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Mission	
  

AWIS	
  is	
  a	
  na8onal	
  advocacy	
  organiza8on	
  
championing	
  the	
  interests	
  of	
  women	
  in	
  science,	
  

technology,	
  engineering,	
  and	
  mathema8cs	
  
(STEM)	
  across	
  all	
  disciplines	
  and	
  employment	
  
sectors.	
  	
  Founded	
  in	
  1971,	
  AWIS	
  is	
  the	
  only	
  all-­‐

inclusive	
  mul8-­‐disciplinary	
  membership	
  
organiza8on	
  for	
  women	
  in	
  STEM.	
  

	
  



AWIS	
  Represents	
  Women	
  in	
  	
  
All	
  Sectors	
  of	
  Science	
  



AWIS	
  has	
  a	
  broad	
  reach	
  
§  50	
  chapters	
  engage	
  members	
  in	
  outreach,	
  professional	
  

development,	
  and	
  advocacy	
  
	
  
§  Based	
  in	
  DC,	
  we	
  are	
  ac8ve	
  on	
  Capital	
  Hill	
  (America	
  Competes	
  

Act,	
  Paycheck	
  Fairness	
  Act)	
  and	
  work	
  with	
  government	
  
agencies	
  (NIH,	
  NSF,	
  Department	
  of	
  Jus8ce)	
  

	
  
§  We	
  offer	
  workshops	
  and	
  STEMinars	
  on	
  work-­‐life	
  balance	
  
	
  
§  We	
  are	
  working	
  with	
  scien8fic	
  socie8es	
  to	
  examine	
  their	
  

prac8ces	
  that	
  may	
  disadvantage	
  women	
  	
  
	
  



Who are you? 

Associate Professor <5 years

Associate Professor 5-10 years
Associate Professor >10 years

Professor <5 years

Professor >5 years

other



Who are you? 

4-year college

Master's

Doctoral

Museum



Who are you? 

•  7 department chairs 
•  3 associate deans 
•  4 grad program directors 



You do a LOT of service 

•  19 served on P&T committees, 5 as chair 
•  34 served on faculty search committees, 8 as chair 
•  18 served on curriculum committees, 7 as chair 



You do a LOT of service 
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Most of you have women colleagues 
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The Implicit Association Test (IAT) 

•  Developed by psychologists and extensively tested 

•  Asks you to react to images/ words  

•  Times your reaction  

•  Tests examine reactions to race, gender, age, 

political persuasion, et al. 

•  Gives a good indication of hidden biases we all have 

•  The results can be discomfiting! 



What	
  is	
  implicit	
  bias?	
  

Unequal	
  access	
  to	
  resources,	
  pres8ge,	
  
recogni8on,	
  etc	
  that	
  results	
  from	
  unconscious	
  
devalua8on	
  of	
  individuals	
  according	
  to	
  a	
  group	
  

with	
  which	
  they	
  are	
  associated	
  
	
  

Implicit	
  bias	
  produces	
  outcomes	
  
“microinequi8es”	
  that	
  can	
  be	
  at	
  variance	
  with	
  

our	
  values	
  
	
  



What	
  is	
  implicit	
  bias?	
  
Implicit	
  bias	
  operates	
  in	
  virtually	
  every	
  arena	
  of	
  
our	
  society:	
  educa8on,	
  healthcare,	
  business,	
  

penal	
  system,	
  entertainment	
  …	
  
	
  

Implicit	
  bias	
  disadvantages	
  women,	
  non-­‐whites,	
  
the	
  elderly,	
  those	
  with	
  visible	
  disabili8es:	
  it	
  is	
  

the	
  polar	
  opposite	
  of	
  privilege	
  
	
  

kirwanins8tute.osu.edu/implicit-­‐bias-­‐review/	
  

	
  
	
  



Implicit bias against women 

•  Operates in our daily lives 
•  Valian developed the concept of gender schemas 

•  Unconscious perspectives about males and 
females held by both men and women 

•  Formed from our experience 
•  Causes us to underestimate heights for 

women and overestimate heights for men 
•  Also causes us (all of us)  to devalue women’s 

contributions in professional spheres 

Valian, V. 1998 Why so slow? 
AAUW. 2010 Why so few? 



