations (or
their associated student chapters), and funding obtained during previous positions. The weight to be
assigned to each of the categories used to evaluate the candidate’s CV can be tailored to the academic
position he/she/they are applying for.
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These procedures are recommended to have a better evaluation of the research performance
of a candidate, since the new employee will dedicate roughly 50% of his/her/their time to research,
as discussed in Section 3.1. Note that, for a faculty member to dedicate this amount of time to research,
it is necessary that sufficient administrative support is available. Whereas globally the trend is to
reduce support staff and give more administrative tasks to professors, the authors’ opinion is that
sufficient administrative staff is necessary for the optimal functioning of faculty.

5. Discussion

The analysis in Section 3.2 describes the shortcomings of the Lattes CV platform. In the authors’
opinion, Lattes CV should not be imposed as a mandatory CV format in job or funding applications,
and most of its features need to be improved to allow its effective use, as described in the previously
presented analysis. In order to overcome a crucial drawback, the authors recommend the automatic
creation and updating of each CV based on information taken from more effective, popular and
renowned platforms such as Microsoft Academic, Google Scholar, ORCID, ResearcherID, or similar.
The authors consider that an effective CV should be as short as possible, and easy to read and compare
(the same holds for the platform where the CV is built).

Examples that should be followed are Microsoft Academic and Google Scholar, where either
references are automatically found and included in one’s profile (including a hyperlink to the article’s
official website), or a hyperlink is automatically created when a reference is manually added to an
author’s profile. Alternatively, a tool can be programmed (such as Top Academia in Saudi Arabia [40],
which crawls the Web of Science database) to collect relevant information from the available bibliometric
sources and build a profile for the candidate. As the abilities of scripting for sorting information
increase [38], we should make use of such tools yet keep in mind that the procedures should be
democratic in the face of standardization.

The feature of showing the number of citations mentioned in Section 3.2 could be introduced
into existing platforms (e.g., Microsoft Academic, Google Scholar, Science Open, ResearchGate,
ResearcherID, etc), either explicitly, and/or implicitly by providing citation indices per author based on
the proposal of Abambres and Arab [39], i.e., weighting the authorship order/credit in each publication,
as well as the source (WoS, Scopus, or ‘others’) of each citation. The advantage of this approach is
that it provides a combination of different indexing databases, whereas the current Lattes CV metrics
separate the different indexing databases.

As compared to the international state of the practice, we can see that the ideal hiring procedures
do not exist yet. We could turn to best-practice manuals from universities in the United States [34], yet
need to keep in mind that there is systematic inequality related to prestige in the hiring procedures in
the United States [41]. Most universities in Europe mention their hiring procedures on their website.
KU Leuven [42] follows a typical hiring procedure of two steps. In the first step, candidates send
their CV, a discussion of their five most important publications, and an autobiographical essay. Then,
candidates on the shortlist will be invited for an interview, a sample lecture, and/or for sending their
publications. Similarly, TU Delft [43] first requires candidates to submit a CV, a research plan, list of
publications, and the names and e-mail addresses of at least three potential references along with a
letter of application. In a second stage, candidates are invited to give a presentation outlining their
research and teaching vision. Similar requirements and a two-step procedure are described by RWTH
Aachen [44].

Although currently no ideal hiring procedures exist, we consider it important to highlight the
shortcomings of the current state of practice in Brazil, so that Brazilian academia can move towards
fairer hiring procedures. As mentioned previously, the main influence on the outcome of the public
tenders is on the budget available for graduate students—the students are thus most affected by the
hiring decisions, and they currently have no voice in these procedures.

When developing improved methods for hiring faculty in Brazil, we should learn from the
experience and the international state of the practice. At the same time, we should consider the unique
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cultural and social aspects of academia in Brazil, as earlier research comparing academia between
two countries (United States and the Czech Republic) showed that there is no “one size fits all” at an
international level [45]. Lamont [46] also warned against exporting customary rules of evaluation from
the United States to an international context.

One issue hiring panels should be aware of, is related to minorities. This problem lies deeper than
just our personal biases, as the current status is one of systematic methodological disqualifications
of contributions from members of underrepresented social groups [47]. As Saul remarked, this issue
directly influences hiring panels:

“[m]any admissions and hiring committees have a commitment to improving gender balance and
perhaps even to choosing a woman over an equally qualified man but implicit biases may well prevent
them from seeing which women are equally qualified.”

As a solution to this deep-rooted problem, Leuschner [47] proposes mechanical methods. In terms
of hiring, she proposes a quota for hiring women and shows that affirmative action programs have
been and are helpful.

