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Background

Although women and men are near parity at early Internal Motivation to Respond Without Prejudice External Motivation to Respond Without Prejudice Actions to Reduce Gender Bias
career levels in many fields, women are under-

represented in senior ranks, leaving unrealized

the full potential of their vital contributions to

¢ i | ¢ d = Qutcomes of interest appear to be
science, technology, engineering, mathematics, . - - changing in a positive direction (e.g., more
and medicine (STEMM) disciplines.

awareness and more action) for faculty in

Implications
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The National Academies of Science examined e bteevotion (NRE20) —— Control (T8} e mteevation N=d20). —— Comrol (NeZTE) e mteevation Re388). —— Comrol (NeZZ9) intervention departments
reasons for career advancement inequities for Mechanisms of change (motivation,

women and concluded that biases deeply rooted decisional-balance, self-efficacy) are less
in assumptions about gender — sometimes clear

conscious but more frequently unconscious — L X L
pose the greatest barrier to gender equity. Administering workshops within

Positive Dutcome Expectations (Benefits) Positive Outcome Expectations (Risk) departments may contribute to the
Based on faculty self-report, this study examines increase in external motivation to reduce
the influence of a Bias Literacy Workshop on:

| | ! bias
= Motivation to respond without bias (1 & 2) = | | E i -

= Positive equity outcomes expectations (3 & 4)
= Equity self-efficacy (5)

Pomwbrior | 30emAfer 3 Harthe A Pomwbrior | 30emAfer 3 Harthe A Future Plans/Directions

= Awareness of bias (6) =8= Intervarition (N=356) == Coritrol (N=221) == Itervurition [N=356) == Control (N=221)
= Actions to reduce gender bias (7)
= Implicit bias with regard to gender and

leadership (8 & 9)

Methods

Improve workshop format and delivery by
administering to control departments
Assess effects of workshop on overall
department climate via a campus-wide

= Group-randomized controlled trial with 45 climate survey
matched pairs of STEMM departments Awareness of Gender Bias Garder & Laadsrship (AT Create “Train the trainer” materials

Intervention: 2.5-hour workshop incorporates Offer workshops on other campuses,

principles of adult Ie‘arning. a.nd behf’wioral ——— possibly expanding to the business
change and emphasizes origins of bias, e community and non-profit organizations
evidence-based actions that have been S OwsPrior  3DmAter 3 Monthe Afir FDaysPrior  3DmysAfer 3 Monthe Aftr B DaysPrior SDmmAter 3 Monthe After

naming of important bias concepts, and
shown to reduce bias o= ktervantion (N=356) == Control (N*222) o= ktervantion (N=386) == Control (N+226) o= ktervantion (N=384) == Control (N+22T)
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Identical measures for both intervention and
control departments
— 7 scale measures plus Implicit Association Test

— All measures administered pre-workshop,
3-day post-workshop, 3-month post-workshop