Implicit bias in the news 



An	
  example	
  of	
  a	
  	
  
microinequity	
  in	
  a	
  university	
  	
  

Peoplesoft database at a large research university 
•  Includes a field for title prefixes 
•  Human Resource staff enter data into Peoplesoft for new hires 
•  There are 7 pre-defined options for the title prefix 
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Saporu, D and J.M. Herbers. 2014. What’s in a name? Gender micro-
inequities in a human resources database. NASPA Journal about 
Women in Higher Education (in press) 



What kinds of microinequities have 
you noticed?  1/2 Your Input 

•  How students talk to a female vs. male faculty member. For. Ex., it 
is the female faculty member who is often called Mrs. X 

•  How staff refer to male faculty members as Dr. and female faculty 
members by their first name. 

•  Being told to not hyphenate my name when in graduate school, 
because then I would less likely be cited 

•  Possessing a foreign sounding name that others are less likely to 
use in a presentation, or remember, thus reducing the probability 
of your research being cited. or somehow treated in a different 
(negative) way because of their undermined, or somehow treated 
in a different (negative) way because of their gender or race (or 
some other intrinsic characteristic). 
 



What kinds of microinequities have 
you noticed?  2/2 Your Input 

•  Undermined, or somehow treated in a different (negative) way 
because of their gender or race (or some other intrinsic 
characteristic) 

 
•  Women are interrupted more often 
 
•  Women offer ideas, and they are repeated shortly thereafter by a 

man 
 
•  Students seek out and share their personal lives more readily with 

women faculty 
 



An important arena: Scientific Publishing 
 
Authorship in Behavioural Ecology before and 
after double-blind review 
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Authorship of Scientific Papers 
http://www.nature.com/news/bibliometrics-global-gender-disparities-in-science-1.14321 



Citation rates 



Yet	
  women	
  contribute	
  to	
  becer	
  science!	
  

Campbell,	
  L.	
  G.,	
  Mehtani,	
  S.,	
  Dozier,	
  M.	
  E.,	
  &	
  Rinehart,	
  J.	
  (2013).	
  
Gender-­‐heterogeneous	
  working	
  groups	
  produce	
  higher	
  quality	
  
science.	
  Plos	
  One,	
  8(10).	
  

NCEAS	
  working	
  group	
  composi8on	
  and	
  
impact	
  of	
  publica8ons	
  



Can	
  we	
  counteract	
  implicit	
  bias?	
  

Absolutely!!	
  
•  Allow	
  sufficient	
  8me	
  to	
  make	
  measured	
  

decisions	
  
•  Clarify	
  criteria,	
  standards	
  as	
  much	
  as	
  possible	
  
•  Talk	
  about	
  its	
  effects	
  at	
  every	
  mee8ng	
  where	
  

it	
  might	
  operate	
  
•  Prime	
  yourself	
  before	
  situa8ons	
  where	
  bias	
  

may	
  operate	
  



The	
  years	
  ajer	
  tenure:	
  
special	
  challenges	
  ½	
  Your	
  Input	
  

•  Change	
  reviewing	
  policies	
  of	
  journals	
  –	
  ins8tute	
  double	
  blind	
  
approach	
  

•  1st	
  7	
  years	
  of	
  NCEAS	
  all	
  working	
  groups	
  were	
  all	
  male	
  –	
  need	
  to	
  
advocate	
  that	
  centers	
  and	
  ins8tutes	
  are	
  ac8ve	
  in	
  promo8ng	
  
equity	
  from	
  day1	
  

•  Lack	
  of	
  senior	
  females	
  as	
  mentors	
  or	
  sponsors	
  
•  Sex	
  ra8o	
  begins	
  50-­‐50	
  but	
  then	
  is	
  male	
  biased	
  as	
  we	
  move	
  up	
  the	
  

ladder	
  in	
  academia	
  
•  Is	
  there	
  a	
  lower	
  criteria	
  for	
  males	
  for	
  promo8on	
  than	
  females	
  

owing	
  to	
  implicit	
  biases?	
  	