While we have focused in this work on meritocratic procedures (in terms of finding the best
candidate for a vacancy, while keeping in mind biases against minorities), we should be aware
of the flaws of meritocracy itself. As Leuschner [47] pointed out, meritocracy has resulted in the
self-production of elite groups and fails to adhere to pluralistic standards. At its worst, meritocracy is
elitist and inequitable, obstructing consent and cohesion in society [48]. Paradoxically, opportunities for
merit are themselves determined by non-meritocratic factors (talent is not distributed in a meritocratic
way) [49], and the definition of “merit” itself implicitly favors some groups of society over others.
Mijs [49] thus argues that meritocracy itself is an unfulfillable promise. Instead, we should strive to
adhere to the principles of justice, need and equality in academia. While his analysis focused on higher
education, and questions whether universities should train students for the labor market or build
character and citizenship, further research seems necessary to identify how the principles of justice,
need and equality can also be included during the academic hiring procedures to create a level playing
field where bias will not (inexplicitly) affect the hiring procedures.

The comments in the previous paragraphs related to the obstacles minorities face, should be more
than “good to know.” The guidelines for hiring procedures in Brazil should directly address these
challenges, and the mechanical methods proposed by Leuschner [47] could be used in the context of
Brazilian academia. From this perspective, the evaluation of a researcher’s CV as outlined in Section 4,
should also be evaluated from the gender perspective. Nielsen [50] shows that bibliometrics used as a
driving factor during hiring procedures perpetuate existing gender inequalities in academia. We should
also make sure that reduced productivity during and after maternity leave does not reflect negatively
upon the evaluation of the CV of a woman with children (to remove the so-called “motherhood
penalty”). His solution is then articulated as follows:

“my suggestion therefore is to always supplement the use of quantitative proxies for merit with
in-depth and systematic qualitative considerations about variations in expertise, experience, activities
and career progression along gendered lines; even when comparing large numbers of researchers.
Such an approach could help render visible some of the potential gender biases related to the use of
quantitative performance metrics, hereby making academic recruitment and selection processes less
gendered in their stratifying outcomes.”

The neoliberal reality of today’s university landscape also poses significant limitations to
researchers [51,52], which are difficult to evaluate and take into consideration during hiring procedures.

For all good intentions on developing the best hiring procedures, we should keep in mind that
human emotions play a role in these procedures [53]. These extra-cognitive emotional aspects of
the hiring procedures are not well-known nor researched. We should be aware of these: how they
influence how favourably we rate a candidate, and how we could possibly quantify these emotional
aspects. Again, this knowledge could be used in the future to improve hiring procedures.
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Based on the investigation carried out and the authors’ professional experiences, it is no surprise
that the Brazilian academic market is still inward-oriented, even though most universities have
developed stronger links with foreign institutions. A limited number of foreign students and
professionals (especially from outside Latin America) [8] work at Brazilian universities, and Brazilian
scientists still [54] publish a significant amount of work in national journals, which sometimes are only
available in Portuguese. By limiting its capacity to attract foreign talent, Brazilian academia fails not
only to identify the most suitable (national or international) candidates, but also to promote diversity
and pluralism.

6. Conclusions

This paper describes two major flaws in Brazilian academia—the pseudo-meritocratic public
tender and the Lattes CV. The public tender, with its standardized written exam, makes the hiring
procedures for faculty in Brazil unnecessarily complex, resulting in a system where one can study to
pass the exam and have a good “grade” in the tender, and yet is not immune for realpolitik within the
hiring committees itself. We propose to replace the current hiring procedures by procedures similar to
those used in an international context: a two-tier approach where the CV and application letter is first
analyzed, and then the candidates are invited for an interview and short sample lecture.

A second particularity of academia in Brazil is the use of the Lattes CV platform. The Lattes CV is
the only CV that counts when a candidate applies for a position, or even when applying for funding.
Our proposal is simply to use a regular CV instead of the convoluted Lattes platform. If Brazilian
universities find an online profile necessary, then popular online platforms such as Microsoft Academic,
Google Scholar, ORCID or ResearcherID could be used.

With the recent budget cuts in Brazil, we consider that the time is right for change. The convoluted
hiring processes in Brazil and their self-engineered, self-funded, and self-maintained Lattes CV platform
may be eating away at a budget that could be redirected to scholarships for students, used for opening
more faculty positions, or used for funding research. Meanwhile, the time is right to ask ourselves
critical questions: what can we do to improve hiring procedures in such a way that minorities are
not affected by implicit biases in academia and hiring panels? How can we use affirmative actions
that have worked elsewhere in the world within the social context of Brazil? Ultimately, what type of
faculty does Brazil need in order to be a reflection of its society, so that faculty members can address
the needs of the Brazilian society on one hand, and have a voice in an international context as well.

Even though the lack of research funding in Brazil is the most discussed topic in the media,
increasing funding is not the only solution Brazilian academia needs to thrive in an international
context. We hope that we have provided a relevant contribution for Brazil to prosper academically and
scientifically in the near future, and that the questions we address in this work within the Brazilian
context will also help our colleagues internationally to think further about the hiring procedures at
their institutions.
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