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the situation

everyone agrees that there are too few women in science
everyone?

\Apart from the problem of pregnancy | don't see any di®erehce
University of Nottingham, Annual Diversity Report 2007:

\The overall gender pro le of the University is in line with ¢h
population, however there remain many more women employed witl

the lower grades than men and make up less than a quarter of the
R&T job family."
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University of Nottingham, Annual Diversity Report 2007

Physics & Astronomy students:

% of aplications o®ers acceptances
female male female male female male

undergrad 20 80 22 78 16 84

postgrad 35 65 38 62 39 61

performance (science overall):
% achieving degree class
st 21 22 3
female 22 57 17 4
male 19 43 30 7

successful leavers (university overall):
undergrad leavers 50-50
post graduate leavers 40-60

employee pro le:
whole university,
di®erent \occupational groups"

Figure 1.8.1 (a) Employee Profile - Gender and
Occupational Group (Headcount)

46%

R&T... Research & Teaching

Proportion of
Employees

APM... Administration
C&M... Clinical & Medical
CCS... Childcare Services " APM caM CcCS O&F R&T TS Total
O&F... Operations & Facilities
TS... Technical Services

Occupational Group
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fairness/justice

taxpayers support science, so they should bene t
equally

excellence of science
health of science profession
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common myths: why are women scarce in science?

women chose family over career!
I 'women w/o children not more successful

I countries w strong support systems (e.g., Scandinavia) hieve
women in physics

I productivity depends on resources rather than family status
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common myths: why are women scarce in science?

women chose family over career!

I women w/o children not more successful

I countries w strong support systems (e.g., Scandinavia) hieve
women in physics

I productivity depends on resources rather than family status
women are not interested in science, so they are not good at it!
I interest is not correlated with ability (Xie & Shauman 2003)

I not more women in medicine (\caring" eld)

does performance depend on gender?
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the tilted playing eld

medicine fellowships, Sweded6% applications, 20% succeed, score
of successful women 2.5 x higher than men
psychology (Paludi & Bauer 1983):
Article written by John T. McKay J.T. McKay Joan T. McKay
reviewed by Men 78/100 58/100 50/100
reviewed by Women 68/100 60/100 50/100
biology (Budden et al. 2008):
number of papers with women as 1st author increased signi gantl
after the journal changed to doble blind refereeing.
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heights of men and womermen are
expected to be taller
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the origin of the bias: gender schemas

heights of men and womermen are
expected to be taller

leader at a table:xmen at the head are
identi ed as leaders, women not

eye gaze:superiors look while talking,
but look away while listening. so do men,
but women look while listeninglike subordinates)

rating speakerswomen are only seen as competent when introduce
as \experts" BUT: competent or likeable!

teaching: student evaluations are more negative for women faculty

rating resumes:adapting criteria to justify choiceAND: people seeing
themselves as objective amore likely to change the criteria

failing students:reason for failing - workload vs gender
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consequences: hiring practice

application threshold:.women are unlikely to get a job if less than
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consequences: hiring practice

application threshold:.women are unlikely to get a job if less than
25% women are on the shortlist.

less enthusiastic leference lettedgtter written for women contain
fewer \standout" and more \grindstone" words.

women \solidarity" : leference letters for women written by women
are likely to be ignored unless they are negative
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reasons: early socialization

self-concept:women tend ot belive that they are lower than average
men the opposite

be modest!

I women are willing to work more for the same payment

I women accept lower payment for similar work

I women negotiating are seen worse than men doing so and are Ie
likely to get the job

the greater good:women are expected to act more altruistic, while
men can expect rewards for their actions

9/12



remedies

good intensions are not enough!

make people aware of the problem:

- how to write reference letters

- tell students about \biased" teaching evaluations
- announce speakers properly (!)
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remedies

good intensions are not enough!

make people aware of the problem:

- how to write reference letters

- tell students about \biased" teaching evaluations
- announce speakers properly (!)

avoid easy solutionitoken woman" (they are overworked already)
mentoring: positive reinforcement important for women

hiring: get a balanced list of candidates, encourage women to apply
to give all of them a fair chance (threshold)
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same performance di®erent evaluati@peakers, refereeing,
leadership,rating resumes,...)

worse performance throughtereotype threat
perception of women by both men and women is the problem
take action, make it visible

not treat everybody equally, but take the uneven playing ~éfdo
account (mentoring, anouncing speakers,...)

\threshold" for sucessful female applicants ( 1/3)
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Implicit Association Tests

how biased are you?

implicit.harvard.edu

(I'm a subconscious racist...)
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