  
•  Discern	
  what	
  is	
  Important	
  from	
  and	
  what	
  is	
  Urgent	
  



The	
  years	
  ajer	
  tenure:	
  
special	
  challenges	
  2/2	
  Your	
  Input	
  

•  Collabora8ve	
  efforts	
  by	
  females	
  are	
  undervalued	
  
•  How	
  to	
  combat	
  “learned	
  helplessness”	
  or	
  strategic	
  incompetence	
  

of	
  colleagues	
  	
  
•  Failure	
  to	
  support	
  one	
  another	
  for	
  awards	
  and	
  recogni8on	
  
•  As	
  we	
  age	
  students	
  respond	
  differently	
  to	
  us	
  
•  Research	
  commitment	
  	
  can	
  vary	
  
•  Easy	
  to	
  put	
  off	
  planning	
  for	
  next	
  promo8on	
  
•  Have	
  a	
  5	
  year	
  and	
  10	
  year	
  plan,	
  make	
  ac8ve	
  choices	
  
•  Take	
  your	
  earned	
  sabba8cal	
  ASAP!	
  



The	
  years	
  ajer	
  tenure	
  

•  Service	
  demands	
  ramp	
  up	
  
•  Formal	
  mentoring	
  programs	
  ojen	
  stop	
  
•  The	
  road	
  to	
  Professor	
  is	
  poorly	
  lit	
  and	
  full	
  of	
  
potholes	
  	
  

•  As	
  we	
  age,	
  students	
  respond	
  differently	
  to	
  us	
  
•  We	
  are	
  expected	
  to	
  do	
  more	
  “emo8onal	
  labor”	
  
•  Students	
  show	
  disrespect	
  more	
  ojen	
  	
  



The	
  years	
  ajer	
  tenure	
  

•  Commitment	
  to	
  research	
  can	
  waiver	
  
•  It	
  is	
  easy	
  to	
  put	
  off	
  planning	
  for	
  the	
  next	
  
promo8on	
  

•  Burnout	
  is	
  all	
  too	
  common	
  
•  Women	
  in	
  par8cular	
  may	
  face	
  inappropriate	
  
requests	
  for	
  service	
  /	
  administra8ve	
  work	
  

•  Women	
  may	
  be	
  overlooked	
  for	
  leadership	
  
opportuni8es	
  



The	
  years	
  ajer	
  tenure	
  
•  Climate	
  surveys	
  show	
  that	
  Associate	
  
Professors	
  are	
  the	
  least	
  happy	
  group	
  of	
  faculty	
  

•  Gender	
  gaps	
  in	
  promo8on	
  to	
  Professor	
  are	
  
common	
  
•  Percentage	
  who	
  are	
  promoted	
  
•  Length	
  of	
  8me	
  as	
  Associate	
  Professor	
  
•  Some	
  women	
  are	
  reluctant	
  to	
  put	
  themselves	
  
through	
  another	
  onerous	
  process	
  



The	
  years	
  ajer	
  tenure	
  

Recogni8on	
  and	
  awards	
  are	
  highly	
  gendered	
  

Physical Science

Mathematics

Biomedical

0 10 20 30 40
Percent of Women

Faculty

Service/Teaching Awards

Scholarly Awards

Cadwalader, E et al. 2014. Advances 
in Gender Research (in press) 



Let’s	
  develop	
  some	
  strategies!	
  

•  The	
  service	
  trap	
  
•  Lack	
  of	
  mentoring/	
  sponsorship	
  
•  Lack	
  of	
  recogni8on	
  
•  Burnout	
  
	
  

YOUR	
  RESPONSES	
  NOTED	
  IN	
  SUMMARY	
  DOCUMENT	
  
THANK	
  YOU	
  FOR	
  PARTICIPATING!	
  



Stay	
  in	
  touch	
  
•  We	
  are	
  trying	
  to	
  mount	
  a	
  website	
  to	
  post	
  

content	
  and	
  allow	
  for	
  discussions	
  –	
  watch	
  your	
  
email	
  for	
  further	
  developments!	
  

•  We	
  are	
  developing	
  a	
  proposal	
  to	
  the	
  NSF	
  
ADVANCE	
  program	
  to	
  help	
  evolu8on	
  socie8es	
  
move	
  towards	
  gender	
  equity	
  

•  Please	
  consider	
  joining	
  AWIS,	
  which	
  is	
  in	
  the	
  
vanguard	
  of	
  these	
  issues	
  



1321	
  Duke	
  Street	
  
Suite	
  210	
  

Alexandria,	
  VA	
  	
  22314	
  
(703)	
  894-­‐4490	
  

	
  
h>p://www.awis.org	
  

	
  


