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“Attracting and retaining talent from all backgrounds, creating safe workplaces for all, and being a 

good corporate citizen toward communities and clients, means that being silent is no longer an 

option.” 

—Workplace Pride, The International Platform for LGBTQ+ Inclusion at Work1 

 

In the words of ASJ’s Editor-in-Chief Dr. Foad Nahai, “There are two things I will not tolerate: 

arrogance and complacency.” It’s simple enough to self-promote when it aligns with a personal or 

professional agenda. But what happens when it doesn’t? Don’t we have a responsibility to take 

action on issues that negatively impact others, even if they don’t affect us directly? In this Editorial I 

suggest a gateway strategy for embracing and encouraging diversity and inclusion through the use of 

personal pronouns. 

The ongoing pandemic has created a culture of Zoom fatigue many experience regularly. 

However, a study by Trager 20222 illustrates how virtual conferences have led to improved diversity 

and inclusion. They showed that female participation in virtual conferences increased by 253% and 

attendance by gender queer scientists rose 700%. With this comes an opportunity to make a small 

but important impact. You’ve probably seen it on Zoom, the sudden appearance of pronouns such as 

she/her, he/him, or they/them after a participant’s name. Why?  

I adopted the use of pronouns in my signature line 2 years ago along with a link explaining 

why I use them, that can be read here. Making gender assumptions based on appearance may send 

a potentially harmful message and could be interpreted as offensive.3 Leadership by example, set by 

someone who uses pronouns, may be the paradigm to make your staff feel more connected, 

inspired, or empowered to bring their “true self” to work every day and contribute in a more 

passionate and meaningful way. Leaders and peers should all be encouraged to express their 

authenticity freely and without fear of judgement. 

I recently hosted guest Dianndra Roberts on my International Society of Managing and 

Technical Editors (ISMTE) Podcast Series on the topic of diversity in the workplace and she discussed 

the concept of “bringing your whole self to work” and how powerful a statement of allyship it is 

when employers encourage the use of pronouns. Now more than ever, we need to be thinking about 

the contributions we can personally make to empower staff and patients in the workplace to foster a 

more diverse and inclusive environment in the plastic surgery community. Tirrell et al published an 

article in ASJ in which they speculate that the equitable representation of patient photos on social 

media can help decrease patient barriers to healthcare and improve plastic surgeon engagement 

and training in diverse populations.3  
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In trying to achieve inclusivity, are we potentially asking for individuals to offer up too much 

information some may prefer to keep private? This conundrum is the inspiration for the suggestion 

that we all begin using personal pronouns anywhere and everywhere we can. Those of us who are 

cisgender don’t personally gain from the use of personal pronouns; however, by stating ours, we 

level the playing field for those who are not cisgender and wish to use pronouns but may feel doing 

so could “out” or castigate them. 

If your office staff all use personal pronouns, it reduces the likelihood that someone would 

experience discomfort by also doing so. It allows non-cisgender staff an incredibly important 

freedom of expression and self in a professional setting, which some take for granted since it doesn’t 

affect them. Transgender men and women are already dealing with their own personal, emotional, 

and physical struggles4,5 and the simple act of supporting their journey quietly through the use of 

pronouns will not only empower them, but help them feel included among their peers, perhaps for 

the first time. This no-cost act of kindness is a great way to begin your own personal workplace 

contribution toward a more diverse and inclusive plastic surgery office and practice. 

At a corporate level, large organizations such as IBM (Armonk, NY) have taken note. They 

sponsored the call to action “Corporate Advocacy for LGBT+ Rights” created by Workplace Pride.1 

This white paper details the responsibility employers have toward this community and the increasing 

visibility and impact of their policies and actions. Beyond business, organizations have a local 

legislative and cultural responsibility in terms of hiring the best talent with an eye toward equal 

opportunities regardless of gender, race, religion, handicaps, etc. What resonated with me was the 

quote I used at the beginning. In the current sociological era, being an ally and creating a safe 

working environment for employees is not only imperative, but it’s the minimum standard that 

should be set by plastic surgeons for staff and patients. Not only will creating inclusive policies help 

retain talented staff, but it could also translate to a new client base who feel comfortable because 

they can be heard, understood, and operated on without judgement.  

Patient communications (emails, signature lines, office forms) that include pronouns are a 

cost-free, simple step illustrating tolerance and sensitivity. Additionally, plastic surgeons might 

consider updating office forms to include options beyond simply Miss/Ms/Mr/Mrs with options such 

as Mx—a new designation added to the Merriam-Webster Unabridged Dictionary in 2016 (though it 

was in print as early as the 1970s).6 Mx is a gender-neutral title alternative that does not imply 

marital status.6 Rather than saying “Ms. Jones,” one would refer to them as “Mx. Jones” 

(pronounced “mix” or mux”). 

Many plastic surgeons have created a niche in their practices and are caring for transgender 

patients, performing top surgery, facial feminization, hair transplantation and other procedures that 
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have long-lasting physical and psychological effects on their patients.7-12 Caring for the transgender 

population and aligning forward-thinking policies catering to them sends a powerful and 

complementary message to this population. 

From an advocacy aspect, interacting with industry without diversity policies in place may 

send a negative message to potential sponsors or collaborators. Leadership from a plastic surgery 

society level can help drive change rather than placing the onus on employees to demand change or 

flag workplace discrimination they experience. Ideally, employers should advocate for their staff and 

patients. ‘Advocacy is the new advertising’ according to Workplace Pride1 and when discrimination 

intensifies, many believe corporations have an ethical responsibility to consider both the risk of 

advocating and the cost of not placing value on equality.  

There are simple actions each of us can take to build one another up in a professional 

setting. Using personal pronouns can lead to the adoption of new policies and advocacy for a 

population of staff and patients who deserve to feel as welcomed and included as everyone else. 

Adopting a deeper appreciation of the value of a diverse and inclusive environment and 

implementing changes toward this end helps the plastic surgery community continue to evolve in a 

positive direction. 
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